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INTRODUCTION 

Background of the study 

Career development is perhaps one of the most complicated 

and yet u verx important one in the whola of personnel administra­ 

tion. When -a new entrant joini a job in an organization, his hopes 

and aspiration in mind are tremendous. Along with the job, his 

posi!ion in the family and neighbourhood and his social relations 

are changed on the basis of the job he enter into. An old trainer 

reports that a ~arriage negotiator approached him to know about a 

young trainee. When the trainer reported that the trainee was a nice 

good boy, the negotiator interfered by saying that he only wanted 

to know whether the trainee belonged to a cadre service because this 

was a deciding issue for his parents to give their daughter in 

~arriage or·not. Thus the job of a new entrant is not only the 

source o[ his income but also ari indicator of his status and social 

recognition. These, however, in turn are dependent on the entire 

job-situ~tion in the government, autonomous, non-government organi- 

sations und the type of job e.g. ad-hoc, temporary, permanent, cadre ;: 

non-cadr2, advantageous or disadvantage posting, transferable or 

non-transferableJjob with higher opportunities for promotion or 

lower promotion prospects, job with retirement benefits or not, job 

with much or less strenuous work, jobJI> w i t h orderlies, well furnish- 

aj offices, telephones, residence, cars or not and host of other 

factors. 

In advanced countries, often jobs in industries and business 

are preferred over government-jobs because of pay, opportunities for 

promotion and different recreational and other fringe benefits. 

However, preferred jobs in commercial or industrial organisations 

depend not only on the salary but on the security of job as well as 

retirement or ,i(oul age benefits. In India 9eople often prefer to 

join Birola group of industries because the e rn p Lo y e r generally look/., 

" 
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them after in their old age and there is a more security of job 

there than many other private concerns. 

ln Bangladesh, generally people prefer government jobs over 

the j o os in the private organizations. As a less developed country, 

job security and career development in the private concerns are 

considered to be less than those in government. One may get higher 

salary and yet may resign it for a government job with less salary. 

When an interviewe~ for a semi-government job in an autonomous orga­ 

nizatio11 was asked why he sacrified his_ salary for a semi-government 

job, he lamented by saying that no doubt he gQt double the amount as 

pay but his present boss might at any day telltt:%htJ him not to come 

next day by giving him in an envelope one month's advanced salary. 

'I must not risk my career in this way', he said. 

Secondly, Bangladesh has still a 'mai-bap' concept of govern­ 

ment. A government job is a syml:fif of power, authority, presti;re as 

well as privileges. A well-to-do physician keeps his govern~ent jobJ 

although he gets 10 to 20 times more money from the private practice 

because tl1e job is a source of advertisement for him and the hospital 

beds are the tips for his clients. 'You cannot understand your job', 

says a top level administrator to a group of mid level trainees, 

'unless you retire from your job and sit on the other side of the 

tab 1 e ' . 

There was also a time when a government official used to 

get a haHd.-some salary. The· Beams Commission in 1985-86, for example, 
...J 

stated. that the Head Clerk of government Estate of. Kednapur estate 

used to get Rupees one hundred and the commission recommended an 

increase of salary by 10%. Even in the late British period a govern­ 

ment primary school teacher used to get Rs 12/- per month when he 

not only manag~d his family livelihood with it but also had a small 

saving. A clerk of a Deputy Commissioner at that time was a well-to- 

do m~n even if he was honest, not to speak of several other posi­ 

tions of illegal income like Peshkar, Tahashildar ~. 
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But with the passage of time and increased inflation 

over the years, a government servant is now generally regar­ 

ded to be an ill-paid person although government tried sever­ 

al times to increase his lot by pay-scale revision. People 

now increasingly prefer jobs in foreign firms or foreign coun­ 

tries over jobs within the country. A government officer be­ 

longing to the district of Sylhet lamented by saying, 'Twenty­ 

three years back ~hen I had visited my district town on an 

official duty and drove an official jeep, .people came to me to 

ask for a government job, now the people only ask for licence 

or permits to go abroad for job-seeking. Some people even occa­ 

sionally ask me why I myself have not got _a good job although 

having a good academic career'. Even in certain organizations, 

district quota for some districts such as Sylhet could not be 

filled in because people are not attracted to government jobs 

as before. 

There is also another side of the story. In an advanced 

country a person joining a lower job may not fjnd door of supe­ 

rior positions clos.ed for him for ever. There are instances 

even in a conservative country like U.K. that a person entered 

into first job as a postal peon or the like and rose to the 

highest position of the bur~aucracy as the permanent Secretary 

in the long run by dint of his work, ability,training, further 

education and opportunity for job-mobility. More such examples 

are found in position-oriented countries like U.S.A or Canada. 

But in our country a peon or a clerk in the office of the Deputy 

Commissioner can never dream of becoming a Deputy Commissioner, 

or an MLSS or a Typist in the Secretariat can never think of 

becoming a Deputy Secretary, even if they become educationally qualified. 
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In Bangladesh, today career development planning has an 

added significance particularly when government is engaged in the 

gigantic task of administrative and organizational decentralization 

and reforms. The success of any administrative reform la{gely depends 

on the willing coperation of the employees at all levels. This, in 

Cvv"-0-,,..1_,J- 
turn, depends on motivation i-n---1.~» the employees and their career 

development programmes. 

In Bangladesh nearly 12 lakh public servants are spread over 

in about 44 ministries/divisions, 188 departments/directories/sub­ 

ordinate offices and 111 public corporations. Out of this nearly 65 

thousand employees are government servants and about 35 thousand are 

in class I positions. There was a time when non-cadre officers out- 

numbered the cadre strength. But with the introduction of 31 cadres 

(including senior service pool), the majority of class I officers 

are now included in the cadre strength with a gigantic responsibi­ 

lity on the part of the Ministry of Establishment. Ap~rt from the 

responsibility of recruitment of the personnel of the 31 cadres, 

the Ministry of Establishment is directly responsible for adminis~ 

trating 3 important cadres viz. Senior services pool BCS (Administra- 

tion) and BCS (Secretariat). This has entailed heavy responsibility 

on the part of the Ministry of Establishment. 

Moreover, government jobs are essentially linked with the 

total job opportunity in the country and the entire human resource 

~ development, but ~s alreadyAsaid the position had now been changed. 

A recent survey of 150 class I officers showed that 34% would accept 

jobs in a foreign country or company and 57% would not advise their 

young sons and dependents to follow their vocation. This has necessi­ 

tated a thorough revision of career development programme and the 

responsibilities of the Ministry of Establishment in respect of 

career planni~g and development. 

Furthermore, career 

fl~, 
manpowerAof the country. I~ this respect, 

planning should be related to the total 

there must be a coordina- 

tion amongst the four different phases of a carees namely-education, 
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recruitment, training and deployment. Our education system is v a r i e d 

and unco-ordinated. Madrasha education, for example, ha~ almost no 

place in public service employment. Similarly, University examina­ 

tions often do not match with public service commission examinations. 

Our training is imparted often by rule of thumb. A person receiving 

an MS degree in agricultural economics a b r o e d , got his posting in the 

Ministry of Education as eo· 
Assistant SecretaryAlook~ after the 

special management committees of the schools. Thus the deployment of 

the services of the officers are often not made on the basis of his 

background or training. Moreover, the base for mobility in the 

service in our country is too narrow and limited. This combined with 

changes in the constitution and political leadership from time to 

time has put the public servant in an uncertainty about his service 

as well as his career prospect. 

Purpose of the study 

There have been few studies in respect of career pl3nning 

and development in Ban q I a de s h althou3h there hc1s o e en p r o Li f u ro t io n 

of _organizations and high rate of .i n c r e a s i n q .,,overnmental o e r s orin e I 

from year to year. Even in several cases joo descriptions of po~i­ 

tions are not spelt out and the incumbents find themselves ind 

confuseo state about what they are supposeo to do or whdt tnt::ir 

future would be. Tri i s has led not only to mismatch individual an u 

o r ij ,rn i z d t i o n a l 11 e e a s b u t a I s o t o m i s u s e t h e n a t .i on a l L,, e cJ I t I 1 ,,, n ,:., 

r2sources. The obj2ctive of tne study w~s co explore what arr~~ye:­ 

;:H= n ts are there for car e er planning an ci ck· v el op men t i. n some ""a mf l e 
c~~re servites of tne Bangladesh civil seivice. 

1 J 

Broadly t/1c: objectives of t ne s t u o y were cr S follows: 

To 111c11-':e cin empirical study of c a r e e r p Lanrr i n q in t h e civil 

service, the result of which cou_ld be used by the re~earchers and 

the: i:tCddcmiCicinS. 

fo 6atner iriformation on career planning which could be 

t o 1r,ake c h e i r own c a r e e r planning p r o qr a nune s for the: civil s e r v e n t s . 

.:i ) To s e a r c h for inter-cadre p r ob Lc.u s and find out if t h e r e 
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could ue a uniform pattern for career advancement. 

4) To seclrch for the relationship botween the career 

development and career planning administration. 

5 J To find out the nature of coo~dination amongst ~he 

different phases of the career of an individual viz. education, 

recruitment, training and deployment, 

6) To find out whether there was any scope for inter-sec- 

toral mobility in the services. 

?) To find out whether there was an effort by the career 

planners to meet the expectations of the employees with the expecta­ 

tions of the employer, 

8) To find out to what extent productivity is relaj}'ted 

to job satisfaction and if there were better alternatives for job 

satisfaction than mere pay and allowances. 

9J To make an enquiry how professionalism and specialisation 

could be brought forth to make the civil service production oriented. 

1 DJ To find out the role of the Ministry of Establishment in 

respect of career planning and development of BCS cadres ~nd wh~ther 

it is over-burdened with such work demanding for deconcentralization 

of career planning and development administration. 

Scope of the Study 

The study included an examination of the career planning 

and development system of the three important cadres of the three 

different types vi z •• BCS(Admn), BCS(Police), and BCS(Englyi:Public 

Works). 

BCS(Admn) was taken up for its uniqueness as a generalist 

cadre with its earlier traditions of ~ivil ~ervice of Pakistan and 

the East Pakistan civil service as well as the mingling of a semi­ 

specialist cadre viz. Industrial Management Service which showed its 

appearance for a brief period in Bangladesh in the initial years. It 

is also a populous cadre in the country. 

BCS(Police) was taken up as a regulatory cadre with its 

special features and direct contribution to the development of law 
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and order of the country so ~eeded for all developmental efforts, 

The cadre has its own prestigious background from Indian Police 

Service and t h e Police Service of Pakist.:in u i x e d up with e r s t wn i I.e 

~ East Pakistan Police service as well as the representation from 

other forces like army or the Ex Mujibnagar police personnel as well 

as promotees from Subordinate Police Service, This was considered 

to be a service where a person entering as d con~table might also 

ascend to certain higher echelon by dint of his capability and merit. 

BCS(Engg:Public Works) later termed as BCS(Public Works), was 

taken up as a representive cadre of the specialised services which 

even when no~ a cadre could attract a large percentage of the talents 

of the country and vividly considered to be a directly invol0ed 

developmental agent in Bangladesh, Apparently, the cadre also carries 

with it a long experience of the turmoils in the past towards thr: 

developmental efforts in the fields and the generalist-specialist 

controvercy. 

The scope of the study included ~n ~xamination of the pre~enc 

system of career planning and a drn i n i s t r a t i or, by the lhni,;try or 
Establishment as well as concerned ministries in order to find out 

the level of the morale of the cadre officers under study &nd the 

rational basis for their carSer advancement. 

Limitations 

Following were the limitation~ of the study: 

1) The study focused its attention only to three cadres of 

different types· in the Bangladesh Civil Service. Certain other types 

of s p e c i a Lr s t cadres such as BCS(Customs), t3CS(Foreign Affairs), 

BCStJudicial) etc, might have altogether a diffErent nature of career 

planning opportunities and prospects not similar to those under the 

present study, 

2) The study was primarily an opinion servery and not a proper 

documentary s t u dy as is ·usually made by a commission or a c o nun i t t e e . 

3) The opinion of~nurnber of intended cadre officers coulLl not 

be available because of their absence from the country, excessive 

pre-occupations, unwillingness to respond or fe8r. 
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4) Some of the available samples under study did not 

respond to the questionnaires obviously because they did not 

have a good academic background and hence were not willing to 

expose themselves. 

5) The annual confidential report-the only recorded 

source of assessment of an employee in our system could not 

be studied as ACRs were classifi~d documents. 

6) The opinion of some high level educationists and 

others was just suggestive in nature. It was generally seen 

that outsiders do not have sufficient knowledge about the intri­ 

cacies of the career development of BCS Cadres. 



Chapter II 

~Methodo1ogy of the study 

The study was principally an opinion survey of some 

sample incumbents of the BCS(Admn), BCS(Police) and BCS(Pub- 

lie Works) of roughly 6-16 years of service as well as the 

opinion survey of 

1) Some senior members of the cadres under study. 

2) Some top level secretariat officials 

3) Some university professors 

4) Some top level officials of the attached 
departments 

5) Some top level industrial and business 
executives 

6) Some key persons in the Ministry of 
Establishment 

7) Some planners and trainers 

Originally, it was intended that the opinion of some 

Upazila Chairman would be taken, but when around 20 upazila 

chairmen were approached, every body expressed his innocence 

about the knowledge of the career planning and development of 

the cadres under study. 

After studying the available literature on career 

planning, the researchers studied the career planning system 

engineered by Ministry of Establishment. A questionnaire was 

administered to the selected members of the three cadres. Gra- 

dation lists were collected from the Ministry of Establishment 

and the following data was initially found out for selecting 

the samples. 
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Table 1 

L:z., dr e 
Strength of the cadres under study 

Proposed Strength Cri.idi..ltion list 
nu111ber 

t:JCSlAJ111r1) 

LJCS(Police) 

l3CSl[l'ILJ(J:Public Works) 

3,097 

595 

577 

,304 

237 

lly scanning the very top positions and very junior positions 

it wu~ pli.inned to approach mid 500 incumbents of thC:: bCS(Admn) 

c a cr e , 111id 150 of t h e BCS(Police) cadre, and mid 125 of the BCS 

lEngg:Puolic Works) cadres. In fact, all the Deputy Commissioners 

and Superintendents of Police and most of the Executive Engineers 

of the 8CS(Engg:Public Works) were approached. The opinions were 

received from the following number: 

BCS(Admn) 

BCS(Police) 

BCS(PWD) 

11 8 

50 

78 

Originally, it was thought that available cadre officials 

ir, t h e capital city, three other divisional headquartc,rs <ind only 

one district c ou I u suffice. But later on, it was d i sc o v e r e o that 

divisional headquarters could only give few of the desired respon­ 

J.::nts, Hence approach was made to districts and e v cn to upazila 

I e v e Ls . 

Un the basis of the opinions received from tile officials, 

the second questionnaire was designed for the opinion survey of 

Lop level educationists, s~ecialists in the relevant fields, train­ 

,:;rs, planners etc. and the opinions of 92 such persons were collec­ 

ted and incorporated in the report. 
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In all opinions of 338 respondents were taken, out 

of which there were 118 officials were from BCS(Admn) cadre 

including 21 officials who are now in the SSP, 50 were from 

BCS(Police) cadre, 78 were from BCS(Engg: Public Works) 

cadre, 13 were Educationists, 46 were top Administrators, 

14 were senior members of Police and Engineering service, 19 

were Planners, Trainers etc. 

Amongst the BCS(Admn.) cadre respondents 4(3.4%) 

were ex-CSP officers, 24(20.3%) were ex-EPCS officers Class 

I, 17(14.4%) were ex-EPCS Class II, 14(11.9%) were ex-IMS 

officers, 9(7.6%) were earlier in other services and 50(42 .4%) 

were recruited after Bangladesh emerged. Amongst the Police 

Officers 2(4.0%) were ex-PSP officers, 2(4.0%) were ex-IMS 

officers and 2(4.0%) joined from BCS(Education), 4(8.0%) 

from army, 8(16.0%) from non-cadre Government services and 

32(64.0%) were direct cadre officers. Amongst the respondents 

of BCS(Engg:Public Works) 3(3.8%) were ex-CES officers, 

19(24.4%) were from ex-East Pakistan Engineering Services 

officers and others were recruited after independence or 

promotees. 

The length of service of the respondents of the three 

cadres were as follows: 

Table I 

Length of services of cadre respondents 

BCS BCS BCS 
Years (Admn.) (Police) (Engg:Public Works) 

6 - 10 19(16.1) 6 ( 12. 0) 12 (15.4) 

11 - 15 41(34.7) 24(48.0) 24 (30 .8) 

16 - 20 33(28.0) 6(12.0) 7 ( 9. 0) 

21 - 25 19(16.0) 8(16.0) .18(23.0) 

Above 25 6 ( 5. 2) 6 ( 12. 0) 17(21.8) 

Total 118(100.0) 50(100.0) 78(100.0) 
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1 ( o. s~:.) 
20(16.95~} 

9 c 1 .6r1 
:C~,ohol0r jn Co, .. .c r ce 4(3.51.)' 

D:icl-,elor in E,,.··ii,e1cri11c; 0( O.O;') 

h::.:J t.c r of .lrb 46 ( 39. 15:'.} 

E:.i.stP.r <!l:f 3cie,1cc 9( 7.6';'.) 

I~::;.::.;tcr c1I Con:1 .. c r ce 6( 5.1~) 

11.B 15(12.~) 
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1 ( ') :)•,') 0(0. o:) - • \. 1· 

0( c .o,') 70 ( :;9. 7~.') 

13(26.0/} 0( o .o::.1 
7(14.0.:') 1 ( 1 , 3'.'~) 

1 ( 2 .o) 0( 0. Cf::) 

0( C ~-'} 0( G • 0/) . • vr 

C( u.o.') :.i ( C. 4-:'.·) 
o( 0.:.() ': ( . . ,·,.,) '- '- ~ u. •' 

501'1 l,(.1,.1 70( 1 C·0;1 

in tl.'.:l folJow:.,12 tc1blEJ: 

(U'.:4] it~, DC3 
( .!i.d rm " ) 
3 ( 2 .S) 

3( 2 .51.) 

1G(13.51) 

23 ( 19 .51) 

Pc ur Ii'i:,:::.it Di visions 

ThrE;c FirfJ t Di vj.c; ions 

Two Fir:Jt Di vL::.,:,:i1:.:; 

One Fi:r.':Jt Divi0.:::.on 

?our 'Jcc.)1:;:: D:i1I2.:,ions 15(12.7:.) 

'..:l::..·e,::, 3c:crJt,d Di 0,i~;:i.ons 1G(13' .5;.'.) 

T>.:o '.:;0c,)iJd.Divi::,i,)ns 17(14.4~) 

fc:j 
(Poli r.;_oj_ __ 
0 ( 0 .(;,') 

0( O.,'.:r;') 

~ ( 1 0. o,:) 
2 ( •L 0:'.) 

7( 14 .o:'). 
G(1::.on 
7(1C.:-.C() 

w::; 
(~,, • · "'! rll: J ~ C ii0.::·L':u} 

0( O.Cf{-)~ 

1 0 ( 1 2 .:.:;~'.} 

2( ') /:c.') ..:.. 1ov,· 

7( S.D'/) 

1 ( 1 .X'.) 

0Ee ~cc,:i1,d Djv::,;i,;:,n 18(15.3~) 7(1:J.q") 1( 1,3/} 

Oth2r.J:ot rn:.1:d·e.J):' 12(10.1{) 1G(;?.G.'') 4( :;.1:') 
'1\,t ~1 118(100"} 50(1cc'.') 7e(1oc(') 

~ 0> ;)~K.VVl ~ &J~ cl. ~ h..A-..r,. 4 ' 
U~v, / /l,,._,.; ~a..tt, 



7(5 ,/:;~) olfi,-;2:rs of TICD(J .. di,u:1.) c· .... 1.r,::, 2(L1 .0,::') offL::ers o r' 

1~C3 (Police) c·::.:.d Te · .nd 3 ( 3 .. ~) off d:er::, ,):f nos (E11:'.:'.:2:: Public \lor-l:;:;) 

had s e cured }:l:::.cc::s in the r.I.atricul2.tic,:1 or Tntc rmed La te level, 

dl::~~ts o:t· tl:..:; J;S(rolic~} cadr-e , 4(5 ¥ 1'.') r-es ponde n ts of the 

ncs(:::i:i62: Public '.!orkB) c:.:..d.re had p1·i:1·.;2d pub Li.cu t i.one , 24(20.3~S) 

o f -Lh0 ·DCJ(.idmn.), 16(32.o;r) or' the ~'JC3(?olice), ~3(16.7;:.) of 

th(: DCJ ( E:ni'.:.:2:: Pub Lf,c ~lark~} served as Ch:rurl1.lS.11/ Se ere tu:cy of 

th.:: i1:.1:::-io:;::-t~:.11t con.r.u t te e s .. 13(11~~) of t hc BC3(..idi.m.) cadr e , 

14(28.o;:) of Lhe r.:cs(Police} cadr e LnJ 5(6.4~~) of the BCS(Engg: 

Pu1lic \Ju:;.~l.:;.:;), c".._dre 3:ot s ome dist inc tio:ci/ awqrcl f o:i: their :perfor- 

merice in tho s e r va ce , 

no promotion' 55 ( 4.6 .. s~n one pr-omo t i.on J 4.t( 37 .3;'..) two promotions, 
l/ 11 ( 9 .. 3t) three pr omo t i.ons and 5 ( 4 .2) ~,-ore th:m three pr-omo t i oris , 

Similurly out o f t.ne respondents of DC3(Polica) cadr'e 3(6 .. ((.,) 

eot no pr omo t Lon, 6(12 .. ~)· received one pr-omo t i on , 22(44~0:~) 

trwo pr omo tia on s , 14(28 ... 0;:;) three pr omo t.Loi.e :;,.nJ. S(10.0~'.'.) more 

than three pr-omo ta ons ; Again out of the respondents of BCS(~gg: 

Public \forks} 25.(32"f%) got no promotion, 41 (52.6~·~} eot one 

pr omo ta on , 10( 12 "8) .two pr-omo t.Lona , 1 ( 1 "3:;::} t.hr-e e pr omo t Lon s 

and 1 ( 1113::) more than triree promotions" 



CHAPTER - III 

HUM.AJiI RESOURCES DEVELOPMENT 

In trod uc t.ion 

This chapter is devoted to the study of human resources 

development while this is a case study on career planning in 

the Bangladesh Civil Service. There is a linkage between the 

t wo , and this s hou Ld be explained in the introduction to this 

cµapter. 

The people in the civil service are drawn from the total 

manpower available in the country. There is a relationship bet­ 

ween manpower development and human resources development, which 

will be explained in the appropriate place in this chapter. The 

quality of the civil service is basically a function of the qua­ 

lity of the civil service cl~entele. Again, the civil service 

does not function in isolation from the total manpower. And the 

manpower of a country functions as a totality-as one entitity. 

As such, it is necessary that the manpower of a country is planned 

as a totality. It is in this context that it is necessary to refer 

to human resources development. while talking about car~er planning 

in the civil service. For human resources development it is also 

necessary that references are made to nutrition and education 

available for people because both contribute more than any other 

inputs to human resources development. Finally, even a capable man­ 

power will fail to contribute much to economic development unless 

its morale and moral standard are high. References to all this will 

be made in this chapter. 
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The Philosophy 

In an article on human resources Wilfre,d Beckerman, 1 a member 

of the Oxford University Faculty of Social Studies, has ques~io~ 

the worthiness of the preservation of human race or the rationality 

of the continued existence of human race. The article is essentially 

a philosophical approach to the development and employment of human 

resources and the author is fully aware that he could be taken as 

"talking philosophical nonsense". Backerman did not talk any philoso­ 

phical nonsense. He has drawn his reasoning from the theory that the 

genetic power of mo.n has given him the faculty of speech and thought. 

According to Beckerman, "the genes of man have not, as in the c&se of 

numerous other species, led to our deliberate and chosen self-destruc­ 

tion". Beckerman believes that genetical changes may make a man a 

mutant, wh i c h nobody wants to be. His thinking is somewhat aa d d Lah 

With reference to Beckerman's thinking about human resources 

development it may be said that mankind has not yet chosen, at least 

deliberately, to commit self-destruction although he has achieved 

unbelievable successes to commit that. Mankind still has the propen­ 

sity to produce and reproduce. The problem for man is that he has not 

been able to achieve a balance between the two; production and repro­ 

duction. This, however, is not universally true. :F'or some people their 

rate of production is more than the rate of their reproduction. But 

for the vast majority of mankind the problem is production for their 

survival. It is by producing material goods and services that mankind 

1. Wilfred Be cke rman , "Human Resources: Are they worth Preservingn · 

in Paul Streeten and Harry Mg,ier (eds), Human Resources> Employment 

and Development. Vol •. 2: Concepts, IUeasurrnent and Long-Rum Perspective. 
London, The Macmillan Press Ltd., 1983 pp 8-28. 
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can survive and become the best of the species. And this conforms 

so much to Marx's thinking. lVIarx saw man as II a producer" and fore­ 

ee:« a future when he would produce according to "the laws of beauty" 
2 and not to exploit his fellow men and thus hecome a perfect man. 

I 

If is is difficult for man to achieve a balance between pro­ 

duction and reproduction. It is because production is by fc;i.r the 
- most difficult of the tasks for man. Production is of primordial 

importance for the very survival and development of human resources. 

The problem of human resources development is essentially a 

national problem and every nation has looked into it from its own 

angle. But before an attempt is made to understand the process of 

development of human resources it is necessary to note that there 

are two common factors in this process: 1) man is both a producer 

and a consumer and 2) "that manpower is needed both to bring about 

the. technological advance that lies at the root of economic growth, 

and to utilise the new technology efficiently11•
3 What transpires fro 

these two common factors is that rrian the producer and man the consu­ 

mer are intertwined as are man and the technology. And it is the 

effective intertvyint.pgof .t he s e two factors that determine the deve­ 

lopment of human resources and the development of society at large. 

2. Robert C. Tucker. The Marxian Revolutionary Idea. London, 
Allen & Unwin, 1969·. p. 220. 

3. Burton Weisbrod. 'Introduction to Part One' in Burton Weisbord 
and Helen Hughes (eds), Human Resources, Employment and Development 
Vol. 3: The Problems of Development Countries and the In~ernational 
Economy. London, The Macmillan Press, 1983. p.3. 
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There can be no development if a man is asked to produce but 

is not given all the things he needs to consume-there can be no 

economic growth if the man the producer is not given the techno­ 

logy to produce. 

So, if economic growth can be taken as not being the be all 

and end all of life, development of human resources can be taken 

as the be all and end all of life, and this will take care of the 

prime importance of economic growth in man's life. Development of 

human resources, seen from this premises, is a function of four 

factors: Labour, production, consumption and technology. These four 

factors of human resources development are analyzed below. 

The continued existence of labour - manpower - is the fun­ 

damental factor of human resources development. To exist and deve­ 

lop himself man must produce, and to produ.ce he must consume, and, 

finally, to produce he must produce effieiently for which it is 

necessary for him to apply skills and technology to production. 

Following this logic of production process it would be possible to 

sequence the development of a human being into three periods - 

1) the period before a man pecomes a producer, 2) the period during 

which he takes part in production and 3) the period after his 

retirement from active participation in production. It may be noted 

that during all the phases of human resources development man remain 

a consumer. During the period before man because a producer, he must 

be given not only food and nourishment but also education and train­ 

ing so that he becomes fully equipped to take part in production. 
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After he has become an adult - educated arid trained - to take part 

in production care should be taken to see that he i~ taking part 

in production, that is, he is employed. Finally, after his retirement 

from active participation in production, he should be allowed to 

lead a useful and peaceful retired life. The period that a man lives 

as a producer may be called his career period. Sandwitched between 

adolescence-cum-education period and retirement period, which in 

economic sense, may be called unpr .. oductive periods of a man's life 

is the productive period of life. The productive period is the most 

creative period of man's life. But even though economically unpro­ 

ductive, the adolescence cum-education and retirement periods funda­ 

mentally influence and shape the career period of a man. If the child 

is not properly educated and reared up to lead a producer's life he 

will not have a very fruitful career, and if a man cannot lead a 

fruitful career life he will not have a peaceful retired life. \'/hen 
! 

~reen from this ang l.e , one would only discover a terribly dismal pros- 

pects of career planning in Bangladesh. 

The Technology Connection 

Teclmology as a method of production is intricately related to 

education. The government is fully aware to- the necessity of appli­ 

cation of techp.ology to production process and how a deliberately 

designed education system can advance productive skills of the people 

and the state of technology in the society. The Third Five Year Plan 

of the government speaks eloquently of this importance and has made 

allocations for the .advancement of science and technology as much 

as posible, but nothing substantial can be achieved in respect of the 

advancement of science and technology unless the whole education 
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system is recast to make it attuned to science and technology 

v i s-a-vf,a production. Np t only that. Without recasting the edu- 

cation system even increased allocation of funds for education 

may bring rather negative results. For example, it will increase 

the percentage of educated, even highly educated, unemployed young 

men and women. This situation is already quite acute in the country. 

Under the present education system, except students pursuing 

some professional and vocational education such as agriculture, 

epgineering, law, librarianship and medicine, the vast majority 

of the students do not know for .sure what they want .t o be QlJ:' ,vnatthey 

are going to end up with. Our planners, educational planners included 

know that all economies, i~respective of their character and shade, 

function on the theory of input and output. The theory means that 

an economy functions on the structural interdependence of the econo­ 

mic system. In simple language this will mean that if the output of 

industry X is Tk. 200, we find that of this output Tk. E/J was purcha­ 

sed by industry Y, Tk. 40 by industry Z and Tk. 100 by final consu­ 

mers. -In the same way it can be said that to produce this output, 

industry X purchased Tk. 40 of output from industry Y, Tk. 50 from 

industry Zand Tk. 110 of labour services4• From this simple analysis 

of the input-output analysis it can also be said tbat an economy 

functions on the theory of demand and supply of goods, services and 

labour. Following this theory of input and output o~ the theoxy of 

4. The analysis is based on the Input~output Analysis in Thomas 
Kempner (ed), Handbook of Management. New York, Penguin Books, 

1 978. p , 20 3. 



-: (III) 7 :- 

demand and supply can we say if the output of the department X of 

a u1niversity is 200 graduates, of this output 60 graduates were 

hired by industry Y, 40 graduates were hired by industry Z and 100 

· graduates by the government ? Even if: these 200 graduates of the 

Department X have been , 'ab sor-b ed on genuir1e demand of our 

economy ,c~.unprod uc ti ve employment is there in our economy. 

But if our education system is not attuned to the advancement 

of science and technology, for that our educational planners cannot 

be asked to take the full responsibility .. Technology and production 

goes hand in hand. If there is a vigorous entrepreneurship for pro­ 

duction there will be a matching demand for technological know-how. 

It can also act the other way round. Any revolutionary scientific 

invention may lead to or bring about revolutionary advancement in 

productiion as did the inventions in Britain during the pre-Indus­ 

trial Revolution period. Our entrepreneurship for production is 

exteremely low. So are the results of our scientif'ic and technologi­ 

cal researches. Indeed, we have somehow managed to keep ourselves 

immune from the explosion of scientific knolwdge and information and 

tremehdous economic growth in other countries. 

Every government, irrespective of form bas the inalienable 

obligation to give employment to each adult citizen of the country 

who can take part in the production process of the country. This is 

certainly a very difficult task but equally certainly this is not a 

tall order. It .Ls difficult because even the highly industrialized 

capitalist countries have not been able to ensure full employment. 
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On the other hand, a small and at the same time much less indus­ 

trialized socialist country like Bulgaria has ensured full employ­ 

ment to its people5• This is not to suggest that a socialist economy 

is more efficient than a capitalist one. This is only to point out 

that development of human resources is something different from pure 

economic growth. This is to further point out that employment oppor­ 

tunities are not entirely related to tec,hnology even though its appli­ 

cation is necessary- to improve both quality and quantity of production. 

By now Bangladesh has a population of 100 million. According 

to the Manpower Survey, 1980, over 31% of the population constitutes 

the civilian labour force. The Planning Commission of Bangladesh 

estimates that this labour force will increase from 31 .O million in 

mid-1985 to 35.0 million in mid-1990. And this will raise unemployed 

labour force from 7 million to 11 million during the period~ i.e., 

rate of unemployment will increase to 31 p.c. from 22 p.c. 

The sheer size of unemployment in Banglades is by itself 

c o Lo s au s, What makes the situation worse confounded are other 

realities. These are : 1) the shockingly high percentage of popula­ 

tion living below the poverty line, 2) massive illiteracy, 3) poor 

technological advancement of our society and 4) thE failures of the 

5. Ivan Iliev · and Nicolas Naoumov, 1 Human Resources and Employment 
in the feople Is Re public of Bulgaria' in Burton Weisbord and Helen 
Hughes (eds), Human Resources, Employment and Development. Vol. 3: 
The Problem of Developed Countries and the International Economy. 
London, The Macmillan Press Ltd. 1983, pp 48-54. 

6. Bangladesh. Planning Commission. The Third Five Year Plan 
Dhaka, 1985. p. 102. 
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government and the people to identify the public policies to get 

out of this dismal condition. But the root cause of unemployment 

is the failure of the government and the people to persistently 

f o I l.ow and execute public policies. In Bangladesh neither the public 

sector nor the private sector has demonstrated any commendable 

entreprenel.lrship. 

Our government is fully aware of its inalienable obligation to 

give employment to each person of the country. It is in the consti­ 

tution of the country. The government has its manpower and human 

resources development policies to execute which it has other policies 

such as heal th, education, training and science and technology po La.c i.e s 

Every policy of the government is yielding some results, but for one 

reason or another the results of the different policies of the govern­ 

ment have appeared as some sort of mismatch or mishmash. The governmeni 

is investing in health but the health of our people has not improved 

much-the government is investing in education but the rate of litercy 

has not improved appreaciably-the government is investing on technology 

but the state of technology has not advanced much. But on the other 

hand, part of the results of these investments are going waste. Our 

able-bodied people do not find much of an opprotunity to apply their 

muscle power for production purposes-our educated yong people do not 
. ' 

find much of an opportunity to employ them for productive purpose:s-our 

people with skills and advanced technological know-how do not find a 

luc~ative home market. So, our people from all walks of life try to 
I 

sell their labour, skills and technological know-how in foreign 
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markets. Interestingly enough, the government also encourages the 

export of manpower.7 Probably it is time we learned the lesson 

that a people can survive and prosper only on its own land and not 

anywhere else. And for this we should remember two things: 1) the 

ahe.e ri muscle power of man can be used to produce something. Our employ­ 

ment policy should be attuned to this reality and 2) the skills and 

technological know-how of our people should have the scope for full 

utilization. There should be careers open before our peo~le. And 

appropriate fiscal, monetary, manpower and commercial policies will 

have made this come about. 

;: 

The Concept 

The concept of hwnan resources development may be defined as 

giving every individual all opportunities to develop. his faculties 

and capabilities to the fullest extent so that he may attain his 

best stature. These opportunities are packaged ones, and should be 

available to him from his birth till his death. These opportunities 

are: 1) he should be given adequate food ru1d nourishment, 2) he should 

be given the education and training that his faculties are capable of 

receiving and finally 3) he should be given employment not only to earn 

a living for himself and his family but also to contribute thereby to 

the advancement -of society and to achieve self-actualization. Under­ 

stood in this sense, development of human resources comes very close 

to the concept of manpower planning. Manpower planning is human resou­ 

rces development minus the human side of the concept. For exrunple, 

while manpower planning will be concerned with making men and women 

7 •. ibid, p. 431 
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of a society skilled enough to take part in production, hwnan resour­ 

ces development will be concerned with the totality of human life 

including the leisure and freedon of the people in that society. But 

neither manpower nor human resources can be developed unless the eco­ 

nomy of a society is fully attuned to production of material Goods and 

services. And production of material goods and services is determined 

by the demand for and supply of manpower. Finally, it is also the 

quality of manpower and the entrepreneurship of a society that balance 

the demand for and supply of manpower. In the final analysis, therefor 

development of human resources comes via the development of manpower. 

The Bangladesh Scene 

In respect of maripower- and human resources development, Bangla­ 

desh presents a paradox. It is, however, a paradox created more by 

man than by nut ur e , On the supply side of manpower, Bai1gla.desh has 

an ab und an c e of it, so much so that Bangladesh is said to be the most 

overpopulated country in the world. It is said to be so particularly 

because Bangladesh is not blessed with much of natural resources. Both 

conclustions are un t eriab Le ones. If Singapore with no land and natural 

resources is neither overpopulated nor underdeveloped there is no 

reason why Bangladesh should be both overpopulated and underdeveloped. 

If in fact it is so, it is for other reasons, particularly for one 

reason: the people of Bangladesh do not have the entrepreneurship for 

producing material goods and services. Even here it may be said that 

entrepreneurship does not grow in Bangladesh because conditions for thi 

growth of entrepreneurship does not exist in Bangladesh. In answer to 

this it may be said that conditions are creations of nature in as much 

as they are by men. 
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Every inch of the soil of Bangladesh is fertile. It is a land 

having access to the sea. It has 42,447 Primary Schools; 8,464 

Secondary Schools; 216 Intermediate Colleges; 4 General Universities; 

2 Technical Universities and 10 Medical Colleges, besides ins ti tu- 

t ions for technical.and vocational education. As of 1981 there were 

77, 770 Master'sDegree holders in various social and natural sciences; 

11,402 g1~c-1duate doctors; 10,383 engineers; 28,347 diploma holders in 

various engineering subjects, 59,447 graduate agriculturists and 

39,238 graduate teaching professionals8• Yet their contributions to 

growth process is not adequate. The existing arrangement for education 

and training, the existing stock.of manpower for education and trainin& 

the existing stock of manpower - both skilled and unskilled-should be 

considered adequate enough not only to generate employment oppurtuni;-, 

ties but to achieve a higher growth rate. Vfhy this is not happening can 

be attributed to reasons as follow: 1) the government does not have 

sound public policies which will not change with the change of govern­ 

ment, and 2) neither the public sector nor the private sector of the 

economy has any vigorous entrepreneurship. When these two factors 

reinforce each other the growth rate is accelrated. When they do not, 

when.they are at logger heads, the economy stagnates. The last thing is 

happening is Bang'l ade sh , This is the Bangladesh Scene. 

8. Raisul Awan Mahmood. Manpower Situation in South Asia: A Case 
Study of Bangladesh. Dhaka, Banglade::::h Institute of Development 

Studies, 1987, (Draft Report). 
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Some Suggestions for Planning and Development 
Of Human Resources in Bangladesh 

The three factors which very vitally contribute towards human 

resources development and employment are: education and training, 

technology and moral. The infrastracture for the education and train­ 

ing of our manpower is there. Only it has to be recast. The present 

high rate of educated unemployed manpower is the result of the fact 

that the present education system is not that technology-biased. Flov,r 

into school of higher education should be filtered at S.S. C. level 
, 

Only those who have demonstrated the aptitude ancl intellect for higher 

education should be allowed entr.y into schools for higher education in 

. the fields of hwnani ties, social science and other exact sciences •.. 

After s.s.c. level science and technological education should be avai­ 

lable to all those who want to have it. There should be open polytech­ 

nic.schools to organize three-year :residential and modular courses on 

different branches of science and technology courses would be: a) These 

will be repetitive works and b) There will he intensive practices based 

on the shop floor theory. 'I'he ae courses will be gradually complex every 

year and these will be useful even at any drop-out level. These courses 

will also lay emphasis on physical and moral devel,opment of the s t ude=- · 

. nts by incorporating· lectures on moral standard and drills and exer­ 

cises in the morning and after-noon. The students in these science and 

technology courses will be very much supertor to people who learn to 

do things in the workshops on the road 
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side. It will be so because 1) They are educated people having received 

formal education and training from educated teachers. 2) They will have 

the feeling and a confidence that they will have jobs assured for them ., 

3) Their salary will bring them social recognition. And such people 

are the main ingredients of entreprenurship. 

Social recognition of such educated and trai.ned people may come 

tl}roµgh:a) some of them will be needed in the government where they 

should be paid as much as white collar people are paid in the govern­ 

mentQ Salary scales will give signals to the students and their into 

higher education thus filtered at S.S.C. level will have left better 

people for higher education and the civil service. A few more words may 

be noted about t~.chnological development: 

a) Technology should be coupled with innovativeness 

b) People should be innovative in both social and day-to-day 

life. 

c) Our education system does not make us innovative and creative 
This is particularly true in our science edllc&tion and 

(1. 
teaching. 

d) Our education system does not increase our inquisitiven~ss. 

e) It does not te~ch the science of everyday life. 

f) Education should increase our inquisitiveness from childhood. 

g) It does not teach us what are the good things of life. 

h) It does not develop in our people proper a t t Lt ud e t owar d s 
wo rk and life. 

because 
i) Moral development can come from education/it is arranged by 

the whole so c i e t y but it can come from other sources, too, 
i.e. home, farni;ly and friends., Moral value system should be 

one of the principal guidlines in our educational prograrMnes. 



CHAP'rER - IV 

CAREER DY1'JAJ,UCS 

Every go ve r nme.n t has three primary responsibilities: 

a) protecting the s ovez-e Jgnt y of the country when threatened 

by external aggression or internal anti-state activities 

b) collection of revenue and maintenance of law order to keep 

it in power and to ensure the security of the citizens and 

c) we Lr ar e and development of its people. These responsibili­ 

ties are discharged by the people in the military and civil 

services of the government. The third responsibility is also 

sometimes shared by local and voluntary organizations. The 

scope of these services has greatly enlarged with the coming 

of modern age ancl the development of science and technology. 

This is particularly true in the case of civil service which 

is no more concerned with only collection of revenue and main­ 

tenance of law 8.nd order. So, even though the history of the 

civil service of Bangladesh can be traced back to Vediocera 

when Bangladesh was part of the Indian sub-continent. The history 

of this service can be unfolded only by studying its evolution 

through the subsequent Buddhist, Muslim and British periods of 

the sub-continent. In essence, the Bangladesh civil- service is 

the extension- and modifications of the civil service of Pakistan 

(1947-1970). 

The Civil Service of Pakistan (CSP) did not include. all the 

civil services of the government of Pakistan. It was an elitist 

and generalist· civil service. The other civil services like the 

Police Service, the Finance Service we r e not within the ambit of 
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the CSP. Even though in respect of merit and integrity it was a 

fine civil service, jelousy and discontent began to grow against 

the elitist character of the CSP. The mainspring behind this jel- 

ousy and discontent was the rising expectations of the people in 

other civil services and the professionals and 't e chno oi-a'ts , This 

feeling continued and even accentuated after the emergence of Bangla­ 

desh as an independent state. To meet this rising expectations- the 

government appointed a committee and three commissions to bring 

about a unified civil service and to offer enhanced compensation to 

the civil servants. As a result of the recommendations of these 

Conunittees and Conunissions, Bangladesh has now a classless civil 

service of 31 cadres. To some of the cadres one can seek access 

with a simple graduation degree but to some other cadres access is 

allowed only to professionally qualified people passing the recritment 

tests, which are uniformly conducted for all cadres in the BCS by the 

Public Service CommissiJn. 

The present study is concerned with the BCS (Admn) , ,;BCS 

(Police) and BCS (Public Works). In this chapter much will not be 

discussed about BCS (Admn) and BCS (Police) for the reason that 

both cadres are composed of the officers in the CSP, EPCS and PSP 
I 

cadres of Pak La t an period and these are now ti.vo
1 
unified cadres, On 

I ·._ .,1 

the other hand, _there are three independent Engineering cadres in 

th~ BCS. That there should be one single administrative cadre and 

one single police cadre probably few will question. :'.r;.,, · And that 

there should be three separate engineering cadre!': in the BCS the 

present study will not question that, too. The questionaire 
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administ~rd to obtain opinions on the three cadres has brought 
; 

.some interesting common answers from the majority of the respon- 

dents. They are: 1) Each of the cadres does not favour lateral 

entry into it even though transfers to other cadres will be come; 

2) the scope for promotion is limited in each cadre but it is more 

so in one than in the other. It is clear that in none of the cadres 

officers seem to be quite happy. This is the view of the present 

researchers that it is not the result of any faults in the manage­ 

ment of the civil service. Among other factors, one is the faulty 

management of the economy of the country. This chapter will therefore 

concentrate on the dynamics of career planning in the BCS· (Public 

Works). for the primary reason that dynamics of the other two cadres 

have been unfolded in other chapters of this study. 

The Philosophy of Career Planning 

Career Planning has two sides. On the one side thEr~ is the 

individual and on the other there is the organization. The indivi­ 

dual has his goals of life while the organization has its own goals 

to achieve. But the point to be remembered here is that the indivi­ 

dual can achieve his goals or a s p Lr-a t Lo nsoof life only by working for 

one or another o r-gand za t Lon-Mo de r-n man is an organization man. He 

belongs to this or that organization. This is true even in case of 

a farmer in Bangladesh who must be a member of a cooperative society 

if he wants to get the benefit of a shallow or deep tube-well waters 

for irrigation purposes, So, the goals of the individual must match 
ha . 

t he goals. of the organization /belongs to. 'l'ru s may not always happen, 

but somehow the differences between thE two even out for which the 
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organization survives. So, the whole philosophy of care~r planning 

is to bring about a harmony b e tvo e.n the individual aspirations and 

the goals of the organization.1 This harmonization of individual 

aspirations and theorganizational goals depends upon the efforts of 

the individual to prepare himself for a career in an organiaation and 

the support of the organization to fulfil the individual aspirations. 

Organizational Career Development 

When the organization attempts to match individual competence 

or skills with its needs or goals it is engaged in what can be 

called organizational career development. This a dichotomy at the 

one end of which is individual efforts and at the other end of 

which is institutional support. Where the two ends of the dichotomy 
2 meet we have the organizational career development. What is done 

under individual 2:forts is career planning and wbat is done under 

organizational support is career management. Under career planning 

there are some import_ant subprocesses, which are: 1) individual's 

choice of a pr of'es s Lon ; · 2) individual's choice of an organization; 
. ' 

3) individual's choice of job aa s i gn-ierrt and 4) career self-develop­ 

ment. The important subprocesses under career management are: 

1) recruitment and· selection; 2) human resources allocation; 3) appra· 

isal and evaluG-tion and 4) training and development. So, the career 

planning in the Civil Service of Bangladesh is actually a programme 

-------·······-· -·----------------------------- 
1. EdgaJ;' H. Schein~ Career Dynamics: Matching Individual and 

9..rganizational Weed~. London, Addision-Wesley, 1978. 

2. Ibi~. p , 5,4. 

I 

/ 
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of organizational career development. This study .is an attempt to 

see how the individual career planning and institutional career 

management have led to organizational career d_evelopment in the 

BCS : ( Publid Works). 

Evolution of BCS (Public Works)3 

The history of Engineering cadres in the BCS can be traced back 

to the creation by the British of Administrative Services for India 

of which Engineering Service was one. In 1923 the Government appointed 

a Royal Commission with Lord Lee as its Chairman to recommend reforms 

in the Indtan Administrative Services. The committee came out with the 

recommendations that 1) members of the All-India Civil Service, Police 

Service, Forest Service and Engineering Service should continue to be 

appointed and controlled by the Secretary of State of Council. The 

recommendation highlighted the importance of Engineering Sprvice. 

During the Pakistan period, the Engineering Service vvas bifurcated 

into 1) Central Engineering Service - ·one of the Central Superior 
. ' 

Services - and 2) East Pakistan· Senior Service of Engineers and. 3) 

East Pakistan Engineering Service because of the federal character 

of the gove rnmen t of Pakistan. After _the emergence of Bangladesh a~ an 

independent state on 16 December 19711 the government emp'l.o ye e s were 
' - 

functionally classified as 1) generalist administrators belonging to 

the Civil Service, 2) emp'Lo ye e s belonging to services, such as, A.'udi t.s 

and Accounts, Income Tax, Customs, etc. a::1d 3) specialists belonging 

to Medical, Engineering and Agricultural Services, etc. There was a 

hierarchical classification of the goVE!rnrnGnt employees into class I, 

Class II, Class III and Class IV. The ha e r-ar-c h.i c a'L classification of 

J. K.A. Zama.n. 1The Civil 0ervice in Bw1gladc:sh' in Amar a 
Ri.::.ksasataya and Heinrich Siedentope: (eds), .Asio.l.1Civil Services: 
Development and Trends, Kuala Lumpur, As I an and Pacific Development 
and Administration Centre, 1980. 
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government employees holds good even today. Except class IV employees 

of the government persons entering into any hierarchy may cross ov~r 

to a higher hierarchy if the conditions laid down in the recruitment 

rules for a particular service or post are fulfilled. 

In the early years of Bangladesh the Civil Service of Bangladesh 

maintained the elitist tradition of the Indian Civil Service of the 

British days and the Civil Service of Pakistan (CSP). This had its 

merits and demerits. The functionaries belonging to the Civil Se1'vice 

maintained- a high standard ,of performance and integrity. But the eli­ 

tist position of the civil service brought discontent, jealousy and 

resentment among other functionaries,particularly those in the specia­ 

list and technical services who were needed mor e and more in the develop­ 

mental activities of the gov e r nmerrt . It may be mentioned t ha t this 

feeling did not grow just after the emergence of Bangladesh as an 

indepencant state. Even during Pakistan period the Central Government 

created an 11Economic Pool11 for making use of the talents in the field 

of Economics, and high positions were also given to many of the techno­ 

crats. Gradually they were filling in the administrative positions in 

the ministries, departments and public enterprises. This called for a 

new breed of civil servants who would be technocrats rather than gener­ 

alists trained in the old traditions of bureaucracy. In other words, -- - 

this called for a restructuring of the Civil Service and rationaliza­ 

rion of the pay structur~ in the Civil Service. With a view to restruc­ 

turing the civil service and rationallizing the pay structure the 

government constituted an Administrative and Services Reorganization 

Committee (ASRC) and two National Pay Commissions, the last one being 
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set up in 1975. In the light of the recommendations of the Commission 

the government had decided to have one unified civil service structure 

.. known as the Bangladesh Civil ,Service. Intially 13 functional cadres 

were created in the Bangladesh Civil Service of which Engineering was 

one with three sub-cadres: a) Sub-cadre of Public Health Engineering 

(under the Ministry of Local Government and Rural Development); b) Sub­ 

cadre of Public Works and c) Sub-cadre of Roads and Highways (under 

R & H Division),The Sub-cadre BCS (Public Works) is now under the 

Ministry of Works. 

Education for Engineering and Technical Services in Bangladesh4 

One of the most important factors of career plan,ning is education 

for a career. It is, therefore, in the fitness of things to have a look 

at the arrangements for engineering and technical education available 

in Bangladesh with a short historical perspective. 

The history of engineering and technical education and training 

encompasses a period of mo re than one hundred years. The nucleus of 

this education and training arraµ,gemE:nt took shape with the establish­ 

ment of "Dac c a Dur ve y School11 in 1876, Initially, the school ran a two­ 

year co ur s e to produce men sufficiently qualified to serve as Land 

surveyors in goVE::rnment departments as well as in private organizations • 

. • 

4. Anwarul Azim, et al (eds). The ~irst Hundred Years: A Centen~ry 
Souvenir Dacca Survey School 1876 - BangladeshwUnive~sity of Engineering 
and Technology 1976. Dhaka, BUET, 1976. 
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Very soon the school gained popularity, and the status of the . 

school was raised in 1897 by introducing a sub-overseer course 

of three -:- year duration. It was a civil engineering course for 

qualifying the students for employment as sub-overseers in the 

publ_ic V/orks De pe.r tmeri t , District Board, I'.Tunicipali ties and private 

enterprises. In 1905 the school got another raise in status. In that 

year the school introduced a new c our s e of four-year duration in 

civil engineering to produce overseers for employment in the Public 

Works Department,- District B0ard, Municipalities and private enter­ 

prises. At this stage of its growth and development the school rece­ 

ived a donation of Rs. 1.12 lacs from His Excellency Nawab Ahsanullah 

of the Nawq.b Family of Dhaka who took keen interest in the advanc e.e­ 

ment of Muslim education in Bengal. As a recognition to this great 

contribution, the school was renamed 11Ahsanullah School of Engineer­ 

ing" in the year 1~8. In the same year, the government sanctioned a 
affiliation of the school to the Joint Technical Education Board 

(the then Overseer Examination Board of Bengal). The school, besides 

producing sub-overseers, also offered artisan courses in the workshops I 

in different trades. 

But what'th~·history of engineering and technical education 

in Bengal rev~als is that engineering and technical education is of 

fundamental importance for industrial development. In 1907 an Indus­ 

trial Conference was held at Dhaka. The Conference recommended the 

establishment of an Industri~l Institute and introduction of Diploma 

Courses in l'ifecho.nical and Electrical Engineering at Ahsanullah School 

of Engineering. These Diploma courses, introduced in 1913, continued 
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onlw for three years. The Authorities withdrew the Diploma courses 

from Ahsanullah School of Engineering as these courses were being 

offered at the Bengal Engineei~ing College at Shibpur (now in West 

Bengal, India) • After the Second World Viar the Government of. Bengal 

undertook a comprehensive programme for the industrial de:ftelopment of 

the province. This necessitated technically educated persons to run 

dif:fc:r2:1t industries. It was also expected that such technically 

educated persons would. also be able to start small scale industries 

on their own. New experimental facilities were incorporated in 

Ahsanullah School of Engineering. At this stage it was also felt that 

an engineering college should be established at the premises of 

Ahsanullah School of Engineering. This, howeYer, did not materialize 

until February 1948 when the GovernmC=nt of East Pakistan sanctioned 

and approved the conversion of Ahsanullah School of Engineering into 

Ashanullah Engine~ring College offering degree courses of four-year 

duration. The Ahsunullah Engineering College continued to offer 

increasing facilities for higher education in engineering and techno­ 

logy. And on the 1st of June 1962 the Ahsanullah Engineering College 

was upgraded to the status of the East Pakistan University of Enginee- 
the 

ring and Technologl, which afte:if emergence of Bangladesh c crne be to 

· be known as Banglc:.desh University of Eng.i.ne e r Lng and Technology. So, 

as of today Bangladesh has I University of Engineering and Technology, 

4 Engineering Colleges, 18 polytechnic Institutes, 1 National Centre 

for Skill Development and Training ( NCSDT). 
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The present arrangement for engineering and technical educa­ 

tion is good enough to produce technical manpower as required by 

our economy. In this connection it may be mentioned that while 

thereis a very high rate of educated r riemp Lo ye d persons in Bangla­ 

desh, in the case of those educated and trained in engineering and 

technology the rate of unemployment is negligible. 

Results of Empirical Study 

To find out the individual efforts to get into a career in 

the BCS (Public Works: ) and the organizational support 

to promote that one hundred structured questionaires were adminis­ 

tered to the officers who have put 'in at least six years in that 

cadre. Some of the imp or tan t fin dings of this study ar e as follows : 

· A: Education for Career 

The findings reveal that all the respondents have a B. Sc 

degree in Engineering. In respect of merit, too, they have got 

almost excellent education. That means that they are fully qua.li- 
.·.,. ' 

fied to advance both professionally and to climb up the 

hierarchy in their career. Most of them got into their career within 

1-2 years time after they had finished their education. 

B: Recruitment to the career 

Since most of the r-e cpondent s got into their career within. 

1-2 years time after they had finished their education, it means 

they were in d ernan d and they did well in the recruitment test. 



-: (IV) 11 :- 

It may be mentioned here that the recruitment to the BCS (Public 

Worksi:--Eng-~-¥-iB.-g) is made by the ministry of Establishment on 

the basis of the results of recruitment e xum.i na t Lon conducted by 

thE: Public Service Commission. 

B. Original Cadres of the Respondents 

Table· : 1 

Cadre No . of Resr2ondents Perc1=ntagi 
,-,.. 

1 • Central Engineering Service 3 ( 3. 8) 
2. Easth Pakistan Engineering 19 (24.4) 

Service 

3. B C s ( l'Llblic Works ;·) 52 (40.56) 

4. Not Answered. 4 ( 3. 1.2) 

Fron the above statistics it appears that in the BCS (Public 

Works) about 28% of the officers come from the for-mer Ce n t r-e L Eng: 

neering Service and Easth Pakistu.n Engineering service. 

c. Service Length of the Respondents 

Table - 2 

· Years no of Respondents Percent a~ 

6 - 10 Years 12 ( 15. ( 

11 - 15 u 24 ( JO .s: 

16 - 20 II 7 ( 9 .o: 
21 - 25 11 18 ( 23 .o 
Above 25 years 17 (21.s: 
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D. Promotions RGceived 

Table : 3 

Number of P1·omotions 

No.Promotion 

No. of Respondents 

25 

41 

10 

1 

1 

Percentage 

One 

(32 .05) 

(52 .6) 

(12.8) 

( 1 • 3) 

( 1 • 3) 

Two 

Three 

More than thr~e 

lf the statistics in respect of the length of service of the 

respondents is compared with the pr-orno t Lons they have received, it 

appears that the scope for pro.motions in the: BCS (Public Works: 

;) is quite limited. 

E. Gap Be t we e n Joining the Government Service 
and the l<"'irst TRAINING Re ce i, ve d 

Table ·: 4 

Gap 

No Gap 

Less than a year 

1 2. years 

3 - 4 years 

5 years and above 

Not answered. 

No. of Respondents 

15 

1 

6 

5 

10 

41 

Percentage 

(19.2) 

( 1 .3) 

(7.7) 

( 6. 4) 

(12.8) 

(52.6) 
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This is a very undesirable situation. Education is different 

from training. However well e duc a t e d t • in engineer may be, he must 

in the manner a doctor,work as an internee for a certain period 

after he has got a di~ree for medical practice. Our engineers are 

training on the job. The Foundation 'rraining at the BPATC is essen­ 

tial for the officers in the Engineering Cadres but to receive pro­ 

fessional trainin6 there should be appropriate engineeri.r){s training 

institute. 

Both administrative and professional training are essential for 

career development. The officers in the BCS (Public Works: 

have not got much of training either at home or abroad. The following 

tables illustrate this. 

F. Training Received at Home 

Table : 5 

Period of Training 
(Irrespective of Number) Percentage 

18 

6 

6 

48 

2 weeks - 1 month I Yes ,, ,-· 
I 

5 weeks - 3 month I No r 
I 
I 

6 months-1 year I 
I 
I 
I 

Hot answered I 
I 

G. Training Received Abroad 

Table : 6 

/ 
/ 

Percentage 

25.5 

No.of Respondents 

20_ 
I . 

1' 
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H. 4, Plann~d · Education for a Career in Engineering 

Table 7 

Yes 

51 ( 65 • 4%) 

No Not sure 

11 ( 1 • 3%) 26(33,3%) 

I. Gap Between Student life and e'n t r-ance into Cadre 

Table : 8 

Period 

Less than a year 

1 - 2 years 

3 - 5 years 

More than 5 years 

Not Answered. 

1· .. No o of Res:2ondents Percentage 

45 
'i (57 .8) 

/ 

21 ( 2 6. 9) 

6 \1. 7) 
..... ~3.8) .) 

3 (3.8) 

From the statistics in Table 7 it appears that majority of 

the respondents had earlier planned education for their career, 

and from the statistics in Table 8 it appears that majority of 

the respondents joined their career within less than one year~,s 

time and 26.9% of the respondents got into their career within 

.1 - 2 years time after they had finished their education. 

CONCLUSIONS At.TD SUG!}ESTIONS 

The investigation into the career planning in the BCS (Public 

Works: . ) reveals t ha t all the officers in the cadre have 

got quality education for the cadre and for their profession. The 

arrangements for education to produce qualified engineers and engi­ 

neering technicians are good enough to produce more and more of them 

for human resources development and economic development of the 
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country. But this will not happen unless the country acquires 

entreprenurship for economic development,..Alr~ady, a negligible 

size of unemployment in the fields of engineering and engineering 

technology has been r-e co r ded , And a certain percentage of engineers 

and technicians are working abroad for better em9lument. All this is 

not a very good sign for economic develop~ent. 

The scope for promotion in the: BCS (Public Works): is very 

limited. There are only a f~w posts at high levels. Only a few of 

them have got more than three promotions. In the area of promotion 

there prevails some sort of suffocation. The situation should be 

eased as ·for as possible. The task would become automatically easier 

if economic development could be accelerated. 

Although the officers in the BCS (Public Works: : ) 

got quality education for joining the cadre and for thGir profe­ 

ssion they get very inu.dequate training both administrative and 

professional and both at home and abroad. There should be an engi­ 

neering training academy for all the three BCS Cadres in engineering, 

and all the Engineering Cadre officers should get administrative 

training at the BP.A.TC. 

The civil servants must uphold th~ value system of society. 

At present it is w2.nting in the civil service. Maybe, it has waned 

alarmingly. It is manifeste:d in th12 fall of fairness in dealings, 

questionable personal conduct and subjective decision-muking of the 

civil servants. The fall of the morul standL~d of the people is 
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e a t Lng up the very :fabric of the society. The all important question 

Ls- how to rea·ise it. It cannot be raised by le gisltdion. Educ a ti on 
I 

may help to some extent. But the only way out is demonstration- 

demonstration of high moral and integrity of the civil aer-varrt s , 

The fall of moral standard is the result of the demonstration effect 

of the fall moral and '\Ulue system of one and some people. In the 

same wo.y the ris~ in the integrity and moral standard of the people 

· can come only from th~ demonstration effect of high moral standard 

and intergrity of one and some highups and people who matter in the 

society. 
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Personnel d · ~ 1k · _..;.---"--==;;;:. A ministration in Bangladesh J:>,r\ HistorJ~ 
~4 ~ ·SVVV1·~ 

Personnel Administration in Bangladesh has a long and 

speculative history o Right from the beginning of the period 

of East India Company it has travelled a long-drawn out path 

through the British period, Pakistani regime and post independ¥11~ 
difficulties of Bangladesh up to the present day. 

Ai'ter the taking ovctr of the::.aevanuo Administration 
by the East India Company in Bengal, the company authority 

looked after for the officials who could be their trustees and 
the torch-bearers for the colonial interest. Althoueh in the 
beginning, native 1Dewans1 were given tha responsibility to 
collect revenues, the Company authorities could not trust them. 
AB a result the position of European Supervisor wns created- a 
~t which emerged with all pomp and power-first as the European 
Supervisor then as the collector, then as the District Magistrate 
and follector and finally as the Deputy Commissioner. ¥10reover, 
in order to make and promulgate central policies and also to 
make accounts at the central level, a position of chief clerk 
was found necessary - a position which ultimately evolved in to 

the position of ~hief jecretary and conti1ed up to the Pakistan 

period only to find a short period position of the Principal 

Secretary to the Prime Minister after the emergence of Bangladesh. 

Although. in the beginning administrative otficials were 
recruited on the basis of the rule of the thumb and not on 
definite principles and policies, the Eaat India Company soon 
felt that an enthusiastic and able team of administrators 
would be necessary to run the Company affairs in India. But 
when in 1775 some policies and principles were framed, Indians 
were excluded from the built-in-team. In 1830 ai'ter a long stru­ 

ggle by the Indiana, the Select Committee Report recommended a 
statutory Civil service which was only a eye~wash to the IndianS. 
After about 35 years, a statutoey Committee report was published 

in 1870. The conuuittee recommended 1th of the higher posts for 
the Indians through nominations. Meanwhile, in 1853 Macaulay 
Report demanded on open competetion emongst the Europeans in 
youthful age. :L 

It w.sa.s surprising that the British Civil Service 

Commission was set up in 1i55 in England- two years after the 

publication of Macaulay Report for India and on the success the 

1 M · A . t. t-.~cJ.,t..,.,,"; 
~~• I- I 5'. 

C-..'~c ~.A'lli't'..<. ~ ----. 
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Indi~ Civil Service. It was on the basis of North Cote - 
Trevelyan Report in 185~. The Report viewed that there should 

be a civil service recruited: through open competetion and 
conducted by a single authori~y. ~he Service should be open 

.to all graduates without. an:y requirement of special qualification. 

The entrants shofil.d be in their· youthful ages who should be 

groomed for intellectual work as against routine work and 
trained for the entire career and not for a single job. There 
should be a probation period, an opportunity for promotion and 
the incumbents should be able to ascend to the highest ladder 
by dint of their merit and seniority after completion of ini&.ial 
years of probation. 

In India on the other hand, there had been political 
demand for Indianisation of Civil Service. The Aitchison Commi­ 

ssion in 1886 and the Islington Commission 1917 recommended for 
Indianization which, however, could not satisfy the Indian aspirants. 
The Isl:i.ngton Commies ion created· some posts ltnoYl'.l. to be I the listed 
pos t s ' which were reserved for the iuropeana .. ~ven the Montague - 

Chelmsford in 1919 reported that only 33~ posts of the Indian 

Civil Services was held· by th.a Indiana.}- 

Pakistan :Period 

Uter: tbe passing of Indian Independents .A.ct 1947 and the 

partition of India, for a brie~ period. Indian Civil Service vaa 
substituted by the Pakistan Administrative Service in llakistan 
and Indian Administrative Service in India at tha central level. 
Subsequently, however, Paki.stan .Administrative Service was renamed 
as the Civil Service of Ea.ld.stan. The top positions in the General 

Administration and Magistracy ~mostly retained by the members 
of this service both at the Central Government ar.d the Provincial 
Governments •. H the Provincial level,· however. Provincial Civil 
Service(PCS) was retained in West Pakistan, in addition to General 
Administrative Reserve(GAR) in West Pakistan. In East Pakistan, 
the earlier Bengal Civil Service(BCS) and the Assam Civil Service 
~Iialga~ted and IDD..de a single Provincial service known as the East 

Pakistan Civil Service(E:PCS), 

At the Central level in addition to the Civil Service of 
Pakistan a number of other central services were created such as - 

I 

I 
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Pakiatan ferei~ Service 

Pol ic11 S• rviaa 11r Pllk.ia tan 
Pakiatan Audit.. and Accaunta Service 

Paki•tan ,.ilitary Acc.unta S11rvic• 

Pakiatan Railway Accuunt1 Service 
Pakistan 

Paidatan 

Pakistan 

Pakiahn Pe•tal Servict 

Cilntral Secretariat Service. 

Recruitaant to the11e Service• including the Civil Service .r pakiatan 

waa •11d11 by the flldaral _ puW.ic ~arvice ~ia•ian, l11tMr ran1111•d ~ the 

Cantral puW.ic Servic• Caaaiaeion. Dwring 1i5i-~1 a •y•ta• er 11aparate 

11xa11inati1n• auch aa i;.ivil llllG f•rttign Service• 11xaain11tien, P.lic• S11rvic• 

•uaination, financ• and etlwr aarvice1 •xaainatien _.. intreducild. But 

htar •n than •x.iinatiena wan ~•in ceabinad, rinding the Hparata •xa­ 
•ination ayatu .. tia11-con•uiai~ and radundan~ Tlw ._. type er candidata• 

lllilrtt t.kinc;i all the •lC.ilain•U.QM en• by an•, and .the c..unH an" the queatiena 

"'8rtt .i... 11t aiailar. In 19'°, en axaainatian f•r recruitaent er ~ctieft: 
l orficars er th• Cantral t;evarnaant wae held ••,aratMly • a.,\ lat.er •"• thia 

.., .. alae Qlabinad with ttw Suia•ri•r ~r11ice• C~inatifln. 

Aacruita1nt ef thllu urvicu w .. initially •ad• by thll catablbhaent 

Oiviaifln, tMJt ht.er their centrel .,.. tranar.rud ta ttl9 rHp11(:tJ.111 ,u.nJ.atrJ.111 

er Prev 1nc:ea, kuping the 1111,eneibili ty •f general ,u,..rti.aian with the 

C.tabl11ha1nt Di11ir..ian. eut •fricen balangin1 ta thll Chil Service er 
P-'<ia tan, th• Pe lice S•rvic. •f Pekia t.lll'lii C•n•ra.J. Adaini• tratin Aa••rv• 

and Clntral S•cntariat Sari/ice conti.Aued ta ba tha 1raater concam •f ti.a 
C•tablbtwant Pi11iaun4. 

Jhe Civil Service •f P-'<iatan(CSP), 

The t.,._..at b\ineucraUc claa1 in P-'<i•t•. ~.- th• C1vU Service •f 
Paki.atan uaua.J.ly called CSP. Ita ancHtry •ighi ~ trH•d te tha Indian Civil 

Servic. and Lerd ftaoaular•• r .. ue ward• ill februa.ry in .sis:i in lolhich ha 

•nunchtad the ariti•h pe.U.cy 1t11 lndi..n ADllini•tratitlf'l . The •rd• ran, 

11111 au,t at pNalHlt "9 •ur ••* ~ f•.ra a claH ~ ••Y bll intarpratars 
betwa1111 ya anG ttw •il.11-na wt.a we g.vu111 • a.l•• er p•raon•, 1ndi111 
in bl-• and cal•ur, but Cntliah 1" taata in •11inana, in .. raJ.•, end 
111 i"i.lJ.eoi •••••••••••••••• 

I /. 'ii 5, j 

,.. r.r the lnQhn Civil £.rvic• thau wNla held gffd, .. did for ta. 
Civil Service ~ P-'ciataA far Peki1tani rul•ne The Mabar1 er ihe claH •f 
CSP were •nly • raw in nu11l.Mtr. JR 1ii4' than had bun •nly SHI auch p .. ta iA 
the tetMJ. autheriud 1treA11th, while the tekl •in.htrativ• gazattad erricers 

5 in waat Pekiaten a.J.ena ware i24', ac'--rding te a 1961 c&lcul•tion • 



I••diataly after the ... f13snce et .1noe,entlWli Pakutan, ada1nhtr­ 

tun neceHedly fall int. thlt hand• ef thlt eld Indien Uvil Sarvica 

err1ciala ..twi Wltre Hrely thll celenial exparta try teat.a and ~ero•nt. 

f.•r a et.rt period e Pakietan, Adla1ni1trativ• Swrvica(PAS) w_. craetud
1 C kCEi., . out ~ tM Adainhtrativ• Hrvice .,, .. n,rued a.a thll l:ivil Service er 

Pal<i1tan. Tilll aw1111>art1 ar tha CSP wha u1-vad beth under Ca:ntral and prod.ncial 

C.V•~n"- 1tocupi8d thlt ... t ~rt..nt and key peaiti.en1S in the cantral 

and Previncial S•crt1tariata, Oirect.ratua, att11chitd efficH 81\d filtld 
"-' -..ini1tutan. In Cantre and PrMli,,f8 •bQut t-u.t..-1 ar tho t.p position, 

ware re,ervad far CSPfle Excapt for the brhr parilld ea ••ntienad earlier, 
ttw ca11,at.ition ror U'\41 cantral lw,oriar Servic .. uaad t. t.ak• place 
•i»ul tan .. ualy aind the te, auccHaful aandidaua 1141'11 tw<en in th• ~vil 

S.rvice ar Pal<iltan, ;ravid11d U-y .,." nat advai-uly rtNaari<•d by th41 

p1ychala~i1u and thll I"tarviaw Baard er the public S.rvica i..a.iHien. 

TM. a,peint.anta wen ectually aadtl by the E•tabliatwent lfiviai~ or; 
getting the police varificatitln repart lll"ld axaaining ti-... .. dically.Thay 

ware then given training in the C;tvU Service Ac~, Lahere i.heH OIIUN .. 

Wltre patterned in the l.in• ar eld ICS - fN• hers-riaing t. even L•~ 

end public Ad•iniatration. I•lliMiat w .. al•• included in thll Syllabua. 

Attar thlly .-u in the AoadMy rar at>.ut nine .. ntha, they .-re unt rar 

tiald training in Land Sattba11nt Wld · aJ.aw tak11n ta 1tudy taur in both 
ttw pi-ovinotle. They 111191'1 na1Md aa AS•t~ i;;.-iHioner• and plaoaa. in, dirranni 

Diatrict ttaadquartar• and given practical ~k unoar thll •up•riviaien ar 

the Deputy C.aiaai.anar and Additi.anal llaputy Q6alliuifln•ra tt.n. Lat.r an, 

they "'9re given the cha1'911 er Sullo,.dhia.i.Gn• W\d "'9rti 1::all1a Sub-Ohiltianal 

o.f~icara, wharil :::r f'uld find t.hNlulvH .. the ben af urveral Pnvincial 
Civil Sarfica A~~ et uaually *Uch Sani.ar ag8 and Suvioe pari_.. 

A,: Sub-Oi~iaionaJ. otric1r w .. e ll(agiltrata ,r tr.a· fir9t clau pt,wsr. 

HIJ triad criainal caaH, ceuld i.apriaen e pliluon hr upta 3 y•are, ardell' 
for arrcHt and •• an. HIJ .,, .. aJ.ae U.. head er all thll gav11m-n~d ,ther 
iajtortent aducatienaJ. inatitutiana and·, hiv• nuabar ,r ,thar ceaaitt.H 
cencaming la• .-id ard•r and the Plat~ building wane ar hia Sub-Oi11ia1a.n. 

on bainV appoint.ad .. tha Sub-oilliaianaJ. Office~ a CSP Officer WQuld taka 

anly abt,u-t 2 y .. r• ta get pr-.U•11 .. an AdGitianal O.puty c.-iHian11r •' 

ttw Q.iatrict ar O.puty $ilcretall)' ,r tha Prctvinoial Secret..riat ar 1aaa , .. 1tia,M 

er •qual 1tatua in the Cllnhal Gev11maa111~attact-.d africH and uvtin autaNMNwa 
ar uai-aYt.ne .. ua bodiNe In th.u way a CSP orficar cauld aact1nd ta the ladd1111 

af adlliniatrativ• hierarohy very quickly. At highar ·llwal, pr111W1tbn ua•• 
t. be de citied by e S,abctien eaard a:eMil ting or aeaa Dmtr&l Sacre tariH 
which did net r-11 \11ithin the IJUr,liaw .r the Central publ.Lo S•rvica C..-iHitln. 
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Tha tU111 required far tti. (.Spa hr ,ir-aticJn ta thll uni(I,: eco..le 

•iQht bti round fro• the r~.l.l1twJ.n~ •IWilple tao.le, 

Tabh-1 

si, Nuo Y11au r-aguirfld r111r erMl@thn 
J a 
a s 

1J s 
16 5 
2J 4 
28 ' JJ 5 
J8 6 
4J 5 
48 5 
52 5 
68 5 
6J 5 
68 6 

AYlitlllal• a.07 yeet9e 

What 11tb• the 1"11cruit1a.nt ban er CSPI ·y Or. l'lunuer tJwad in hi• a11111ple 

•urvay f1tund that 66.•% er tiw. ..-re thil una er •&larie6' ga11•rna11n~ ••rvantae 
nw l~d awning ala11a ~ npraaent•d by 15~ lli(ld the tiu.in••• .... r•preauntad 

6' 
by 10.4~ • l'\.H.S Q1.Jrai11hi, a CSP Officer and ae .. blllr ar the Centra.l. pyblic 

SU-\lic. C-.inian calculated in hi• •-pl• that •Yer 21,f>J~ had th41iir 

r11ttwr11 • Aonual inco•• Rilo 16,000/- and &belle end 22.so~ had their rathan • 
Annual incoH betwun Hl5.B,OOO/• te Hi,000/- wni.la the father•• Ainou&l 

iric.111 ar only 12.93~ "•pendflnta w.a ~o 5,000/. 11or1d below. 

(;g11irn11111nt or Peki1tar1, f11daral pub.lia S11rv1ce Clt:a•iu.ian,wotHicat!Qn 
Noof1J/1/59-[1 l(arachi, dau.a 29th ,a,pril, 1960., 

5 

o.K.Sherw~i,'"'th• r.tl• er thll C•tabl11hlliont Oiv1a1en in i:>er•onnal Ad•ini•­ 
tratie.n• NJPA R•portar, karachi(J.nuary • ~arch,1964) pe21. 

SH in thil COM8Ction fljUf\HI' /U)liUtd' Th1t Ci1111 S•r,11ant in Paldl tan 
(Lahere1 Oxford Univar1ity Praa,, 1964), ,io20. A"d ~uzaffar Afwed" 
ChaudhYry, · The Ci11il Su-vica in Pakiatan(lhaka1 i..t1'Jnal In•tituU.en 
or public Adainl,tratlon, 1963), p.B-r.-- 

6 
Or. Muniir Ahliad, 1p.cit.,p.52. 



Tha 11ducat.ianaJ ba.u cf tha CSP Office~ wa• qui ta brillian?. for a 

a .. pl• of 70 officara 83~ got firat divi•iola in the Aatriculation, 59j in 

Jnteratidiata, 46% in Bachalon 111'\G 41j in ~altars aa againat 6i~ in Ule 

l'latriculatuin, .UJ in 1ntu:11elliate, 22j in Bachelor11, 22j a, 11aatars .1JI 

ca•• of 50 PfS Officara. Siai~arly in tha abov• •&Mpl• 76% obtained above 

60% aark11 in CSS aiu,11ination aa againai 5oj by PfS. HOwev•r, t.ha foreig11 
Oligru/Qµalificatuin for UM! PfS Offigei-e in tha abov• ••pla. 1,1aa 24~ aa 
11~ain1 t 10,: of th• CSP offic.ra;, e 

TM nuebsr of poata hala by tha CSP Orfic•rt1 in th• Cantral i Provincial 
Sacra i.ariat. might be found froa the following tablu 1 

Distribution of po•t in cantral Secretariat 

Po•ta Total CSP css - 
Sacre tary /Addi ti.anal 
Sacrat.ry. 1i 13 
Joint Sacra tary/ 
financial Adviaor 39 1i l 
Deputy S.cratuy/Ofl 11• 28 20 

Total 172 ii 2l 

PCS/EPC!S Other& 

1 

10 

1i 

56 

11 

S.Ourcea R•ao Nn•ha of the CSP l,8aociation(1970), Table-XV I II 

In the Provincial Sec:rat.ar.iet, the dill tribl»teion Of po• t4111aa 8" follald91 

Tabl-3 

lllatribution of ~·i in tha Provincial S11crat11riat 

~ ~ ~ p~[PCS Sacf&hriat Sarvica Q thli" 

11111,t pakiatarl 

secretary/ Addi tuinel 
'f Sacre tary • 19 13 1 1 

Joint Ssere tuy 11 , 2 "'· Ii 

Deputy Secretary s 1 26 15 5: 15 
Total 91 37 ii 6 Si 

. ·!t!!t e-'<iatan . 
S1crt1 tary/ Additional 
S1cretary. 17 s ' 2 
Joint S1c"tary "I 2 s 2 

-11· - Deputy S1cr11tacy 59 15 14 '14 2 . 
Total 83 2, 2l 16 4 

Source I I bide, Ta bl•• XI Xo 

., µ' l'\Houndua lubaittad to th• Service• MIOl'f,jenieation COa•it~• by the CSP 
AIIOCiati.an( 1970), Tabl .. XXI • XlIIe 



l/l the fillld le11al of C•n•ral Adainiatration, the diatri~tion or 

CSP Ofricer9 aight ba found froa tha folloa1ing tabl110 

Dia tribution 01 ta in the Diatricia and D.111iaiona: 

Poat.a Total PCS/[PCS 

'5> 7 poets ~~ 11acmnt 

Source I I bid• , Ti.bl a~ XII I I 

Tl"\8 CSP Ql'ficrns ha• also II uound Canor plan. TM plan lllioht be 
Ii tHJtYarised &8 folloladB a 

1) 

2) 

S) 
4) 

5) 

liS) 

7) 

8) 

9) 
10) 

11) 

13) 

1•) 
J 

.#. - 15} 

Wt111t Pakiatan 

CD••i11aionar 

Deputy Co-is11ion11r/ 
Additional Coaaiaaioner 
or (quivalent. 

12 9 

t-, y·esr9 

i lil01'11ttw 

2 )'Cll6'E0 

'i ys u· 

2 y&lilN 

3 lllOn th!i 

9 aon th:I 

t yure 
:s 1AOnthc 

69 

6 

31 

3 

38 

3 

(aat Pakistan 

t:o-i••ionor 

0.puty C:O-i11ion11r/ 
Additional Goaaiaai.Qn11r 

AOC 

\9 6 

17 

68 To ta.l tso 75 

Poll t en try trdnins 

Intaniaivfl training in teov11nu1.t ~ Ragia~rial 1sOrl(. 

0,uge of Suba-Oivil!IU:m 

Section Qfl'!Ctll:' in ttw Pro11indal ~HNtAli'iet.., 

Deputy 5Bcrfttacy in thei Prooinciu. Cov@m:arant/ ADc1 ~. 

~W~ wh!ilthSr to ~lllOtiit ror Ju<Hcilllry...?Econo111ic 
or no~[oonoaic lt!Crico 

Training at MIPA 

Training in a rorcign country 

Aasignaent gm par Mo.6 

Tr,a,l.ning at Steff Callaga 

Poating ror not !en thlln 2 yeal"Q in aua of 
1p_ecialh11tion. 

Proaation to tha rank or a C,oami111ioner/Joint Secr11tary 
to the c:antral Go111rna1nt °" cx,aplet.iOII or 17 yure. 
A1ligna11nt i11 top •-•utive or policy aaking. Job. 
Appoint.went aa ~iaf Secretary to the provincial 
Go1111rnHnt or Secretary to the c:a"tral Covarnunt 
followed by 3 aonthe ri~ro~ training in tht 
Adainil trativa Staff C.ll•g•• 

8 
Bo A. Abbaa, • Career planning in rupact of a11rvicn. controlled by 
E• tablilha11nt Di11iaion•, Adainh trativ• Scienca Re11illw, \lol.J II, 
11/0o 4(Decaabar, 151651), PP• 58-59. 



The 110d11 or r1cruitasnt of. tha Civil Sax-vice of pal(btan Cadx-9 

via-;..viw other cantral Sarvic•• •ight ba founJ fro• th• following 

tabh1 

Tabh-5 

1'1od11 of NJcruitalant of all pal(btan c:nd Central S11rvicu 

S.l.MOo ,imae of Sor-,,icai office re 
111 poaitioa 
.. Ofll 

1-4-1969 

Sanctioned 
atrenc;ith • 

~ethoda of r11cruit.ant 

1. Civil S11rvics or 
pal(iatan. 

759 

2o pakhtan foreign S@rvicfl 
( i) Careazi 
(ii) Non CariH3r Hlled or 

f'\issione 12 

30 police :s,nvice of' pal<iet~ 

[. Pak Cade 102 88 
102 

13'1 iSc 

4. JJ1Pakia tan Audit and Account.& 
service 187 

5o Pakistan Military Account.a 
S11riice 

60 paJ<iDtNl Taiu1tion Sarvica 250 

Oinct 100:( in the junior· 
scale through CSS Exaaina- 
t Ion, 30,: ••-&&~ of 
mup1rior. peat.a in the Provino 
cua reaervsd for the PCS 
orriclill'flo 

Direct 100~ through css 
Cxe11ination or the J1mior 
Scale. 
Dirlilct recruit&ento 

Direct 1s~ in the Junior 
3Cale. $Y promotion 25~ to 
the aanior acal11 post.a froa 
provincial police Sar1tics 
orricar~. 

I 
c(ioc 

I 

Direct 75% through CSS 
Examinetion. lly proaotion 2.5~ 
to the junior acaloo 

71 Orect 75~ through CSS Exa~i~ 
nation to the Junior Scale. 
BY p ro•p tion 25%c, 

Direct BO% through CSS Exaai­ 
nation to tha Junior Scala., 
BY p ro.i:i tion 20:',. 

,. p.idatan R11il1,1ey Account& 
Sa t» ice Gl iii Diract 75) throuoh CSS [).{aai~ 

nation to the Junior Seal•• 
BY proagtion 25%o 

a, pal<il tan C.U•to .. and i:xcin 
S•rvice 146 151 Direct 75~ throuoh CSS [xa,ai .. 

nation to tha Junior Scale. 
BY p roao tion 25% to the Jr, 
acall rroa Clan•Il OJ• to•• 

.1· - ofriciela. 

9a [)lntral [ngineliring Swrvica 13'1 Direct 66-1/2% S•parata ax ... 
•ination by in ta tv i111i1 tak•11 
by CPSC, to Junior Clau-10 
BY proaotion 33-1/2~ 



570 iJ, •jll lNNle ,u.,, 
Dinct ao,: through CSS 
[uainatiDn to the JMnior 
Scala. 
,BY proaotion 2.0~ 

11.. Pak iii tan fll,ilitary Land• end 
Ce.numa11r,.; Service 59 70 Dir•ct 100~ through 

1CS!i [xaainati.o" ~ tha 
'Junior Scale~ 

1:z. T11legreph [nginflsri.ng Service 
Clue- I 216 

108 

Oirsct 66-1/2% Saperat~ 
•x•ination through CPSC 
to the Junisr Scal•o 
a, proao lion ll-\/2%,, 

Direct 66-1/2% through CSS 
Cxaaination to thtl Juniol:' 
SC&l•o 
ey p roGO tion :Sl-1/2%., 

pil:'@ct 66% tlu·ough CSS 
t :1U1111 in a tlo" to thm Jun !o r 
Se&l•e 
BY p rotMI ti.on :Sl. 1/2%- 

G,A.R.(G,\a/) 
G. A, R, (Si. 111) 

ThoNi hsa ooen a groat @lixpoat&itie" rwa thli ~nt1111UcratJ.ge oy111tee 13f 
P6kia ten, M;ooraing to BrQJ.CMU foui' Qll'eat rOQiaTh~g a. A, s hon@ 

1Hna11 or COQpsssion or huriananaa11, a hi~ oi.dei- gf int.allllllltUalityP the 

co1.1r~ of l.J\Mp0ndent conviction9 ofric1"ncy 04WD8 Mi a profound llffl~ 

of' l!!ioc!pline ¥Id or~rQ ~ thoYght tha!i Paid~~ pG,easaes ~ pni.l~ophical 

b&Qie rot· ew\'13.l.Uping ~.u Qf t.hollli! ~~/!.GU!!'UUe;i putic..il~.r.!.y 111iU1 li'lil"IENC'ICE 
ts Civil SarviCG of Pek!at~ .. 

IIIOW Tr11na, 

The bur11auorooy in Pakistan perthul11rly thial ~~U ieNice ol' 
pa,,;iat11..,, hclll8ver0 geinttd ,il.'epond•Hne<! in the initial I yens of Pd<iatllft9 

I . B1.1N11wcrat1e alite !ncrtioae po-1r ~ n~ poHt1c4tl p11ftY c~ ••u, 1111'\y 

• rr•ctive 11uperi11hion. Arter the de Ill th 11r crnariaaethl hadai- like "· A.Jinnah 

en• LiaqlliJt Ali Khan, parlieaontuy gov1m1Mnta.l ut. uq ••w fr-aquent uphltav1h - 
I 

both et thol Cantre end the Pravince10 0111ing to rraquent chengu in tN 
political axacwtiva, the .-.1n11trat.ive paraorinel gair:i•• auch eoNt power 

I an• at.&racteli the i.aat;11 or u-. peopllil in g•n•ral. 

9 
s .. .,. l•hrat Hona.11'1, "Conupuial Analy11ie or Civil Service Hafora 1n 
P1wd1 t~·. Adainht.rati111 Scien~ R•v11111, \lol. l l l, ~·•(Deceaber 196§1). 
p. 64. 



aut II n•111 trend or bu~eucra~i• atruc~re .,, .. roraell and aoae n•w 
tholJCilhU g11ncirated artar tha 11Uitery takuovar or tr.a country in 1958·. ,fl 
trarlbr Civil Adeiniatrotion. calhd upon th:I aniy uvaral t~~ to aniat 
1ft Civil Adainia t.ration which waa, n•v• rthlll•sa, pa ndnibl• unda.r the 

~ranee or Pakiatan ~1H1~,1,• ot Criminal Procedure.: sut •o long •ilit11ry 

personnel wcire under Civil bunaucracy in raapact or civil aattars. sut as 
a ?'9ault or ~ilitary takaov•r, s~ddanly ailitary paraonnel by lQw and l!IIOra. 

by iaeg• gaincid sup&Hecy ov•r the civil bureaucracy. Sovaral ailitery 

orriciala 11111ro tranararred al.10 to tM Civil Adainiatrati.cn. sut 1uith th11 

introduction or Ba•ic Deaocratic Sy•ta• in 1959-60 and the pro•ulgation 

or the con•titution or Pakiaten 1962, th• civil bureaucracy again bllC9111a 

proainant. l'\Oraovar, thcl •ilitary orrichl• wau lua able to edainiltar, 
bacau•• they did not have the experillnce of civil 11dainiatration aarli•r. 

Apparently tha civil bunaucracy waa., thenf'or11, in an 1advant.geoua po e Lt Lon • 

~oreovar, aa tha country soon launcheC aaeaiv• davaloping program•• in the 

11oc.io-econoaic 1pharc, ttllJ •xp•rilncac Civil Adainistratore 1o111n to handle 

the planning an• iapla••ntatioA or th& projactao In the IDbnnce of political 

partiaa, and pglitical exaciutiv•• •arli•r» the S•cntariaa• Council had 

replaced tha Cabinet for pglicy 111akinQ in eddiUon to it.a l!iarli111r Function 

ot' policy ,11.~knnt,U•fio tv~ whan the constitution o,ari proeulgatltd in 

1962, awie old seabars or bureaucracy found thair placs aide by •ids with 

of political leaders in Ul4I t:.o~cU or P!iniatarc or tM pnaidentia.l typa 
C..biilet., 

During Aartial l1tw period, buraaiucrecy ~ained aore iapcn:t¥\ca becwa• 

of th• raapon•ibility of aa11eiva rafolNil it ha.a to shouldrire R•f•ug•• ll'flhaia.la 
HtaUon at !(Orl!llgi an• llilet1wMN, \ilGISt pgci11tan ll!M! nforE r-eaulting into 
the shdt.ring of fliudal 11tructuN1 ans therslly tr12Mfaring th!t authodty 
lll'!d powar hither''to rt1nrv1HI by the fer.Ml!&l. loira to th!! ~end ii>t' govc,maiant.QJ. 

4,,J/.._~ ! 

bureaucracy,116-tVlirii; l'loatl! @1 eyeloriii li18etributes in Wt: ?l&kilitM9 although 

halt' hctartedly, requiE"~t!I t~ snergy @f the ~ilitacy buN34lcucy anlii ths 
I 

brain .~r the Civil buNlaacucy. IBA Stilphen• obaar11ed tha~ KoraJj anli 11ven 

the iataats of Karachi, had r••a.i~ the S1y1ab.lu in the public' ieind of the 
,._ 10 r 

~ilitary rttg1.M11 Capa4iity to get thin~ done • ' 
i 

In ordar to carry out the great ruponaibilitiaa, tid•inietratore naa 
to be train•• both at hoN and aoroed. y,. addition, • nuaber or fouion 
·~•rta ""81'9 tak•n to aid anll allvi.ae ita civil urvant:Jaruj •ngineera toward• 
d•v•lop1unt. A,a a I'91ult, a gen•ulilt o •pacial,iat contt-ov11ray cropp•• 

1,1p and contnv•ray arou even iA r••p•ct of tilt1 Sacntaric1t Qrgani1ation, 

particularly in context affieianay ~ 1rhctivanua. 

HI • Ian Staphena, pgjd1tan1 Qlll Country, new n11tion (~iddle Saxa pen~uine 
Book LU•, 15164), pp. ~. . 



,..-, 11 J- - 
~ring the iriti.ah p•rioa, the Ll•lll.llyn S.ith raport 1919, the 

WhHlar report 19:57, tha tilllllan• npert 11••, ttw Tollen~raport 1946 weu 
prep and. In the ,.,...._~ pre-flartial La111 Paki.a tan p•riod J•U•riea report 

1952, thll Adainiatrat111• £nqu1ry ~it.tee uport 1963, th• MDIII.land Eg~r 

report 1953, the 811.mard ClNllieux report 1955 were aaong•t thea. But the 

lat.r nporu auch 11!1 c. Ahlilea Hpori 1959, the Cbrnelioua t11port 1962, th9 Shoaib 

Coeadtt.ae nport 1902, tt'9 raruqw.L CO-itte• report 1962 and the POwar WDricin1 
group rt!port 1969 h.- • differ11nt tuvl• for huaanizing the c~vil ••rvioe anti 
giving iaportanoa ta ttw apacialiet ur11icH il'I_ airf•rt1nt d99nH. 

' 

The oxiatenca or •o •any ear11ic•• or a general char111cter aa diecHta 
ontitiH dilliNa the total g•n•ral wrk1> or th• go11arnaant int{) 111atar­ 
tigh\ ooap&i:t.aenta, ailitatsa 11ge.ilut th! pooling er II e<lainiotrati11e 
r•aourc••, encourage• saaa• • c:onciouenH:i llfld 111u ~al J•loua.ii·~ cna to• 
conflict in 111any COl!IIIOn arees of aaainiatration and pnvanta '\.tia 11aXU1U1J 
utili:ution or talent.a in accordenca 111ith aptitudH an aaotional pull•, 
ta Hntion only a row or tM evil• rNulting froa it.. 

12 <_=--. The ThiNI five Y .. r Pllf'I of ~ietaft NIGGa 1 

M iaportant ;L,.,~ enunciate• .,,. the A'ainiatraUon ~rganization 
c.o-itta•( 1959) and accept.a• by the governaent ..... that public ~•Min 
angaQad in 1110til: or a praponaarently apacialiat nature· ahould ba aann•• 
•xcJ.uaivaly ~ taciY'lical people balonging to the Hhvant ~ciala.6N 
, • , , , , , , • , •• , • , , , • , , , • , •• anll that. head or t.ctv\ical depart.ant ahculd 
be acco~cl e..arricio Secretarial atatua .nar• nacaaiary •••••••• .. 
#\ incre .. ing i.,ew ef M•an• Caaii i'rol'! thll qyartAire that the Spccialuta 

•~ be aade 11t per 1111th t.tw gun,raliate in ran'( or and 1tatwli, othitr111iH 

it aight have 811 aodvu·u ,rr.c:t Oft llle11elop1i1iin'-, Th- cre,tiofi or tnro.r11atan 

S.r.ica _of Pakiatan, Tre49 Service of P8'ciatan, Clffltral Sac.-.tari.,t, Nrvice 

1uu ..are atap&1 forwaNi te-i"dv that. lllirscti.oft in saditilN'I t.o other alntm,ity 

1xiating C.ntral Spacialiut aarvicea auch a• Tnlagraph thgin .. ring Sar-.ica
0 

Pel<iltan Flil.i.tary Accoun~ Stiniic11, !)akiat&n Rdl1:1ay Accounts Sttrvi~
0 

Pakiatafl 
13 (!AJ11toa11 and E>«:i~e S11Ni08f ate., 

Hc!blllV!!li"o it t,Jei\ ~.rtiHI that the :.ON!C<!61 @f' both Qlillll!ll'alht ~ t!,Gll 1!19 

th: SpflciglitJt 11!11 1'@ nccHotJey f'or the D9'lldo~nt @f ~ O!limtey. rooi:-tli'o~ 

Sp11ciAJ.hta tllCN giwen t.h9 gene;;-g}. tuini"'fj of Q!MegoEnnt, ioon&.aic Da1t~~nt 

· in tM in11111r11ie&1 training institutes. Semi gl' thal driparbllenu iaH d&clar0&1 

~1~ d@parta.nts ilfld for ~oeetiiles ~)' hod ao~m Sp•c;~liAta plocell at 

the top policy Baking or • xacutiva hvde c. ArAMI 111.ro ta I i · 

What 1• nHdM 1a not UW eliaination or tho g•n•ral;i.a t, but a brod•­ 
ning or hia horizon.and• r-9-ariant•tion or hi• trai/ning t.{) enable hia 
to •••t th• new deaend• that the coaplaxity,or a ay~ .. ic d1velopaant 
ad•iniatr~tion auat inevitably placa en hia talenta.i 

11. Covunaant cf Pakiatan,Thll f'irat riv• Y••r Plan,p.123,~po.rt.ad by A.w.sh ... ul 
Heqlol9, ,.:.d111inia trative RI to t'H in Pakia tan(Dhaka1 MI PA, 197;0) ,P• 209 • 

. - . 
12, Co11erniHnt or Pakiatan,Thirtl five Y•ar Pllifl,(1965-701, :P• 173. 

! 
1l~ I•hrat HOaaein,op.cit.pp. 7~76. 

14.. c;.1Jw.d,•Chen9H in the Adainiatrativ• organization or •the ~;-,ern••nt or 
Pakiatan Since 1953•, public Adtainiatr•tion, Lonuon, \lol, , , ~61) ,pp.366-9. 



~eriantation SU9Qe•tiona1 

1n the face of aaveral criticiaM U-..rtt hall bHn a t,hinking to reciri•nt 
the ritcruibMnt baa•, training end publh relation• of ti.. ltSJ>e. Iii\ O"'OOnyaoua 

apltfl lett.ar to CSP probationare apparently writt.an by on• o/r. raw high level 

CSP coaand addreaHd ayablically fro• jJOWllr C.ntral QUarta./ of Land of the 

pure, open dat.ad publiahad in 1969 readaa 15 

The physical environaant you havo baen put in i• your aneay. The 
Spsrl<ling Chanda liar-a, the paah furniture, the vehicle, tho bearer• 
th.t ---~- these ere all ey11tfi,I of unraal 11alu1111e Cirn you: 
afford llrlY ol' thaH thing• with Ra. 500/- per l!l()nth, i,,han you peu 
out or thlt Acaduy or ror a long tiH thereartar T l'!illiona do it. 
L•ava the vehicle provided to you at 1, .. t for ahort.ar diatanc••• ,­ 
I ••king for teo auch t Tou will ••• history • 

[vcn tN CSP Aaaoc:iation in thilb Ael!IO~dur;i in 1970 •adl!I the following 

su(;Jl~Htion• which Gholllil ths rc-awekoning of tha 1H111b11r,Aof thll C111il Servioo 
16 theaaalv•• s 

(a) The CPSC 1x.aaination 11hould be und aa tha 110da of e:ntry to all Clan-I 
t:antral SarvicH. All candidat.aa nlacuid in th• 11xaiaination should then 
~nderc;io a coa110n couraa of training in a Coabinad Adadeay, aoatwhat on 
the lin•• of tha rrench ayat.aa. The final allocation to tha nrvicu, 
including tha CSP and the PfS, ahould be th• public Ser11ica Coaabai9n. 
At the AeadHy, tha candidatH should be taught cont.aaporary aubjacta 
lik•J culture and Hietery or pekiatan, 1ntarnationU Affair•, Da11dopa1nt 
econoaics and planning, Conatitution and public Law, public Adainhtration 
and P\anagnant, and 11,ational langu~aa. ·rh•re at-ould be auignaent.a,tHtA 
and axaainat.ion .a part of the training at tr.a c:oabinad Acadeay., Tha 

coure• at thO coabinad acadeay ahould be for one yaaro A.llocationa te 
t.ha different urvicH 11-ould be •edit on the b .. i.a or the reeulta of the 
aacond ax.aination held by the CPSC at th• conclu•ion of thG training in 
the coabinad acadeey. Thareaftar the saabera of the various urvicea 
ahould undar90 a training cour11a af on• year in their 1eper1tAI nce.daailflll~ 

(b) A. ucond channal of r9cruitaent to t.tw CSP ahould be providad to urving 
Clu-1 ~11erna1nt ••rvant.a upto the Qfjja of 30 year~. Thi• 1a aloo en the 
pattern or the rrench ayat.aa. Thia "'°uld anaure · th,~ the beat talent 
available in t.ha public aorvicH, who could not c~ up in the rirtit Qrtlup, 
110uld b4t inducted into thll 11rvie1 throu,;)h thia -thod. A ep1ciried quota 
1hould be reur.iad for entrants to the CSP throu9h ~hi• oh.-,nel. Thi• ..cul• 
provida tM entry at an early and appropriate point~ whan the orfica" are 
atill young enough to WRG•r9J n•c••••ry traininQ, exparianca or riald ana 
aacretariat.. joba ana the II.Xtlrciu of reaponaibilit/ eo nacauary for holding 
hi gha r poa i tione; 1 

(oi The appoint.aent of liat.ad po1t holders fro• aacing PCS offie9ra should be aada 
atri-ot.ly on Mrit. PCS afficera l1ltw •al<• the grade should be incroporatad 
in tha CSP udn at an early 9nOU',lh OQD (aay about 40) aci that thltr c:an 
be conaidere41 ror highar eppointaentao 

1S. s.a, A.S. ~ Vol. III(Deca.ber 1969) Nao 

16. l!.,!e !:,ll, para •• 24. 



other Central Sarviet1s1 

The orricer&:. belonging to Oth•r C.ntral Servicu wera aeinly or 
tlalll type1 _. All pakiat.n. ~rvicea cani Cantral Servicu • Ttwir pro11otion 

laalllir 111aa atelilpllr than CSP. but 111aa willer than thll provincial Cillil 

S11rvic• people. An nfficair of tt,. police Sar11ica at pal<iltan far example 

waa aaila the ChiDf Secretary er a previnca mni later the Olairaan of th• 
C)lntral pUblia Sarvic• 0taa111iGn. &,1t thi• ~aa en• ar the raw exC11ptionso 

Racruit&ant for all OBntral Superior Servicaa, except for Cnginaaring 

Service, and Survey ar pa1<iet11111. 111 .. by ceapetttive ex~inatie" c:onaiating of 

• 111rittoll part and an interview preceaai by a paychelegical tea~ The 

c:s~p•tance sought ~att, l"K!!lo!ll!var, ev•rl!l.,"lal!miftgly cleeaical and literary. 

P!Ct3I )'ihlJ Z USM Id rQ ta 17 I 

A high pre•iall uy be placaril on ttllil 1i1e1tarn social QreCG , on tha 
fac:ility of tanguat ani 110r9 ao on thG INl!lllani or the Englieh 
lan9uaga. Thi• aight place tha producte er •i••ianary achool• in 
a Nre favourabla poeitit>n than proiucta .ar the ardinary achool. 
It 11ay in effect ahift, eaphaai• 6n the eiiucatiDn ayataa te a knoblludge 
et &laaaica anll lateratun in preruance ta ·a knewlesga ar tecmical 
aubjectao 

outatl!lliing aaongut tha ~ntral Superur S11rviC8a 11thar than the Civil 

S111vica of Pakiatan 111&& thll Pa'<iatan rauigfi Serviclil. In a cantral Goviilrn11111nt "°• 
rualutian ef th• P\iniatry ar rarai911 Arl'airti an• Ca11111enwealthi relation, 

data•, l(arachi.lth octabarp 1952(••Pr~11(26)/52), thl aervioe 111os stet.ail 
to ba •equivalent in otatua tc, the Civil S.rviCfl el' Pekiaten•. Jn an alabaraui 

circular or the !lliniatry of fereign Afl'aire(rishPfS(RlT)-8/1/66, datoi Ra111alpind!p 

18th AUguat, 1966), the etrength ef' thCi pakiatan foreign Service 1aiu countad 
ta ba 2lll an• ae-hciJc Niquira•ent 111ell prapoul! to bs 1:1ad111 by thG el11putot.ion of 

Section of'ficerc ae 111911 ae t.eapuury llleputstien fn,111 CSP (lll81 11thSr nrvices 
for & uin9le Billilira thr.tfl ylilsr@I a:illignaent ebreal!l. 7hQ pr()!s(ltion patt.Qi'fi 

wnvia~id tharain •ight b8 f'ouna trsa th& tallewing tabl11 

proaotion pattarn 11Jf thii PfS 

T)'.pe o F p roac tion 

frti• Sacx,nd Secretary to first Secretary 
fro• r1r1t S•cratary te eaunaallor 

rro• c.unuller to P1inietar 

f~• P\inistar ~ A,lbaasalier 

B 

12 

16 
.A• en 1oh•n vacancit11 en 
tha baail 8 f H l 8 C ticn 

Sourc:8_1 ibic,, para1 11. 

17 l'\N~ihuzz.-on, •public Sarvica f:ratlition in pakilltan•, sur11aucraci and 
Davelopa11nt. in paki•t.n(peahewar, pakiatan Acaaamy ror if.,lral Dave op~ent 
1962), P• 287. 



Y•t the Pf"S orficare• Aa .. ciatun in a "eHr9ndua to S•eonll Comllioua 
c:a-iuian repuuntsll that a larv• nuabar ar PfS orr1cer1 ~re not proHtal 
awing to ?•ck or vaoencha. Thll following Tabl• wa1 pHHnt9i by the PfS 
Aasociation, 

Tabl._7 

· NU111be r or PfS O l'I' ice n n• t pr01Do twa 

La~IUI of' Sa rv ice 

20 y•art1 e:r lleH 

19 ya~ 

18 ya are 
17 y•art1 

Hi yas~ 

,s year@ 

14 yore 

To 

Nuaber ,or orf'icer• 

i57 
g 

l 

7 

5 

5 

6 

2 

S41ur~t Nota on tho varioue &'111:lil~lilndationi for tM; r&-(Jr'ijanizetion 
of tM Pal<iltan fereign :;jervica(Sooonll Cameluua Ceaiaiuion 
filo), parai t; 

xt was obsar,,ed th11t !iltlw:r C.ntral S11rv1cs11 b<6U in r;a11our unific11tion 

cif' ur11icss. In a Olltebinsli ~1114D~e!ue 111f C.sntu..l Cl!i!ia,,.l Citiil ::iei:-vi~ Aasi, ... 

ciatian([eat Pal<.l.etan Brn,'lch), te th9 Servic11e R&el1laniz11tisn: (l'.s.asittcu,
0 
th£ 

AHaciatien eiv11n ravouNMI abelition aif thli noii111nc.lat.ur9 9c;ivil Stirvioae 1111li 

rt1-introlfuet1 tho tars 'Pak ii tan Acain!atrativ11 S11rvic11e 110 Tho first five 
Y•ar plan or Pakiltan 11ad.e,._1trong plea far II W'liricul Civil ::iervica .. It point.as 

aut that the eaparation of' thci Gunaral Superiar ServicH1 inte· 11 numbaz- of 

ca•rs• ., .. cirtificial ~ ewing te Q ••111bcl:' af 1rGaaonfi1 

(1) 

{ 2) 

(J) 

( 4) 

Recruibiant te the• waa aade thNUljjh e G:Oabinea co111p11tati\'a Dl.<&111.in­ 
ti.Qn requiring aiailar atducatiQnal beckgnunll 

Th• work• involved in vrui.QUG 1Hr111cc11, lol8N 111qually non-tochnic:aL, 

Save'ral accidental facters llic:11 relative pnitian in the •x•ination 
onri the nuabar or 1:1acanciH in a putieular ror arr1ct the aaaignaent 
or a;candidat. ta ans r;c1:rvica or an.there 

Thi unking of the urvioH intA:r H 111/15l open to queetiono There 1o1ae 
nathlng inharant in tha l!lllti<i""'nan ll!i by the s1rrarant sorvicoe ~hich •lllk•• one Superior to the ether18., ' . 

,. Ra-Thinkinp: 
• •• .1 .. 

SoM re-thinking ror nrvice HOE'QQl"li:utian or the Central Servion 

w .. •alle auring 1960a. A.fl. S«1aul Huq, a (IIGabur or Civil S1rvic;:9 or pakiitan 
and the Director or WIPA, Dhaka, 111:rata in 19671

19 ., .. 
.I - 

1T 

1i 

19 

I 
A.-iniltrativ11 Scilnca Ravi1111, Velo IV, t,111.1. (l'\arch 1970)! pp.246-7. 

su, ~•• Shaaaul Hoque,!£·~·, pp.208 .. 9. 

Su, Aol'I.Sanaul Heq, •civil Service, A t,111,1 outlookR, NIPA NEWS(Dhal<a), 
Vol.I, Me.3. 



Th11 ci11.il ssr11icH which pakiatan inherit.ad rroa Britieh India 
at the tim11 or independ11nc1 we re be rn in rnponae to th• baa i c 
runctions or the Co11ornaient in th• paet. The aain runction• ,r 
the Government were c:onrin11d to the collection or uvenu•, 
administration or justieti and the aeintanance or law and order • 
The machinery of the civil nrvic• that waa created wa• ed11irebly 
suited to the111 purpoeu. Under the • tr111u1a or social and 
e ccnce I c neceesity,1011• change• toolc place in the •yst.e11 rro11 
time to time but runda11111ntally and breaaly the Hthod1 and out­ 
look or the 11dminhtrator91 the teak• they perror-arul llf'ld the 
ayatem on which they 1a9rl(e1 r11aaina1 unchanc;i••• 

In order to bring a.bout aou chengea Go1111rmH1nt of Pakh tan on tha 
one hand 111 .. conaid&ring ror rhrganization or 1er11iet11 and on the other 

hana planning to iapert aou tecmical training to ganeralilt ea taolYlocra~:, 

wer11 being iapat,, g1n11ral trainillg • A letter er ttw sarvJ.ce ~ (;lilnaral 
Adainh tration Oepartaient of tha !;o11crn1?11mt of bat Plkiaten 196i tt1saa20

1 

I a11 directed to •tat.a that the Prttaident ha• obl.nve• that Deputy 
CoHiaaionara au· required to give th• ll~ to ,Jett natian building 
departaanta. in their •iatricta .. Aljjriculture, ~p1rativH,ra11ily 
Plannin'il end Aniaal ttu1bandry ate. Thay thlrar,ra:, require• ~rough 
groundin9 in tha ba1ic; principlca, tlchniquH an~ r•~nt aavanou 
aad1 in thtt11 rial••• on the athar hana, tha tra¥ting an4' experilnc~ 
imparted to orricara bQfera thay are placed in charge af diltricta 
de not equip tha11 with up.te-aata knawllg1 an• irlaight into aodem 
practice,. · 

Th• proaidant ha• thar1fara, bun p.lea111d ta •irect that tha 
PI'Ovince1 1hould 1srioualy conaildar tha que,tion ,r giving auch 
trainin9 to 1rricara ldl'llll held sharg• ar Dia tricta er are gaing 
ui be po1t1d a1 Deputy Oaaaiaaionara in the near rutwre. It has 
bun round duirabll that •uch training lhould be arranged at the 
National Inatituta ar Public 1n1truction. 

But it ia worth noting that althou9h t.hei llationel 1n1t1tuta or Public Ad11i­ 
niltration had prepared detailed Syll.ebui> ra.r the training gr Deputy 

C.aaiaaionera in Agricultura,C.-oparativaa, r .. 11y PlalY'ling, Aniaal Hu•bendry 

ate., the couroe ~•• never •at1ri1liz1a en• the Covern~•nt could net cpar& 
I tNi Deputy Coai11eion11ra for chino•• aitustian1 in the cc,untry. 

[v11n tha CSP Auociation in tha repnuntation te lthe Adaini1trat!vo 
I 

and S11rvicu Reorganization Ccaaittea countald aoae p11rcoptible flald& in tht! 
21 l!•rvica • tructur• in re1p1ct or 1 

.1' - 

i. Inad11quat.a 1xtent er choi~ in tachnolo9ical Gubject; 
ii. Inadequete pra-11rvic:9 anti in-aervic,a trainings 

iii. L••• raaunerati11e prer111iona af teaching end r•••arch raaulting 
in brail\-drain1 

1v. Ab611ncll of lateral entry int.a the priaa General U.iniltretiv• S.M1ic11 

Vo Non aevalopHnt If the C.enaral Aeainiltrativa Sat",iice inta ita logical 
be• t; 

vi. "lltl'l •xiat.nt ur Gevalcipaanta.l p1licy far Public ~rporata S1ctori end 

Viio Abe encl of ratienalizetion or pay II tructure
0 

, 

20, Cevem,unt or c .. t Pal<iltan,Servica• and Cen11ral Auiniltrati1m O.pertai11nta, 
lll•,GAVl-101/6S-977, : 

21, SUo111J11ary gf' the 1'111 ... erendua or c-csp A•1aci11tion,Dh~e,"ASRC rile"o,, No.350 AA 
pag•-2. ! 



' ,1 Aaong11 t tne augg1u tions given by thH wen 1uba tan ti ally brode~lid beau or 
initial racruitaent, provilion far lateral antry, equal •tarting base for 

Aainil trative/roraign/Oehnce Sarvic:n •• well a• r,r univ•ra~ ty teach11r1 
anti ,rricer;• or th• axt.teortlinary aerit 

ANa grouping or paol or A~iniltrativ• 

c;aneral Area and Social Area etc. 

er tha Spaciali1t/runcfional Service•, 

~ervic• into rinanc:e 81d plannillQ, 
I 

5om• other eervic• Aa•ociatian4lika the erstwhile Taxation Service of 
I 

Pakiatan kseaciation el111 1ugg1et1d thll a11al1811ation or llt'\lice ror tho pur,oeaa 

ef integration anti runctional apacia.lization s uch as Cultuturai Service, 

finan~ Service ate. Thay haal auggHtas that 80:' Senior Seal• ~oeta in the 
I 
I 

Cadre SaNicn ahoula ba rill•• in on tho beab or open ceap11t,ition through 

tho public ~•Nice C.-iuion. Pniaoti,m ta Senior Seal• Claaal1 -.. seals 
I 

•hGula be aada on thG bsaie e;nierity-cue-ritnmaso Thay hell further suggeataa 

that uhction to the gulls of Secretary ahoulll b11 11aem en thGl ! raco11111enaation 
! 

P£9Yipcl&l Ciyil §•£Ii2tl• 
Tilere were S..i Pa.kioiaa CiTil 811r-H.oe (U~ Claaa-I ~ 

Clue-II) a.DA ~ PreTiaoial Cinl S.rric~[~P Veet; ~a.kiataa. 
I 

PN'Yiou.al)' Veoi Jalti.ataa a•~i•t;•d or tour proTiao••, a.D4 •aci& 
I 

ll&d it• O'WD Cinl IHlrYi••o s~~~•qu•atly tb•y ha.d ~·~· occa~i.n•d aD4 
n.aa•d aa Pr.T"i.aei&.l Ci TU &.r,iee(PC8), -..ut Ui• ae.lori ty of el41 

i 
ettioara ~•t•d oa UI• •l• P~Yi.noial ~aaiao ~•• P~ataa CiYil 

SerTic• &l•• ooapri••d too fer.er ~cal CiYil S•rY+o•(BCM), aa 

well &a the for.er JJaGWB CiYil ierTiee(4CS) Of~ioiale ~he gttoa 
NK&rd•d tlMHu•lY$G eu1>9rier te, i~ !Hvl:, ,reortaited: proTi.noial 

&GTYioe peopie. 'l'be ••~r~ ~~ UM! ~reviaeial. C1Yil1Se~!oe Cl&as=X 

\la\loally Joined as Dcput:, ~otrate 1& tbs i\M""4.i."i~hnal lies4e:> 
~u.arter5 ®r held Q,h.er taieeella&e@%1Qi ~i.Iuat~atiwe:J?@oiiio~ae Xa 
th<. -&sinoin~, &he ~~rfl&se ~~ a 81wtil-X~ oex,,~os, ~og@ ~ ~ 

~ wa.a prOiMlt~d ou; i~iTieie~ 0t~io~r er o~l.dv~e~ie l!..s~@r, 
I 

tu aerTio• wao Gleolare.S a.a e.lue-i aa:rvio•, lMlt t~ &i'ca 01'f!oerm 
1A &aat Pakiat;aa ve,.a l!l!Ot &l.l•ve• Claeo•:I traYelliac s.l.lew&l!!lo~ 

wa.leae the IJaaio pa:, e~etl Tua 1,0/•e At't;•r OcsrYf-« f'cu• ~ 
DUaber et J'•~• ,u Deput;y ~etrat•a_9 tiu•1 ue•• to; 11,e proaot•d 
a.a t;he s~iYiaioaal Otti••r aa,j ii ioek • .-bor of rear• to 

.,. 
e11t proaotioD te th• liet .. poet• •t CSP, re••rY-4 !er the ProTiJl.c 

cial CiYil hM'ice Peeple. TM•• inolllded .. n1er po~h like .A.d4i• 
I 

~ioa.al ~put;y C..-ieaioaer, ~P'l'1 S.oreta.ry. te t;he! preYinoial 
-1 - pyt;. or equi.YaleAte TM f•ll•wiac taltle will allow ~~ U.a• N41\&iretl 

~J' tile EPC. Oftioero ror preaoti .. t• •!!ioiat;e ia ~h• aen.ior Seal• 

of t;he C~I • 



, J j - 

Tip• [f9Yif•d il lfCS Ofti91r1 tor BfDiOf S911,. 

ilili• I11t1 t1S1uh::u1 
1, 17 
24 1, .z, 16 
).5 ,, 
40 16 
4} 1, 
49 18 .,._ 

17 
6~ 20 
70 ,, 
75 12 
se 14 

AY•rap J'llllN 1.5.92 

Th• Proe*8,cial. CiTil SerYio• People ver. re~ruit•4 ~y their 

r.epectiTe ProY:llloial. ~lie Ser,,io• Coaaiaeion oa tho •a•i• or a 

~Mlpetitive •~inatioa eonaiatinc @fa vrittea al'MI an er&l part. 
n.a @~U1i.Aat!oJU1 wers t'luviUB•~tally silllilar to those or the Central 

S"'J)arior S~rviGQS ~~tione witA 5lig.btly l~••~r standard. 8at 

Gil~e~al M.IP.t~atios @~ leoon4&J7 Schoel leTel AllMi s~ $onazit~tiolll&.l 
lav vor6 tb.8 g@llpql.l.se!7 ~u))Jeot~ Wl.!ik@ th@ CSS QlUUliJL&tieae TB~ 

~XWlllinAtio~ tor tbe CiTil S@inr!C$ Cle.A•-II, h~v•Tor, ooiwiato~ QllJ.y 

•fate~ pQpers ia the ~ittea part, 1.U1d the uat ~1ow ue.s aiao 

oou-pa.rat!T~ly ~o;ni a loa.ieDi. Va.like CSi GXall'lia.&tionD th~r• ~as 

JLG rigorow, payohol~gio&l teat for Prosinoi&l. Civil SorYic••• 

Tho :E.PCS C1aaa-Xl: Ot~ioora a~arf,.d their o&r••r •• a Circle 

Office~ i,.n(€ ther~ ~IUl l!Ul eertaiut7 Ybether they would~• promoted 

tc a.ny othor poaition. Ia Juui.a.ry~ 1902 th•r• were 127 Circle orrieer• 

ia ~t P&ki•t&Do Th• area et oacla Cirol• Officer eoapri••d •~• i8 

ihr•• Tha.lr..a ~o Tb& deaicnatioa •t Circle Ottioer was oreetsd dur~ 
22 th$ Britiah porio4 o But im that lllOnt~ the proWiJ;.c,ial l'OTelMM!eut 

ehanJ'Od the 9truoture iUld eeapoaition 8f th• ~iirele sipu.tieeAtly. 

A.da!..ni~tratiom st tho 'nlaaa level v&a ~oorg~nim•d IU1d one Cirol 

Officer v-. iu•i~• &aeh T"A&na tor th~ apeoitie purpoae of 

Superiviainc UJl.io CeUAoil• and the B8aic Democratic In.atitutioaa 

at tho p-a•• r.etl A new cadre ef Circle Oftioor(~•.) vaa created 

•• the ~at P&k.iata.a CiYi.l SerYic•(~•eutiTe) Claaa-II. 4 new ••tea 
ot OttiQera •oatly :reunp&.ll troa Ta.rioua teeder •.•rYicea vere 

·, . ' ) 2J 
reeruit•d ,!r,,b to 12t If Cir9l• O((ic•r•(DfT•l2oatpt • 
22 S•• GoTernae.11t ot B•nl'a.l Political. Departaeni,ll•n~rr! Dhi[ic::t 

dainiat C .. ttee t t 14 R• rt,(Dha.lc&1NIP4,reprini 
, PP• 12}-2 • i 

2J See GoTern•ent ot Eaat Pa.ldat&D,Ho•e{GA &.nd apptt) Departaent, 
Rule• R•[Ulatin(, Recruitwent,Pro•otion,Trana~er and Di•cipli~ 
ot Xa•t Pa.kiat&A CiYil SerTice and al•o Governaent of ~aat Pa.ki•­ 
ta.n,Hoae((GA & Apptt.),Depptt.,We•o.GA VIII/12J(90) Dt,Dhak.&1 
Dece•••r 23,1961. 



HoveY•r, quite a good 1W11ber ot Circl• Otficera report-4 

that a •i&nifioant aaouas et their ti•e waa eroded ••cau•• they 

were oonaid•r•d to be looa.l a.ll pu.rpoae oftioora. They v•re alao 

ro~~d•d to•• the touri~ ottic•r•, •ut they &Ota fixed ot 
21+ ila. :SO only , 

The upward aobility of Previnoial Civil 6orYioe Claaa-II 

to Proainoial CiYil Sei"'\"ioe ClaasMI and of Provineial CiYil 

Sorvie@ Claaa-I to 11 tod post• va• rathor slov. Va~ Britiah 
ton1in.ilociea it aight 'be oaid that the Provincial CiYil Servio• 

people toraad. the ~ooutiv• ola•@ ~ ooaparod to AdainiatratiYe 

Claae ~Qlaprising ~ailll.y tae CSP 9ttioera~ The ~Ci(&xooutiYo) 

ClaQa-1 .lJl&OQiation 1J:l ~sir reprG®•nt&tio~ to Adaini•tratiTe ~ 

Servi••• Re-erslt.lli.zatioa Co.aitte• is 1j72 had au&eemted a. 
tellova2}, 

Accordinc to thQ rul•• aade by the olito /P'GUp o~ •ffic rs 
in their evn inter••t, II.JI ettioer Qt tho oratvhile PCS ~ 
eli~ible tor pr011Jotio• oa the 12ta year of serTioo, •ut &n 
ef!icor or the rstwhil• CSP ~~m el!ciblo for 0~cla proaotioa 
on ooapletinc the 5t~ year of~~ usrvice ••••••••••••••o• 
Ia order te rationali•• aattor ~Y rM!loYi~ the ~lairinc 
injuatioo ••••••• ; •• • all stfio@N of tu WI.D •ratvAi.10 
a.nd CSP &lMI PCS sbe\ll• ta.u aonieri t:r froa tho dato ef 
auaata.ntiYe appei.Ataent ie ~•tts, ciYil ~er,,ioeao 

Tho •••ooiati@a ro-iterate4 their ate.nd in their M.-oreA&ilil 
' 6 

to tho pay aD.d iorvioea Ceaaieaioa 1& 1976 for tae fe~lovinc w@X"da2 1 
I 

It waa proYi,od that an :E.PC.i Officer vould bo a~icible for 
proaotion tc tho &•nior Sea.le sf tbQ CSP ia th• j12tb :r•ar of 
kua oorYico oa bo~ a••••••d su, ~it tor promotion. There 
va.a no atipu.latioa et aay porie4 et proeatioa on muo~ pro•~­ 
tion. SiailiLrly, tao proviaiea w~s ihil.t a Jt.m.!or CSP voul.d .. 
9ligible tor proet0tioa to ta• s~nior Soale ~t CSP in th~ 7ta 
YG&r of his ~ex-vie& ~ter h&lvi~ p&mQ0d tlw ~r~~oribll)Q sxam!= 
aat101;11 th\Ul 1:h~ p1~- @f Col.9niml Soi;-vios Sh;Yoture Sit.di!<!~ 
the @rstwhile !U1CS ~iih ~ 1t!Utia1 ~!o~p aoe~B$00~0Q00¢ 0 

Tl!i$ g,pcs Cl&E10-Il Otfi@GrQ im their iropr•a0ut~tio~ t~ ~h.0 Ad- 

muiiairatioa a.&d SeX"Tioes lle~rcaniS&tieia C~lea had aimilfArly tNI 

:fo~ard thGI irrieveace of th• ir 1·cu,ser prt!lspoot tor proa.c1tiGn rilJiM1i 

See w. AAWIWlllaG&n,TP~~iler9i• Of'f;t.c!.[• A. r£ydy !i!. thh Rult 
(Dh&lt&a WI.PA01961)PP• , a•• a•• M.S&riur iab .. u~rld.nc ~t 
Baeio Democraoiea iA ~aat PaldatAA& A atud.f ot ao•• Baaio l>eaocra­ 
tie lnatitutioa41•,{:Dilak~ XIP•,19,5)(Mi.•••J,pp.)8-J9. 

23 M .. oreudua ea ~••rcanisatioa ot iervio• Structure iA B~lad••• 
au••itted ay the Aa•o•iatioa ef •ratvailo ~~ ia Way 1972 to 
J.daiai•trati•• aJMI ~er-Tio• Jleerca.nJ.•ation C...ittee,pp.7-1. 

-1· - 

26 llloaore:Ddua troa eratvh.ilo V~(beouti.Y•S-I) .iJaociatioa to pay 
aD4 SerYi•• c....iaaioa, 4-ted Kay 10, 1976, p.a. 



Career l>eYeloptHai aad •ucce•t•• ter aaa.l&aaaiioa ot all ieoluu.­ 

~ &.JMI noa-t•olm.i.oal J)9reonael aJMII illor•~T oreaiJ.nc a new oiTil 
••rYio• ia tliair exJ..ii.Ac order et ••niorit7.27 

The Proainoia.1 Sez,,ioe• ot th• eraivhilo Uat Pa.kiataa 

other tb&Ja the :tPCS Claaa-I a.ad Cle.ae-XI oonaiated of tha tolleviD.&'21, 

( 1) 
( 2) 
(:,)" 
(4) 
( .5) 
(6) 
{7) 
(8) 
(9) 
(to) 
{ 11) 

{ 12) 
{ O) 
(14) 
{ 1.5) 
( ,.) 
(17) 
(ti) 
(tf) 
( 20) 
( 21) 
(22) 
(23) 
(24) 

1

h.at Pakiat&A CiYil SerYioo(Jwlhial) 
&&at Pakiata.11 Police Sol"t"ioe 
lt&at Pakiotaa Jw:Li.or Pelioo iorTioo 
kJat P&kiataa Senior &daoatioa SerYic• 
&asw Pak.iat&J& Jlllli.or Educatios Service 
..t.aaaa ~uoation iorrioe Clace-I 

.A.Jla&11 ltduoatioa Ser,rioo Cle&a-II 
ka i Pald.a taa hciiao SorTioe 
:&&.t Pakiat&A J\UU.or &Jtoiae ServioQ 

kai Pakiataa ..lcricul i\P.NI and In001BC Tax i•jrTiee 

Jtaat Palr.iataa .Juaier Acri...iture I.nooac T,u: SerYioe 
kai Pakiotaa x..£oal 8ea•Yico(l1pper) 
ga•t Palr.iataa Xe<lioal lorYico(Lovor) 

~t Pakiate.a S81lier SorYioo •f l':lacin••r• 
kat Pakiah.a ~oui.q lorvic~ 
kat Pakieta.a Kiper ~ioul. tu.re SorYico 
~t Paldataa .£.crioul.tw.-o Service 
kat Pakimtaa lli&}ler 4•1-al Hu...15&!1,d.ry 8errico 
~t Paltietaa 4w1aal llwt~aa.iry 8erYio$ 
&a.at P~ata.a JU.gaer ~-~•rio• a•rY1ce 
~t Pakiataa Heherioe Serrio• 
~t Jialdetan SoAior J'ereat SerYioo 
~t Pald.at&A Jma.ior ror••t 8•rYio• 
~t Paltiat&& Food Adai..ai•trati@n Servio•• 

TlLe llMllll>en or these aorTicos "etere alee roorui ted by tu 
PreTilloi&l Pulis ii!rvioo C&aaieaiea 'lilSQ&llT •1' &a in.tu,·i•l! Gal.y 
exo~pt to~ ProYiaoia.J..ior•tariat Sel"Tioo vhicll !lad a vrittea p,1ri. 

L:Lke Ulo Pr•Ti.AoiaJ. Ci~il S•~ioe Cla.••I, tho Proviaoial Secreta­ 
riat SorYio• vae al•• Ceol&reC ia aiC 19'°• a.a a ola.a-I Service. 

Thie ha,C oroatoC a sc,o4 Coal. ot Ciaooatet.1111ent ... Ja&•t the .. ••era 

27 'fide K .... a,, D&iM Dbeka,29tk J.pril,1972 et' Qe.Jl4r&l. 8.oretary, 
~·- _,, Cla.aa-II Aaeeoiatio .. aWNlitted to tho Secroi&TTJC ... itteo 

• · ter Ade1•ietratiTe a.er1aai•atioa, •,2, 

2B Tide ,,,ta11it1SiI• 1,1,.0, Rtyi,v, Vol.IT, ••-J(Marea,1977) •• 2:,.5. 



o! the othAlr ••rTio•• partiou.l&rlT or thee• ••rYic•• whioa requir•• 
high•r ~ducatioi.uu stl!.Dd~. The ~iaoonteutaent 9eeaod to~• aore 
sa.:.a«lllt thooe olt!lorl:, i)Oopla lli'IAG ciuri~. th8 thiair •arl:, ace e.otered 

& Governa:ient Collfltgo aat.4 did 11ot 00111p0t~ ProYinoial Ci'l'·il SerYic• 

oa the groun(f that it YUi & Cla111,-II !Utrvic• ~a.rr:rinc 1 ••• preatic•, 
than ~dueati@n ••rYio•• BeveYer, th• s•n•ral iapt.••ioa v&• th.at 

~uoh A ~udd~n deolarmtioa ot ProTincial CiTil Ser..-io• II.Ad ProTinoial 

S@oreta.riat SerTioe a• Claau-I SerTio• had rath•r lovered the iaac-­ 

o! Claaa-I iJ! th• 111.1.n• or the p••pl• than inoreue4 the preati~• 
or SeririoQa conoGrued. 

~velop1;10r: t of Cud re Services in Banr-Lade sh e 

Du.rif1~ w ar of Independence in 19.71 , t.hr e e c;overr.wien ts ve r e 
opera tine; for Bangladesh at the Bame time viz. the Oentral Govern­ 
ment of I'c.i.kista ... n with its military preponde:rence, conf used Govern­ 

ment of Eu~t Pa~ista...n and the government-in-exile of Ban~ludesh 
at Mujib c}i..aear. Several thousands· of officials fltld to India and 
some new recruits were ta.ken at the Muj ib ~ c.c·.r. 'I'he r e h:~d been 
some quick promotions amongst those who showed utmost J.oy8.lty 
to the Occup~tion .\rmy. Immediately after Liberation on the 16th 
December, 1971, when Mujib~aear Of f i cd e Ls rushed to Bantladesh, 
field aduun i s t.r-a t i.on was pre-ponerantly manned by them. Report of 
tLe Civil ;cdministration Restoration Committee, 1972 pointed out 
the following irregularities committed be tve en 25th I-larch and the 
15th December 1971 •29 

i. Gr an t of extension, r-e=e nip Loyrneri t _in service 
Out-of-turn promotions 
Recruitment and posting of favoured persons, in 
vn.o La tion of existing rule': 2.1.1d re gula ti one. 
Posting of comparatively Junior Officers in-charge 
of out lying Sub-divisions in preference to senior 
officers continuing to be in-charge of Sad~r Sub- 
divisions; and gf-- 
Po s t an g of untruined direct ur:ents fOllliHWiai pur t i e e 
as 0/Cs. of Thanas in many areus. , 

ii. 

iii. 

iv. 

Vo 

In tue midst of great con f'us Lona and ~tnornalies Go ve r-nu.e n t 
of D,:i.ncL;J.esh announced Bangladesh Public Jervice ifollUJ1ission 
Order, 1972(P.O. 34 of 1972 dt. 8.4.70) forming two Public Service 

29 Go ve r nme n t of the People Is Ile public of Bur1i_;ladesh, Re port of 
t l.c Civil ,.dministr"tion Restoratj.or. C·1!111r.ittee - part-1(Janu~ry 
1972~12. The Committee was he od e d by :Mr. M.I,;.zwnan. 



Coffifilissions viz. First Commission and Second Commission. The 

First CofillJlission was charged with the responsibility1to recruit 
all gazetted civil services and posts of the Repugli¢ as well as 
Ckss-I and Class-II services and posts connected with the affairs 
of a statutory bodies. The Second Commission vas res~onsible for 
r-e c r ua tme n t of non=gaz e t ted civil services and postslas well as 

' . I 
Clci.ss-III ~·os ts and services and the similar posts o{ statutory 
bodies. Soon after, in September 1972, an in1terim rJcruitroent ~ . 

policy was anno un ce d by the government indic1:1ting a quota system 
stating th:...t 20';~ of all Class-I and Class-II posts w~re to be 
filled 11p by merit, 1 CY;: by women, 30% by freedom fie~ters, 1 CY;~ 
by af'f'e c t ed women and 1 O'i~ by Di visions and Districts 'according 
to populations.(Noo Estt./R1/R-73/72-109(500) dt.8thlSeptember, 
1972). This was, however, modified later in ;.pril 1976 prescribing 
40% for merit, 10% for women subject to merit qualification 8.nd 

I 
e xc Lud Ln g technical posts, posts in Defence Services land other 
posts wh,ere women were unsuitable. It was further prd'vided th::.1t 

I 

if no aui t s.b Le c:c.,"'ldidate for the District. quota was avat.Lab Le , 
Divisional quota would apply. District quota wus alst to be relaxed 
in case of rosts for educational institutions ~:.nd the technical 
posts, if c9..ndidates were not available from the district concerned 
(Memo.No.ED/RI/R-56/75/52 d t , 8.4076). Subser,_nently, \owever, by 
the Baneludesh Public XID!!±Kt1Service Commission (Amendment) Ordinti.nce 

I 1976(No. X.X: of 1976), posts of all statutory bodies were excluded 
from the purview of both the Commissions. Ag2in, by the Be.ngladesh 
Public Service Corami.aa Lon Ordinance 1977 (No.LVII of:1977,the two 
Public Service CoWIJLssions were ama.Lgama t e d rnt o 3. stn.::;le body. 
It was as~i~ned the responsibility to recr~it all Class-I civil 
posts and any other Civil Service or posts except posts of few 
specified cat~gories and the Lower Subordinuto service or posts. 

• I 
Included !illiOng the specified catae;oriea were posts iip. Divisions, 
Districts and Sub-Di visions level offices. Nore over P ·it empowered 
the eovern1:1cnt to specify certain service or r·osts to be outside 
the jurisdiction of the l'ublic Service CoUWJiLlSion. 

In t~e mean time, Government of Bannl2desh set up tho 
__ ,_.Administrative and Services Reorganieation Couwi ttee(ii.JRC) in 
· ·1972. The Comruittee initially thought of unified seryice structui·e 

and aboli t on of cadres. At the vfry out"set of Independence, tho 
V 

earlier t.rud i tion of wri tine CSP, EPCS etc. r.fter the nume of 
-1·: an official vasxl Lacon t tnued , The idea was to introduce a system 

of f un c t Lon e.L and area trouping. The Report of +he Administrative 
::i.nd Services Reorganisation Committee stated:30 

30 Go ve r-m.ien t of the People's Republic of Banc;l~uiesh, Rc,r,ort of the 
Admfoi strclti ve :u1d Services Reorrr3.Ilisation Cammi ttee ( May 1975; 
Part- V, p. 2. 



frhe civil servants should .acqui re necessary professionalis.m 
. . I 
in specific areas of the _service. For this; all posts in the 
, I . 
~ervice should be divided broadly as 'functional' and 'area 
~oup• posts. The former will be those that r~quire either 
~re-entry technical or vocational ed~cation or post-entry 
~ruining in specialised adm.inistra.tive sk.ill;. '.the later will 
be those whore no· single :functional expartise .Le uniq,uely 

qua Ld f Led , but experience in the same area of administration 
supplemented by soma area -- specific training may be 
recc.i.rded ae a pre-requisite for hoidi.lig these posts. The 
area group posts may divided into eieht broad areas of 
specialisation. 

The A.SRO al.so suggested that the 'Senior l?olic,Y and Nan age-« 
1 

ment Po~ts' .should be filled up by officers with rerev·mt ~ea 

specialisation from the Area Groups or from r e Le van't !unctional 
I . 

Groups given necessary administrative ability. 31 R shid Commission 

in 1977 had also somewhat. similar idea, when they 

(a) The nomenclature 'Civil Service' shoQld elude all 

ote: 32 

employees of the Government from the high st to the 
i 

lowest, I 
(b) Functional service cadres, wherever viabl~, should be 

constituted at the Administrative and Exebutive xix±hrit 
levels with identica~ :s:Ei:x scales of~and equitable 
prospects of promotion, 

(c) Secretari~t posts, particularly those fro~ the level 
I 

of Deputy Be cr e t.ary and above, should not be reserved 
in favour of any of the Services. 

(d) There should be enough scope of promotion for employees 
at all ~ levels so that they may go up ~he ladder 

·subject, of course, to their huving acquired the minimum 
prescribed qualifications for the n~t higiIBr level, 

I 
The first superior post examination 

138 qualified candidates, 107 gRve first 

w2s held iljl 1977, Out of 
. i 

preference!for Asstt. 
i .,· - 

Commissionership, but when ex-EPCS officers were refesic;nated as 
I 

Asstt. Commis;ioners, in their revised opinion, only 23 indicated ti. 

31 

32 
Ibid., pp. 2-3. 

Government ofthe People's Republic of Ban6lades~1Cabjnet Diviaion 
Report of the Pay and Services Commission, part1I, Vol. I, p.43. 

. I 
i 



y-23 
their first preference-for it, 

In L1te 70s and early 80s there had been rethinking about 

superior services and senior policy function. In 1979 the Senior 

Services I'o o L Order vaa prom.alga tad ( lni tially the term us e d vas 

(ienior policy pool'). It waa stated in rule 2(2) that all posts 

of Deputy Jecretaries, Joint Secretaries, Additional Secretaries 

21.nd Secreti::.Ll'iea would be filled up by the officers enoadred in 

the pool except 10% of the posts of Deputy Secretaries, which 

should be filled up by promotion from amongst Section Officers 

beloning to the erstwhile Secretariat Servic<.:·s, ~ .o f the 

posts of Deputy Secretaries, Directors !:l.Ild Directorcl GenBral 
! 

and above other than the post of Secretary in the H:\.nistry of 

Foreign Affairs and 50% of the posts of Deputy Secretaries and 

above in· the Minis try of Law. 33 

I 

Side by side go;1!'8rnment decided that th.:: old concept of 

cadre services should be revived . .l cadre compositi6n rules 

1980 consiotng of the 28 cadres waa framed snd the ~wigladesh 

Civil Service Recruitment Rules 1981 suppl~wcnted the Cadre Rules. 

Ini tialiy, the following 28 cadres and sub-c:.:.dres were envisc1eed.: 34 

.,· - 

1 0 ncillgl~,desh Civil Service(.A.dministrative: A..dminis tra ti ve ) 
I 

2. Banel.::i.desb Civil Service(AdroiniGtrative: 1Food) 

3. Bang Lad e s h Oivil Service(Aericulture Agriculture) 

4. Bangladesh Civil Service(.Agriculture . Forest) . 
5 0 Bangladesh Civil Service(.!gricul t cr-e . FishGrics) . 
6. Bangladesh Oivil Service(.Agriculture L~vestock) 

7. Bangladesh Civil Service(Education . Gen~ral Education) . 
8. Ban g Lnd e sh Oivil Service(Educntion Technical Education) 

9. Barig Lad e sh Civil Service(Econom.ic arid '.1'r ad e : Economic) 

33 i 
Governrnen~ of Ban g Lad e ah , Establishment Di visifn No .ED( :l:C) 
SII~6/78-110 Dated 23rd Augu.st, 1979. i 

See Jch0dule-I of Bang Iad e ah Civil Service Rectui tment 
Rules 1981. j 

34 



10. 

11 • 

7-24 
.» 

Bangladesh Civil Service(Economic W1d Trad 

Bangladesh Civil Service(Econo~c cilld Trade 

Trade) 

Statistical) 

12 Bangladesh Civil Service(B:ngineering Public \forks) 

13-o Bangladesh Civil Service(Engineering Pub],ic Health) 

140 Bangladesh Civil Service(E.ngineering. Roa~s Krid Highways) 

15. Bangladesh Civil Service.(Rngineering : Tele.-Comlllunication) 

1 6. 

17. 

19" 

20 .. 

21 ~ 

22. 

23. 

24. 

25. 

26. 

Bantladesh Civil Service(Finance 

Bangladesh Civil Service(Finance 

Bangladesh Civil Service(Finsnce 

Audit and Accounts) 

Customs and Excise) 

Ta.xii tion) 

Bu.ngladesh Civil Service(Foreign ~ffairs) 
I 

BangladesL Civil Service(He~lth.s.nd Family ~lanning) 

Brulgladesh Civil Service(Inform~tion) 

Bangladesh Civil Service(Judicial) 

Ban~ladesh Civil Service (:Postal) 

Bangladesh Civil Service(Enforcement . Po Ld.ce ) . 
B2ngladesh Civil Service(Enforcement . Ansar) . 

i 
I 

Transportation nnd 
Commercial) 

27. Bangladesh Civil S8rvice(Railway: Engineering) 

Bangladesh Civil Service(Railway 

28. Bangladesh Civil Service{Secretariat). 

But noon ~fter there had beenagitation amon~st tbs members of the 

different services as well as enlightened meillbers of the public 

including persons like President of the Bangl~tlesh Nedical ~sso- 

c La-t i.on or Some Senior Advocate of Supreme Court Bar Associ(, tion 

agaane t the new service-structure and a pe c La Lr.y !lgainsit the Senior 

Services Pool. 3_5 

In tr.'-' first competi ti~ exarnina.tion ;;i.rru.11ted by the Bw1~ladesh 

Public Service Collllllission in 1982 for 24 6~dres 311d Sub-cadres 

10,313 a.pplicat.ions were received for 2,643 l'O!::itSo Out: of it 9,552 

cur.d i d a t e s we re allowed to appear at the written test po.sing on 

the qua La f i c i t Lon requirements, and 6,664 cand i.d a te s actuully took 

35 i 
See Prof. Syeda Firoza Begum "Senior Policy Pool" &nd s.R~Pal 
"Which Way '2 " Papers read at the Seminar or gan Leed by the 
Department of Public Administration, University of: Dhaka in 1979. urn. . 



par t in it. Amongst them 1,377 candidates passed tJe written 
. I 

I 
test. After the psychological test and the viva-voqe, the 

commission r-e corcmende d 981 candidates for appointmdnt. Fewer 

candidates than the number of posts were reconu.aend~d for Forest, 

Fi.sheries, Livestock, General Education, Technical!Education, 

Economic, Communication, Health and Family Planning and Railway 

Engineers Cadres/Sub-cadres owing to non-availability of suitable 

candidates and no candidate was found fit for the Economic and 

Trade~ Statistical Sub-cadre.36 

On tha otber hand, the Ministry of EstabliLJhment nnd the 
I 

Public Service Commission b Lane d each other tor the vacant 

positions. It was alleged that PSC was by-passed in 1977 in 18 

cases, in 1978 in 25 cases and in 1979 in 63 cases. But there 

were also some other practical problems in personn~l recruitment. 

Out of 186 qualified candidates of Special Superior Service 
I 
I 

Examination 1970 appointed as Project implementatipns officers 

(Class-II posi_tion) only 75 ultimately joined. Out; of 511 candi- 
e.- 

dates of Special Superior- Service Examination 197} s}ected for 

pre-entry training only 393 completed .1 t ... On the o't he r- il and the 

Public Service· Commission blamed the Hinistry of E'.sta.blishment 

for Several irregularities. L joint Committee was iset up by the 
I 

Government Chaired by Brigadier MoAo HalimG Halim /Committee found, 

inter~ the following irregularitiesi37 

(1} Appointment of some candidates withoutlthe minimum 

prescribed ~ualification 

(2) Absence of Recruitment Rules 

(3) ·Absence of Seniority Rules 

(4) Confusion for granting anti-dated seni0rity of two 
years to some officers, 

(5) Unsatisfactory maintenance of Laws, Rules 2.nd 

Re gub. t i.on s , .I 
-1· - 

36 I 

Government, of B2.rigladesh, Renort of thr:: rm.+t9.filj:n1:p:d,t:1t4:):x 
B·:mrl·,desh Public Service Commj ssion, 1983, P:IJ-44-45. 

37 Government of Baneladesh,Report of the Co rnrm ttee for Examina­ 
tion of Irre,~nl::l±i ties in Appointment ·,nd Promotion of Officers 
and Jt2.ff in the Government(April 1983), pp.4~-45, 
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(6) L::::.cl: of r::c<p2r r ... :;::,pr::,,·~i ·:Gi·~·n .ind Ln t er-pr-e t .. tLin 
of Rv_les ··.nd TI.ee;ul:.ti :,.::1s, 

(7) In~ction :md del2yGf ~ctian, 
( 8.) ~".ctl8.f i:1-2 .i n.t e.i t Lcn · L,l pr es s ur-e j_n s ;)JTI8 c:~_[: es , 

J-ov0r:1. -.,l·;.t su~.·;ec]_l12ntly . ·· _.,,,:: Ufl t::..G icL:::i o:;.,· ::;__;,;,-e;s.~\:rc:::; 
;:..(1cl r·oor:~:aniD .=;d t;Lo ~:3 cr v.i ce s i::t-, : ,;,w f o1Ln.in6 JC, c ~~:L·.:.;::..; 
("'"c,·· ..:,., ., . -, . p 1' 38 

i.:;..,_ ...!..,l""'.J..1t6 :.:.en~L,JI' '..)e1~vices oo 1: 

... ,~ 

( 1 ) 
' ')) ~ '- . 

l3) 
( 4-) 
(5) 
( ()) 
( 7) 
(8) 
(9) 
( 10) 
( 11 ) 
( 1 2)' 

( 1 3) 
( 14) 
( 1 5) 
( 1 6) 
( 1 7) 
( H3) 
( 1 9) 
(20) 
( 21) 
'( 22) 
(23) 

D .c o3 o C'~dDinistr:. v.i..::·:c:) 
::i .. C ... S e (A6Tic:i,;..ltfu·e) 
I3 .. a. s (.\ns ur ) 
D.c.s. U.udit and .. (;C~1}j'lts) 
2.Co:3" (Co-oper[1.tive) 

:c .. c .. J .. (Customs ::1LC:. .:.:;:-:cise) 
Do0o3. (~conoreic) 
B .c .s .. (F2.Wily Pl.....L~·o:i :·:g) 
B .C. a, (l1'iS£Leri0s) 
3 ., C o 3 o ( E o od) 

B.CoS. (Forei01 j.ff::·~i1·s) 
I3 .C .s, (Forest) 
B.c.s. (General 3duc~tian) 
D.C"S .. (Hea'l th ) 

B.C.:J" (Information) 
B .C o3 .. (Judicial) 
D.CoJ~ (Livestock) 
D~C .:J. (Police) 

( Postal) 
(Public Il eu Lt h ...in;'~ineerinc:;) 
(Public '.fo:c ks) 
(Railway ~ncinc er L1::;} 
(llailway 'ir::!.J.lS:~ortatil)n ·.•.:i::1.d Cor:1J!i0rc:i.~_l) 

. ~ (~· _,· -~ 
' 

1.·· ,.., :" .Do-v.u • 

.. , ., t -''D 1-··..:i hr······+ __ , .. _c,J __ , .. ,i-'-.---, .. J. :,.-:::e -.:,ov • o.i: Ji1;_ .. 2.u.es , 0.ini:~ ..,ry OJ.. ..:.,:, 1.,:-.=.u,; ;::;,L.-.,~.L.J. t, > 

1'Jo.S.,.J ... 0.347-L/86/t-':E/IC-4/G5 duted 31st ~tU2:"C.st,19GG. 
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( 24) BoC.3. Utoc:1.ds ::i1J. -~. h ) ,llg "'i-T,"J.JS 

(25) B ... C .. So ( 3ecret:,,rL,.t) 
( 26) I3 ... C~S. ( Statistic:, -, 1) 
( 2'7) B.C .. s .. ( 'f2.X::1.tion) 

(28) J3 .. 0 •. S. ( ·J:echnic,·l ::ducatiori) 
(29) B °'C .3. ( Tele-Gofi,.r::unic2.ti()n) 
(30) D .. C .;:;; • (Trade) 

.1· - . 

.:/ / h • 
, l 0~ I '-I .. 

/ ' 
!](,.,._ L-t-/~ { .. 



Cadre Services of Bangladesh and the SBecial 
Features of BCS (Admn), BCS (Police) i;ind BCS (Public works). 

I' I 
I 
I 
I 

As a result of public criticism and comm~fl"t for various 

services as well as the recommendations of earlier committees and 

commissions including the Administrative and Services Re-organiza- 

tion Committee, the services (Re-organization and Conditions) Act, 

1975 w~s promulgated (Act XXXII of 1975). It empowered the govern- 

ment to re-organize services of the Republic, public bodies and 

national enterprises including power to prescribe unified grades 

and scales of pay, As a resu'lt, government first ventured t~difi­ 

cation and unification of pay scales first as National Pay Scale in 

1975, then as New National Pay Scale in 1977 and then as Modified 

New Scale in 1985 as well as the re-organization of services into 

different cadres by enlarging the ~ase of Bangladesh civil service. 

In September, 1980 the government issued the Bangladesh civil ser- 

1 
vices(Re-organization) order 1980. 

The order mentioned 14 cadres, subdivided into 28 sub cadres. 

The mentioned cadres were BCS(Admn), BCS(Agriculture), BCS(Educa­ 

tion), BCS (Economic and Trade), BCS (Engineering), BCS (Finance).~ 

BCS (Foreign Affairs), BCS (Health and Fa.mily Planning), BCS (Informa­ 

tion), BCS (Judicial), BCS (Postal), BCS (Enforcement), BCS (Railway), 

and BC S (Secretariat ) . 

Subsequently with the addition of BCS(Health and Family 

Planning), BCS(Coperatives) and inclusion of Senior Services Pool 

~as a separate cadre, the number increased to 31. The cadrewise 

. b . . 1 2 
strength of BCS cadre in 1986 may e seen in the following tab e. 

1 Government of Bangladesh, Cabinet Se.cretariat, · Establishment 
division No. SRO 286-t ./ilO /ED (IC) II-92/80-98. 

2 D.S.Yusuf Hyder, "Structure of services, in Bangladesh" Cnreer 
Planning in Bangladesh, Dhaka : BPATC, 1986, P. 69 • .,. - 



,..-, y,-2- - 
Table l 

Cadre-wise Strength of B.c.s Cadres 

s 1. 
No.· Name of Cadre Aitho.rf· ~e d s reng 

86 a ter · 
Ei<istin.a strengtn 

1 2 3 4 5 

8. B.C.S(Education:General Educa- 1018 
tion) • 

9. B.C.S(Education:Technical 194 
Education) 

10. B.C.S(Economic and Trade: 267 
Economic) 

1. B.C.S(Administrative, 
Administrative) 

B.C.S(Administrative: Food) 

B.C.S(Administrative:Co-opera~ 
tive s) 

B.C.S(Agriculture: Agricul- 
cul ture) 

B.C.S(Agriculture:Forest) 

B.C.S(Agriculture:Fisheries) 

B.C.S(Agriculture:Livestock) 

23 34 3097 

2. 

3. 

4. 

5. 

6. 

7. 

11 B.C.S(Economic and Trade : 
Trade) 

12 B.C.S(Economic and Trade : 
Statistical) 

2097 

129 219 

163 

204 

119 e 

260 2049 1558 

13 5 

191 

572 

10 3 

599 

1210 

7791 

75 

303 

847 

6669 

924 891 

504 410 

100 112 98 

61 110 110 

i'3 B.C.S(Engineering :Public Works) 463 

21. B.C.S(Health and Family PLanning:765 
Health) 

22. B.C.S(Health and Family Planning: 
Family Planning) .#. - 

Public 
Heal th) 

Roads and 256 
Highways) 

14. B.C.S(Engineering 

15. B.C.S(Engineering 

16. B.C.S(Engineering : TEJle­ 
communication) 

17. B.C.S (Finance :Audit and 
Accounts) 

·· 18. B. C. s (Finance Customs and 
Excise) 

19. B.C.S(Finance Taxation) 

20. B.C.S(Foreign Affairs) 

23. B.C,S(Informatioh) 

24. B.C.S(Judi~ial) 

25. B.C.S(Postal) 

.. 33 

577 

112 

4 94 

112 

'3 3 7 ,309 

476 480 395 

131 266 90 

163 

2 53 

252 

129 

328 .. 

192 

717 5 

113 

29 3 

177 

4 7 89 

'.322 

481 

21 3 
159 

7 1 7 

615 

18 2 

574 

569 

1 39 
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26. B.C.S(Enforcement 

27. B.C.S(Enforcement 

Police) 

Ansar) 

26 3 

89 

59 5 

205 

64 

·'.354 

143 

47 28. B.C.S(Railway : Transportation 61 
and Commercial) 

29. B.C.S(Railway : Engineering) 222 

30. B.C.S(Secretariat) 556 

31. B.C.S(Senior Service Pool) 

562 

152 

323 

211 

Total - 10,037 29., 940 

Vacancy : (29940 - 22454) •. 7486 

The Bangladesh civil service(Administrative) consists of 

(a) Persons who were members of the erstwhile Civil Ser- 

vice of Pakistan., East Pakistan C.ivil Service (Executive) class I 

a~d Military Land and Cantonment t~rvice on or before 25th March 

1971. 

(b) Peisons appointed on regular basis on or after 26th 

March ,1971 on the recommenda.tion of the erstwhile Central Public 

£ervicef eommission of Pakistan or the East Pakistan Public Service 

commission o~ the Bangladesh Public Service(First) Commission or 

~he Bangladesh Public Service(Second) Commission or the subsequent 

Bangladesh Public Servic~ Commission or, the competent authority 

during the period from 16th September_ , 1971 to 7th April_ :).972 or 

during such period as the posts were taken outside the purview of 

any of the aforesaid Commissions. 

(c) Persons appointed to the service since September_,. 

··1980 in accordance with the Bangla.desh civil service (Admo: Admn) 

composition and Cadre Rules ,1980. 
: . ~". 

The Bangladesh Civil Service(Police) includes : 
' 

(a) the persons who were members, of the erstwhile Po lice 

Service of Pakistan and persons appointed to the posts of Deputy 

Superintenden~ of Police and above of the erstwhile East Pakistan 

Police Service on or before 25th March, 1971. 
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(bl Persons appointed on regular basis on or after 26th 

March, 1971 by the competent commission or authority. 

{cl Persons appointed to the service since September~ 

1~80 in accordance with Bangladesh civil service(Enforcernent; 

Police) Composition and Cadre rulesJ, 1980. 

The Bangladesh civil service(Engineering:Public Works) 

includes : 

(a) Persons who were members of the erstwhile Central 

Engineering service, erstwhile East Pakistan Senior Service of 

Engineers, erstwhile East Pakistan Engineering· service on or 

before 25th March, 1971 .• 

(bl Persons appointed on regular basis on or after 26th 

March, 1971 o; the recommendation~~ the competent commission or 

authority. 

(cl Persons appointed to the service since September.! 

1980 in accordance with the Bangladesh Civil Service(Engineering: 

Public Works) Composition and Cadres Rules, 1980.3 

The schedule of the Bangladesh civil service(Admn:Admn) 

Composition and Cadre Rules, 1980 showed the cadre strength of 

23 34 as follows 4 

Table 2 

Category of posts Number.of posts 
(Provisional) 

a) Posts in the Junior Scale(Assistant 
Commissioners in the Scale of Tk.750- 
1470 and S.D.Os. and others in Scale 
of Tk. 1150-1800) 

1,627 

bl Posts borne in the Senior Scale (ADCs and zt.36 
others in the Scale of Tk.1400-2225). 

c) Posts borne above the Senior Sca~e (Commi- 295 
ssioners,Additional Commissioners and others) 

d) Posts in the erstwhile Military Lands and 
C~ntonment Service • . 12 

e) Deputation, leave and training reserve (not 
exceeding a total of 10% of the posts in 
the heirarchy) Total .. 

164 

2~ ;334 

' 
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The schedule of the Bangladesh civil ·service(Enforcement: 

Police) Composition and Cadre Rules, 1980 showed a cadre strength 

2(3 as follows : 
Table 3 

. , 
Category of posts 

Number of pos~s 
(Provisional) 

a) Inspector General of Police 

b) Deputy Inspector General of Police 

c) Superintendents of Police 

d) Additional Superintendents of Police 

e) Assistant Superintendents of Pql.ice 

f) 10\ reservation for deputation,leave, 
training 

1 

7 

.36 

17 

184 

18 

263. 

The schedule Bangladesh 6ivil service (Engineering; Public 

' Works) Composition and Cadre Rules.I 1980 showed the cadre strength 

6 
of 46 3 as follows : 

Table 4 

Category of post 
Number -of post 

(Provisional) 

1. Chief Engineer~ 

2. Additional Chief Engineer 

3.. De p u t y Ch i e f Eng in e e r 

4. Superintending Engineer 

5. Executive- Engineer 

6. Assistant Engineer 

10\ Reserved for leaveJ training and 
deputation 

2 

4 

46 
l 30 

252 

25 

:·-'· 3 See Government of Bangladesh, CMLA's SecretariaS ,Establishment 
division, !,erio::t ~f ~e Committee ~ E..xlim~ ~ Irregular­ 
arities in Appointment and Promotion of ""o'fficers and Sta.ft iu 
tTie Government (April, 19~ pp. 97-10,5 .-~ -,. 

.., .. 4 See SRO 28B~L/90/ED/IC/~ II-1/80-117-1, ,dated 1st September, . 
1980. 

5 No: SRO 290-L/BO/ED(IC)S II - 2 4/ 8 0 - 1 0 2 , . dated 1st September, 
1980. 

6 ! 
No : SRO 309-L/80/ED/IC/S II-12/80-110. 
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The cadre strength included 10% reserve for leave deputa­ 

tion etc. HoweverJ it was found that in certain cadres, the number 

of post shown as initial cadre strength. in the schedules to the 

BCS composition and cadre rules, 1980 of such cadres were higher 

than the number of sanction pos~ i This was true not o n L'y with 

BCS (Admn), but also with some other cadres, The number of sanctionLJ__ 

postq in BCS (Admn)!.dmst ) .appeared .to be 2079,, where "'as the initial 
. ../ 

cadre strength was shown as 2334. Similarly the initial cadre 

strength of BCS(Information) was 4el against the sanction post of 

300. Further, the number of sanctio~ost;, in BCS(Secretariat) seem­ 

ed to be 417, where as the initial cadre strength was 556. 
7 

Report of the Committee for examination of Irregularities .. 
P. 118. 

-._,_ 
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The recruitment rules of the services were framed as under 

the Bangladesh Civil Service Recruitment Rules 1981.8 Rule 4 provides 

for appointment by direct recruitment. It reads that no appointment 

to a service of direct recruitment shall be made except upon the 

recommendation of the Public Service Commission. No ~ersons will be 

eligible for appointment if he is not a citizen of Bangladesh or 

· married to or has entered into a promise of marriage with a person 

who is no~ a citizen of Bangladesh. It also requires that the select­ 

ed persons must be certified by a medical board setup by the Direc­ 

tor General of Health Services to be physic~! fit qn~ that also his 

antecedents must be verified through appropriate agencies. 

The recruitment rule also provides procedure for appointment 

by promotion and for this purpose following procedure was set :9 

Table 5 . 
P~ r' ltfr~~~~ *'J~ 

a) appointment by promotion to the New National Scale of 
Taka 750-1470 from a post of lower class shall be made 
on the recommendation of the Commission 

b) no person shall be promoted to the New National Scale of 
Taka 1400-2225 unless he is found fit in a test or 
~xamination conducted by the Special Promotion Committee; 

cl no person shall be promoted to the New National Scale of 
Taka 1850-2375 and Taka 2100-2600 unless he is found fit 
in a test or. examination c o n duc t e d by the Superior 
Selection Board 

d) no person shall be promoted to the New National Scale of 
Taka 7.350-2750 and above unless he is found fit by the 
Council Committee on Promotion 

e) no person shall be eligible for promotion if he has 
unsatisfactory service records ; and 

fl a person on promotion to a specified post shall have to 
qualify in such training course as may be prescribed by 
the Government failing which he will be reverted to the 
post from which he was promoted. 

The rules also provide/ that a per so~ initially appointed 

to a service against a substantive vacancy will .remain on probation 

for a perio~ of 3 :years if .he is appointed by direct recruitment and 

. d . 10, a period of one year of he appointe on promotion. ; 

B No : S RO ( 1 ) - L / 8 1 / E D / ( R II ) R / 7 0 / 8 0 , d a t e d : 1 s t J k nu a r y , 1 98 l o f 
the Regulation Wing of too Establishment divisionj, 
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For confirmation a foundation training for a period of not less than 

3 months in the fields of agricul~ure, fisheries, livestock much 

~obiliz~tion etc. was envi~aged in the rule. 
I 

I 
Part I of schedule II of the Bangladesh Civ~l Service Recruit- 

rn~nt ,RuJes 1981 shows a list of 6 positions viz. Cpmmissioner, Addi­ 

tional Commissioner, Deputy Commissioner, AdditLonal Deputy Commi­ 

ssioner, Sub-divisional Officer or equivalent, Magistrate or equiva- 

lent, Their Mode of recruitment, qualification etc .. are shown below : 

Table 6 
SCHE.DULE II 

Bangladesh Civil Service(Administrative:Adrninistrative) 

Sl. 
No. 

Name of the specified Method of recruit- 
post of the Seryiee -~m«nt Qualification 

1 2 3 4 

1. Cammi s s Lo n er (i) By promotion from For promotion 
among,st the Additional 18 years expe- 
Commissioners and rience in the 
Deputy Commissioners; 
and 

concerned 
Service. 

(ii)By transfer of offic~rs 
not below the rank of 
Joint Secretary, who 
are encadred in the 
Senior Services Pool 
from the Bangladesh 
Civil Service(Adminis­ 
trative:Administrative) 

2. Additional 
Comm.i.ssioner 

3 •. Deputy Commissioner ( i) 

Ci) By ,promotion f~om For promotion 
among~t t~e Deputy 12 years' expe- 
Commissianers; and rience in the 

(ii) · ~ . · :x::oncerned Service. By _transrer of officers 
not.below the rank of 
Deputy Secretary who 
are ~ncadred in the 
Senior Service Pooi 
f~om the Bangladesh 
Civil Service(Adminis­ 
trative:Administrative) 

By appointment of Addi­ 
tional Deputy to~missioners; 
and 

9 
Ibid,rule 5. 

lOibid, rule 6. 

(ii)B~ .transfer of officers 
not below the .z a nk of 
Deputy· Secreta~y :w~o1are 
encadred in the Senior 
Sercices ·Pool from the 
Sangladesh Civil ~ervice 
(Administrative:Administra­ 
tive) 



4. Additional Deputy 
Commissioner. 

5. Sub-Divisional 
Officer and other 
officers in the New 
National Scale of 
Taka 1150-1800. 

~ v't -9 - - 
(i) By promotion from 

a~ongst the Sub~ 
Divisional Officers 
and other officers 
of the Service in the 
New National Scale of 
Taka 115-0-1800 and 

(ii)By appointment of 
officers of the 
concerned Service in 
the New National Scale 
of Taka 1400-2125. 

(i) By promotion from 
amongst the Circle 
Officer,Magistrate 
and Section Officer, 
and 

(ii)By appointment of 
of f ice rs of the 
concerned Service in 
the New National Scale 
of Tak~ 1150-1800. 

6. Circle Officer Magis-(i) 
trate Section Officer. 

90\ by direct rec~uit­ 
ment up to 1-1-85 and 
100\ thereafter; and 

(ii)lO\ by promotion from 
amongst the following 
groups in order of 
preference • 
(al Lawyer Magistrate, 

and 
(b) Election Officer, 

Circle Officer 
(Development) ,Thana 
Revenue Dfficer and 
Additional Land 
Requisition Officer. 

For promotion- 
? years' experience 
in the concerned 
Service. 

For promotion- 4 
years' experience 
in the concerned 
Service. 

For direct recruit­ 
ment-As per rules 
to be prescribed 
by the Government. 
For promotion-3 
years' experience 
in a feeder post 
or posts specified 
in column 4. 

Part - XIV of the schedule II shows 5 specified posts of 

the BCS(Police) service such as Inspector General of Police, Additional 

Inspector General of Police, Deputy Inspector General of Police, 

Supcrinten<lept of Police, Additional Superintendent of Police and 

Assistant Superintendent of Police. It is to be noted that the 

Superintendent of PcLice and the Additional Superintendent of Police 

have been s h o w n under the same serial which .I.s quite indicative. The 

follows 

metho~ of recruitment and qualification of the specified posts are as 



~ 
VI -10- - Table 7 
PART XXIV 

Bangladesh Civil Service(Enforcement:Police) 

Sl. Name of the specified 
No. post of the Service. 

Method of recruit­ 
ment 

Qualification 

1 2 3 4 

1. Inspector­ 
Genera 1 of 
Police 

By appointment from 
amongst the Additional 
Inspectors-General of 
Police. 

By promotion from 
amongst the Deputy 
Inspectors-General 
of Police. 

2. Addi t a o n a I Inspec­ 
tor-General of 
Police. 

3 . Deputy Inspector­ 
General of Poli!:: e 

By promotion from 
amongst the Superin­ 
tendent of Police 
and Additional 
Superintendent of 
Police. 

4. Superi~tendent of 
Police/Additional 
Superintendent of 
Police. 

Assistant Superin­ 
tendent of Police. 

By promotion from 
amongst the Assistant 
Superintendents of 
Police. 

(i) ~rd by promotion 
from amongst 
Inspectors of 
Police; and 

(ii)jrds by direct 
recruitma.nt. 

5. 

18 years' experience 
in the service inclu­ 
ding 3 years' experi­ 
ence in a feeder post 
or posts specified in 
c o Lu m i. 4. 
15 years' experience 
in the concerned 
Servise including 7 
years' experience as 
Superintendent of 
Police/Additional 
Superintendent of 
Police. 
7 years' experience in 
the concerned Service. 

(i) For promotion-3 
years' experience 
as Inspector of 
Police. 

(ii)For direct recruit­ 
maat-As per ~ules 
to be prescriped 

by the Government. 

Part XII of the schedule II of the Bangladesh Civil Service 

Recruitment Rules mentions 5 specified posts of the service such as 

Chief Engineer, Additional Chief ,Engineer, Superintendi.ng Engineer, 

Excu~ive Engineer and Assistant Engineer. The method of recruitment 

and qualification are as follows 
Table 8 
PART XII 

- .,- 

Bangladesh Civil Service(Kngneering:Public Works) 

Sl. 
No. 

-I - 

Method of recruit~ 
ment. 

Qualification Name of the specified 
post of the Service 

1 3 4 
2 

1. Chief Engineer 

Chief Engineer. 

By promotion from 18 years' experience 
amongst the Additional in the Service inclu- 

ding 3 years' experi­ 
ence as Additional 
Chief Engineer. 



2. Additional Chief 
Engineer 

3. _Superintending 
Engineer 

4. Executive Engineer 

5. Assistant Engineer 

~ 
V1-11- ,- 

By promotion from 
amongst the Superin­ 
tending Jtng ineers. 

By promotion from 
amongst the Execu~ 
tive Engineers. 

By promotion from 
amontst the Assis­ 
t a n t Eng i·n e e r s . 

(l.. } l d b . ~r y promotion: 
from amongst the 
Sub-Assistant 
Engineers and 
tstima tors; and 

(ii)3rds b~ direct 
recruitment. 

rs years' experience in 
the relevant field of 
the concerned Service 
includi.ng two years' 
experience as Superin­ 
tendi.ng E.ngLoeer. 

(i) Bachelor's Degree in 
Engineering or its 
equivalent in the 
relevant field from 
a recognised Univer­ 
sity or passed A and 
B Sections of A.M.I. 

· E. 1 and 
(ii}l2 years experience 

in the concerned 
Service including 5 
years' experience in 
the post of Executive 
Engi:n~er. 

7 years' exper ie nee as 
Assistant Engineer. 

(i) For promotion- 
(a) Diploma in Engineer- 

ing in the relevant 
field from an Insti­ 
tution recog~ised cy 
the Government;and 

( b ) 5 y e a r s . e x p e r i e nc e 
in a feeder post or 
posts specified in 
column:4. 

(ii)For direct recruit­ 
ment - As per rules 
to be prescribed by 
the Governme.nt. 

Since age limit for direct recruitm•nt was to be prescribed 

by the government under the Re:: ruitment Rules, Establishment Division 

issued Bangladesh Civil service (Age, qualification ard Examinatim 

for direct recruitment) Rules 1982.
11 

Rule 8 has made two categories of services keeping Adrninistra- 

' 
tiv-e, Food, Forest, Livestock, Economic and Trade, Aud i t; and Accou..nts, 

Custom and Exc.ise, Taxation, Foreign Affairs, Health and Family Plann­ 

ing, Information, Judi_cial, Postal, Police, Ansar, Rai Lw a y , Transpor­ 

tation and Commerce and Secretariat in one category and Agriculture, 

Fisheries, Public Works, Engineering, Publi:c. Health Engineering, Roads 

and Highways, Te.lecomm1Jnication, Railway Engilneering, Tr.ade, General 

Education and Technical Education in:another category. 

, .,. - 

11 
No : SR0-142-L/82/ED/recruitment/ (1)-15/80, dated 11th May, 1982. 
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Under rule 13, the age limit was fixed up from 21-25 with 

the provision of relexing maximum age limit for the backward 

citizens, freedom fighters and famale candidates. Furthermore, the 

age limit for Bangladesh civil service in the General Education, 

Tebhnical Education, Health and Family Planning and Judicial has 

been fixed up at 30 years. 

For the examination .of the Bangladesh Civil Service cadres 

1600 marks were fixed up but for specialist positions 600 marks 

were kept for academic attainment as against 400 marks in the 

generalist cadres which is to be supplemented by written examina­ 

tion in two papers in the relevant subjects. The compulsory sub­ 

jects carried 700 marks, viva voce 200 marks and psychological and 

intelligence test 100 marks, 

Schedule 1 of the Rules enumerates the minimum qualifica­ 

tion and the entry post. Serial one shows an entry position for 

BCS(Admn) as Circle Officer/Magistrage/Section Officer with the 

minimum qualification of the degree with second class/division or 

degree with First Division SSC or HSC orr~uiv~ent examination or 

second class post graduate degree. Serial B shows the entry position 

for the Bangladesh Civil Service(Police) as Assistant Superinten­ 

dent of Police with the minimum qualification as before. On the 

other hand, serial 16 of Bangladesh Civil Service(Engineering Public 

Workv showed the entry position as Assistant Engineer with a mini­ 

mum qualification requirements of a degree i~ the relevant branch 

of Engineering or its equivalent or A & B section uf AMIE passed. 

Thus while Civil Service(composition and c3drei rules lay­ 

down strength of individual cadre posts borne in the cadre, condi­ 

tions ot appointment etc., Civil Service recruitment rules lay 

down how the recruitment would be made to cadre and subcadre post, 

and Civil Service( Age, qualification and examination for direct 

recruitment) Rules lay down how direct recruitment would be made. 
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Composition and cadre rulee indicate the initial cadre strengths 

which may be varied by the government with the ¢oncurrence of the 

Ministry of Finance in·order to ensure continuities of management 

12 by,p~oviding in ethical flow potentials, 

In 1982, the Publjc Service Commission held a competitive 

examination of Bangladesh ~ivil Service of 24 cadres, sub-cadres 

and the test was for 600 ma~ks. In 1983 the PSC changed the system 

~s an experiment and held• written examination of 100 marks in 

psychological test and 200 marks in viva-voce to select 650 

magistrate, out of 8505 candidates only 1211 qualified. This was 

barely 5\ of the lot. In 1984 the PSC agah. :changed the system of 

examination for the BCS cadr~ and held an examination on the basis 

of 900 marks. The reason given br·the PSC was that it took over 

a year to finalise the results cf 1600 marks examination compared 

13 to 900 marks. 

The syllabus of the Public Service Commission has changed 

over the years. Amongst compulsory subjects, 2 papers of Bengali 

were found in 1976 syllabue for the Superior Posts Examination, 

paper one being Bengali essay carrying 100 marks and paper 2 

including History of Bengali literature, Grammar, amplification of 

. d b d l · · 14 h · · i eas, su stance an etter writing. Tis was kept as it is even 

in 1982. In Bangladesh Civil Service examination syllabus of 1984, 

100 marks was kept for Bengali which is to be distributed as 

BCS Examination Syllabus 1984 

Essay 30 

Amplification of ideas 
Substance, Precis writing 
Correction, fill in the 
gaps, idioms and phrases 
short answer questions on 
Bengali Language and 
literature 

15 
15 

40 
12 

see M.N. Ismail "Recruitment traiming anld career planning 
Study of the situation of Bar1gladesh11 1984 (mimeo) Mr. M.N. 
Ismail was Deputy Secretary in-charge of recruitment and train­ 
ing in the Ministry of Establishment and re-organization at 
that time. 
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The trouble arose for recruiting two batches of BCS 

(Admn) in 1982-one for 650 magistrate by short-cut method of 

psychological test and viva and the other the regular BCS 

(Admn). Advertisement published in the newspaper on 10th 

June,1982 was that of regular BCS cadre including BCS(Admn) 

while for short-cut examination advertisement was published 

on 22 December, 1982. The latter stated that the selected 

persons after appointment to the BCS(Admn:Admn) would be 

placed in the cadre list after the last person already enca­ 

dred. In rule 11(1) of the BCS Recruitment Rules 1981 it was 

also stated that the government may in order to meet urgent 

situation due to creation of Upazila make appointment to the 

BCS(Admn:Admn) for one time recruitment to the post of magis­ 

trates specified in the schedule. Now the problem was about 

the seniority of the two batches. 

Incidentally, a critical seniority problem also arose 

in case of the recruitment of lawyer magistrates. The lawyer 

magistrates recruited in May 72 and June, 72 had a difference 

of seniority of 5 years because in the former case the seni­ 

ority was counted from the date of appointment, while in case 

of )he latter, seniority was counted from theidate of confir­ 

mation. 

In personnel matters, Ministry of Establishment plays 

a dominant role. This will be discussed in the following chap­ 

ter. 

13 
See A.K.M. Hedayetul Haq "Role of Public ~ervice Commission 
in the recruitment of personnel in Banglatjesh". Paper read 
out at the Seminar on career planning during 21-22 December, 
1985 at the BPATC,Savar,Dhaka. Also see Bangladesh Public 
Service Commission, Detailed Syllabus for the Bangladesh 
Civil Service Examination 1982. pp. 1-3 and £)_::tai~j~lla­ 
bus for Bangladesh Civil Service Examination_s 1984, pp.1-2. 

'i 3 a 
Bangladesh Public Service 
li), 1987, pp. 4-5. 

Commission,Annu~l Report(In Benga- 

14 
See Bangladesh Civil Service (First) Commission. Detailed 
syllabus for the Superior Posts examinati~n, and additional 
instructions to candidates 1976. p.l. 

Detailed Syllabus for Bangladesh Civil Service examination 
1984. p. 1. 

15 
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Role and Responsibilities of the 
~~-M_inis~¥. of Establishment 

Since the British time through early Pakistan ceriod 

II o rn e d .J p a i: t me n t w a s 1 o o k i n g a f t e r th e p e r s on n e l fun c t i on s o f th e 

governm2nt, in addition to law and order functions. Parnwell 

committee in 1958, enu~erat0d the f~nctions of the Home depart- 

ment as follows 1 

Apart from the m a n aq e m e n r, work w h Lc l: falls to it in 

common with al 1 other e dmi n istrat i ve Depar'.:men':':J Home 

Department is charged with "the determination and main­ 

tenance of the str~cture, organisation and p~ocedure of 

the machinery of government>,(~. :..t is responsible for 

general "efficiency and economy in ad~inistra~ion'' through­ 

out the government(~ These topics fall to the Constitu­ 

tion and Elections Branch under an Assistant Secretary who 

is also occupied with citizenship questions and holds a 

post in the Anti-Corruption Depart~ent. ~his Branch is 

responsible in particular for preparation and issue of 

Rules of business and a secretariat manual; and it promul­ 

gates decisions about orqanisational changes~such as the 

setting-up of the Planning Board. 

Home Depart~ent iti also responsible for case work 

in connection with the appointment, promotion, leave, disci­ 

pline, pensions, etc. of the more senior officers of tha 

Secretariat Department~ and of the General Administration- 

except in so far as G~cisions in this field are reserved 
: .. ,, ... 

to the federal government. The work is done in the G~neral 

Administration and Appointments Branch. 

1 

Finally, Home Jepartment is responsible(subject to 

Finance Department's control of ex;enditure) for th~ pro­ 

Erstwhile Government of East. P_ak.istan, Home, (O&M) department, 
Organization and Methods in the East Pakistan Government(Report 
by L.Parnwell _in February 1985), P._8.) 

.,. - 
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,vision of stationery, furniture, office eyui~ment and 

common serv~ces g~~er~lly to illl Secretariat Departments. 

This work falls to CoMmon Servic~s Branch. 

iarnwell committee had found that the functions of Home 

d c p a r t .n .ri t 1-as too unweildy and therefore they suggested new 

Establishme::t branches h a v i n q a particular concern .about the 

arrangements for the proper conouct of establishment and manage- 

ment work of the 2 gave r nme n ·::.. 

T:·.e ::,·.nctions o:: the Home department was later found to 

be enormous and mul~iffrious. It was also felt that many functions 

of the depar'.:rnent were not even homogeneous in nature. Police 

functions and political functions n2d no s:r.il/arity w:..th the pure­ 

ly appointment, training and transfer r vo c c i o rs or O&~. f u u c t Lo n s . 

As a result, after the provincial Administrative Re-or~anization 

Committee Report of 1960, a se~arate Services and G~~•=al Ad~inis­ 

tration department (S&GA Department) was created •.-1it'1 a ;: Aj~i:.i.onal 

Chie{ Secretary incharge of it. Immediately ~efcr~ the emerg=nc~ 

~:: 3a~ql~de3h, the organization chart of the S&GA de.1arLment s~ow~d 

t '.1 e C~ i e .' Secret a r :• as its head, an additional Cr. i e F sec r e t a r y a n :­ 

a Fina~ci~l ~~viser under him. The position of Secretar•• was shown 

but it W6S n_ve~ filled up. There were 6 Deputy Secretaries h3ad- 

j n q &:· tranches $UC!, as O&:'. r,ranc;1-l,'J<;;,i nranch-2, Re~-ulatio:1 branch, 

General Administration branch, Common Services and Anti-Corruption 

branch and Welfare branch. 

The General Administration branch had 12 sections and 2 

cells. The functions were distributed as follows 3 
2 . 
Ibid; p.39. 

-I - 
--- 
3vide Erst while Government 
Administration Department, 

of East Pakistan, Services 
Year book 1969-70, pp. (i) 

.:,nd General 
to (Vi) . 
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S . O . I - Posting_ ,.,Tran sf er_, . 
Trainin~~etc.Lof CSP 
Listed Post Officers, 
S, D. O's Chairmen )'!embers 
of Autonomous Bodies and 
Admn. of NIPA. 

S.0.II-Disciplinary cases 
and complaints against 
officers. 

S .0. III-Postin9 .,Transfer 
etc.,of Police,E.P.R.,P.S.C 
and Army Officers,Vivil 
Awards.! Qress Rules_ .etc. 
and Admn. of the Governor's 
Sectt. office of the M.S.G. 
and the Dist. Gazetteers. 

S.O.IV,-Administration of 
Superior Judicial Officer5.! 

S.O.VI-Foreign Trainin9, 
Civil Li.st, Over all con­ 
trol of Insbection Team5.I 
Tour reports of D.C's 
Commissioners_etc. and 
Admn. of P.A.R.D. 

S.0.VII-Posting,Transfer.! 
etc.,of Section OfficersJ 
Establis~ment of Non-giietted 
staff of S.&G.A. Deptt. & 
A.O. list of officers of the 
Sectt. I 

! 
S.0.VIII-Mai~tenance of 
Character Roils of C.S.P.4 
EPCS., and EPSS Officers. 

I. 

' !: 

S.O.IX-DisciP,linary cases of 
EPCS(II),Declaration of asses 

Review of Government Servant etc.,etc. 
25/55 years rules. Implemen- 
tation of decision of Cabinet, 
Governors' and Commissioners' 
Conferences. 

S.O.V-Posting,Transfer, 
Leave,etc.Jof EPCS(Ex.)I, 
Disposal of Criminal cases 
and Admn. of GOTA. 

S.O.V/A-Administration of 
EPCS (Ex.) II' Off ice rs Crea­ 
tion of B.D. Circles. 

Cypher Bureau·. 

Secretariat of the Council 
of Ministers. 

Thus the main functions of the General Administration branch 

might be summarised as recruitment,promotion,deputation of officers 

to the central government and other agencies,disciplinary cases and 

character rolls etc. Out of the list, the recruitment and promotion 

iunctions seem to be the most important one which might be seen 

from the foilowing table 

Table 1 

Recruitment functions of S&GA d~partment. 

-1· - . 1969-70 
49 (i) E.P.C.,S.(cxecutive), 

Class I 

(ii)Lawyer Magistrates 

1967-68 
28 

196a.:.59 
40 

19 11 14 
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(iii) E.P.S.S 
21 

(iv) E.P.C.S(Executive), 22 25 19 Class II 
I ,, 

( V) P.S.P 4 
i' 

Total 73 76 103 j, 
Source Year book 1969-70 p.l 

During 1969-70 8 Junior scale CSP officers and 25 EPCS 

(Executive) officers were promoted to the senior scale of the CSP, 

6 EPCS officers were confir~ed to the listed pas~, 7 EPCS judicial 

officers were promoted to the rank District of Sessions Judge and 

a.were promoted to the position of Additional District and Sessions 

Judge and 4 EPCS officers were promoted to the rank of Deputy Secre- 

4 tary by the S&GA Deptt. 

Immediately after the emergence of Bangladesh, the Civil 

Administration Restroation Committee while mentidning the functions 

of the Ministry of Cabibet Affairs and enumerating most of the 

establishment functions including the Public Service Commission 

matter within it, recomm~nded that the S~rvices and General Adminis­ 

tration department of the former Government of East Pakistan be 

re-named as ~stablishment Division.5 

As a result of the above recommendation,the Establishment 

Division under the Ministry of Cabinet Affairs was created with a 

Secretary as its. head with 4 Joint Secretaries incharge of general 

Adcir~istration,Regulation,O&M and Enquiries respectively and 12 ' 

Deputy Secretaries, 32 Section Officers, 
1 Senior Research Officer, 

1 . - 
~~elfare Officer, 1 Administrative Officer of Benevole~t Fund, 1 

· · and 1 Spec1.·a1 Off·i·cer.6 Assignment Officer 
4 

Ibid. p.l 

5 
Government of the People's Republic of Bangladesh,Report of the 
Civil Administration Restoration Committee part-1 ~ 
(January, 1972) .P.39. 

C 



0}-6- 

Under the Allocation of Business of the Government 

Ministry of Establishmeftlt has, 1inter-alia1, the following 

f t i 1 3 unc 1.ons. 

1. Regulation of all service matters, 

2. Coordination of policy of all Ministries with respect 

to the services under their control, 

3. Securing to all Government servants, the rights and 

priviledges conferred on them by or under the Consti­ 

tution or any other law in force. 

4. (a) First appointmet to all cadres of Bangladesh 

Civil Service, 

(b) First appointment and administration of - 

(1) BCS(Administrative:Administrative) Officers. 

(2) BCS(Secretariat) Officers. 

(3) Class II Drficers cadre this Ministry. 

(4) Lawyer Magistrates, 

(5) Temporary Magistrate, 

(c) Encadrement of Officers to Senior ServiceP§oml 

and its administration. 

5. Appointment and transfer of officers in general admi­ 

nistration in Upazilas, Districts anq Divisions in 

consultation with the Cabi~et Divisidn. 

6, Deputation of officers of the posts mentioned in entry 

4 above to foreign bodies corporatio~s, etc, 

7. Inter-Ministerial transfers of Class I Officers 

(officers of national grade V and above), 

9. Determination of status of all offic~rs and gran, of 

ex-officio status to non-Secretariat officers, 

10. Training of officers and staff in and outside 

11 • 

Bangladesh, 

Interpretation of rules and orders r~lating to service 

matters other than those issued by the Ministry of 

Finance, 

1 3 
Schedule one of the Rules of Business 1975(revised 
up t o 31st Dec. 1985) pp. 22-25(with corrections 
upto June, 87) 

/ 
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12. Conditions of servide including including status, super­ 

annuation, re-annuation, re-employment, etc, other than 

·those falling within the purview of the Ministry of 

Finance. 

13, Staff Welfare. 

17. Fixation of cadres. 

20. Departmental examination rules, 

22, Civil List, AD List and History of Services, 

23. Setting up of selection boards and departmental promo­ 

tion committees. 

24, Policy regarding recruitment of LO and UD assistants 

of the different Ministries. 

25. Morale of Services. 

26. Reservation of posts for certain classes of citizens. 

27. General polich regarding age-limits, medical standards, 

educational qualifications and recognition of non­ 

technical degrees and diplomas for appointments to 

Government services. 

28. General policy matters regarding classification of posts 

services and grant of gazetted status in relation to 

services. 

31. Gereral policy regarding absorption of Government 

servants, 

~-- . 

32. Deputation of Bangladesh experts abroad under different 

programmes and on bilateral basis except in respect of 

those international agencies who have got their counter­ 
• 

parts in other Ministriesle.g. UNESCO). 

37. Career Development. 

38. Grievances and representation of Government servants. 

39. Administrative management and refo-rms, 

40, Initiation of proposals for all-round improvement in 

efficiency to achieve better and more economic execution 

of Government business, 
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41. Review of prganisations, functions, methods and proce­ 

dures of Ministries/Divisions, Departments and Subordi­ 

nate offices, 

44. Inspection an~ periodical review of staff position in 

Ministries/Divisions, Departments and Subordinate 

offices, 

45, Compilation of statistics relating to civil employees 

of the Government for the purpose of manpower planning, 

47. Administrative research, 

The above list does not exhaust the function of the 

~inistry of Establishment, but it shows the wide variety of respon- 

sibilities of the Ministry, Different aspects of Career Planning and 

Developments are also the responsibility of the Ministry of Estab- 

lishment. Under Chapter III of the Rules of Business, Ministry of 

Establishment is also to be consulted, inter-alia b~ all Ministries 
.J 

for the following functions:14 

(i) the reorganisation of a Division or an Attached 

Department; 

Department or a change in the status of;an Attached 
I 

(.Li) the organisation of a working unit in a 'Division other­ 

wise than as a section; 

(iii) creation and reorganisation of an Attacheo Department; 

(iv) initial appointments to Class I and abo~~ or Grade V 

and upwards of the National Pay Scales, utner than 

those which are within the purview of tne ~uDlic 

Service Commission in the Secretariat; 

(v) a change in the terms and conditions of servide of 

officers of all services other than defence and of 

ministerial servants in the Secretariat .an d Attached 

Departments subject to modifications. as rna y be made 

by the Government in the structure of services from 

··time to time; 

(vi) posting of Non-Secretariat officers in the Secretariat 

or Attached Departments; 

(vii) expenditure proposals relating to the Ministry of 

Finance, 
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(viii) 

(ix) 

the interpretation of rules and orders made by 

the Ministry of Establishment. 

submission of a case to the President to over­ 

rule the recommendations of the Public Service 

Commission in matters relating to appointment; 

and 

(x) rules for recruitment to any p~st or service in­ 

cluding the question of removing a post or ser­ 

vice from the purvied of the Bangladesh Public 

Service Commission for the propose of recruitment. 

Amongst the achievements and concerns of the Ministry of 

Establishment are the creation of 31 cadres including Senior 

Services Pool. But these 30 cadres and SSP consist of a micros­ 

copic section of the whole bureaucratic population in Govern- 
. 15 ment offices. 

Immediately after the reorganisation of services, the 

Government set up the National Training Council(NTC) in 1981. 

Ministry of Establishment prepared draft training policy for 

training of Government Officials only within the country and 

placed it before Executive Committee(EC) of the NTC in 1984. 

The EC and NTC approved it, pending preparation of a Five year 

National Training Policy which was drafted later. 

Perhaps, the most important recommendation made in the 

policy is to incorporate training as pre-condition for promo­ 

tion at all levels. As the central personnel agency of the 

Government, the Ministry of Establishment is to recruit and 

.train officers and deploy them to different jobs for optimum 

utilization of their skill for a proper career plan, it is 

;ecessary to have the complete data of their educational back­ 

ground, personal skill, service career, special aptitude and 

so on. To computerise all these information; the government 

has set up a Public Administration Computer Centre(PACC) in 
I 

the Ministry of Establishment. In the
0

firstiphase from July to 

December, 1988, the Centre under-took to complete the perso- 

nnel data of 
14 

officers of the Senior Services Pool,BCS(Admn) ------ and 
Rules of Business, 
III, Rule 9, p.7. 

197S(revised up to June 19 8 7) , Chapter 
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BCS ('.Jecret,:iri~~t) cadre. 'rho five yeo .. r tr2.ining policy 
has - s hown a hypothetical onr-e e'r ,.- .. oJ.el of a c ad r e of 650 
officers which was distributed ta the different Ministri0s 

i.ll1d Divisions~ follows16i 

Chart-I 

'fi, YIOO 

I"· =1- 
, 
I 
I 'l:'1t., 1650: 
I 
l 

'jl O r\'.J.:>& 
L:U'•• 

I 

' 
~ Of!~cer, ~ t:L!'-oe~ 

'°'"·1 
I 
I 
I 

und'!.\1on 1'r. 
thci:l.t:lo::, Tr. 
roh uiona.l 'tr. 
,ptt. ?:r.llll. 

Profueicnal TT, J>To:l'ee~l.:>r..a.l Tr.' 
V~tt.ua TT.' 'lllllllC.SUl•:Ot Tr.' l:'a.nc.go: ·:i Tr. 
J>r=.,lic.: .::Xa:>l ' \ \ S1. Of 1c•r'• 

f:-Ptticn f'x~ ( ~\.tlf oo1r8e) 
)0'ir ... 

Sr. otr1c•r• • ~r. 

0 • ,I, 

--:-:-------------------~----------- 
l01re, 

15 <3ycd Gi·-1:.:ucidin Ahmed, 11:-:;truct;ire of 'Jcrvi.ces in B:.(1, l:.t<'lesh
11 

C."..rcer Plc.1.irnin.rr in Ban.··J,.Jc:.:h,3'.1.V:i.T, B}.\':(C, 1986, T·· 57. 

'8"" ~- " 1.1 C11i·cty 11m..,;o ye.rr s of' C··-renr Pl·_,Y\Y\i:r1r··" ""'.1.···'';l·0r .,.,,,,_ d J - ...,. 1 · . • , _) • J . t 1 LI ..l \ , t LJ ,:,:,. .., t.,. (.'..U. .U. .1. -- \_) • _ ... .i " l ~ . ..... c1 ..... · , 0 Pl · · d 1 Tlr· · ·''C :-:t Jee on· '.)ernn:,.r on tnt; Js.-::'eer ann irig or,7··.rns ec .)y .LJ :. 1. 

ofl 29th Septemb8r, 1987. 

1 6 
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:::tnJ. Di.;:i_!.;ic,ns in 3eptenbcr, 19::..G ,.11d. l't;~!i11der w_s i:..;;St:.::d in 

Cct:.,1:c.:r, 1986 :u1J. even,,_""Aucnst 1 C](:7. 17 The LinL:;trics ~ll-1 

l)O J.icy. 

sibLUty o;_· the BCS(Adnin.) c ...... d r e "S ve Ll. :;S BC:J(Sccr,:t _·j t) 

c ad r e , the Ministry prepared tl1i::: C:1rcer De ve Lo pc.cn t PL,11 for 

thesetwo cad r ea , The Career Dcve Lo pncn't P'Lun .as I')i'e::_1J~,,;,d by 
I 

DC3(.-\d:·,,n) c+dz-e rr.::.:.y be summari.:,(d ::,S follows 

T 0c.., le - __ 2 _ 

ContenpL.ted career I>] ::-J:1 oi' the :CC'.J(Acl.ein) cadr~~· 

Fo und n t Lon Tr,:ining (t.i ru,mt1.._s) C!t I'.~Tc 
Jpec i2.lis od Trainine of Law ( 3 r!l':i:'_ths) 
Tr:::ininc; in Survey, 3ett1-...:1.·,:,nt .nd St::J.te 
~cquisition (3 months) 

(4) / .. tt:- .. c hr-ien t it tLe District/Fp· zilc,./Tre~:.sury/ 
Secret:::ri2:_t/Rural Academy ( 1 ye ar ) ?.nJ. 5l Po2ting at Upazila/District(5 years) . 3rd 

C Refr~sher, Courc e on. Law ::-:1:td .1.dminis tr:~~ tion ( 1 nrm ~1_) 4th 
7 Postinc ~:i; 3ecret.c-.iriat (3 r2,1·!.ths) Cth 
8 Training on Project l'fanL..c:enent and Rural 

Deve Lo prcn t 
(9) - Postinc as _.illc/uno 
( 10) 1''1id-level Tr~inine and !~v ::;:a.tion at PA'rC 
( 11) -~ntre . .nce Examination for 58:P (3 chnn ce s ) 
( 12) TT::1-ining on Public af'f'a ir s r J1:1r,e•r:cnt at I' .• J.'C ,:,_nd 

. ev 0_ln :·: t ion ( 2mon ths) 
(13) Tr:·ining on different s1,.,~ci,_,lL,1?d f::.1'8L'.S Li ke 

public :policy 2.11alys is ~ .. nJ. o:r--s:::-,.njsa tion dcve lo rr>-.::n t; 
=~t T.\TC (2 weeks) ~1cl job rc,tc:tion 15th 

( 14) ~x:;-:,osure to Comp:?..r.c,_tive Int-0-rnc.:.tion2-.l Pe:rspect:i.ve 
-1 ~ in 1'1::"' •. nr,,cernent Development b::,• I\-~'l'C . 
{15) Job rot~tion/Dohility 

( 1 l ~~. ; L:.,.rtin& Year 
0 

7th 
9th 

10th 
1tth 

13th 

1 sti-.._ 
1 9ti1 

__________________ Source: ~~::}C:.:cti_Jl of· the LiDif:itry i)f ...:.o:;t:.10Jj_Jlir:··ent 
17 ·;~rcG1~r::;C'..?;- ·)-'.J'.:,/b-8-00(\0> \:.iff}~ : 7-9-86 

-1:rc fi'--rr::vf\fr-0>-.:.~/b-8-.~ac:,. a) 0r:\::.:j : 1s-10-86. 
-1:rc P1,;r~;1f:1(i-v>- J·~;b-q-:;i~uc ~u> i;;fl~,i!J~ 12-G-87 
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Similarly Ministry of Establi.shr.1:~nt sµ;ggested · a c ar e er­ 

deve.lopment plan for BCS(Police·) cadre as follows: 

'2 Table-:; 

Career Developr.1ent Plan for tl~e officers of DCS(Police). 

1. Foundation Training (6 months) 
I 2. Professional Training at Sardah ( 9 mont hs) 

3. (a) Practical on-the-job trc'lining (6 months) 
(b) A:rmy at t achmen t (2 months) 

(c). Survey and Settlement tr:1.inine (2 months) 
4. PostinG at Upazila/di~trict (5 years·) 
5. · Refresher course (one month) 

6. Posting at Police Directoratas/H,~s. (3 mon t hs ) 
7. (a) Training on Man Manageme:nt ,leadership~.decision mt,king, 

human relations 
(b}' Training in Rural Development 

I (c) Selection for specialised hir,her studies. 
8. Posting as Add.l. S.P/S.P 
9. Specialised local and forei{';ll training 
to. (a) Sr. Staff Course at Police Ac ad erny 

(b )' Mid-level intensive training at BPATC 
( c) . EvaILuation by BP,\TC. 

1 2. 
11. Entr2nce examination for SSP (3months) 

( a') 
2 ffi')r, +r.s ) Lon» course on Public Affairs I'-Ianug2.'l:ent( u.t Bl:iJ.TC0 

(b) Evalu~tion by BPATC. 
13. - Postinc as DIG 
1~. (a) Job-rotation/mobility 

1 5 • 
1 6. 

.,· - 
1 7. 
1 7. 

1'r:_tinine on different s pec La.Lf s ed areus like public r,,licy 
an a Lys Ls ·:.md organisation development by BJ\·.rrc. 
rosting as AQdl. I.G •. 
(a) Job-rot2tion/mobility 

E:;._:1)osure to comp::lrati ve international perspective in police d - . t t - d t d 1 t b D·1·· -~ '1'1C ::, man i.s r a ion en mcn agcn.cn - eve o pr.en y .• 
Po s tin c us I • G • 
(a) Job-rotation/mobility. 

$ .. »ur ce : GP-Section of t l.e J'!~ini.s try 

I - I 
I 

I 

of IEstabJisi; .. .n t 

I 
! 
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How eve r , the Ministry of Home :.ff·1.irs in t.h e i.r' rep:),.y suc;=:::ested 
the fallowing tr~;.ininc and c ar c cr' p Lan for t he ~3 (Police) cadre: 

f :ct b le - _j_ __ 

Training and Career PL ... :c:.. of the BCS(Police) 
cadre 9-.S visualised by II.-_,fi1e I(inistry 

3c:>..le 

1.Tk.1650/- 

2.Tt.2400/- 

3 '111.- ?,100/ e.-.Ll-e.__ .. t - 

~ ·'""l· .• 700/· LI" 0 .i. l. e 'J° W 

5 .'J.'k.5700/- 
6 .Tk.GOOO/- 

H J1.;.:.':·c ,:1<:::nt Tr~>.ird nc; . 
::::t :.:.ff Course 

3(Addl.Iq.P). Sr.Officers Tr::.inine 

No .of Officers 

290(ASP): 

1,...,1(c• 1np) <.:. ~r •. -..,.) 

18'.2 
(JP-120) 
(Addl.SP-62) 

14(DlG) 

1 

.\.8 8 i.rr111·1en t 3t: .. rt·~r1::- ... Tc·-r 

Eo ur.d ·::tion Train inc; 
.1.i. tt ,, cl. icnt Trc~iniEg 
Professional Training 
De pnr-t oon ta.L Tr::c;.injn[: 
Tro:f e '; r; iorw.l 'l'r a i.n ; n c 
l·'bn ._ ;_,-;i,' H:11 t Tr :tin: ::~g 
Pr ono t :i.on J:c:iuin: .. , +Lon 

G 

4th 

5th 

15th 

1 Gth 
30th 

( L .. s t ye '.,:r ) 

Source: CF-Section of ti.1G Ministry oi' :r::st~,~ulishr::3I1t 
I 

Gioil:..:.rly in res ponae to the hy1,othetic-al mcd e Ii pr e p:.xed by the 
I'-Iinistry of :;.;;stablishment for DOS(Public \lork.s)1 c ad r e , the T-linistry 

~ 
of Works suggested the followir:c: 

T2.ble- 5 
Tr:::Lining and Cr.i.reer Model of t lie BCS ( Pub Lale \io:d . .;:s) c ~:.dre 
::!.S suc:r~ested by the Ministr.:;r of Public ·.101·'.1:s. 

3c~le No.of officers 

1 .T~_.1650/- 173 

·.,,. 

'2. Tl1~. 2400/- 
3. Tk. 2800/- 

-1· - 

743 
11 2 

. i . t .• s s l'TI men 3t::.rt:Lnp; ye[:.:r 

Poundvt i on Tr:,i:nin.3 
A tt;°'Ch'.'lrmt Tr,c'.inin0 
Professional Training 
De Y'\"."lTt[1CYI t· Exa ··1i· YI.-, .L i1on L"(... : J, .,. .J..J .. .:.:.i.. .L. --.:..- v~ 

0 

Promotion Exarnin~tion 
' 

4th 
5th Professional Trainirig 

M::ill :1ri;e men t Tr :1inin g 
Promotion ~xaLlination 
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4. Tk. 3700/- 

5. Tk. 4200/- 35 Professional Training 12th 
Management Training 

6. Tk. 4700/- 7 Staff Course 15th 

7. Tk. 5700/- 2 Sr. Officers Training 18th 

8. Tk. 6000/- Nil 20th 

Source CP-Section of the Ministry of Establishment. 

However, the actual career of some sample incumbents of 

the sercices concerned will be discussed in chapter IX. 



Chapter-VIII 

Planned Education vis-a-vis Educational system 

As discussed in chapter III & IV, Planned Education for a 

student in Bangladesh is now a days almost an impossibility. 

On the one hand, public in general find that mass education is 

not necessary for making a fortune and on the other hand there 

is a heavy rush of students in schools, colleges and universi­ 

ties. People are more eagar to go or send their youngsters ab­ 

road for fortune-hunting than to care for education in the coun­ 

try. 

At the Government level also, there has been efforts and 

encouragement to send workers abroad because it lessens the 

pressure on the employment market in the co~ntry and also it 

earns foreign exchange for the country. Bangladesh sent 50,000 

workers abroad in 1984 and the figure rose to 78,000 in 1985. 
! 

Government fixed the target of sending 90,000 workers abroad 

in 1986 with a maximum of 40,000 in Saudi AFabia, 9,000 in 

Quait, 9,000 in Oman, 8,000 in UAR, 6,000 in Qatar, 6,000 in 

Iraq, 1,000 in Iran, 2,000 in Malayasia, 3,000 in Libya, 4,000 

in Bahrain and 1,000 in Brunai, Singapore and other countries. 

However, the target could not be fulfilled, but this shows the 

importance of the issue both at the Governmental and individual 
1 

levels . 

With this context the importance of education within the 

country at the mass level need be discussed. The Constitution 

of Bangladesh has provisions for the establishment of a u~iform, 

mass oriented and universal system of education and extending 

free and compulsory education to all children to such stage as 
. • 2 may be determ1nea by law 

Primary Education: 

Primary education in Bangladesh grew and developed on the 

basis Bengal Primary Education Act of 1930. The Act had provided 

that primary education had to be free.and to be organised through 

-1- District Primary Education Board. These Boards were Public Statutory 

1 

2 
' I 
! 

Bahgladesh, Art. 17. 

Bi~hitra 13 February, 87, p.17. 

Constitution of People's Republic of 
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bod i e c ki.vin[, f i.ncric Lu L and operatj.onul ;;.utonomy wi.thin the 

fruL..:.·.:orl: of rules 110.id down by Gove rruncnt and the D'i r-e c t oz- 

of h,'..,lic Instruction •. Pr-Luiar-y schools vc r e e s t ab Li . uhe d by Lo cu L 

ini U. '.i ti ve L!.nJ Lhe ru.anuging committees 11c re r or-mcd f'r-oui i:.WlOn~.'Jt 

t he ~..;.: .. 1.rdL:1.n.s ~..,-_,:;_ interested lo cul pe r soi.s , DLrrii,g · 1960s, Govern- 

These 2,T:,:.nt:, were j_nitially aduri.n i n te r-c d tr..run~h the Lo cu L civil 

2.dmi:.i8tr:,tion .ind later throu~h the fieJ.d level e d uc., .. tion 

oi'fi1:..;rs. The on Ly class room eupp l i e s ,c,!J e qut pmen t s 1rovided 

thrc,,·.:h tbe ,:::overni:;ent channel were those d on a te d by Ul!ICEF3, 

Despite serious efforts over the year s s Ln ce inder...ender.ce 

of IL.,;::;l::..rlesh, no sic;nificant headway co n Ld be made to·,1:..i..rds the 

ur. i v::,'8>·.lisa tj on of pr Lmur y education. .!l.lthouc;h the Government 

d e c I. ·:·ed uni ve r s a L prirnt.:.ry education c1S its first priority since 

19i:C .1~d. J'.!.::.:.de sic;nificant investment, pri1:1::i.ry e d uc a tion is still 

not :...~ t he o p t Le.um level because of inslhficiont physical fu.ci- 

crou:;.i cru Ldr e n ( 6 to 10 ye ar a) remain out of ti.,e s choo L, Even 

out 0f the e nr-o Ll.e d or.e a , a ppr'o xd ma te Ly 7G~~ do n o t c0J:,f•le ta the 

:i ye ..J.' 1,:-iw:iry <::~·cle4. 

The inter, tion of the current uni ve r-aa I pril'..!Ct.ry e duca t i cn 

procr:..:..,..,_,:,e under the Third Five Year Pi::~n( 1965-90) is to if1crectse 

the pi'i~y school enrol)'.ment to about 70:,'. of tLe 6 to 10 years 

aec :_youp ::ind eris1U'_e thut a great m::.jori ty of tLcw cowr,lete the 

five year priroiry cycle. But it is riot ti...·" er..:.sy job • .A.s one of 

tho jncentive measnres, e;overnrnent decL•.red fTee distribution 

of b·Joks _of. the primary level. In 1986 the lfo.tiof:c.l Te:...:t Book 

Boad could send books to about 1, 2000000 stt·,dents out of which 

92,0COOO were fl,r Class-I to V ::,.nd 10,00COO to baby Cl::'".s:, students. 

Sc.:! S.f·'..Suifuddin(Asstt.Educabon .. ~.dviser), 11I'ril!1:;:ry Education 
iu Bangh,.dc,;h"(Dhaka: CSTA,1977) pp.~-5,(unpuulisb;;d). 

·:.:;ee "Educ~tj,_:,n in Ib.rit.;l.::.desh: Problew.; ~:.r"d Pros!,(Jcts", A lh:f.'Cr 
pre r:,red. ty U.e :i;u.rtlcip:::.nts of tLo Si:-:th :3enjor :3t ,ff Course 
of EL.TC, 1988, p.2 (Miweo). 

. . . 
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i..c,:-:,:~dint to the.: estiw;:.te of the Direct,ir,·:.te of Educution, 

thv ·i;.:,t:;.l ruunl.e r- of required bo o ka ve r e 3, 79 ,00000. About 

T"':: ... 11 cr'or-e c we r-e s pen t Ly the Gove:ru::c.;11t for t.b.:: books in 
i:: 

19f:5:). 

30·::,,,!_!_l:try Ed ,1c·tti ,)n: 

:3econdury Education is very im::iorL.:it for ccm,r,,l pre­ 

r,::.:.r~;tion in life. NorJ1Jctlly e tuder. ts be tvc en 12 to 17 ye ar s of 

<-1::;e .:::1'our, ::;o to Secondary arid Hi!..'.ht::r Se cond ar-y c Lae e e s , 3eccmd,:.ry 

educi t i on is provided in Hieh schools, Ei:)"J ruudrashcths,Inter~iedi:.ate 

co] le ::e.::, und t n Clt..ss XI and XII of mo;:; t of the De gr-e e Colleces. 

A i.unl.cr- of residential schools and coJ lec:es ~ire functioning 

un.Ia r ::;:ov.,rnr.1,':nt control •. Cadet co Ll.e ge n ::,.lld tfodel schools 

ar e ~1.r:t011;'.:st them. On the re comme11d::i. t i on of 3hnr1f Cocll.liSsion 

and ';u,lrut-e-!Chuda Commission a mu.L ti-~trearu education has be en 

01,01',., tin.'..'. at the 3ecm1du.ry Le ve L a uch , '., IIurn::,ni t Le a , Soianoo, 

CoL.crce, Howe .8conou1ics, Ao-icul ture :1:~2 Indlli.ltrL.l Art. 'J.'he 

newly e e tub Lt ehed Nu t I on n L Sports Tr,.i1,L.1.'.?; Centre ~t 0:..v· . .r h..s , 

howe ve r , opened a sep8.l'uto course of s tud Le s ec1phasisi,1g the 

s::.·,ort::i f:.i.culty of thti students. 

Ednca,tion plunninG should Ld e a L'l.y ,-;t::.rt at the ~ecoridc:.ry 

school Le ve L, Th<! following tuble 1:ill :,Luw tha incre&:;in6 LWl!1er 

of :_h:dents hho puss thfl SocoHdary Scho,:.l Cert1fic .. ~te(3.S.C.::;ktce): 

T;;,.ble-1 

1..2f2 1 '.;~~ 1 ()27 
Apr-0 ,.red 2,70,058 3',19,541 3,60,5Q2 
Pu.:J:>,:d 1,22,266 1,47,4G5 2, 15, G09 
Percc:ntaee 45,61% 46, 25~~ 59, 81~ 

3otU'Cc! : News1)aI,Grs. 

It is n:,ticable th:..t on the o:ne J· .. a·d tl10 ntli'l1~r of students 

en t,"riu~ hj ~lwr Ge condary level is in ere .,.';:i 116 u:id 0n lhe oth0r 

h·.=·~ th..,· 1~,r;:;,:; nwn1er of ftiiltu-eo 3.I'G C-'(;_,U.n~ p:coblem.:-~ for 

th-- .. ;clvcd us \/ell c.s for the society. 

5 ~hchHr·:t, 11th October, 1985, p, 11. 



TL~re b :.:. Hide difference in t.he cduc:..:tioiul f~'.cili t i.c e 

colJ. :::_:t::j. ~vcn ;u::one tb.c: Govez-nrncrrt ir1st.:.tu.tiona Oad e t Colle.:.:;o.:i 

h~VC: l,w'~Lcr f~cci]itii:;s in r-e ape c t of cq_1..d.p:!,,:;r,t, tec1ch:ir1[r a Ld a , 

te~,.cLcrs-Gt1...dents rc:tio I quu Ld f i.ed teqcher etc. There i;:; a Le o 

a w::.c1-: 11ifference of ed uc at.Lona l.. faciJ i tl..:;s be tve en ur ban and 
G rur·.J. ~'.t'C as • 

But tl1:ts does not me an tl1ut tl,0 u.rb:..:.t1 ;.i.re:i s tud eu ta nece­ 

SS:..u·~, do be t te r in uxaminations than tL: e tuderrts of r-ur a L are as , 

In 1985 :3:JC e;_::~.,iin;.;.tion the ave r-age pe r ce n tuge of s uc ce as for 

ull 4 ae cond ar-y boar d s \-TM. 46.12. But t.he l"2rcentaee of success 

W:'..S tr,e hi;;L.'"st for the Camilla Bo ard vi~dch wu.s 51 .30~ while t Le 

Lowe s t was for Dh£J.ka Bo ar-d wl:.ich· was 41. 7v~~- In 1904 S'.30 e xarm» 

na t i on nobody could pass _in the Scic,,ce ~rroup from t.,i:i mc.ny as 7 

s c hoo La in tl:\;) city of Dhaka 7. 

In 19GC, 3,69s1 students appeared in t ho S:JC e xucu.n a t Lon 

fruL: fo11.r Bcca-d s out of whicb 2,41134 1,,s:3e:d wh:!.h: 112524-7 failed. I J ., 

The ;;erc.:rnt~__;e of success Wl:'.S G5 .81. Ou t of tb:i t.o t a.L ::.,ncce:;;;sfnl 

.:Jta::cntt.J, 35,544 l)..l.DSed in the fi.rst division, 1,6S'iG9 ;ri::.i.s::.;ed ln 

the ;:;eccmd div~sion and 36,521 p::i.;:;sed i11 the 3rd division .. Tbua 

tha lal·t;cst nUll!ber of successful students were the sacond arud~ 
C one::. • 

Tij ,.·;,t:r "Education: 

In our cowitry tliere are 7 Univer:;i ties, 403 Dazree Collc.:::;es, 

. 10 Te,,chers 1 ~:;:inine; Colletes, 22 Law ·'.;ollec;es, Orie flu.sic Collet;;e, 

8 l-~.::dic::11 Coll~ee::i, One Dental Collece, 4 Ins ti tu.tes or Tecru-1010.::y, 

3 :~...;Ticul turc1l Collet-es I One Coll~c;e of Textil.:i ~d Technolo~y w,d 

one Colleie of Lec1ther Technolo:ZY to i11:::,urt hi.:_;hor eauc::.:.tion. 

ii.bout 5~~ of the relev'llit. uc;e eroup ifJ c0vered by hi6l1~r edu~ation 

in Il:.:i:.c;lide oh ~is u~u.inst % in India :.'..'..l 15. 86;.'. in Th:;;,il:::.nd. The 

6 

7 
8 

"E~luc:ition iu BM0ludesh", p. 1 O. 
llicM tr,,, 23rd Au.::,rust, 1985, p.11. 
J3j chi-tr~,, 8 1.u~t, pp. 16-17. 



seri<arc•.l uni ve r e i ties are ~overned by Pr'e s Lde n t.La L Orders of 

1973. The Or-d e r s provide. for the appo Ln t.een t of V1ce Chen ce Ll.or­ 

out o i: a :rwiel of 3 candLd a'te a elected by uhe Senute. Tha 2 . . .. ·, .... 

teohnioc,.l. universities and newly established Islamic University 

are £~ministered under ee par-a te Ordinance of more or less the 

same kind. The Medic.al colleges and the De n bu L co LLe ge are 

functionally under tb,e administra.ti ve control of the Mi.nidtry 

of Hc2.lth and G.cademically .under the control of the Universities 

to \1,.;i ell they are a:f:filiated·. The Institutes of t.e chno Logy were 

previously Rneineering Colleges under t he Viinistry of :8duc::i.tion. 

Re cei; tly, e ach one has turned into an au tonomcus tn:;; t::.tute. The 

A.zz'icultural Co Ll.e ge s are under the aduri.n Ls t'r a t.Lve con tz-o I ol' tLe 

MinLtry of .igricu.li;u.re and ace.deruically ::..ffili::i.ted to the 

Bm!cle.de ah ..;..::_rricul t ur-e University. The .:;0vernuent Degree Collete s 

of ::;,-.:uara.l ed ucu+Lon , the Teachers 1 'frai,.irie Colle c:e:.:J, thu Colle~e 

of Ilome Bc ono ru ca , the Colle.s-e of Te:xtile und Technolo:.::y ::u·1cl the 

Co LLc je of Le a t he r- Technolo.c;y are unde r t lie c.dmini:::itrc,tive control 

of tLc Ministry of Education. A.cadeuiic::i.lly, they ur-e a t t ached to 

r e e r-e c t tve affiliatirig Universities. Th0r0 ar e 309 priv;..i.te Det,ree 

Collc~-es in tho country which are rW1 by t he Lr' r'e s pe c t i ve ~over­ 

nint:; b od j.e s u s per provisions of their r c a pc c t a ve o.f:filLi.ting 

Universities with gr an ta and aubs td f.ca f r oia the Goverur:ient9 • 

.:i.lthon.:;h the educational f&cili ties for the Go·1crn1,,ent 

ColJc::;es Lu: exceed those tn the priv:c.tte colleees, tL0y do not 

neccs.,:.i.rihty do better results. Th1.: followinG table shows the 

dif::.".erer!Ce o·f the results of Degree Exwjnfition in 1984 bet\'leen the 

GovE:rnu:,;,nt Colleees o.nd Private Colleies wider the Chi ttu~ong 

Univc:csitj': 

9 :.:ee "Ed.ucalion in Bangladesh: Problc1,,:; u.nd Prospects11, 
(~P~TC) pp.3,35-37. 
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Res u Lt of Dc~rreo Exwnination of SO!.·.G Co LLe ge s 
un-for Chitt:,.t<ong University,1984 · 

Priv~to Colleces Pe r cen t.age Gove r nicerrt Colle[:es Percentu..ie 

1. F::1tikchari College 

2. lL...nc;unb. Collet,-e 

3. lLt.zirhG. t College 

4 • D: .. :.ll:.i klu:.11 Colle ge 

5. lbthuz.ui Colle[;,re 

6. lbujWJ. Collee-e 

7, Kundeswi::.ri Collet:;e 

8. 3ir Ashut.oar, Colle~ 

93% 

Chi tt:..c~onG Collece 

City Collet;e 

Haji Lohshin Colleee 

40.9'i~ 

79"/. 
75~ 

Chi ttc.:.conc; Women• s Colle Ge 25~ 

60't 
56~ 

Comillu Victoria Colleire 

Chand pirr College 

Sylhet Co Tl.e ge 

::;0urce ·: Bichitr~,, April 3, 1987, r>,20. 

the Uu i vc r-a Lt.y of Dhaka \-l!ifl Utablishc:d in 1921 ,:ith 3ir I'.G. 

lbrtoe as Vice-Choncellor, there were o.i Ly 877 students, 60 

teuchers, 3 f2.culties and 12 d e par-trne n t.s in the University. In 

nn d 1986 the nunbe r of students rose to a ocu t 70,500 1-,i th around 

850 te acner-s 1 O. 

In 1986, for 2755 seuti, in tho first ye ar- post-l.,>Tadua te 

cl:...::::JC:3 of the Dhaka University, t he r e ver-e 18,003 a1Y1,lic8.Ilts 

whi ell rne un a th;:..t 84~ of t~ students could not i:3ct udud e a Lon e , 

In 1985 ~ for 2740 ae a t.s 18,633 a:pplicu.1,ts we r e there. The 

Un i ve r o Lty co u Ld add only 45 seats in t::.-, s ubae que n t ·yeur 11• 

Durin.z the Academic year 1985-06 ,,,tout 60,000 H.3.C .students 

sou.:)1t <-.dmission::i to Medicine or Encjuc-,,r~r..z but the t o t a L number- 
~ 

of seato ~vuil~bleAonly a:rfound 20,000. A8 a result)atuut 40,000 

's t ud en ts had to e;ive up their hope of 1,i~h~r e d ucu t I on , During 

198,l, 54 ,·022 students passed t.he HSC e'."·J'1i-J·,tion in fir:Jt or 

s e c ond divisions and Ln 1985, 58,563 sLude n ta paaue d in fir::it 

or de cond di vis ions. In order to c~ ter th.:: needs of these students, 

thert: Here 9, 7GO seats in 8 Hedic~l CoUeee:s, one Dental Collee;e, 

C. l\iivClrcitie::i, 3 .. 1::ncineerine; Colletes, 2 ~TicultlU'(;) Colle.:::;est 
10 T:ichii,1·,,, 11th July, OG, p.12. 
1 1 DL: l~j b'['., 10th .A.!U' j_l, 86, :PP. 9-1 0. 
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One T,.::xtile Collee,-e, and one Le a the r TeclwoloCT Co Ll.e ge , 10,000 

se at.c '..:.t Ron011rs level of U,..e University end Colletes, and 1200 

s e a t s in tL.e 8 }:edical Colleges. In 1905 in Medico.l C0llce;es 

alone th<:re were 3,818 candidates 12• For the: 3ession 1986-07 

there ue r-e only 192 vacant seats in the first year l-i:BDS classes 

of 8 ;::edical Oo Ll.e ge s , ThEI total seats fol' first yeB.r NJ3BS Wi:>.S 

150 i.,-1 J-ledical colleges out of which tf..i.; vacan t seats were 31 

in Dl,_l.:u, Medical co Ll.e ge , 27 in Sir Sc:li1,c1llah Medical Oo LLe ge , 

20 in Chi ttL1.~on.:; Medical Colleee, 22 in J:::1n,ensint;h Hedical Colle.:;;o, 

17 ir: '.3her-e-D~rt~la Medical Collee;e, 27 il-1 Sylhet Ile d Lc a L Colle.::;e 

w:.d 17 i.J1 R:..u::.c;r,ur Hedj.cul Collece. The to .;e.l nuinbe r of ur•:)liccJ.nts 

were 11,79113• Likewise for the Session 1086-87, fol' 539 seats 

of tUJ 6 fc:.culties in the first year Florio ur s of tlw .lgriculture 

University, 5666 app Id c an t s were there. 

De 1£,v :1.n E):c,.rnin,; tion Results: 

De Lay in holding t.he e xarafnu t Lon ,:,.1.d r,ublish:i.HC result is 

ano tr.e r problem for the students to pl:::n their e d uca t i on c.1.s 11011 

as tLo:; career. It has been noted in the U,d.ver::3i ty p,·:nts f>ornn;isc,ion 

report that the 3 years ncademic session 1,:::.s been b:~ck-loi::;ed by 

5 ye ar e , For example, the traditional Hon o ur s examin .... tion of 1985 

was he Ld in March, 1987; the tradi tion:.1.l }:aster Is Decree cxs.mina- 
/'13-1· 

tion of 1904 WELS held in February:; and t l.e course s yc te n, e.:c,rni.t1L.­ .,. 
.. tion 1..•f final ye£r 1984 M.A and MSS took ::_:,l:::ce in e ar Ly 19871 ! . 

Even if the ~c.1.mino.tion was he Ld , s ome t Ln.c s the result 1-1: .• s !!Ot 

out even after six mon ths , The traditionr,l Honours cxw!1h1~tion of 

1984 ,·!::S ht::ld. i.J1 the beeinning of 1986. Dut th.e authority could 

not r,uplish its result even ufter six w,·11: i,hs till 1:•id~l oved.1cr, 

198615• 

In the present survey I when the res~·,ondents \·Jere ~,alrnd 

wheth-~r :they reczived such education irhicr, th:::y or tl:c:ir ;~.rdL:.nEJ 

1 2 Richitra, 20th Decemb~r, 85', pp, 13-H. 
13 Dichi tr 9., 13 1'!2.rch,87, pp.14-15. 
14 I:1clli tr a, 19th Dece1:1bc:r, 198G, p.13. 
15 P:i.cl,i trc,, 1,1 th Hovembar, 198G, IJ. 1 G. 
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P'Lunned Educ::.:.ti,,n 

Toto.l 

BC:J DC3 :i3CS 
U.dnm.) (PoJ.ic;0) (~i1l·'/r! Public ',lo:i: 1:.:;) 

17(~9 ,,,,r) ~O(~o,:) s 1 C G5. 4~;.) :, ) •'-':·· 

G8(57. 7~~) -)c.c··--") ')-(33 ~~') t.J _IV/'" ... o • )i~ 

3(2.51,) 1 ( :..:':) 1 ( 1 ::;:-;') ... ,-· 

118( 10~). 5611-oo;Q 1ari-ol1.~l 

Re ce Lve d the r1:.:'.lli1E:d 
J.:lL..C:.t'L_;_,J,1 

Ho t r·ie;0i-,1ed th"' 
Pl:::.iill"d Edu;::::;. tion 

Not s uz-e 

ve r e ·_._,:;:::ed whe t Lar th(;y thou~ht th.:.t t~.v c.rr-e e r i.n the: Civil 

W:iS ,,:·: f0lJ.m,8: 

Rt.;:Jr,01~.:;o ·: Ed uca t.i.on Ls te : Sr • .tu:lruini:Jtr~~tors Spe c La Lf.s t.a ] Plac .. nor/ 
I I I 'l'r:-,in(;l" 

t·;ostly 2(15.4%) 11(23.:)';~) r::("'' 'I".'' 6 ( j 1 .. G~~) :) )') • .,-J 

Gener,...llly ,(38o5~) 1 9 ( 41 • 3/:) 2(14.3{) 4 ( 21 .. 1 ~~) 
L\rti:.,lly 5(3e.5~~} 16(34.81-) (' (A') ~J ') ( 4 ') 1,..,.) u "T'- .... ,..; ~ ""'. /'> .: 

l10t s ;;;:;: ·e 1(1.1;t} 0( o.o;'.) 1 ( 101n 1 ( 5 7c·~) • .J,- 

T,, ~~,1 13{100~~}. 4G ( 100 .. u.~) 1 4 ( 1 co • o;:) 19( 1 oo .ot) 



Chapter IX 

Planned Career 

Career planning is a very important factor for bringing 

about efficiency in an organization. There are two agencies for 

career planning. On the one hand, an employee should plan his own 

career and on the other hand, the employer should plan the career 

of his employees. In any organization there should be a meeting 

place of the needs of the employer as well as the employees. When 

one joins a job, one should look forward to his entire career. If 

he has some choices he should not only take into consideration his 

immediate benefits but his entire career such as scope for promotion, 

self development and self-actualisation. On the other hand, the 

employer should make a plan to keep his employees content, motivated 

and stable in his organization. 

In context of the career planning of BCS cadres, requisites 

for proper career planning are 1 

(1) Ideniification of appropriate personnel for caieer 

positions; 

(2) Determination of financial and other requirements of 

such personnel; 

(3) petermination of line of upward movement of such 

personnel and requisites of different positions in 

the vertical hierarchy; 

(4) pre-determination of the manner of utilization of 

the employees in different horizental positions; 

(5) Linking up training and other in-puts for career 

advancement; 

(6) Performance appraisal system. 

The National Training Council has identified two principles 

for guiding career planning of officers of different cadres of .the 

.BCS viz. Basic principles and Structural principles. Basic principles 

are as follows 2 
1 

2 

See Ministry of Establishment,"Staff Service 
(UnpublL . .ied). 

Ibid. Para 9.3 - 9.5. 

Manual". Para 9.1 
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(1) Career in each cadre has to be treated as a professional 

career; 

(2) A professional outlook for each cadre service has to 

be generated and professionalism standard has to be 

achieved through optimal utilization of one's capacity 

and competence towards that end; 

(~) Through analysis of specific requirements of each 

profession at different levels of career, a human 

resource development programme is to be drawn; 

(4) Equal/similar career opportunity for the imcumbents 

of all the cadres should be provided; 

(5) Appropriate mechanism should be developed to match 

the organisational requirements and individual needs; 

(6) Synchronisation between chronological age/competence 

and different stages of career progression should be 

attempted as far as possible in between different 

cadres; 

(7) Mechanism for collection of information on the 

changing individual as well as organisational need 

should be developed; 

(8) Personnel policies of Government should include the 

dareer planning programme; 

(9) Appropriate mechanism should be developed to recog- 

nise merit and give it relatively more weightage over 

other criteria for promotion. 

Structural principles that will guide the career planning 
3 are: 

(1) Different levels or stages of career progression for 

each cadre, depending on its professional requirement, 

will be identified; 

(2). Ea~h stage of career progression will be treated as 

a distinct phase for professional development; 

(3) Advancement to next higher level will proceed by 

professional training and development at the level 

from where one is being advanced; 



- ( 4) 
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Equal opportunity should be provided to each cadre 

personnel to move to the highest advancement in his 

own domain i.e. service. For example, a BCS(Admn)~ 

cadre officer goes to the top as Commissioner; 

(5) Adequate incentive structure should be developed to 

motivate the individual to seek self-fulfilment in 

one's own cadre; 

(6) Senior Services Pool(SSP) is to be treated as a 

special cadre and be open to all cadres on the basis 

of demonstrated professional ability, leadership and 

management aptitude through a rigorous appraisal system; 

(7) Encadrement into SSP should not prevent an incumbent 

officer to move to an equivalent position in his parent 

cadre; 

(8) Positions of Secretaries and Additional Secretaries 

to the government which are selection posts have to be 

filled in from amongst the members of SSP; 

(9) Existence of SSP should not, as a matter of principles, 

· prevent promotional prospect of those who have not 

entered the SSP in their own service upto highest 

professional positions; 

(10) 

(11) 

(12) 

A systematic performance appraisal system will be 

developed; 

An encadred .officer in SSP may be reverted to his 

former cadre/department, if found unsuitable for SSP 

post by an appropriate committee; 

In special circumstance, an encadred SSP officer may 

be allowed to opt out of SSP with permission from 

competent authority. 

In the present study a search was made between the respondents' 

finishing the s~udent life and entering into the cadre, the following 

table will show the information about it 
3 2.£· cit. 
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Table 1 

Gap between student life entering into cadre 

Time BCS(Admn) BCS(Police) 

·Less than a 28(23.7%) 13 (26%) 
year. 

1-2 years 31(26.3%) 9 (18 % ) 

3-5 Years 38(32.2%) 15 (30%) 

More than 19(16.1%) 12(24%) 
5 Years 

Not sure 2 (l.H) 1 (2%) 
118 (100%) 50(100%) 

BCS (PW Engg.) 

45(57.8%) 

21(26.9%) 

6 (7. 7%) 

3 (3. 8 % ) 

3 ( 3. 8%) 
78(100%) 

Thus it is seen that entering into BCS(Adrnn) or BCS(Police) 

cadres took longer time than entering into BCS(Public Works) cadre. 

Obviously PW Engineering cadre is a specialised type cadre apd 

Engipeering Graduates have a rightful claim for it. The respondents 

were also asked how they viewed their present career in relation to 

their earlier planning. The response may be found from the following 

table. 

Table 2 

Present career in relation to earlier planning. 

Exactness BCS(Admn) BCS(Police) BCS ( PW Engg.) 

Exactly as 36(30.5%) 8(16.0%) 18(23.1%) 
planned 

Less than 42(35.6%) 20(40.0%) 51(65.4%) 
planned 

Better than 13(6.8%) 8(16.0%) l ( 1. 3 % ) 
planned 

Other than 31(26.3%) 12 (24.0%) .3(3.8%) 
p La nrre d 

Not sure 1(0.8%} 2((4.0%) !i ( 6. 4 % ) 
118(100%) 50(100%) 78 (100%) 

Thus it is found that in all the cadres under study the 

a large number of incumbents felt that their careers were less than 

what they had planned or expected. It is also found that a good 

number of the respondents found their career as other than what they 

had initially planned or thought of. 
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When the senior administrators, trainers etc. were asked 

what stage should be most appropriate for career planning, the reply 

-lJ-6-4 
Aas follows 

Table 3 

Appropriate stage for career planning. 

Stage Educationis~ Senior 
Administrators 

Specialisv.i Plannel31' 
Traine:r:-r: '" 

Student life 8(61.5%) 17(37.0%) 6(42.9%) 

3(23.1%) 10(21.7%) 4(28.6%) 

2(15.4%) 15 (32 .6%) 3(21.4%) 

O {>9:i,- O %·) . 4 (8. 7%) 1(7.1%) 
13(100%) 46(100%) 1 4(100%) 

7(36.9%) 

2(10.5%) Probationary 
period 

About 5 years 
after joining 

Other Stages 

5(26.3%) 

5(26.3%) 

19(100%) 

When the senior administrators etc. were asked which of the 

following functions, they considered to be very important for career 

advancement, the cumulative response was as follows: 

Table 4 

Factors for career advancement, 

Factors Educationisi:.4 Senior Specialist, Planners/ 
Administrators Tr a Ln ers 

Family 6(5,3%) 25(6,5%) 6(4',6%) 12(6,9%) Background 

Training 13(11.4%) 35(9.1%) 14(10,9%) 18(10,3%) 

Leadership 13(11.4%) 43(11.2%) 13(10.1%) 19(10,9%) 

I\Jeutral i ty 9(7.9%) 24(6,3;t) 6(4,6%; 11(6.8%) 

Social Activity 7 (6. 1 % ) · 32(8.3%) 11 (8.5%) 13(7.5;?;) 

Initiative 6(5,3%) 15(3,9%) 6(4.6%) 10(5,7%) 

Experience 3(2,6%) 28(7.3%) 8(6.2%) 8(4.6~) 

Education 1 0 ( 8. B %) 2 3 (6, 0 % ) 7(5,4%) 11(6,4%) 

Adaptability 5(4.4%) 12(3.1%) 9(7,0%) 6(3,5ft>) 

Loyalty .10(8,8%) 32(8,3%) 11(8,6%) 18(10,4%) 

Commitment 1 0 ( 8. B %) 36(9,4%) 10(7.7%) 14(8.0~) 

Honesty 3(2,6%) 17(4,4%) 6(4,7%) 3(1.7%) 

Semiority 9 ( 7, 8 %) 31(8.1%) 11(8,6%) 16(9.2%) 

Performance 10(8,8~) 31(8.1%) 11(8.5%) 15(8.6%) 
114(100%) 384(100%) 129(100%) 174(100%) 
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A respondent belong to a particular.cadre under study laments 

by saying 11It appears to me that posting,transfe:rs, promotion,deploy­ 

ments etc. in the government is made not on the planned rational 

basis but on the line of private commercidl organizations basing on 

who makes tadbir and for whom11• when the cadre incumbents under study 

were asked which organization should be responsible for career plann­ 

ing of his cadre, the response was follows: 

Table 5 

Organizational responsibility for career planning. 

Organization BCS(Admn) BCS(Police) BCS(PW Engg.) 

Ministry of 104(88.1 %) 8(16%) 45(57.7%) 
Establishment 

Administrative 5(4.2%) 24(48%) 21(26.9%) 
Ministry 

Others(PSC/Separate 6(5.2%) 12(24%) 12(15.4%) 
Directorate) 

Not sure 3(2.5%) G(12%) O(D.0%) 
118(100%) 50(1 OD%) 78(100%) 

When the senior level administrators and others were asked 

whether they thought that the Ministry of Establishment was discharg~ 

ing the functions of career development effectively, the response 

was as follows: 

Table 6 

Effectiveness of the Ministry of Establishment 
in respect of career development. 

Senior Specialists 
Administrators 

· Planner./ 
Traine~ 

Effectiveness Education is~ 

Effective D(D.0%) 3(6.5%) 2(14.3%) 

Not Effective 2(15.4%) 18(39,2%) 4(28.6%) 

Partially 8(61 .5%) 23 (.50. D %) 8(57.1~) 
Effective 

IIJot Sure 3(23.1%) 2(4.3%) 0(0.0%) 
13(100%) 46(100%) 14(100%) 

0(0.0%) 

6(31.6%) 

11(57.9%) 

2(10.5%) 
19(100%) 

Amongst those who felt that the Ministry of Establishment was 

not discharging the career development function as entrusted by the 

schedule I of the Rules of Business effictively, the suggessions 

varied. 29(31 .5%) suggested to strengthen the Ministry of Establish- 
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ment, 41 (44.6%) recommended to deconcentrcite(decentralise)c ar e e r 

development function to administrative ministries and 7(7.7%) sugges­ 

ted to transfer this function to other agencies such as PSC or a 

separate Directorate, while 15(16.2%) were undecided about it. 

Recruitment, deployment and career exar,,inai.:ion 

It has almost universally been complained ~hat the quality 

of candidates in the civil service examinations are not upto mark. 

An examiner of the civil service general knowledge paper states 

that there were candidates who identified Omar Knaiyam as a Caliph, 

Lyla Khalid as a singer and Habeas corpus as a tree. A trainer 

reports that a successful BCS officer at the foundation training 

was identifing Haroon-ur-Rashid and Mamun-ur-Rashid as Umayyad 

caliphs and more so with the capital at Delhi. When the senior 

administrators and others who felt that civil service cadres were 

not backed by appropriate education and attitude were asked what 

they recommended as a correctional measure, 18(19.6%) recommended 

more rigorous aptitude/psychological test, 33(35.9%) qualifing test/ 

gruel test(written,viva writt~n) as UK 5(6.5%) recommended both 

and 4(4.3l) recommended some other methods. 

If we look into the report of the Public Service Commission 

we find that most of the candidates of the BCS examinations are post 

graduate degree holders as well as the students of humanities. On­ 

rush of the candidates of different competitive examinations of 

the Public Service Commission in recent years may be found from the 

following table: 

Table 7 

P b S C . . 3 On-rDsh of the candidates before u lie ervice omm1ss1on. 

Year Number of candidates Actual a12pearness Pass in written exam. 
1 981 10,538 9,136 2,664 

1 982 14,853 12,212 1 , 75 7 

1 983 35,286. 32,605 4,353 

1 984 46,589 37,846 7,371 

1 985 34,111 26,926 8,571 

1 986 25,996 24,354 6,480 

(Source: Public Service Commission Annual Report 
1986, Chapter: 2, Chart: 2) 
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Th~ Commission in their reports further stated that out of 

30 cadres and sub-cadres, advertisement was made for full pledged 

BCS E~amination for 22 cadres and sub-cadres in 1985 for recruitment 

of 4,359 positions, In response 22,896 applications were received 

and 21,626 candidates were found eligible but only 12,029 candidates 

4 passed, 

Deployment 

Posting and transfer are always the weak points in career 

't,t 
planning. During the study, has been found that a superviser of 

I\ 
local Covernment En q i n e e rLn q Bureau ura s ordered for 5 transfers 

within a period of 17 months. The rate of transfer of the respond­ 

ents of the present study was as follows: 

Table 8 

Transfer of career officers 

Time BCS(Admn) BCS(Police) BCS(Public 
t.,/ .H'~'a l th En 99. ) 

No transfer 3(2,5%) 1(2.0%) 6(7,7%) 

1 -2 transfer 3(2,5%) 4(8.0%) 8(10,3%) 

3-5 transfer 15(12.7%) 3(6,0%) 12(15,4%) 

5 transfer 13(11.0%) 1 (2.0%) 10(12,8%) 

Fl o r e than 80(67,8%) 39(78,0%) 42(53,8%) 
5 transfer 

i~ot answered 4(3,5%) 2(4,0%) O(D.0%) 
118(100%) 50(100%) 78(100%) 

When the senior administrators etc, were asked how often 

should an officer be transferred the response was follows: 

Table 9 

8esirable frequency of transfer 

Time Educationist . Senior Specialist Planner/ 
Adminis- Trainer 
trators 

Not before 0(0,0%) 7(15,2%) 3(21 .4%) 1(5,3%) 
2 y_ear s 

fJot b ef ore 6(46,1%) 31(67,4%) 7(50,0%) 10(52,6%) 
3 years 

Not before 5(38.5%) 8(17.L1%) 2(14.3%) 8(42.1%) 
4 -5 years 

Others 0(0,0%) 0(0,0%) 2(14.3%) 0(0.07;) 

Not sure 2(15.4%) 0(0.0%) 0(0.0%) 0(0.0%) 
13(100~) 46(100%) 14(100%) 19(100%) 

-·- 
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IX -9- -· When they were asked whether or not the incumbent should 

be consulted before transfer, 70(76.1%) answered in the affirma­ 

tive, 19(20.7%) in t h e negative and 3(J.J%) were not sure about it. 

Scope for Career Advancement 

Scope for career advancement in different cadres vary. 

It appears that in the BCS(Admn) cadres there ace only 28 posts 

above senior scale for a total cadre strength of 3097 which is 

less than 1% while in the BCS(Foreign Affairs) it is about 52% of 

the cadre strength and in the A~dit & Accounts cadre it is 22% of 

the cadre stLength. Similarly, in BCS(Police) it is only 3% and 

in BCS(PW Engg.) it is 8%. When senior administrators etc. were 

asked whether they found that the scope for mid and top level 

positions as limited, 25(27.2%) thought it was in BCS(Admn), 4(4.3%) 

considered it was in BCS(Police), 17(18.5%) thought it was BCS(PW 

Engg.), 17(18.5%) viewed that scope is limited in all the above 

cadres and 19(20.7%) felt that none of the aforesaid cadres had 

limited scope, while 10(10.9%) were not sure about it. 

Out of those who felt that career advancement was limited 

for those cadres, 10(10.9%) wanted to solve it by enlarging top 

positions 22(23.9%) by enlarging mid level positions, 1(1.1%) by 

reducing base level positions and 17(18.5%) by introducing cadre 

mobility, and 7(7.7%) by any other method. 

When a~ked which of the following career examinations 

would they advocate, 23(25.0%) favoured it for senior scale posi­ 

tions, 18(19.6%) for Deputy Secretary level, 8(8.7%) for Joint 

Secretary.level, 34(37.0%) for all levels 2(2.2%) advocated no 

examination system and 7(7.7%) were not sure about it. Amongst 

those who wanted career examinations 52(56.5%) said that it should 

be conducted by the Public Service Commission. 6(6.5%) by the 

relevant committee in the concerned ministry, 8(8.7%) by inter 

ministrial committee, 9(9.8%) by the concernod training institute 

and 4(4.3%) by any other agencies. 

3 · See Bangladesh Public Service Commission's Annual Repott 1986, 
Chapter 2, Chart 7&8. 

4 
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Int er Se!;r-e-tar~i al Mobility 

// 
,;-ef· G U Fi fl c l Inter sectoral mobility is another difficult area of 

personnel pl~nning for BCS cadres. In advanced countries like 

USA there is hardly any difficulty for a qualified government 

officer to join university and the vice-versa, In bangladesh, such 

examples are few and far between such as an Ex-CSP officer joined 

Jahangirnagar University or some government doctors were deputed 

to Islamia Eye Hospital-a private concern.and the like, When the 

cadre officers under study were asked whether lateral entry into 

their cadres should be permissible, the response was as follows: 

Table 1 0 
~~""" -t, lc.Luvo.) ,e,..,.fy,5 

BCS(PW Engg. ResQonse BCS(AdmnJ BCS(Police) 

Yes 44(37,3%) 13(26,0%) 18l23,1%) 

No 59(50,0%) 28l56,0%) 49(62,8%) 

Not sure 15(12.7%) 9(18.0%) 11(14.1%) 
118(100%) 50(100%) 78(100%) 

Those who favoured lateral entry were __ asked from where 

lateral entry should be permissible. The response was as follows: 

Table 11 

Input for lateral entry 

Sector BCS(Admn) BCS(Police) GCSlPW Eng g. ) 

Universities 8(6,8%) 8(16,0%) 3(3,8%) 

Non cadre govt, 2(1'.7%) 4l8,0%) 3(3,8%) 
positions 

Corporations 0(0,0%) 1 (2.0%) 2(2.6%) 

Private Sector 2(1.7%) Dl0,0%) 2(2,6%) 

Others 1 lD,8%) D(D.0%) 8l1D.3%) 

Not known 31 (26.3%) 0(0.0%) 0(0,0%) 
44(37.-3%) 13(26,0%) 18(23.1%) 

When the cadre officers were asked whether they felt 

that inter-sectoral mobility could bring about more efficiency in 

the civil iervice, the response was as follGws: 

!·. c •. i:, ,-. 1 i r· - 1 
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Inter-sectoral mobility vis-a-vis efficiency 

Reseonse BCS(Admn) BCS(Police) BCS(PW Engq.) 

Favourable for 59(50.0%) 27(54,0%) 18(23.1%) 
efficiency 

Unfavourable for 49(41 .5%) 17(34.0%) 49(62(8%) 
efficiency 

Not sure 10(8,5%) 6(12.0%) 11(14.1%) 
118(100%) 50(100%) 78(100%) 

Again when the respondents favouring inter-sectoral mobility 

were asked what opeaings they would like for themselves the response 

was follows: 
Table 1 3 

Suggested opening for inter-sectoral mobility 

Posting 

Universities 

Corporations 

Private Sectors 

BCS(Admn) 

4(3.4%) 

41 ( 34. 8 %) 

0(0.0%) 

4(3.4%) 

3(2.5%) 

66(55.9!1\) 
118(100%) 

Other Cadres 

Others 

Not Known 

BCS(Police) 

2(4.0%) 

S(18.0%) 

3(6.0%) 

8(16.0%) 

2(4.0%) 

26(S2.0%) 
50(100%) 

BC~ ( PW Eng g . ) 

6(7.7%) 

9(11.5%) 

4(5.1%) 

3(3.8%) 

44(56.4%) 
78(100%) 

When the senior administrators etc. were asked whether they 

recommended lateral entry in the cadre services, the response was 

as follows: 
Table 14 

Recommendation for lateral entry 

Response Educationist Senior Specialists Planner/ 
Administrator Tz a i n e r 

Yes 8(61.5%) 17(37.0%) 9(64.3%) 9(47.4%) 

No 2(15.4%) 28(60.9%) 5(35,7%) 9(47.4%) 

Not sure 3(23.1%) 1(2.1%) 0(0,0%) 1(5.2%) 
13(100%) 46(100%) 14(100%) 19(100%) 

Those who favoured lateral entry were asked in context of 

the 3 cadres under study in which service lateral entry could be 

practicable; and at what stage several of the respondents wanted 

it either at the Deputy Secretary level or at the Joint Secretary's 

provided the Senior Services pool was rationalised. However many 

respondents did not favoar the idea of Senior Services pool itself 

or suggested to make it fully open not keeping it only for cadre 

services. 
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Now let us see the actual practice and the reasoning of 

the career and training plan of the three services as men­ 

tioned earlier in Chapter VII. Let us take up the BCS(Admn) 

cadre first. 

Table 15 

Actual Training and Career of Mr. X 

(1) Joined the service in November, 1968 

Received GOTA training for one month 
1 

Received Settlement Training for 2~ months 

June 1969 - attached to Land Acquisition 
department in the district of Pabna. 

(5) 1969 - completed departmental examination in 
Law,. Accounts and Urdu. 

( 2 ) 

( 3) 

( 4) 

(6) February 1970 - Transferred to Sylhet collecto­ 
rate- remained in charge of general department. 

(7) 1970-71 - Received training in Civil Defence 
and completed case records for Ministry of Law. 

(8) May 1973 - transferred to Brahmmanbaria as 
Trying Magistrate. 

( 9) 

( 10) 

( 11) 

( 12) 

( 13) 

(14) 

( 15) 

( 16) 

( 1 7) 

( 18) 

( 19) 

Received Treasury Training. 

February 1979 - transferred to Chittagong and 
took up the responsibility of 2nd Officer. 

May 1977 - Sub~Divisional Officer, Chuadanga. 

J~ne 1979 .- Transferred as Sr. Scale Section 
Officer, Ministry of Defence. 

January 1980 - Additional Deputy Commissioner, 
Chittagong. 

May 1983 - Additional Deputy Commissioner, Sylhet. 

March 1984 - Deputy Commissioner, Barguna. 

Received 4 months training in U.K. on Management 
0£ Agriculture and Rural Works with field training 
in Cyprus and Egypt. 

January 1985 - enrolled in the Senior Policy Pool. 

Received short training on Discipline and Appeal 
and Vertical Training at PATC. 

April 1987 - Deputy Secretary, Railway. 

~ource: Individual interview. 
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Let us t:.1.Le .:-1.nlYCk:r exe:u,i~'1...; :,f 311 Lnc uribc n t o ,' the 
BC3C-~clrm) c.· .. .d r-e , 

T~11..,lc:-16 

/.ctnu.l C(uecr and Traj_n:i.1'. ,. o ; ::.11 incmn.bent Y of tL,:; 
DOS ( Acinm) c ed re , 

( 1 ) 
( 2) 

( 3) 
(4) 

(5) 

( 6) 
( 7) 

(t;), 

.Io.iried the serv:ice in r,::,vel"!lber, 19G9 
Received Settlement tr: ining ( 4 1:-,oi·,ths) 
Received GOTA trainjn~ (4 n~nths) 
Aµgust 1970 - a.t t ucr.ed t o Dhr.ka Co Ll e c t or a'te , 
( a) Treasury Train inc:; ( 6 rnorrt.hc ) 

(b) Sub-division Tr,·1in:i:-:;z (2 months) 

1971 - i1c,~tc:cl t.J :li.:L'..j I'll.l~ ~s ".01.:: pu t y M::L;~istr:,Lt'2 urid 
De pu't y Collc:ctor in ch:~:rt~e of ~: .. e Li.e f and :leh_::bilitci.­ 
tion. 
1972 - Lsstt. Cornm Ls o i c n cr , Ile lief. 
Completed d e par-trnerrtn'L e xaun.n a't i.cn in L~tH lJ: .. :;_;c-.:::-.:;, 
.Accounts and Urdu G.s Hf: 11 JS. case r-e c o rd s , 

Of'f icer-in-char ere - 'l'r:cde :,1 .. ncl Co::1J,1crcc, 1~.n.::i. .".c,iui~:.; i tion 
Officer, Treas~y Otf:::.cer, SuperinteridEmt, J~~il (l•'o1~ 
,..,-,.-,.1 .• -,.... .1 ····-·t'·, .. -,-:~ J·· -. -· 1 ··,,,r-:,y·,·nt.:..· ..... d en t ) ;:)\.A..'-"'-..A.\.,;_.1. ...... v .. ,I l.1 ..... ...J.. _ .. -1- ,...Jl.\...,/"- ..L.. __ \.,.!.J. ,, • 

( 9) 1973 - Vested first cL.::;s DL-c;isteri.c~l _p::::.1ier. 

( 10). June 1976 - Tr8.llsfe:crecl to Chittt~L;ong as De:)ut;/ 
Ha[:istr.1.te. 

(11) 1978 - jection Officer. 

( l 2) 1979 - S-ub-divisione:.l Officer 

( 13) July- 1900 - Sa,:.i or Sc::-:.12 Section Officer, l-1inL:.:try 
of lbili1ay, Ro r.d a ~:1.11d ~b·::_rl 'ir~no:;.:,')::.~t. 

(14) Febru·:xy 1981 - Ad.ditin·:",.:11 De j.u ty Cor.:J!J.iS!";j_-)ilc""::r1Chitt0:•_,'3ong, 
in-charc;e of literc:cy ._. __ i::1J. then clnrt;e of Re ve nue , 

(15) l·-'riy "03,7 - ""'1·1-·1 l"lI' -!c-·,l" ,.._ ,ct-· ,:.1, 0·1.'-'f·' c·•r ..,,_ I ;J J ...Jv . . .. -' •-\.-·L .)(:.; J_) ..1. • • • .J.. ,.. , 
T' . . . 
JJJ..VlS l,)Yl • 
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( 16) June 1983 - Sent to U:JA for Public Administr:1.tion 
:::J1d Rural Development Training in Corne 1 Un.i, ve::;:·::i ty. 

(17) Jm1e 1984 - Officer CEl Speci8.l Duty of the T-linistry 
of 2stablishmcnt. 

( 18) September 1984 - De IJU ty Director of Tr.'.:!.inj_ni In:Jti tut e , 

( 19) Janu.'.lI'y 1985 - entered the Senior Services Pool. 

( 20):: Janu:ll'y 1988 Recei vcd .:"iCAD Training at DL.'l'C. 

Similro~ly, an incumbent who i has completed 11+ ye:i1~s in 

the :GCS C'\.dmn). cadre re po r t s thLt he did Ls.11 and Found a't Lon 

Course for two months together and he has not as yet received 

tr~:;.ininc.; in Survey and !Jettlcmc:nt and St21te Acquaa i tion. He 

did not have a t tcchre rrt to t ue district, up~zila,secretari2.i;,, 

r ur a.L act.d e uy etc. rather had ;:... poc t Lng at the Upazila/iiistrict 

for 3! ye ar s and was also po c t.e d · as UNO. Another Lncurcbcn t who 

completed 9! yeoxs service rcport&d th.:::..t he did not hu.ve 

.l!'oni:.d::1.tion 'l'raining rather had Special TraininG on Law and H::.:nG.ge­ 

mcn t for 1f months but also did not have 3ecretari:J.t or icur a L 
Development att achuen t as emphasised in s te p no. 4;· r8.tl18r he 
was posted in three districts and worked as ln-TO for t ye ar, 
Ha a.Ls o did not 112.ve H.efresher Course on Law and Administr2.tion 

for one month nor po s t Lng at the Secretariat as per step no .6 and 

7. A number of other respondents were also found not to h ave 

und e r gone throuc;h the c orrt e mp'La t ed career plan. 

A number of suer::estions c ame f'o rward , Step no 7 i.e. posting 

at the SecretarL,t: for 3 mo n bhs as errvLaaged in step no 7 has 

been v i.ewed as Lnud e qurrte and at least. one yenr Is time s pan was 

su:::.::-;er:.Jted. Secondly, step no 8 a ,e . training on Proj ect Ha11::~gernent. 
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:..;nd Icur-u L Deve Lo pmorrt has been ke p t in contemplated pL.n 

as step no. 8 bc:fore pos t i.ng 9.S Add i t Lona.L Deputy Co1.nmissioner 

s1d Upaz t La Hirbahi Officer .. But in practice this tr2j.ni:r1g is 

.imparted af te r one has become UlTO and ADC and it i:::; ree~i.rded 

to be a Career Course for Promotion to the next step .. Thirdly 1 

it was pointed out that some persons become illlO at the end of 

5th year. For e xamp.Le a incumbent of 1983 batch w:::,s r-e ported 

to be posted as mm at Sree U agr~r in 1988. Again there se ems 

to be & confusion between step - 1 O and 12. :Mid-level training 

,::.nd evalu::.;.tion at PATC before entrance e xauri m tion for 3'.JP and 

trru i.m.ng on Public Affairs Management at P;,.TC for two months 

need be amalgamated. Altern::1tively step - 12 and 13 i.e. training 

on Public Affairs Man8.geinent at P,'-i.TC for two morrt hs and training 

on different sepcialised areas like Public Policy Ana.Iyc i o and 

Or.sanisational Development are a Lr e ad y inteL'Tated at P,,.'rI in the 
,' 

three months I course in Admini.stration. and Development ( ;..CAD) which 

is attended by the officers of Deputy Secretary level but which 

has not yet been declared as on Career Developnent Course. It is 

t he s trong opinion cadre off Le a a Ls to t&ke it within the orbit 

or Career Develop~ent. 

BCS(Police) 

In order to facilitate the career p.Lan for BCS(Police), 

let us look into the followin;g career history o:f a sample 

incumbent. 



.:~·Lt(_:u:..,t, 1 SG1 :Jl·, I•:yrnen::;:~ 
~~y 1982 - ~eputy Police~ 
Po l:'_c.;C. 

9) ~l8ccdved Gt:~~ff Ccru-ae ci.t J ::_j_ce :Jt.:df Oo LLe re , U .L. for 
3 Hl(J}~ t hs , 

1 ) 

2) 

3) 
1~) 

5) 

6) 
7} 
8) 

LC-16 
T::-.1Jl8-1 7 

C.0.:reer ITi::;~;,)ry of .S\ :1·1; •. • ·, ,-:' i nc urnb an t of 
BC3(J>olice) cvl: 

1976 - Joi· .. ed t::io Po Lf.c e 
.'::.ttenclcd t.hr-e e morrtuc co .: .. :: ···t ;J·trd::di (P.'.r • ..i-:.d. '-~.-.1·vey 
tr·.,injnc e xc Lnded ) , 

' I'a:.3S,:!d the d e par t r.en tr.L e .. .i.n.it Lon h1 L.}.1 ~ .. nc; .. cc ~-:l~ts. 
i~) _··_-:;t .c hcd 

b) :'i.tt·.:..cl1ecl 

C) .:. t t ::-.c:L.,:d 
cl) .:~ t t.::•,c.i:1cd 

tc, C:t T'olice 
to r, Gire ( ~ 
to S.JI-02s OIL. 

,. ]• " ( ') ' .. Ll• ,··,) , . : ., l.1 :..... .~i•.l: L 1.~ J.._, 

to a Court ( I .: ,'~ .·,y· e ) ...... - 
e ) Ltt~tched to 8P1,'3 Offi:.;0 (1 m::,rith) 

llo vember- 1977 - pr orac t eu 
lfo:1Lh:....li. 

·.c1d. it :i.c,:i1::.l t 

.1, -- . 
::J:1is::.. Lorie r , ,::J.i t::1.n 

10) Deceriiber 1982 

11 ) July 1 985 
1 2) 

1 3) 
1 4) 

Jul::,r 1986 
3P, R:c.n~r·.mr:.t a , 
DC, Dhrika l-1(:;tT ·;olit~ill. Po Lt ce , 

Re c e ived tr,_tinin~:: on Connr J. of' lh.rcotj_cs :_'.t 

June 1987 - promoted ci.:J JI' .. 
''c,l~ .. -~.,·.r ,.·,:·.)')+h(') .L .. - - J ..... ,.., • J •. - ... u - ..:..; • 

Thus l· ... ,.., 

. C ·.··.,_,·1t 'J.~P. ]·_,.~.., + he tr~ 1· 111· r " rr~ r, ·' + ~' 
- •J .L: , ..... --.:..~~ ::_ ... .-..:~.t'. :.:.. u .. J 

on T. t., L.~trol :11:.:l ·.rc:,-oon t:tair i.ng 'bnt in ::::.cl V:..;1J.;ecl c8·,,_ ... ..; ··.-"'I 
....:...-·-' 

o..:..· 
r, -~. -.·,.-::- 
'·· •• J \.·.I/ 
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as ~:u.est s pe alcer-a , They need St ff Collese to run Sta.ff 
Course of specialised nature. In U .K. everybody enters 
the police service. as Constable but there ar e junior c oruand 
c our-s e nor Chief Inspector, Int.:i·medis.te Command Course for 
De1JUty Superintendent and Senio::::· Command Oo urs e for Surx.rin­ 
tendent level off ice rs •. Cour se o :..,:t' this nut.ur-e as suc~:er..: tod 
by Toyebuddin Ccram.i ttee etc. co Ld be arr2.11ged only if ·t-~ere 
is a Police St::uf College c omet. .:;re ne ar' the CapiL·_l. 

Secondly, it has been o pf.n. 1. tk:it the quality of p:r:-)se­ 
cution has come to a low ebb j:c · l10 recent ye ar-s and e o i~ the 
r:..::,te of conviction. Hence the ~~·· -:.ice o f'f Lc.i rLe feel tli::._t there 
should be a pr'o s c cu't Lon sub-c::j· · '\!:i. thin the 3C3 (Pc,lj_ce) :_nd 
they mit;ht be 't r a i.ned in Ad vc:1.;_; 1 Law and Procedure tho:c ·)u-'.:hly. 
General traininc for Add~ tion:.l ~?s and SJ?s ~e e.Ls o f e t: ~d 
f :x between. Be c aua e of the ,"'".· .• · .; 2·1 pc.,y s c a Le , they ::,1.Tc r.o t 
accorrunodated at ACJill course of : .'I'C. J.l thouch ri_::..TC runs :.1 s ho r t 
course on Human :lelutions for I\ Tice ::.nd :3acu:.rity Of f Lc ; i Ls , 
tl_i.is is not arrane;ed more t.ho,n .ic e in u yeD:r. 

DC S ( Fu blic ',for k.s ). 

LE:t us loot: into the ac tu.;'. c ar e ez- of a .i.ncumben t :..s below: 

Table-1. 

Ac t ua.L Career o f ~: ;::::s (~nc:ineer) 

1963 - 1:ntered the servie:"'. :.::.s i~sstt. ~ncineerL')rol::tioner) 
:...'.t '.l:i.lka 275/- f i:-:ed. 

2} .,~ ttached to ··Asstt. Engin&c:: 's Off ice for 6 t1e1n ths. 
3} Completes! the departmental .:XE.unination in Urdu. 
4) Heceived recular appointr:10: ~ as Asstt .~ngineer cifte:.:.~ 

·6 months. 

5) 1972 - promoted as Executi\:: Eneineer. 
6) 1973 - Received traininc .i·: the m2.intenei.nce mid opE: .. ::,,tion 

in U .K. 
7) 1977 - promoted as Superin·:. '.,ndenting Znzineer. 
8) 1986 - promoted as Addi tio. 1 Chief Engineer. 

Source: Individu::;.l :terview. 
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It is interesting to note ':~at there is a truining 
gap in this cadre too. The Exec· uve Engineers ore at the pay 
e c a.Le of 2800 - 44:25. hence, t1~c.: :·,.re not taken to ;,.CAD c »urs e 
of PL'rC. '.l'here is no post of t.l. ac a Le of 3700 - 4:e25 :i.J , 
this c~dre. Moreover, the Recru~ ~ments Rules says that cae 
could be an Executive Engineer· f t.e r 7 years· of service ,1hile 
in the contemplated career· mo.;e", starting Je::.i:r has be er, 
c oun t ed from the 5th yeo:r. More , vex , the promotion e xanc.n.rt Lon 
shown at the 2nd stage and 3rd ·. t age do not. match Hi th t: .ich 
other ~nC with the reality. 



'i'::.:_li:JrG 1?0~1 EC'.J C:.DRS3 

'i.'r:...,L1i1,._'. for Civil Service C:..!.,i.rc:-, ~-!'; ~'- mus f in our 

ccun try which follows the British and Puk Ls t an L system. 'fhe 

Civil Gervice .A.c::.demy of Pakistan at Lahore for CSP and PFS 

probationer~1Finonctt Service .:i.C:::!.d.G!HY ~t J ,:..J10re 7 R::lil~i_:.;.y .'i.CC:Ol1l'l ts 

Servj_c::· :.c:...dO,.!:' ..t Quetta, Cen tr a L Secre,c:,\rL:t Tr::,iniL:'~ Institute 

c t K:'.l' .. r::hj etc. '.1ere c::i.terin:::: the nc e d s of t no prob.:..tion,3ry 

tr:.,i1,:\::2: for cer. t r a.L servi.ces in Pak.i s t .. ·.::i., For the Pr o vd.n c Lc.L 

Civil ',8rvi ce ~·r·-:i ba ti one rs an Et.st Pak i :: :; :i.n Civil 31::rvice Tre, :. .. n in.; 

C:.:.:111 11 __ :3 :::st::::.uli::,hcd at Shahb:ct[:h, DL:ll:::i. ·.!'Lici1 \,~ts l~tGr tr~r.sf,.:,::uc:d 

.i.n t o t~10 G;iz.etterl. Officers' Trainint; ,,c·; .. ici\y. Ho r ne ridi1,.:s,like 

the Civil Service i"i.c<C.derny, Lahore was one of t ne r-e qu ir-e d 0J.:::-1.,:::,.,:;s 

ins ti t:_~tions like Irid us tz-La L Re La t i.cns Listi t c.te , Po st a L 'l:r:...-.ifline; 

_:,.c;;;.de1r:,:, K:i.pt~,i Acad emy e t c , 

Dur i rig e ar Ly 1960s er::;twhile Gove:..'LJ1Jt;ni; of P:::.~ist~'.Xl 

e mphcu Ls cd the in-::::ervi.::E: traininz of t l.c ::i.dwi!iis tr:...i.tors. In 

Jtlay, 1 :)60 t.l::.e t.he n Es t.ab Ld s haen t Se ere L:.t·y of thw Go ve rrimerrt 

of P2.List;;1.I1 vr c te to the Chief Secret,lr-y of tl.0 erstwhile Go ve r-n-« 

me n t o r E:::st Pa.kiat5.n to arr(.Ul~e :for Gr·_._du:,te J.evel tr~-...i:icine:; 

facilj_1.;ies in Public Admi...YJ.istration by :::;ettinc up [~1 Institute 

of Putlic J,d1ninistration in Dhaka ,mcl o.lrrn to :provide tr::i.ir,i1:.6 

f:...tcilities for public servants 2.t tl10 j1.ir:ior ::1;1d i1i."'~cri:,.:}di:::,te 

level. Ttis w~c ~ith reference to a coLir~ct oi Gover~~~~t 0£ 

l':::kisL.i:; ,1i th US.HD for tr~linin~ of mid-seniority l;;vel o:t:.'ficers 

in UJ_·_ under 105 programme .. Under this ::·r,)t,Tamme about 2. dozen 

select,~d o:::ficers of erstwhile Pt:llast"u.l could spend ;::bout six 

CTontL.s I time ir. U3i~ every year who were a1:...i.inly looted c:,fter ty 

tho U1,i.ver3ity ot Southern CalifornL;. 'J?he Univcr:,itJ, ul.so cJent 

a. te.::.u of cxrc:rts to recomwend ways ~1c..i. ruea:.:i.s for crec.ition o:i' 

instj l~tioh~l L,cili ties for mid-c~trecr tT~,ir1i:1b of admni~,trc!- 

tors. In Octob-:r 1961 7 Establishrncnt Di v:bion issued c.1. circuL°'.r 
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:Jt:.t:i. ·· tl'1•.:: tr:.:ini .r 1~ policy of t he Go vcr ,,,.,nt.1 The :·,r;Jicy 

i,.i::_·.ort·.::.t f:";.ctor ir~ deci,li!i:_: c"::;Ps o:.:· -- ··iClti0f1. l'-'.o offic;:;r 

o~'-f,.L· .: ::·;r · .: ,-.,··,·._L,.·~ "If),": »r-orno ted to tl··, no si t ; f• J. t ~ t - - - 1 .: ,, ~" ~ J.:l ·i.-,·,: O:.: 1)l!°'. .J'2C;TG ·:,.r·,; 

I 

j un i o r o I'f a ce re of Gene r a L .Adrrd.ni::tr~_ti,·,;: tbffe Lr. o r.le r- to 

d e ve Lo p in t he rn ..n interest in the l:n.o· .. :';;,d:r.e o f r-ur . .. 1 •:•.ff·.c.i:rs. 

Jut stritii·1cly Dh.cka lHPA 11,:s csL}.,Jj shed L: Lar ch 7, 

1961 o , .. r Li e r th:..:T. the tn.:.inir1~ policy o :· tb: 8-ovC:·!·:t·,-·:,t of 

I'2.kL:;t~.:; .. c c u.Ixi be de c Lar-e d , Ori:~L:~'.lly, :it ,ks st·.r:ted ::...s Ce:ntr·.,.l 

GovcL.:,,,.;:·:t ILsti t.u te and soon after ,,r;: ... s tu.:.·n;;:;d Lr. t o c.:. ::.:ei.i- 

aut or. .. .:n0ns 1.Jody unue r the then Pr-o vf.nc i i.L Governif:L t ;d th an 

e xe c u ti.ve order unde r Eas t Pak i s t an Go vo rr.n.on t Ed uc jt Lon and 

'fr::.:.ir,~r:~- Ins ti t ute Or d irian ce 1961 •. ;, Governinz body c2.lled Bo:..LTd 

o~ Gov-3rnors with the Provincial Chief :Jecret:.:.ry :.,s its he8.d 

\12..S c:·c·.:tedo It is interestinz to rnent:i,:in tl".Ll.t •:.:.lt::0,1,:rh the o::.'i.-:·iniil 

letter oI the ~sts.blishm,:mt 3c:creL,ry i•·ter:docl t,) provide for 

ro:~t '1r.::.d-....:.:tt~ · 1c,vel tr8.ini· .s f::1ciliti1::~, ~u~d introclt,ct.i.0n o:: 
r-::.'.ste,·' :J ~:=~·Tee Cou.r;;;e j_n I'ublic .Adu,ir,j .. ~tr;:1tion \-L,:J i:,::.dc: one 

Uni ve:t.,i ty(Dr" K:h1::.,x,c1 Hasan), 
·-----------------· ·--------- 

:} ,._-::: c,.1!·,,::.t c,:· I1::i1:L; t:;.n Er~ ts.blL; J·ut'·: '. Qj_ vi:.;i,•i., C irc1:L~r Y: o. 
?. / 1 7 / 61 - :JI;[ d t • 31 • 1 0 • 1 0 61 " 



~}:-: ~: . ~ .::,:; . .' hitli c ..'.:..d!!cir!i~ tr;;i. tion. 

ere ·.·. ·:. 

.(.•_ .. Jt . 

In .:.1 
l , •.. : 

o.ffic: .. 'c: ·.:;.::. .r011.uJ 10,000. 'I'he s e co,:.l-L·::.:-1 ,.-:;.th th~ f'o r rue r- 

to r-ec r u i t ,, r.1~,,·1r,er of Civil Serv'.rnts !':0:;tJ.~, f:-oJ',1 ,_._:: ,">,<·:st t he 

lip~r 't i on ror ce» who were inspired ,,i ·n. t.he ide:,1::: of i.?1de­ 

r•e1~:ie!,c~. These officers were s uppo ce.I ':o fill up the senior 

posit~,lr.:~ cf the Finistries Md field o r ri cas :::,-r:::::.du:.:..lly. 'i'he 

Bst,,::J i Sl.i,i<mt Dj v.i a i.on named 330 o I f Lc e r s foJt._ it. IL the abs en ce 
of '.:::~v:i.l 

tr~:::.,: j , • · them up ::,.r.d c.1. syllabus w::.i.s ch,:cJid out as fo LLowa • 2 

1. Po Li t I ca L context of Adrni!:i:': tr:,tion 

2~ Pub La o Juimi11istration in ?. ',,'1;lf·.re St1:.te 

3 ~ 3trtictm·e and f unc t I ona of : ::c: Oo ve r-nru.n t of 
liur1~L . d c s h 

4. · Fir:,.:-icial .Administration 

5 o He venue .ldministratainn 

6" Development Adminiztra tion 

7" C,ilai..,i ty :1.dmi11is tr 2. t ron 

'i. Of'f i.ce Manr-;..s.:enlfit and 'dorl, ::;j: :,Hfi'.::·0.i:i-:-,i1 

2 '.:: .. ~ t',.'Li le l'Il'i., DrL'.l::a "Civil Offj.r~,-r": Cour-s e :fj le 
l.T ,~ TB-7 '7/7? 11 
'._,"' • ,.) - (,I 



- 
9o /,.dmiriistrdion of Criminal Justj.ce 

10 ~ Iluiuan Re J.·,.,tions 

11 o J:ulllic Rcb.tior..s 

12 o ;~dn1ini;~tn,tion of Local AffE,.irs 

_:;.dmir,iG tr:,,ti ve Conununic.:.tion/Con~esr;ondence 

15" T-,iscell~neous .Areas. 

'fhe s.bove Syllci.bus Wc,s only e;_ 1·.- .Lf hearted comb in;:. tion 

::.,.t Dh::.k::... '.rhe Syllabus of the Civil 3c,rvice .:.c,-...der,1y, Lahore 

1·1:.1~ 2..s :follow;:, : 
3 

i. 001:Don f,:,r CS:P/PF3 

2.) I'ublic Administruti0n. 

b) Develop(JJent Economics 

c) Islamb.t. 

ii. For T•FS 
a) Diplomatic Theory: Prt~ctic:e ;,nd Protocol 

'o) International Relations (rctrier-1) 

c ) Intern::i.tional Rel:::;.tiondI'a.r,c:r-2) 

d) Public Intern:Uonal Law 

e) Intern2:tional Orc;c:u1izati,::ns 

f) 1'fo.t1.or,c1.l I.:i.nc;Lla.ges. 

0,, th.::: other nand for the civil serv::1nts GOTA had e&.rlier 

::,rr:u1.3cd courses on the follo,,in.s :'_,ubjects: 
4 

L~\/S: --- 
1 o B~,nzL1.desh Penal Cone 

2.. Code of Crimiri~l Proce-1\ffe 

3 
Civil Service Ac.:i.demy, L~1bore, '3vll.,.bns ,,,d. GcLiS-T''\l I..1-.·1strnc­ 
U ,J~!~; fc,:::- c;3P /PF3 1,rc)b:_,_ti.oncr:= 1 c.5n h·.•.tct, ~-,. 1 u 

8-.G·l':,, Dlt.·t.~., 11ne ~,.-,r·t on t'. :: ':l· r.t Trcti1:iDC Cotu'.·se of De~
1

uty 
t-'...,..'...,irJtn:.-';,e .:-'ld De11uty C0Jlect-:,-cs11(.:'~l0:_';u:.:;t, 1972), I1• 2. 
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3. Svidancc Act 

· 4 ~ Re ven ue Laws 

5. BT .:..ct 

C. Jt::.te l1.cqnisi tion Act 

7" PDR ..:..ct 

R. L:· .. id .".cquisition Act, 1B94 

C 

100 

11 0 

1 2 ... 

'rte ::it:tte ..'acquisition ar.d '.J.\;/,~!lCY /1.ct(;ird .. ;~Ji:l•c:Ldfilc;!1t) 
Orel.er, 1972. 

Ot L.0r Mis ce Ll.ane cus Act o 

? -~ 

100 

11 ~ 

C. J' .. ccc,n ts: 

1 " 

Decision :f.hkir,e 

3. De Le gu t i on 

Office :f.hna.'.;ement 

Flovr Process Chart 

,: 
\J • 

'7 ' ~ Erucrr:e1,c§1 of the Pearle IS Re j.ub La c of B8i.:.:;L .. desh. 

Objectives of the Pe o p Le ':1 lle::,ublic: of D:..J. 2 . .::;l;...desh 

tlotiv~ti0n and Pa.rticip;:.tion 

Cornmun Lc a tion 

Humun Values 

Id~2ls of Public 3erv.:ints 

,, 
.:...: . 

F:.:.ct Findin.z and Pr-o b Lern solv:i.!i.b 

PL:.r:.ninc and De ve Lo pmcn t , 

1 • J .. c c o un t s Rules 

~udit Rules ? ·- .. 
Treasur~r Ru Le s 



It 'if·.:.~ d,::e:idcd th:.::.t tht:: ne w Ly r-o c ru.i t::d officer:;; 

rce r i t r, \·:hile in tr:.:ci:riin.:3. The course, h·:•.1ever, did n ot td;:e 

:;:.1L:.c0 ... s s che d u Led from E;th 1-1::..y 1972. It Hc.s Liter decided 

t hc t j:·, cn1it,i·,i:.:!1;:; from ~,.moi,;:'.St liber~d,:i.cL forces wou.Ld be r.:1::..;d0 

:.1ddi.t.; _;y, to or.~·.l test. The written test wo u Ld include writing 

of Ben::,r.tli E.':;r;ay, Ben ga Lf, tr2nslr1.tion c,::-"d. tr2.r1sle;.tion from 

En:3li :::h, Gener=.:t1 Know.Le d ge , Elimentary Science and Current 

!i.ff:1ir:~ with special reference to Bar1cL.,desh, India :c:u·1d USSR. 

'rhe Pub Ld c Sc::rvice Corami.e a Lon prescribed six mon t.ha r tr~:ining 

for ot.he r t,T';'.du2.t1::s .\·1hile prescribed 12 1,oeks I tr,.irii11c::; fo:c 

2,T1..J.d1,;,:...tes of liber::,tion forces·.5 

.i tr::i.inin.c; vacuum was also felt f0:r the tor, level 

.:ldmitd.;;;tr, .. tors us there wus no Ad nd.n Ls trJ.ti ve Sktff Collece 

P-·:!'.'t-I Gcm0,,. .. ,1 _'.d!!!ini:;tr·:,tion: 

( ::.i.) Or~::,nis3.tio!1::tl Structure 

(b} Po r-s onne L ~.dntinistration 

( c} 'rhe Organis::,tion in J .. ction 

(d) Pr-o j e c t Plannine;,Bude;etiEg ,·.r.d. Fim:.ncL,1 Con t.r o L 

(e) The Human Factors. 

P,l.rt-II SernL'lurs 

(~) 3ernjri!l.I' and Development .Ldrni!'::i:Jtration - Tr,eo:cy 
and Practice 

(b) 3ewi112r on De ve Lo pment ::k•Jno. ri c s , ------ -------------- 
t·il. _:.nisn:.;u,1:1::..n (ed.) , Tr::,in tn,:r fo:r IT:l1lic 3ervj_ ce ( Dl1,~k:.: 
PI'"" 196Q' 35 -·· .... _1,. J - J , p.. • 
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F:,rt-JJI Fj_eJ.ll n,-,;-_;ec..rch: 

a tu-l y of Y.apt.:.i :nd Warsa.k Jllnl ti~,nry,o:3e Project 

( -·) 

(b) 

(c) 

(d} 

Part-V 

( a) 

(b) 

(c) 

( c1) 

(e) 

'l'he Institution of Loc,11 Gov,:n,h1t:r1t 

JEdUCi::ltion 

.L.cricul ture 

Industry o 

Di0:'.:_7:c.:phy : .A Study of Ad mini:_; t.r a tors 

Tipu :J.ulten 

Sir Syed Ahme d Khan 

Lord Curzeon 

'I'he Role of the Admi~istratc,:c" 

c·.:)out r,nP.~, 3. good number of e xpe r Lmc n t s were niade , 

In the be g Lnn i.ng a Civil Service Trairii,'l,'. :,c1.:idemy W.J.S cr-e u tcd 

n:erc;in,~ 1rrp~· .. ,GOT!~ and Sta.ff Truinine IniJhtnte(STI) urid ez- a 

Da r-e o t or Oe ne r c.L, Soon after STI was se p ,r·:tted and later when 

GOTA tr:msformed into Civil Of f Lce r s I Trs.inj_ne; J.c2..dem;','( COT.l), 

C:JT~~ '"'"lone r-e ma i ne d with NIPA with soue unne ce e s ar y ove r he ad 

st af f un t il it w.:,.s r eriamed s.s NIP ii.. 

The Civil Of f Lce r e ' Trainin.z .Academy was set up on 

the 3rd Pe br uar-y 1977 to conduct pre-service truinin6 of 

fresh en tr-en te into the Pub Li.c Service. '.::OTA objectives were: 7 

(~) Prepare the Civil Servt:nts to ycrforru usSi[P tusk, 

(b). Turn out disciplined r e c pons i l.Le 2:.11d "c o mrrri, tted 11 
officers, with ba Lunc ed dc ve Lc p.cnt of body ::. ... id 
mind, 

(c} 'I'e ac h modern ru:mat;eoent skill throu~:h incre::~r;i:r,.; 
e mphas i s on pr ao t i caL traini11c, 

(d) D~vcl:-r, tee.m spirit so t ha t tr·•j:riees can think,:J:)l:.:..n, 
or~:,,n:ise »nd wol'k in a p•c,p_::_). 

7 Sc;.: Tnt.,.·::duci >r;: COTA pub Ld.e r.cd by i_;J-,.:.; Oi vil Officers' Tr~,ir}iLC 
.A::·..:.::le:ny in 1977, p, 1 " 



,. 

'i'he fir!:it °21)1..md~ltion Course ·took :;:,L·.ce f r o m 2-tth 

'.3e:c1tr:,1•,.•c,r 1977 -14th Janua;ry, 1978. 

::3t,iff .-::,Jlle;::;e, Laho re in tl: .. ~e Henley St:~f~ Colle:~e l!o,:el, the 

r-e s o Lut Lon of the Pr-e c i d en tdn L C ... rb i.ne t d ,.tcd 3-3-77 vtith 

an .lutouomous Bo ur'd of Gove r-no r s con s i s t i rig of 11 De1i1bers 

Hith :.::.1 Hon our-ub Le .id v.i.s or- to the Pr-e a Ld e n t as Ch;....i.rr.r,si ~w.1d 

Vice-1:'riccip:..:,,l Di:Jlcladesh L.dministrL:.tive 3t:J.ff Collae;e 2:;s 

hember-3ecretary o Foru:e.l Openinc Geret,01.y took 1)1;;.ce on t he 

5th J,me 1977. The college was in tendf,d :-or the top level 
8 ..:..dJJJ..ir,i~;tri:,tor:3 of t ne country. Tne Staff Co L'Le ge cour-ae Wc'.S 

for c:. d ur a t Lon of 3 months and consisted of the following 

syllabus:9 

JP.~: ·rL:? k ~ ,,1,·,11 e sh ,c,df'li!! j 8 ti,, t ive '.J t . ff Colle ,re : :":,l)Jf,0. Q.12).0.E: J.j Y'.8 ~, 
for tl,e J'.:,'-!u:~t:r-~m1e 3---;T"977, (l'ulili:~Led by D_·c:38),lJI,,1-5. 

Tb i.d , p11. 6-7 c 

PART-I 

PiJl.T-II 

PJJl.T-III 

8 

9 

Pound at Lon Lectures: 

Ic1 'l'he B2..neLtdesh Environment 
(Lc.nd & People--S0ci2.l,Cu1tural & Economic 
Factors). 

Ib Principles and 'rheories of De ve Lo proe n t 
!,dmini:stra t t on , 

le Principles of De ve Lo pme n t Economics. 

Id :Jcience and ll..dministr,.ttiono 

Ie Socioloc;y, Psychology ,ma .Ldministrc.:.tion. 

ll.dministr:1tive Strue;tures ~:.nd 1irocesses(Syndic:.l.te): 

Ila Oreanisation theory ru1d pr2.ctice. 

IIb Fin:mci::-.1 Administration. 

IIc I'e r s orme L .ti.dmir:i::.; trution ;:u:1d Fiunun Re L,tions. 

IId I-'rinciples :md TecJ-.rr1i, .. 1u"'·s of PL:.nnifl/.'.> 

Seminars: 
Illa Scrninar on Develoy.,ment 1ko{lornics. 

IIIb Sernin:,r on Devel0pr,•o::l·1t ~~drninistr,:tion. 
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F'Le Ld Reseu.rch. 

Pro c:ralllir.e !.dmin is tr~t U.on ( :Jy i'1G ic ·:.: te) : 

Va ro;iulation and Fi.trni1y Plsming. 

Vll A.::riculture: Inte~rr:\tr,il '.lur~1l Develop?Ti'3fft 
Fro gramme and Swanirv: .r Proe,rr::rr1I;1e, 

Ve Educution. 

Vd Lo c a L Govern!llent, 

Ve Problems of Plwmi11c ".1u DeveloprJC:nt in 
Ban.zb.desh. 

P:\.:i'r-VI The Senior Administrator- His Role ::u1d Respor!.sibli ties. 

P_Jl'l'-VII Dcn,::u.li for Official use. 

P~Jl'f-VIII Vi::.;i t to ct neighbourinc Forei.3n Country 
( if poc s Lb Le to arrant-e)" . 

Till 1983 the colle0e held 13 courses vh i ch was particip;:_j,ted 

by 247 officers in addition to other short cours~s
10

• 

On the other nand , as it :1lready been .pointed out, 

by 1973 the Government decided to e e t up an intee.,rrc,.ted tr:.inin15 

Int,ti tui;e known ns the Civil Servants Tr::.:ining ~c;;:.rlerny(C3T.·:..) by 

8.r;·.cl:3:.:cIJ1:,.tir..g the National Institute of Public !~dministr1:ction 

(HIPi~) mid Gc.'.:etted Off'!i:cers' Tr~ininc; J.cF...l'lemy( GOTA) t ne ae 

ir,te,:r2.ted tr..i.ining institute i,e., CSTA existed f r-o ia E~ch 

1973 to 7ebru8.Ty 1977~ In 1975 even 

in e.rr Ly 1977 the concept of in tcc:r:.t8d tr,;inir;.g .':ccademy w::..s 

disc::-:rded in L:.cvour of the pr e va oue _'.:,r:::.ctice of hacvinc .ser,1.:rc::.te 

tr:-.ininc; institute for se par-a te level of officers and r:II'l.. 

re-er.ler~~ed in its own name 11 .. Dn:::·ins it;, existence of 23 ~,e~..;rs, 

l':IL:. conducted 30 i,dv .. in ce Courses C:-JJ,;oiGtii:.t; of 610 off'icE:rs 

:i.n :...ddi t i.or, ·~o a r;ood number of :::h)1·t course2; lib" 25 :3peci:....l 

Cor,;;tnn:ic:.,tion CO\XSes, 11 Sr,ecL,l }crsonnel Develo:;;ii;;ent conrses, 

10 '.J.:;e D:.:-. -·~1i jJ1.u,cd., 11Bar1rrl,:d8fah _J°c1.:iILjstr,.,tive 3taff CoLi.';/e 
.
0
.t \!Y1:L xt the End" l3~3C Jour·,! 1, Vol.IV, 1Jo.2(0ctob0r 1SE:.3), 
2P. 11 -1 9. 

11 Jee: Dr.Jk·.il~h l·:~;c1sood ~~li,11Tr:_:i.,:i.1ac for Hi:.J·11=r Civil '.Jerv: .. nts 
:in I::.jl:'.l:.:lcsh - the Nil'.i • ..:'...~0-'.'-rD·<:h1' ,,.LdL1:i!'1.jTl:r:,.tj.ve Sc::iorice 
tU,v:i[)\I; Vol. VIII ,nu .1 (Decc:E,i)Cl' 1078), rip. 2-3. 
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,1 Th:c11:.~ . ..::, :teL .. ti or:::; courr.:;os for Police ,.·J:-:l '.:iecnri.ty Offj_,.;ors :_;ud 

73 o t.Le r 1.,iscelL.ncous o pe c t a L co ur s e s , i3nt from err Ly 1977" ;nL. 

~Y1·0:::;r,.,.:iue. It 1:.pr,e .. ar s th::it d ur Lng the L,,,t 7 ye ar s of its e x Ls te n ce 

uu.Ln fnnction of conducting ruid-lewi 1 ccmrse:;; on !,.di,1i!d.~, tra tion 

and Development. It also suffered be c aus e of the inadei1uecy of 

the Ltculty. It Has calculated that ::,bunt GO professional stc.,ff 

j o i.ne d l;IP.A. 11j_th the intention of builcl:i.nc ur, t.he Lr c:::.reer there, 

bu t ull except one left for some o the r jobs or some other tr,,ining 

institute which guve br.e m better po s i. ticm and pri vilcd~es 1
2
• 

On the o t hc r hand , the ·staff 11r:,iDi11e Institute, Dl12.1':a 

v1hich ',,:ts me an t for tr2,inine; of Cl?.ss-II 88.zetted o f f Lce r a and 

the non-Gaze t ted st'.::.ff extended its activities .. Ir, 19ci2, tr~is 

i)rogn.illl1e not only consisted of its recul,.r s t af f d e ve Lo prncn t 

i,TO[,T:;:w.n1e but a Ls o a ~ood number of Speci::11 Courses like course 

on Stc1re l-Ln'..:.ceeent P Record M'.:111::ge1:1ent, Fi11:.::1ci::.l J:.d1:ii,<L,trt~tion, 

HurM.·.!l Rel&tioi:cs etc.13 

In tr.e early 1980s it W~LS found th::..t the ;,dJiJiniwtr, .. tive 

St·_d'f Colle:.::;e w2..s i1erforrnini some of tLe l;:J}'A functions i.e. 

tr::::.in:i.11r: mid-level officers; NIPA. w.is found to be d r.ve r t.ed frow 

its n::·in functions of training up mj_d-lovel officers to Rur0.l 

Devel,:-:0r.1ent filllctions which was, in f~_ct, the :0rirn:i.ry function 

of the Rnr~>.l Developi::cnt .:~cadem,:j::es.COTJ'. w::.s fn,-1.!'sd to be extendiL[ 

its f1.mction fr-:.u Found•iU.on 'rr,,inin[~ to '.1p::,cL.l ;.:id-level 

sin£: ·U·,e offic,ff level tr~1ir1in[: tnw t};:..: :~t.,.ff }::;vel one. Even it 

1 ~ .:~,, l'-'[. :--.;._._:fi1u· Rd11w:tn : .. nd t-1.;,.J::il:i., "'I'"i-:enty-thrGA Ye,.:.rs of 
·rr?.inj:n:,· Pro:,r:,1rui1es of tbe Eil'A11

, .3nir1i . .=Jtr~,tive 'Jc~ 
~evjew,~Vol.iIV, No.1(ME~Ch 1984), pp.104-1~3. 

13 ·.Jee '3t,,.ff '.i'r·dr~in:::; In;::;tjtnte, ::"Jk~--, 'i';·.:i.ni,,1· .-:; 10,1-1..::r,1~-F'-2 
Index. 
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J ·.-.;r c o nr s e for l·h.t{'.'iS tr Et te s • ..s ~: r es u L t ·-'· ti1.1e 

Cc,·,trc(m;·:.rc) l:,y the Or-d i.nunce ~:XVI of 1~1::q effective f'ror: 

28th ,1.)ril 1084. Up to De ce .nbe r 1907 EL.''.'C c;;11'ii1d.ed. • 1 ?- .. "' 

·.ii tl'.t Ll.e i.ntroduction of 31 cad r e.: thc r e J-i:.::::: Lo en de!:,::..r.:ds 

e ach c~:-.'l:ce (e xc Lud i.ng Senior Services T'cy.l). The lL.tio:i::,l 

Tr:::..::.n :!..c:t: Co un c il cons ti tuted a Sub-cornr: i ttee cons is ti, \:C: of 

e i.x ·c::·bers v i th U-tE: then Secret2.ry, Fi.r,··nce DivicJi-)1·, l<r. J.L 

.·,:·; 1· t0• ~o-,,,e-~'J"(Sycdu•, ... ·,,, -··11 ·'.:,,r-·11',ittee) T}:.e <;,red,,- -· • , .. 1 ._ 1,.. \, 1; •. L _--'--'· .-···· _ .._... . Q. ).J .J -.. .. 

'.?.Z[tH!'.:J..:!'t Comcri ttee m·:-.de 12 ~oupinc of c::.nrr;s with r-e f'e r-en ce 

to the set tine: up of trc.inin.z institute::;. '!'he :3roul:-i,,.: were 

as follows: 14 

H ::.me of Gr 0111, Ins ti tni;j on s 

:}j_'QUT) I 

BCS Ld;;:.n: A.dffill) 

13::;3 (:32ctt .. ). 

ucs (Food) 

Civil Officers' 
Tr;.~inin;::; .. :.c;;:.d.ewy ( CO'.r.,;l) 

1303 (Judicial) 

Group II 

BCS (Foreicn AfL,irs) Fore i.c,·n . .:J'fa::..rs 
'h':.!ininc Institute (F~TI). 

Grour, III 

BCS (Fin: Aud & Accts.) - .:..ud.i t & :.ccout1ts 
:;;ervj_ce _;.C;::1.dcn1y(.L.!,:J.:.) 

r:cs (Fin: Cm tom & Excise) 

T,,,,,.., ("'1'·,-. T0·•) .lJvJ..l ... ...J. • . c..l,.J'1o. 
Di.rector-.tc; of 
"'r r, 1· "J ]. n r:· ( 'r··; "(8 ,-. ) J. - I • -v < .. - ., 1 .... 

-- ----------------------------- 
14 'Tide Syedw~'.;,•.i:Gn Cc-1':.!nittee Re po r t , D"O.Ho.369/PS/23 

cl:-ted 25-8-P.3 of the '.:,ecretf'.ry, fo'jn~,r1ce Div~sic.n to the 
Ch·_,ir11.:..::.n, 'th, tir:,r:,tl 'l'r·:,inini CoLUL.:il, p11. 5-b. 
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DGS (Bnf: 
o··f' C' ( ·r,, ... f • J.Jv ,.) .u.i....L • 

Police) 
!ms.:i.r) 

DJ3(Inform:J.tion) 

:,:WUP VII 

r.-rou11 VIII 

I3C3(:8an: Gen) 

Group TX 

BC3(He~lth & FP) 

Groun X 

Ac;ri) 

Livestock) 

J!'isheries) 

Tru t j tn t:i ():·,::: 

'.~r:.:.,inii;,: ~· .. c::JlC!:!j f01' 
I'L-~·mi.n ". ,s} De ve lo p1,;eL, t 
( '.l'APAD)- 

Po La ce .ic~tclei.,~·, 
::krd1;.h(P,~) 

H&tion81 Bro~dc~stins 
_:tc,.tde1,1y(:tTDJi.) & Pr-e s s 
'l'rd .. ning Iris ti tu te ( l"l'I) 

Po st a L Tr:::.ini:i',C£ 
Institute(POTIJ 

'l'e:,,chers 1 '::'r·1irjif1.9" 
Col le c;e ( 'r'.l'C) ar ... d - 
Nation~l Institute of 
Educational ..;.drnini~tr:;.tion 
t-".:.::.r1c.:.:~e11,cnt .md Re se ar-ch 
(NT~r:ffi) 

Nation~l Institute of 
Po pu.Lc t Lori Re ae ar ch 2.1.nd 
'.l'r,,ining(NIHJR'r) and 
Nation:,~l Institute of 
Pr-e ve n ti ve :...nd 3ocL,l 
l•iedicine (N IPJOh) 

;.,,-ricul t.ur-a L 1Yl::~2.,;e1;ient 
T~::::inin6 L,sti tute(AH

1.l'I) 

lives to cl: '.l'r ::-.in in{: 
Institute (LTI) 

Fi:::;horiet, 'l:r~.i.c1ine 
Gen t.r e ( 1"'.i:C) 

Forest Co Ll.e ge (EC:) .. 



/"1 1"'1 ("f (-·, .ui,.; i,J !:,·1 ·L ._;- 11· • ·L,......,• 

P',I 

fl I) 

R&H) 

're) ~e Le cuna.iun i.c a tion 
•.rruining Cer, tr-e ( 'r'.rC) 
and Telecwll.!,.nnic-,.ition 
st~ff Collc~e(TJC) 

cc 3 (Enc;:..;: 
'·C"(.,.., 1) ...) l!.-Yl. .• ,· n'. . w.:..;.• 

r,rc,u"D ~GI 

R.:dlwo.y T-.c~:inir:G 
Academy(RTA) 

,-:cs(Rly: 'rs) ll:,ilw:.:y Tr~,ir:in6 
Acs.derny(RTA). 

It h a s n o t yet be en knovn vhcr e th·:· :Jyedu::c,z:.:,1c::.:.:n Cor,u,iittee 

report ·,wulJ. be ultiuLtely accepted i11 full by tLe G,:iv2rr.i:,b1.t. 

Gover:,.._:,:e:: ... t has :_J.ree.rly set up 2. new In::; li tution l-::n,,1\Hl as :883 

(1\d;::,n.) Ac ad e my 15. The Ac ade my W:·.::.; i..rrn.u,-:'.ur· ted by tLe honoure.c Ic 

PresL~:,;1t on -tL-3 27th December 1987 in IJ~c forwc,r Cu'r_;_ :;:,rerr,i:-:;0s 

.ik,t ljenefi ts accr-ued out of the i.r~,in:i.:-,z i,:; still to 

be fully e va Luat ad , In one of tLe :,;dv:..r;~e cul'.1'::00,..; cv2.lu:..'.tcd. 

course {!):1.ve ~heu Ocne r u.L Knov Le d ge , 24';'. s,.,id tk.t tl,oy had 

t2u;)1t to t.ne a , 2S,,! o pane d t.h.rt it c hon e d t},-::jr atti t.ude '..'..l~d 

65/ v+o ve d th,,t th2y found new f r Le nd s n.re f'u L f::-1· future ·:iort
16

• 

In .ir, ·.,.d-hoc aur ve y of 150 CL1ss-1 ol'f:i ce r s i11 L.1,c 1 ~:85 or1ly 

2.1:< .f the c::;d.re of'fjcr:rs .;,n.:3. 3.8;'. of ':ano::-,-c:dre offi;;er:~ 

::,1 thc,·;::,:h 70. G'.~· of the c.1dre officers :, ..... .i 86. G::~ of non-cc.:.d.re 

o:ff2 -~~:Y·:;; f,)1:u:d thG tr::·.inini useful in .~,,ie or tLe o-;::L.:r -~,u:'. 

Viele 1-:inistry of EnL;blishment Re:::::,l~f~iJ~ ... :-.)-i\i{t~~~ .... (") "-i-i:r- 15. 
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::Len ·::ovcrt,raent d e o rd ed to t'1ke e x.umna t i on fer c ar e e r- 

~.;ro::.0ti ·:,::s, 1:iid-level e xauu.na tion wc~s s u :,;:used to Le cond uc ted 

by th!'; ~:n·;.. :0.nd LJ~e Senior level by TI:i.r1_:_··L.desh .\dui:r!L·:tr::tive 

Jt::.ff ..;Jllei'.}:::. l3ut i.hen the Oub ine f D'i v i ... ion set ur ~- co1,~:1ittee 

,, 
lie1,,t,er-:.:;2cr.:ct:.,r~r, :;.fter seeing pr oe ::.•r:d cor.e the coru.a ttee 

, ,., ·t ni· · ... · H cn/c·~/10/6"'/161 ~,,. vc.L·., •• .: Vl:.;l011 .·,0. .:l -~ . > ;_,,·L, 

L1 the lJl'G;:.Sent survey it we:.s f'oun.l thf::.tr?J(~~~~Jof the 

rt2::;:·o{: ·:cnts r c oe i ve d trc'~inine: fat 'nou.,/!t{:_1.·.CJ..,i')rcceived tr::~L,inr; 
J!..iz_~ . 

abr-or.d £2-<f.(!J '. ? ... ~:;orei:,.1 Tr:lin)n13 be r'ore ttey got ::;;g tr.2.ining 
e.t ho ie , Tlie .:::;;.::.) be tvre e n joininc t:0\11€rn:, ,.~nt s e r v i.ce ~:i:d fir:..:t 

tr,,in:i.ne r:dtht be found as follows: 

Tal11e-1 

Go.p 
ncs fjc;3 BCS 

{ Ad.minir; tr::i.tion) ( l)olice) ( I'\-1:0 ) 

No t,:.:.:.p 75 ( 63 .51}J 41(82.0;t) 75 ( 63 .5%). 

Le o a th;:.m a ye ar 19(16.1i) 2( 4.0%) 19(16.1%) 

.. 2 ye :.irs 8( 6 .. ~);· 2( 4 .. 01' )) 8( 6 .. 8",,h} 

3 - ~- ye ar s 4( 3.4%); 1 ( 2.0%1 4( 3.4%) 

5 ye:.:.:cs u~d s.bove 8( 6Q&.') . 2( 4 .. 01'); 8( 6.,8%) 
NO I- ,4-, . .,_,,,J~.n:.,J.. --- ,::1 ( 3.41,, '2-(._4.0"lJ.__ __ 4 L 3,4j~---- 

Total 118(100J') 50(10~): 118(100%) 
11'0 wh::-.t 2_:tent one f c und 011~ortw:i t~, to utilise his 

tr:::~irci1~:'.'. e:q,ertise in the present job \L,':J the crux of t.he 

t. It c f d tl t o-Pfi·~c:r _,-_,i: :·•.·"'- r1•1.S De:,.ree i·r:1 q_ues ·1.on. - . '"'_c:'.,ci oun . t::>, sn - ·-"' . - .w., __ 

AL'Ticnltur;;l Sconomics in A.ustr,;.lL, a:d H',::. l:.!.ter riosted o.s 

A:'::~-;is~:·Et 3ecret:.::.ry in tr·,e 111inistry of '.~r1uc::,tion de~c.lir;3 with 

Secondary 3choo1 th1nc;ine Committee !l:c:ticr,1. TJ1e c.>":_ortur1ity 

16 !-. • 3'..::.fiur Ihh!t•::.·.n ,'J~d N ,;, .J alil, o ,J. :?it. PP. 122. 
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to fiEd or utilise crie 's trainin,'.!: e xpe r Lise uicht be found 

from the follobing table: 

T:·,ble-2 
{/a;,., 

ntilisa"of 'l'rr~j_ninc; Exoe r Li·>.'! 

Op po r tuni ty 

Total 

BCS 
(_'\.dmi~i.s tra tion} 

48(40.7%) 

13( 11 .(>%) 

37(31 .4%); 

20(16.9"),} 

118(10°") 

res 
(l'olice} 

BC3 
( F . .'D ) 

16(32.0%), 

3( 6.0%} 

19{24e4~) 

8(10.~1\ 

15(30.0",.t1 21 (26.&'}1 

16 { 32 .Q%} 30 ( 38 .5%), 

50T10°")-1s( 106%1 
But when ~sked how u~,ny of them Huuld 

E!S the rno s t ir:11)ort,.:.:nt f ac t o r for pr-omo t i on , 
r.c"'( r > ) ·d / (2_·o~1) f th p 1· l D .:> ,,.o um. ca re, • ~. ·7/ o o ice c .. , re 

con s Ld e r- tr:.,.iEing 

only .. l(._c?·.B.Jof 
and ~(C?-P }of the 

DCS (F,iD) cadre opined in favour. \/hen t.ho c ad r-e o.ffli.ears 

huvin:::_:: rromotions were ae ked the bas a.e of their promotion, the 

r e s por.s e 1.12..s 1:tS follows: 

T2tle-3 

Tiasis for Promotion 

Basis 

:Jenj_ori ty 

Per:' c,,., ,.i:ulCE: 

-'rr:;~i~i "i!L_:3-C:U.Li­ 
Iierf'J:i:",:!~cnce 

r;r lY,10 .·, f tLe ::i.10 ve 
rd} S...rz.,,/ Nol a,v.J;.;.:,..,~ 

Total 

BCS 
(_;i.dn!inis tr 8. tion) 

37(31 ..-4:i')i 

0 

15.(12.?>) 

54(45.&;} 

0 

}( 2 051,}:i 

. ,·'\,..., lJCS l.L,J ..J 

(ro ·1 ice) ( I\/D) 
--------- 

18(36 oa'.i1 25(}:2.1:.') .. 

0 0 

5(10.()%) 5( 6 .41') 

22 ( 44 .,()%). 19 ( 24o3~} 

0 0 

1 ( 2.o,;).1 0 
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.'hen t he top love 1 ed uou t i on Ls t , : .. ~:::i,iis t.r.rt or s , r,L::.Hner.;; 

~.s!~d wheth~r they con~idercd training ~s a necess~~y 

f'or c:.crec:r development ~1. (!~~~),.,t!uwered. ~,ffil'Hctive ly 

11e,~·..:.ti,•cl?, ,:!.nd .. .1.(1.'J.V!ere ,_,jt sw·e abou t it .. \·/hen 
.,,,.,,,.,,(o·J , .:, """''~- ... ,.J 

us ke d .. t 11h,'.t i;~:.:_·es tLey th0u::1)",t tk,.t tr_::_i:1in2 ,1:.,s !:,0:st 

;;G8C:.:.·:1·:r3,1_{j_2-_':/Jopj_2~ed t.hu t it sh0nl(: >:.: ii,(u:edL:tely af te r 

enc~.cl1'·3:.£:.:1t, 50:i.s)thou.'..:ht tha t it s ho r Ld be be f ore ,,l'..y ~romo­ 

t Lon , ::...::~d 5L.:?t~_s)con~idcred t ha t it sh_uld lie after :!_,ror•,otioH. 

~.'hen ,.,.sl-:0,1 how f ar they thou.::;ht u~~,t skills Le ur-n t tlu·ou~h 

tr(d.nin,:: :,t home and abroad Here utiJj ,.;r-:;·lf{'P}.p Sitid t}:-:::'.t it 

········ R" 10""' 'l.(1J'.zu1lt ld tl,.., t it ·· ~c ~rv,, ?/!?/'359,,,lonJ· e d \1 .. :.~:.i .1_1- \..rr•, .... .-. ::;/ 0 L.::-! J. \ofu.S O ·-, .. ,v;··, • L"' .J/,,;/ .... 11 
t hr.t it W:.,.S ·~;J;!C'fl,, :md5J~:4.i)vje,·ed :1.-.t it Wo>; l,:.:10\/ 4a;t. 

F.01:-:::vc:1;1;'~ ,if, felt t.ha t tr:1.ini:n..,:>; H::~s ,:-: very iq;rJrtxnt fu.ctor 

for C'. . .rter ,:,_dv".::.,ee:.:ent. For m::,xir:ium utiJ is,-1tion o f tr:.-~i;",j_·:-1:::: 

.')_P,;' :; '1 "Ur·r o s te d to tr 1· O 1 t' :)B \/1,... ne cd e d tr' ll. ·11··,,..,. /1/' 3 ,,r ., • • ~ • • ,·· ,',j :_,....::_(.;.::> v~ ':·:. 11. n_y 1:!.: 'l.tO .._. . .t ~.L !..!(:;. 0 •,. •/'"' 

su:_:.:::;e:: :.:ed to concnlt trL:ininr: record be'.' :.ce po:::ti,·1£ u,d tr·:,nsfer 

~,nd ?-,"1.'.~, ,'fc recor:w1er1cled to ensure envj.r.::,:;,:?•3nt for the utilis~tion 

of tr~.i11in:3. 

cost 1~Gcess·.:xy f,::>r c,c.reer adv~mce:ent, t::e resfonse w:.."c::: ::.s 

follm1::;: 

T:1blo-4 

'l'ype of Tr,,.Lii.,, . 

:~cs BC:3 
(Po].ice) ( P'.m) 

41 ( 17. ?.')1 44( 18.~), 

64(27.~), 40(17.21,} 

48( 20 ,,']"~); 65 ( 27. 9")j 

45 ( 19 .. 6"); 36( 15 .5" 

24(1004%) 42( 18.0% 

9( 3 .• 9%t 6( 2 .. 5%) 

Subjce:t BCS 
C~drnn.) 

·------------------ 
B:-:m:::;L,·'i.Gnh '.3tudies 56(1803%); 

fa,•,rs · :"d Rul.::·s 69(22.61,); 

'.Jl~ill D0ve b~·.!!!e;·, t 49 ( 16 .~); 

I'er.:.;c,:· .. :e 1 :Jeve le, ~·rr12n t 57( 18.6,:) 

Dnve l,) :?e:c:r: t' .:.,lr:1i.r!is-62( 20 .3"} 
tr:::. Jc :iJ•il 

Ctl;0r :i-at j c cts 

Total 306(100%) 



x-11 
--· 

:?111.:>lL; :;,,Tv~::::2 ·-::00''11!iS:3ion «rid the Trai!1:'.,.:.:; Institu:;~1.0(1{(~ 
u.n~;·.1c1· .,:1 i1, ::,..:: ·:.:ffirr:1~:tive :J.n;l th{)9'12:~':t.:) in the i'ti::.:::.tive 

~Lc:r i>:cO!!l.!!ended tl:is could. Lo ene ur-e d '..~· j o i.u t cur r-c.cu Lum 

coiri.:::itteef~W?:~/) j o i.n b c;V•-,.lu•··.tiont f_2-_{?;~"J.{), :;.nd t,:, other 
.. i!'2-/l2.2.'Y>,.) 

Jl.: .€ '..:'..l'l~;;;z_., ... c. w 1,1:,1•,"' 

•;! ~,.. 1· ~ 
' 

< 
'· 

,,!' 

l 
\.',J '\ 
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(t) 

( (;) 

(..-:.) 

from~ lower cl~so o: scrvi~- 

T,~ :·· ·., -~ .. 'L . .- . 

..... . ,., .. 1· ti·<">p ,·.·/.Lr:o··.c•,1-0 · •re ...,,_,... •• , ...... - __ ........ _i -- 

(1) Co ur. c i L Co!1:.t·1itt~;; .I .J·-: __ .;~ _· .. ~:oi1!t!.~~:..!t,I\ ..... )_·:1:·_.;..i,:Yt"1 .~ ... u. 
- .. ,·-;r:·t··vlce ~:; tT1.1ct1~.:;:·0 > 

:r· . .)_~:;-:3/:..::: -~.t\, 25~Pw1~62 : .. S :·~t\()L•~._; 
i ..... , __ '. l" . ~· I./~)::.:-_ t:,.;,,J_j,~]·1L.::r1t,ch. 11, 

-,~! j_ __ \,;; ":JJ;::.:f'f ::cr"tiii:.~·~ 
· · ·.• 1 1 7; 11'··· .·.,, 1 1 1· ·. ' · rl ) .i..: ,_ .:. .._ \ -.:.1 - ·-- _ 

'·· ._,_ 11;7'0., 



(3) Special Pr omot Lon Ocnun.it te e 

(4) De:i.,::.J·t1,1ental Pr-orno t Lon Oonu.u ttc e 

(5} Divisionttl 3eloction Bo nr-d , 

For pr omo t i ona 1 service re cor-d s :; n c Lud i.n g v;-2.dt,tion Lf s t s 

c'LCP-fj 2 t c , of t l;e pe r sons e li{;i b I.e fo:c ):toD10 tion e.re considered. 

Tho::.;c who 11::,vc unsatisfactory re c01·cL:, (ii' services Eire not suppoee d 

to h:: c on s Lde r-e d for pr omo t.aon , To 11r0:;8ct riro!I!::>·~;;,on Ln te r-e s t of 

of f i ce r-s ::it2.yL-1c abroad on de pu+a t Lon .:::1· t:raininc there. ar-e also 

pr-ov.i s Lon s f oz- in-absentia promotion. 

Appoint ins n.uthori ty for a ppo Ln t c.en t by promotion to a 

pos t of BC3 cadres is t.he President or the Se cr-e t ar-y of a 

Minbtry/Division or· officer authorised und e r thc: Re cr-u i.t.eerrts 

Ru Le a , But uncler Rules of Business it is n.e ce s s i.r-y to obtain the 

ar,r,roval of t.ue President for a ppo an tns.n t to the following posts3: 

(:.:.) He :.::.J.s/Chairillilll/Managing D'i r-e ctors/l-1e mbcrs/Dire ctors 
of statutory bodies; 

(b) Heads of A.ttached Departments; 

(c} Post tho maximum s cg Le of L'c:y of which is no u less 
t har, Ta.ku 4, 825 per month; 

{d} (i) 

(iii) 

.All first appo Ln tuien us to services, posts which 
under the re crui t.men t rules, if 8.nY, mad e by or 
with the a.pjvr-o va L of tL.c President after the 
t s t Novernber , 1975 require thut they should be 
subrai tted for ap!)rov~'.l of the Pres id en t. 

ill first appo tn tmer.t.s to posts of any forwe:i;­ 
Su:perior Service ( CL,:~s.,.I) or East Pakistan 
Civil Service(Cltass-I), or E:1:::Jt P:1l:istw1 Secre­ 
ta.riat. Service or Er.e t Pak i.e t an Police Service. 

.A.11 direct recrui t!:11.,nts to po s ta the P':J.Y s c a Le 
of which car r-y a m:::.:-:imllll p~1y of above Tal..:2. 4,425 
per month (not cotrriting opecic.l p~y, if ::..uy). 

( ii) 

Thor<::; h::!S bc:en a long controversy O\•er th0 rel.:.tive imyiork:.i1ce­ 

SE:nj_ori ty, perforin..mce und ott.er facto:.::3 tn c:ons::.d.er.:-,tion oi 

prot:otion:3. 'dh::,n tt.c cc.dre officers tuJ~sr shdy vrnre u:Jb,d wLj ch 

o:f th0 clifferer1t factors th0y coftSidt:,rod ltlOSt irnr,o:ct:.;! . .nt for 

3 3se Rt1lcs of Bnsil,css i 975 (revised up to June 1987), -Schedul,::-III 
Item 72, p~. 24-25, - ~ 



T:.:.ble-1 

IErnort2,nt f'.:l.ctors for l)ror,loti on 

-I;cs DC3 
(Police) {Lnt,<:: Public ';/orks) 

-------------------- 
13CS 

( Ad!!m.) 

S.::niority 21(17.s~:.). J(10.55'~J 

Good 
1
J0rfor-c1Z:.nce record 42(35,6;~} 17(:A.Cr;~} 

16(20.5)q 

23(29.5t} 

3c:i.:d.·.)Y'i ty-CLU.1-000(1 
Ic::.·f )..:·ni;;Wce 

1( o.sfl 
38( 3 2 .2'1,). 

1 ( ~. o~~) 

15 uo. o;'..) 
o( o.o;'.:). 

Sc:11:i ::.,1·ity cum cood 
Pe r f .J!'JU::.:.11c1:: cum 
Trc=-.ini:i:,c 

12(10 .. z,~.) 

4( 3 .. 4%) 10(20.~n 10(12o8n 
----::T~o-t_a_l 1_1_8( 1 oo?')--5-0~(~1-o-5%~.)-·· ----7-8~(1_0_0~,-:t-}. -- 

Those resr,onden ts who c;ot one o r 1°10.re r,romotions ~,ere- 

usl:0d whether the :promotions they Tec,,j_ved was on ·'.;L0 bu.sis of 

sen ior L ty, tr:c·.inine, perforrr!B.nce or -::.::1y other factor, the response 

WciS ci.S f O llo\/S : 
T~ble-2 

K1,ri.s for ,:::.ctm.1.l promotion 
, .. ;,, r, 
!A,..) 

( 1?(, lice) 
DC3 

( Enc;::: Pu1)lic 'ii o:cl~). F::i.ctor 
BCS· 

(Admn.} 

Seniority 
25(32.11'.) 

Tr:::.,ining 0 0 0 0 0 0 

3C::~a:i.ori ty CUJ.Jl 
pe r f o r mance 

15(12 .. 7~(). 5(1o~ot-) 

54(45 .. s~:.). 22(.;.4 .. 0;:} 

5 ( 6. 4,~) 

19(24.)~~). 

Seniority·c\lifl 
pe T f o r m;;:n ce cum 
tr:..'.in~ng. 

1 ( 2 .ot) 0 0 

N otl.£.Df the 2,bove 
. 1 ( 1 • 3~~} 

Hot ::;m·e/not answered 4( 3.4r,) 3( C.0,1) 28(35.%) 
Totc:.l 11s(10CY;~,)--5o(fuo-"!-,)----=7-=--e(T6o;~- 

1 ( 2. o;~) 

b·:nirledt;e of their- r,crforn,~.nce rc.::tiLi in the A:rm\..F.:..l Confidential 

'J.c:)ortU,.cn) for Laa t 5 ye ar s , ..nd t~.0 response \L.,S as follows: 



xi-4 
'bble-3. 

~1owled,e of ACR r~tin~s 

ncrs 
(Admn,} ( P,)lice) 

-Des 
(Encc:Public Works) 

1j( 11 .o;~} 
G8(57 .6~[.) 

35 ( 29. 7~;,) 

2 ( 1 • 7';~) 7 ( 1-1 •· ~). 
T~0~t-~~1~~-1-1s~(~1-o-~~/~)~~50(1oo;'.) 

14 (28.0;[) 

15 ( 30 .. O;'.i) 59(50.0t} 

14( 28.~'t'} 16(23.1%} 

3( 3.sn 
71:'.( 1 oon 

'.!.'he i"CR l;:.1owin~ promo tees of t;:-.,;.; c::::.dres nnd e r- study had 

tha following ave r age ratings: 

Te.ble-4. 

Rating BC3 res nos ,..,.;i 
(Mum.) (I'..:ilice} (Ence: Public \/orks) 

A+ 23 ( 1 9. 5~~) 2( 4 .o;() 5( ·~ . 4c') u fl ,·· 

ii. H3( 15. 3~~) 10(20.o;~) 20 C 33. 3;~) 
n+ 2( 1 .. 75:.) 5(10.0;() 1C1 .. 35~) 
B 0( o.~f) 11(22 .. (1;{) 0( o.otl 
Not s~·e/lfot anave r ed' 75( G3 .5~~) . 22( 44. o;~). 4 -( ~- 9 CY') b ;) • /'' . 

'to t a.L 118( 100'/) 50( 100~) 1snoon 
',-/hen t ne sen Lor- adniiniGtrc:,tor.s etc. we r e ashed wL.etlic::r 

the present ... \CR form truel.Y depicted th::: c a pub i Lf ty i.:G"ld perfor­ 

!112.llCe of Ln curubant s , the r-e s poz e was ctS follous: 

Table-5 
OI)inrion f;botit !i.CR fo:r£c! 

I 

: Educo.tionist : 3t::r1io:c : Speci1.:..lists : Trc,iner/ 
: : Adminj s tL: tors : : Pl:::.nncr 

----- __ l_ _ 

Re s poi.se 

'Che f . .:,:..:m dericts 00( o.~) 
C;\IJC:'u~ ~.i ty :wd 
f8rfo:.:.'1fi::U:..Ce 

Does not depict ~(38.5%) 

Par t Ly de p.i o t.s 6(46.2-;f.) 

Not s c'.:i.'e 2 ( 1 5 • 3~t,) 
To fc:;1---1 f(Too:;.'.") 

7 ( 15. 2;') 4 ( 28. 6::~) 

6 ( 13. CY,:) 

12(63.1~~) 

5(10.9~:~) 2(14.3~~) 2(10,5'.:() 
46CTo6;:;---r4n-=-o-=-~=~),-. --1:-::9c-r(-,--1 ()~ 



c<1 --5 - 
'.3ometi:11es it iti SGen th:·~t the J.Cn. o f an Officer i.::; not 

,-,rittc:u or co un te r-s Lgne d in time, r:is G. r c s u L't of \J~1:i.ch promotion 

of th" inc:u1:1t~_nt is he Ld up and so1,1eti1!1c;:; even his j un i.or a tet . . 

i·,:ror:i.)t:i..-.:il, 'l'he I'ub Li.c Service Comt!,i'.wi·:·11 in thE:i:..~ !illntL.'Ll Re po.rt 

1'.!c,d'3 ·c\.:; follov:i:i:16 obscrvations4: 

~ 1 ,~r-t~ I:) o:rr'7fl~iu ~ .. ni f6~ 'I'~~ jD·~nj flGs ~1!l'rf1 'lfou:i re ooRr 
<liJr °!(!J' 1 .:i c-.-ui ci:rr ~ror f.p{rnc'1:i 'ifr,writ ~c~ ~rm<F c·1r-q-;fig 3f%e1-q--:r 
11i~ srg sfoft' C~·°Ql Q'\'-iT lJTg CQ', 'lf~re:i 3~1<[ 'lfr'6T~Gl ~';j"~ l"-j <.f,'$ 
f.rc;r~r<Frm vf'lfaF iJ~ri:r~ ,~r<f";f)~ ::rree1-q--:r ,1r'orc:6 ttl-'1 }'j'.TJ f.rqr ~rc1-:r, 
lff$J -~ f.r~f.ro 'lf~Ri f.r11~iJ ~~ 1 •ri(; .• "RJ <IT~ ~8v ::rfoe1t:r-:r 3ft 
"<fli~ f.r~lfiri5 -=rT iiPH .!l~ i:i-=rfi5"1:f <iT~'l I 

\I ClJ ~<j {/IT'll-=11~ sfoC<ii-f-:r '>ff,:,,gr i:rrg C}l'Jv.-TT ,r'ft'l'T f.r-ti'1 ... n :.i~T~ <iif.T?.f-=r. 

3rg ~H ~a-::r c::.r, C'·H1''flg .jIBC<i>f-=r1c.sn i:r~r }°,.re~ C;,:.JT =<g -:rr .!l<H 
i:r:qflJloTC-<l ~ ,~ -i'l ~~r ~9" -;ir I c11 -SPJ :;1,.vi5r ::rf'oC<i-q--:r mc.i-=r .!l~, 
:Jf'lj~fi ~ ,;sc;:-:r sree<i1t-=r <iPH~ f'4<r~ NC'i:J ~i"t1' 'SJft<ll ~r~'lf ~ ~r<?"r~ 
:1f''5C"<fltc:l~ '.T:f~T'-Jijff i:ilc:l<P 1\f;; <f~""i~ f•KJffi 13 \'.J/'Sjf'•P~I >1r1'1'' ~cg 
!iJITT I lfl;'T .!j',Jc:JfT f<rm f«-1v=n-~ c,rQl i,i-ft;,10111 i1~ ~~l I Cvf-:r 3N~lt"";f 
f'<rm'if 'IT1<ff ·4r;;•IJ"f ~i<.f,<t <Ji~l>rmc<i or wro 'ii~1ITTH ~-:rr 'SJ1F·ffffi f.ici:fi.l 
"4f'i'f 1~13 i:iff~vr Vi Ci.i"Ql C>f~T !Jr~ f<[~'>f '•T:f"IT 'lCiH lJ~f'SJ'.TC:] ITTITTT ~~-=ir I 
~c:l,FC,;."Ql .;.c:1'( <l°1~~~ f<r~'lf 'f°J<ff .!J~•'SJfC<l' -.:J<f(;;'ff<f":f ~]T ~cg ~TC~ I ~-i 
Cot"°Ql tc~v •PiCJ'sl sf'oe<ilfol -rr11 t1rcg r.i"if4'r~r~ .!l<F <riiC"i'l~ i:llrf ~ ,<rr 'f";ff 
::Jfue<i-q--:r "'jf'<r:qR\5 CS~'l ~slT -~~ I 

·,/hen th~ senior administrators etc. were c:,s ked '>·1he Uwr tll0 

hold.in..; up o:Z :promotion for till Officer for nonav::::.iL:.bility of i .. CR 

was judifi.ad 9(69.2'~} of the educ"'tic>n.:ts 36(78.3~~) of ::ienior 
.,) 

ad.mir1istri..!.tors, 13(92.95~) of sp(;:cLilistt; ,'.7:ild 15(713.9'J} of tr::.iners/ 

plc:.r.L!!e:..~s vieued that it was y.njustified. 

\/hen thl:y were usked hO\'l perforD,c;.:r:(;E: appr;:.c,isul system in 

th.: country could be i1!1i1roved, tha folJ.o-.iing suc:ce s tio11s can:i\3 

forW!!J.'d: 



: Bduccta onf.s t a 
I 

,3enfor , : Trainer/ 
~\.drnini;:;t:cator:;;l 'Specialists : Planner 

5(38.5~{.) 

2< 15. 4-n 
Simulk . .:.lCOUS D.l)}.>l'::Li-0( a.er,::) 
Sdl of :.ill officer 
by his subordin~teo. 

Ifalf ye .:.rly 
Gl)fr a i s ::-cl 

o( o.o;~} 

Qucr tc r ly appr a i.s «i O ( O. o;-~) 

Other Le t.hod s 1( 7.61~) 

Cobin:..Lion o: above 4.(:-;;o .. E,;~) 

1 2 ( 2 6. 1 :·'} 

8( 17.4/} 

7 ( 1 5 • ::\': ) 

2( 4.sn 

0( 0 .O;:) 
') ( ,1 '.,.-1 \ 
'-' "T ... ./' .. J. 

2(14.3() 

1( 7.1;~), 

1 ( 7. 1 ;·:) 

o ( o. o;~ ). 
2 ( 14 .. 3~~) 

4(28.,75~). 

2(10.5~) 

3( 15 .6~~) 

3 ( 15 .~~) 

4(21.9~) 

1( 5 .. 3;~). 

1 ( 5 • 3;~} 

3 ( 15 .GJ~} 
Not s ui:e 

14(;50.<:'.) 

1( 7 .. f;~) 1( 2.2/) 1( 7.1~~) 2(10.5~) 
----Tc-u-t-,~-i---, 3-(~1-o....,..~~-).-----46(T06'.·T 1_4_( -, oo;::) 19 [ 10~ 



Ch.apter· Ill 

Pay and Statui 

There was a time- when a government servant 1n this 

country used to be envied both for uJ.a pay and status.Today 
it is not exactly sure whether a government servant gets more 

than whai; his counterpart: in private organisation r e ce Lve a a.a 

pay and other fringa, benefits. More often it is found that; 

the reveraei is the case , Pay means the amount drawn monthly by a 

government servant which.. has been sanctioned for a posi. hold by 

him aubatantively or 1n an officiating capacity or to which he 

is entitled by reas.on of hia office/position. It: includes 

specia.1.y pay, pers.onal pay and any other emoluments which may 

be specially claaaod as such by tho government 1• 

However, tor the purpose of this chapte5 pay would not 
only include· thfl pay as defined under rules but also otber 

rcl.lowancea and fringe, benefi ta valueal in terms of money.Ji.1.1.ov­ 

ance is a kind of· benefit. granted to a govern!O'!lnt servant; to 

meet hi.a personal expenditure. necessitate~ by the special 

circu.ilatanccs in which duty is performed.,. It may also be granted 

on other considerationa·o illowancea are: of different kinds 

such as trave-lling allowanet1·,. house rent allowance, de arne sa 

allowance, conveyance. a.llovance, recreation. a.llowanco.,feativa1 

allowance, medical. allowance, entertainment allowance ,char gt 

allowance, overtimAl· allowance, tiff in/conveyance charge ,;.aahing 
i.,; 

tllowan.ce, hill.a allopce, te le-communication.. allowanco r 1ci "t 

. all.owance, command allowance, traffic allowanc.s., dziving allowance, 

claaner allowance, armourer allowance, bugler allowance , fo~ 
w a.119---anco, acting allowance) mounted police allowance,, PBX allowance, 

armed br anch ·a11owance ~ coapenaa tory allowance etc. However, 

under rules an allowance: is not to be regarded as a source of 

profit2 .. 

1 Rule 5(40),BSR. Part I. 
2 Rulo 5(13) ,BSR part I. Read with rule, 7, BSR part: II. 



ftl-2 - 
So.llletimcs, however, a government servant does not favour 

an allowance be cauae. he, finds the benefits in k:ind mor-e lucrative 

than the money allowance. A. government servant residing in Dhaka 

or other Divisional cities will make all-out_ effor;ts to get 

a government flat and forego allowance. because money valuation 

of a flat ia much more than the allowance granted. 

There arc, a.Ls o other types of pay such as command/staff/ 

charge- pay, instructional pay, qualification pay, disturbance 

pay etco However such a pay is paid undar special circumstances 

and S!)('cial cadres or joba. So far as government. servant ia 

concerned he ia under the Modified Nev Scales. with effect from 

June, 1985 • .A. cadre official joina hia job in the scale of 
. "Ck IC 5"b -IHJ ~ 2.-i.<,1J -·E-o-ltc - Jt;2.c. 
A~45-1~ The pay for the higM•t position of· 

(~~~!,~) 
the government is taka 6000/-{fi:x:ed),.~ 'the pay of the high.eat: 

:positions of the cadres under litudy are aa followa, : 

Tabl&-1 

Pay for the higher- pos i tion&i· 

Cadre Highest: position 

BCS{Admn.). Divisional Commissioner 

BCS(l?olica}. Inspector General of Police, 

BCS{PitlV lmgg). Chief Engineer 

Pay scale 

J';q 4rsP - 15C - n~~t- 
1'J:.:. tcl')~J-f~ 
-t« firooJ- (~",.~) 

Howc,ver, all cadro officera cannot re &ah the highest 

atage. It requires for a cadre officer not less than 20 yeara 

to reach ~ho highest position. Rven more, the highest position 

or even the second highest pos f tion in s ome cadres may not be 

vacant because the incumbent. might: not have reached the m.u:imum 

age or might even be re~-omplayed under contract. The r-at.e of 

increment ia also a fixed one. \ihen someone, joins a cadre or 

a service~ cannot bo given advanced increment except under 

special circumatancea:. A:nt ex-BCS cadre officer· who haa now 



joined a Britlllh welfare society in Bangladesh narrate.a. that 

while in government he used to get a.. maximum annual increment 

of Tk. 150/- but now he got an &nnual .increment of Tko 1000/­ 

and even Tk. 2000/- if he could show apecial compe tence and 

outputo 

Side by aide with pay comes the statWi which a government 

s~rvant is uslually proud of. ~hia has no monetary valu& but 

thia is tho aymbl.o of power and prestige and his relative- posi­ 

tion in the whml& governmental apparatus and indirectly in the 

whole societyo Officer~ of private organiaationa and even auto­ 

nomous corporation.a always envy the government officers parti­ 

cularly the cadre officcra for their rank and atatua sometimes.: 

induectly attached to some fringe: benefits like hoa,pitaliaation, 

journey-ticket etc. ~e, authors of Public .A.dministration .today 

often emphaaia'Vthat it is not only the pay which keepa and motivate~ 

ant employee on work but also a lot of other things such as satisfac­ 

tion of social needs, ego needs and self actualisation. The. 

respondents of ths·, present study were asked the r-e aaons for their 

joining a government job, the response. was aa follows : 

Tabl.o-2 

Reasons for joining government job. 

Re aaons BCS; BCS BOS 
( A.dnmo ) (Police}, (Eublic Works}; 

Good pay 2( 1. ~} 0( OoOJ') 1 ( 1 .3~); 

Statua 3i(26.31) 14(28.0%) 20(25.6~1 

Work for the nation 43(36 .. 4~} 14(28.0")) 27(34.6:t). 

Relatives• pre re rence. 2( .1 .. 7"») 1 (2 .. ()% ), 4( 5.1%), 

Finding no other job 1 ( o .. 8") 3( 6.0%) 1 ( 1 .3%), 

Combination oI! above 33(28 .. °"): 14(28.0',') 2~(29.5%1 

Other reasons 2( 1. ~) 3( 6.~) 2( 2.6%) 

Not ans'Wered/not sure 4( 3.4%) 1 ( 2 .. ~) o( o.os). 
Total 118(100%) 50 { 1 oo:lJ 78( 100%) 



'X((- 4 
---- 

A lot of thinga, however, de-pendf on the job satisfac­ 

tion~ productivity, and employer-empioyee relationa as well 
')Ju. £;.Jl.A. "if-/~ •tJ.4o. -",}4;. d«./i., IL. ,1.>-~f~,'),.·i..:~ ~~ .lb.:. /c,,'J.;,-, oi..f,;...._, 

as the likes and a:islikes for work itself. The response was 
I, 

as follows: 

Tablo-3 

Responsibility of positions 

Total 

BOS. BOS 
{Admn); (Police) 

77(65.Y/o-)) 44 ( 88. O'fo)1 

6( 5.11'): 1 ( 2 .. 0',q 

24(20.~); 5,(1000%1 

11 ( 9 .~)i 0( 0.0%) 

118( 1~)' 50( 100'.,l} 

BCS' 
(Public \tlork.s} Response. 

60.( 76 .9"J')j 

2 ( 2 .6%)) 

11(14.1%); 

5:.( 6 .4%} 

N.ot defined 

Partly d-,~i"',eJ... 

N.ot awliwer•i/Not 
liure 

78( 10~), 

When they were, ~ked whether thsy performed any other 

function b•yo~d tho ix main refilpoxua:ibili ti•• 99(83 .9} o! BCS(.1dmn1 

of!icttrlii, 38(76oo;l,}'r13CS(Polic•} of!icer:.i and. 44(56.4,:.) o~ 

BCS(Publio Work&} o!ficer11:. &aliverw in tho a!firmatin. Thoiut 

who por~ormad function, beyo»~ their main reapon2ibilit1*11 were 

as ke d what perce:n"tag9 of their timlt the17 deTOteli to perform 

other re2ponaibilities. Th•t reuponse vas a& followa; 

T!bl•::± 

Percent(!B;! BOl:t(M!El!1 BCS(PoliceJ BCS{Public Wo;ckii)l 

Below 1_~ 17( 14o4~} 11(22 .. 0J'l 14(17.95') 

l 1-25" 54(45.,&;} 18(36.0%) 20{ 25,.6"1 

26-5~ 19( 16 .1"} 6(12.0>'} 7( 9.~) 

51. 75" 7( 5 .. 9%} 2( 4 .. °") 2( 2~6~)) 

.il>ov. 75fl. 3( 2o5")) 2( 4eC/';(} 2( 2o-61):i 

Not &IllilWered/,Not 
18( 15 .. 3%)., 11(22.()fo] 33(42.4%} sure 

Total 118( 10()%):, 50 ( 1 OO';),: 78( 100%); 



Thua it 12 i!Hn that ll all the cad re a percentage o! 

:perforllli.ng other reaponaibilitiea cluster round 11-50'.l'. Th• 

aa.dre officer& might not !oresee these other responaibilitiea 

while joining a cadr'e and'.. usually t.he ae are not. liked by them. 

Sha.ha.bud.din committee in 1953, for example , while writing about; 

tho mi.ace Ll.ane ous runctaone or the police observea:3: 

we found a number of caaies refered by the magistrate tor 
inquiry and report though those rofercnces could have 
been· avoided by the magistrates, exercising judicial dis­ 
cretiono Amongst the caae s we looked into, we found a 
petition tiled for relief by a woman divorced or discarded 
by her husband • • • • • • • • • • w• also found that a case where 
court tee due to government had. to b~ collected, ha~ boo~ 
re!ered to the police........ • 

Similarly a trying iaa.gietratoa: complained that ha hardly 

found time to sit in the court for trying caaea because ot 

protocol. .dut Le a., mia.c•:llaneoua. enquirie~ etc. 

Job satisfaction and productivity: 

Whe:a. the cad.re officers under study were aakod wha, 

faotorli other than monetary coul.d. motivate a public 2ervan~ to 

work harderp the respon2• WaJi aa follova: 

~ablo-5 

N.on monetary motivator 

Fsctor BCS.{,££!mn} BCS { l?o lice} 

:3:ta.tua 14(11.~); 5 C 1 o.OJ'l 
Recognition 55(46 .. 6,t;} 20((000%): 

Opportunity-for 
1 3 ( 11 .,.O"}] 4( a .. ~) self development 

Combination of 27( 22 ... 9'-'}1 19(38 .. 0",') 
abon 

Others 5 ( 4 ... 2") 1( 2 .. 0-~}, 

Not aniiwer•d/N0t 
4( 3 .. 4%}. 1 ( 2oO'fo} aure 

Total.. 118( 100'.'l- 50 ( 100"}).. 

BCS(Eublic Works), 

1 2 ( 15,.41)1 

28{ }5 ·°") 
6( 7. 7":i'): 

29(37 .. :,) 

1 ( 1.,3%} 

2( 2.6~}; 

78( 10~) 

Whe:nt as ked to what sxtent they were ma.king concr-st• 

contribution to the economic development of the country, th~ 

3 Soe s. Maq~ood .Ll.1, M.Safiur Rahman and K.M.Das,D~centralization 
and People Is g_articipation in Bangla.dej'jh(Dhaka~ N.ll?.A., 1983).,, 
p. 362. 
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response waa a.a follows; 

Tabltl-6 

Posi tive/concrete contribution 0o'f towards economic development 

Respense- BCS(Admn) BCS(Police )1 BCS(P,W1 

Very effectively 27(22.9%)., 12(24.~) 26(33.3%}) 
Effeo,ctivcl'ly 67(56.8%} 19(38.()%} 33(42.3%} 
N~gligibly effoc- 

17(14 .. 4%} 8( 16 "°") 12( 15.4%} tivoly 

Rather negativtly 1 ( 0.,8";) 4( 8.0.'1 2( 2.65'1 
Not sure 6 ( 5 .. 1")) 7(140~) 5( 6.4%1 

Total 118( 1 oo;'} 50{10~} 78(10~} 

Whe-. the cadre officers und.el!' atudy were asked whether 

th•y thought. that they could contribute moro effectively to, 

the economic development of the country by purauing any other 

car-e e r , 15(1201',) o! :sca(.A.dlllll) cadre, 19(3800%); of BCS..(Police} 

cadre and 16(20.5%1 of the BCS(PW} cadre a.nawered in the affir­ 

mative ... ~ number of them enn •uggeated that they could contribute 

better it they would be involved in private !arming or cottage 

induatriCHil • 

vlhen. asked whether the present career could con8ribute 

to their personal and sell denlopmont, the response Va.ii aa 

!ollowa ; 
hblo-7 

sso:oe· for personal apd self development in cadres 

Response, Bcs(AdSl1.r BCS(Police l BC~(P11vi) 
Eoi.1 tivw. 71 (60.~).. 27(54.0% 34(43.6~1 
lfoga.tin 11( 9.3~1 8(16.~). 16(20.~} 

Not sure 36 {30o5j,), 15(3000').} 28(35.9%} 

Total 118(1001'1 50(10~) 78(100<.'} 

Wh6Jl . ._ officorli, who roepondod negatively were Q.Qked 

what other caree~ could contribute to their paraona1 and aoil 

development, some mentioned about the other cadres, some mentioned 

about universitiea or private, bUiineia and industrieao 
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Tho- respondenta, were gi...-OA a prob• question whether 

thay would prefer a auitablo job in a foreign. company or. 

Middlo E.,ast; to their present job. The responao wa.s aa followa:. 

'?able-8 

Preference for jobli in a foreign company/ 
Middle Bast- to present cadre job1 

Response BCS(Admn~ BCS(Policerl BCS( P1;tl 

.A.t! irma ti ve 34(28,.ff;) 12( 24.o,€) 38(48. 7"/,)i 

Nogati"ff 61 (51. 7'1,); 28(56.o%} 15 ( 19. 2oJ)_. 

Hot sure/Not 23{ 19 .51} 10(20.~) 25,(32.1,£}; 

answered 
Total. 118(1o~I 50(100%) 78(1~). 

':fuu.s it is seen that c~r• officera: are:· almost •quall.Y" 

divided about accepting a suitabl~ job in a for6ign company or 

a.broad if - o!!~•i over their present job • 'J!hia is roa.l.ly ~­ 

ming;o Th.et rei.pondenta were: giveia. a. further prob• question wbother 

or not tbtsy woul.d recommend. their own children to follow the i.r· 

own careel!'. '.fho responi.• \fa.Ji a.a followa t 

Response BCS{Admnl BCS(Police} BCS(P.Wl 

To fol.low their 
own career 36(30.5~) 13(2600'%) 22(28.~) 

Not· to fol.low 
their own career 42(35 .. 6~1 27(54 .. 0%)) · 27(34.6"),. 

Not sure- 40(33 .. 9%). 10(20 .. 0%) 29(37 .2%).- 

Total. 1,18( 1001') 50( 100%) 78( 100>;), 

Table-:9, 

Career Advice to Children/dependents 

Tho Ulajority rssponliie of not recollllllending the reapondenta,• 

own children or dopendonti to follow their· own care~r ia quite 

indicatives of the fact. that at the present atate of thinga, moa~ 

of the } ca.dr• ofticera are, in general, dias.atisfied with trieilt· 

careon· proapacti and davolopment. 
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When the Qenior administrators and othera were asked 

hov loyalty and morale of a government employee could be 

8nsured, the cwnulative- response was as follows: 

Table-10 

Factor a for Ensuring Loyalty and Morale of 
a government servant. 

Factor Educatio- Senior S.pecialist :Planner/ 
nu"l ad.minis- Trainer· 

trators 

Financial 
incentives 

7 ( 9 .E~)J 3 2 { 1 5 • 1 % ) 1 3 ( 1 4. 7%} 1 4 ( 1 7 o 7%} 

Job security 1 cr{ 14 .. ~); 

Enhanced· group 
Lnaur-ance 5( 7 ·°")i 
Enhanced ben«svo- 
l.en t fund 5 ( 7 .. °"), 
Heal th car-e for 
a elf and family 7( 9 .. 8"» 
Facilities for 
chiidren•a 
ed uca t1on. 7 ( 9 .~1 

Sui table housing 
facilities 7( 9 .. ~); 

Houaing f&aili- 
ties after- 
retirement 6.( B.5"1 
Bnhan ced pension 6( 8.5~); 

Si.mplified procs- 
dure for draving 
pension 6( 8.5~); 

Others 

N.ot sure 

4-( 5. ?.')1 

1 ( 1 .. 4~l 
T:otal 11 C 1 oo,;);, 

36(16.9%) 11(12.5%} 

8( 3 0 '7%) 5( 5 .. '7%); 

8( 3 .. 71,) 5.( 5 .. '7%), 

19( 8 .. 9%1 8( s, 1%), 

21( 9.e>'). 11 { 12 .. 5")i 

25.( 11 .a-.'). 10(11 .. 4"1 

22(10.4~} 8( 9 .. 1,;)1 

19( 8.9") 9(10.2%). 

19( e .. ~); 8( 9.1~} 

4( 1 .. ~1 o.( Oo0%) 

o( o .. 0%) or o.os) 
213(100%} 88(100%), 

5{ 6,,~)., 

8 ( 1 0 e- 2"fa 1 

10( 12 .. 6i} 

10:(12 .. ~1 

5( 6.3%) 

1 { 1 .3% 1 
0( 0 .. 0%) 

79( 100%1 
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But above everything the morals of a cadre officer 

could be ensured by justice and :neutr&li ty. An ex-EPCSr-I 

officer vri tea: 

Promotion is often dependent on .A.nn:u.al confidential 
report but it depends on how one can pleas& his bose 
legally or illegally •. It is not known. to many what· is 
the procedure or rul& for selecting Deputyj Commissionerso 
Some are called for interview and are no1t appointed 

;without informing them why they were not appointed,while 
some were appointed without interviews. Iti is als~ seen 
that; Deputy Cowrlssionera were appointed fro~ 1962, 1965, 
1966, 1969 and 1973 batchea. Procedure followd for 
l!l"Om.otion of on~ batch ia not followed for· .&nother 
batcho 

Tha above comment is quite indicative, for there iS need 

for rationalisation and improving· the motivational measures in 

services. 

: .. , .. 



Chapter-llII 

RespondentsJReactions 

In the present study opinions of the representative cadre 
officiu.k of BCS(.i..dnm.) ,BCS(Eolico} and BCS(l?ublic \lo:clc.s) ve r e 
t aken , In an o perr-ended questiougvariety of pr ob.Ieue, couauen t s 
and EiUg[:}:::.:.tions CQ.JIJ,;; forward of which some are p Laced below: 

- Scope for promotion is to be widened; 

- h'oruotion and good posting should be on the bWilis of 
merit; 
Integrity and dynamics EU"b to get duo wcightage; 

- Opportunity of obtaining higher education/Degree shouJ.d 
bo there; · 

- Periodic written examination stould be there for prohlotion; 

- Selection of Deputy Cor:unissioner should be based on 
sen i.or L ty and perforw.mice and not on oral interview; 

- ~here should be more scope for for~ign training/visits; 
- Short course· abr o ad and 1UediU111 ti::rlll course within thi:i 

country should be there; / 
Highest position need be reached ut the ago of 50; 

- St:niority should be the criterion of promotion i1' 
sou.eone is not otherwise disqualifit:d; · 

- l.1.dw.inistration should be further decentralised a t the 
Divisional levc;;l to find out suit~ble wiroinistr~tive 
positions; 

- Frequent change of policy in rcspc:ct of seni9rity is to 
be stopped; 

- Contract job is to be a.bolished; 
- Senior S</rvice~ Foo1 is to be stopped. 

-.,,. 

a Deputy Con:.missioner ..rites: 

CJ.t;~-cut opening of promotion faciliti~s will; increase 
efficiency of the cadre members, 

Service should contribute something for pez-e ona.L and self­ 
d e ve Lo prnen t of the cadre· members, such us ho use building 
loi:ill in a cht::aper rate, allocation of urban plot for horu0s­ 
te~d and more facilities after·retircllillnt, 

Recogo.i tion of service in a proper form so that other cadre 
nia.w.bers are encouraged .. 

.A.n .ld.ditionaJ. District Hagistrate says: 

Thero· should be a standing committee itl the Hin is try of 
Es tab Li.ahmerrt; headed by the Secretary of the Ministry and 
consisting of a representative of t he PSCl, a representative 
of l·linistry of Lav, a representati vt:i of PA'l'C and a re pre­ 
scntative of BCS(J.dnm.) ~cademy and the concerned Divi8ional 
Cow.u.issioner to hear appeals of the cases of supcrse~sion. 

.,. - . 
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ta.ken. In an opon-cndod question, variety of problems,com.ments 

and suggestion-4 came forward of which soue are placed be Lov e 

BCS.(Adwn g 1; 

- Scope for promotion is to be widened; 

- l?rollu)tion and good posting should be on tho basis o,!r 
mc:ri t; II 

- Intcgri ty and dynamics aro to get duo weightage-; 

- Opportunity of obtaining higher education/Degree ahou.Ld 
bes thero; 

- Poriodic written examination should b@ thero for promotion; 

Selection of Deputy Commissioner should be basei o~ 
~eniority and per!ormanc~ and not on oral. interview; 

- 'fllere should be mora.· scopo for foreign training/visi tliL; 

Short course, a.broad and medium term eour-se within t~ 
country should be thors; 

Highea~ position need bo reached at the ag~ of 50; 

Seniority should be the criterion of prolliotion if' 
aomconui, is not otherwise diaqualifiod; f 

- A.d.w.inistration should be turther decentralised at the 
Divisional. level to find out auitablo li;l1nii.nistrativ~ 
posi tionii; 

- Frequent change of policy in respect of. seniority is to 
bo stopped, 

- Contract; job is to bo abolished; 

- Senior Sorvi.cea Pool iB to be stopped. 

~ Deputy ColUI!liasioner write~: 

CJ.oar-cut opening of promotion !aci tli ties'. will increase 
efficiency of tho cadre momboru, 

Seryice should contribute aoolllCthing for pe r-s oria.L and self­ 
development of tho cadre mombers, such as house build:ing· 
loan in a cheaper· rato, &llocation of ur-ban plot.. !or hom.o"'­ 
tcad and moro :facilitioa attor retirel.llOnt,: 

Rocogn.1 tion of iilorvice· in a proper form so: tha"t other cadre, 
lilembera, arc encour-aged., 

An J.dditional District Magistrate· aayw: 
There. should be a a tanding conuni tteo in tho Minis try of 
Eatabliahment headed by tho Secretary of tho Ministry. and 
consisting· of a representative o'f the PSC ,'. a. r-e pr-e aerrt a'ta.ve 
of l-liniatry of La'W!, a r-e pr-e aerrt a+Lve. of P.A:TC and a repre­ 
scntatiVd of BCS(.A.dmn.) Academy and the concerned Divisional 
Comm.i~aionor to hoar appeals of the casea of ~uperacasion. 



Several of the reiipondenta were. found quite pe as Lau.s t tc , 
11ln BCS(.A.dmno} cadre, career planning 1n ita truo e en se is not 

posaibl.c", aaya ano tbe r Deputy Commissioner • .An Officer· of the 

lo vol of Divisional Commissioner said irritatingly, 'Hov do you 

approach a man to advise on career planning who dooa not hav~ 

his own car ee r p.Lanned s , Somo officers of tho- Khulna Division 

were reluctant and skeptic about the whole exorcise as they 

considered their posting in the; southern part of the country 

.A.n Upazila Nirbahi Officer· write~; 

I a.i.i now at the fag end of my career, I do not think I 
hav~. any further scope for career planningo There is 
practically no scope for systewetic cureer planning 
in Bungladosh Civil Servic~ - particularly in the 
BCS(A.dmn.1 cad r e , In a very r aze o coaad.ona , .a right w~ 
i~ put in the right place~ There is very little oppor­ 
tunity 1n tho Bangladesh Civil Service to utilise one1@ 

~ptitudo, oxperienc~ and academic background p~oporlyo 

BCS(Polico): 

Roapondents of tho BC.S.(~olic@) cadre had the followin6 

augge a t i.ona and comri:u,ntlil 

There should be mor-e or loss the aame scope; of pay and 
promotion in all cadres. 

'fhoro should be scope for forcigu training P 

Modern fa.c-ili ties in respect of police equipment should 
bo available to police of!icere, 

.1· - 

An Officer of the Police Headquarters aa.yu; 

:En tr ants e hould be trained and pre par ed to riso up to 
the highest point. At each atagepatric~ profes~ional 
te~t could eeloct tho right .ID.Wl·and drop tho undesirable~ • 
.A. pe r.f or-mauce rating ays te ia could guard tbo drop-outs from 
be coming the fru.s tatod one'"'i. and if their s coz-e fall....; 
be Lev the specified standard, thoy could bo • asked to 
proceed on v.oluntary retiremento 

An Additional Sul' .. of an outlying district writoa: 

Thero ia no profesaionaliWll •. Too much work and risk on 
lifo aro there. Ther& is no cncentiv~ to coy~r extra riske 
I start the work at 0800 hours in the morning and with a 
break ·~t one hour at no0n continue up to 2100 hours in tho 
evening. This ia too much. I havo no scopo for sel-develop­ 
mont. I have no ti.mo to study and play. Too much work and 
£wXioty aro reducing uzy work efficiency becaUBo I h~vc no 
fa.wily llf C, .. 
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The above statement is rathor possimistic but quito indicative 

about the jch of a polico officer. Other suggestion~ and collllilents 

were as followa: 

Justice should be d orie- without. uio t i, ve.; 

Well being, promotions etc. should have ~qual roasonings; 

Re crui troent at a timo should be the minimUU1; 

- 1Tansfer au punishment should be avoided; 

- All officcra should bo posted at all placeft by rotation, 

Posting should not be lilado for good connections; 

Old age allowancos and family accommodation should be­ 
thorc; 

I 
- There should be no politica1 influence or linterfaronco 

in the police work. 

One of tho reapondenta vrot• that political stabitity ~ necessary 

for the career planning of the police servico. Uniese it is thero 

the preponderenco of .Adm:~nistrativo cadre~ cannot,be J.iliniIDuwisedo 

Bouie othera pointed out tho importance of socio r~ligioW> & .. nd 

Islamic education etc. for improvement of the quality of work 

of the police officer3o An ex-IMS officer who joined police service 

opined that ho would rather vwitch over ~gain to tho proviolli6 

job, had there been an opportunity to quitp tho police service 

Another is willing to servo in other cad r-e a la.aving tbJSI police 

job. 'fius. shows that the moral& of the police officer~ under.· 

study was on the ave r age not as· high aJ;J, could be expected, 

_because of the frustrating factorlii. 

BCS(Public· \vorkB}: 

Tho z-e aponden ta of the BCS(Public Wor}uj), niad e a rrumbe r' 

of collllllenta and suggost1ollJi. of which ao~o aro a.a follow~: 

- There is scope for limited pro1J10tion in th~ BCS(Public 
\ilorka). cadre, hence plann~g is not possible; 

- Ther~ is no scope for planning in Government job; 

- Thero should be a Career :Planning section in each 
Ministry, and tb~, Hin11:jtry;, of E.:ltablisb.nient should 
cu-ordinate the fwictions of these sections; 
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- Training should be binding for all members of tho cadz-e ] 

Policy has a vital role to play in Career Planning, so 
policy xnakera shoul.d be chosen from all cad re s.; 

- There ia absoluta domination of on~ cadre iu the services,, 
hence planning for other cadres is not poaa Lb.Ie., 

Charter of duties of each position is to be defined; 

- Training shoul.d be iJ:apar_ted before joining a job; 

There should be on~ single cadro for all B:ngineering 
organisations, and liko BCS(Adlllll~), c;;.drc, the members of 
the proposed Engineering cadre shoula'. be doputod to all 
li:.nginoering organisation.a; 

- Technical departments are to be reorganised before career 
planning is made for engineera; 

~ere should be scope for hgigho~ education of engineers 
i::l.t hou..o and abroad; 

~gineers should be given the responsibility for devolop­ 
JJ..ont work; 

Timoly pr-o eo t Lon , working a tmoa phar-e , training, and scope 
for higher education could contribute to tho career devc­ 
ls.,:p111Cnt of the engineers; 

Appreciation and recognition are necessary to keep morale 
of tho engineers;· 

Systemetic promotion and.training at home and abroad should 
be there for ongineera; 

Thero· should be scope for technical training in tho rele­ 
vant field abroad, for enganeer a ; 

Training is necessary for proper ut.;u_isation or manpower; 
' . /" Thero should be soopo: for promotion at an inter~alJIUa:xim\.2.Ul 

7 - 9 I '- yo_ara; 

In the 2, yoars of my service I have got only on~ prolliotion. 
This retards my efficiency very much, 

Consultancy voz-k ahoul.d be allowed for Engine~rse 

··One of tho Engineers who has First Division/First Class throughout: 

his career.with places at the Board/University examinations, lalllen­ 

te~ by M¥ifi)cg Baying; 

I have already, completed 23 yeara and 9 months of my service 
and still I am an Executive Engineer-.. l1y hard earned good 
results at schooi, col.loge and university are laughing at 
Illa. 

Opinions of VIPs:: 

In the present study opinions of many high ranking persona 

of the relevant cadres and also autside Cbdres ver~ taken~ 
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Somo of the opinions are c.i ted belo-w: 

., - 

There should be organisational arrange men ts in e ac h 
Ministry/Division for manging tho Cu.reer De ve Lc piue n t, 
of the officers. 

- Secretariat. positions should not be the monopoly of 
~ any particular cadre or cadrcsu Non-cadres officcrLJ 
1.i:w.y also be recruited to Senior Services rool and otl.ler 
Sccretaria~ Foata. 

A Chairwau. of an Autonomous Corporation~ oays: 

Cadre Officer should bo trained to be corrunitted for 
serving tho poopl.o e 

A. Head. of tho Department aaya: 

Personnel man.age men t procedure ia to be strengthened in 
the Ministry of Establishmen~o 

J. Secretary of a Ministry aaya,: 

Th.ore should be apoodyr prol40tiona for the efficient ones • 

.Anothor Secretary; of a Ministry r-e coomenda e 

l•leri tocracy be applied in selecting really talented public 
servc:lllts with guaranteed quick ~~rowotion ou proven ~ppliod 
.tw.0ri t, performance, honesty, and har d work, delinkod fro1.a 
p.Le aa Ln g all cadres and their members. If ne ce s e ar-y , ;;imila:it 
ride for potentially talented youpg public serv&.nt8 tc allow-ea 
in other servicoa also, so that brilliance,lp::io~ledgc,lcader­ 
ship and har-d work aro given assured d e vade nuu Lnde pe nde n tr 
of kinship, political. or group pr-e s aur e e t c , 

s..no th.er Chairman of a public corporation o pinc::a: 

Government· should onsur6 confidonco amongat the publi~ 
~ervanta to exorcise authority and give free opiniono 

1..no ther He: ad. of 6'. au tonomoua body o pino": 

Closer link with the public, cJ.oser lmo~ledgc of tho 
country and the society and clear understanding of 
culture are necesa~y for the public servants Lnc Lud i ug 
cadre official.a o 

J.. senior e:q.gineer wri tea.:; 

~ppreciation and reward for the honcst'and sinccre work 
should there. 

Another senior engineer opinoa: 

'fhere should be natural ju.stico and fair play in tho career 
planning. 

A Soni~r Officer of Anti-Corruption Dopa:rtruent write~: 

Sincerety, dedication and simple living at tho top level 
will m.inirui.s~ many of the problew;:;. 



7 

nzio 'the r senior engin(ler .rri tes.: 

l'lifcewent· should tho according to the previous experience» 
training w.d bducation and not for connections with hic;h­ 
ui:,.:, • 

.li.n ..tl..dcu.tional Dz.vi.e Lcn a L Commissioner aay e c: 

'I'he r-e should be fairness and justice in promotion. 
}crforwancc report and reputation alongwith the hUlll;:..,..i 
factors should be considered0 

A planner .rritea: 

Iie var-d for tho honest and punishment for currupt should: 
1u thero ... 

"" ..i.. hWllfl.cC resource planning· expert o pa.neu : 

.d. Oo ve r-nue rrt. servant Is career should be ve Ll, planned: .. 
He, should be trained to handle a job properly keeping"-/> 
with the peculiar liOcio-econolllic Gituatiou of the country. 
It is vory d:t:fficul t to build-up ci. ca pa b Le civil servant· · 
wlwn job secWlity, appropriato rc~ard/recognition etco 
ar-e lackingo 

~ top official connected vith tho recruitment process vritoa: 

Introduction of quo t a ays te m is doing a posi tivo di~.­ 
service to cadre services~ At lea8t in 018..Ss-I and Class-II 
job~, thero should not be any q_uot~ systcw. 

Rcax. freedom J?ighters should be (:';iven chance s keeping in 
v Le v thei.J.· services rendered 17/18 years &go. when ttey 
wore 'within their teell.B 

Uppe r- ago limit for cad.re service e xauu.na t.i.one should bo 
raised • 

.Anot1.c:r- he ad of an ~n autonomow.. body opine a: 

'.there should be strict enforcemont of discipline a.ruong~t 
the public servants of all catagorics. 

J... Read of tho De par t.mezra o pane s r 

Neutrally a.lllOngst tho e:x:ecutiv~~ ruu.st be ensured~ 

.Another top e:x:ectuvo opinea:: 

Secondment of Government officers to Se c~or Corporationo 
u ho u Ld be the mini.mUl!l and o:x:trelllely judiciou.sG 

A Joint Secretary opine&: 

A. retirod government servant should get pension within 
tho r e aaonub.Le timo o 

Another Joint Secretary aayai 

Go ve nn me rrb: should tako car e to irupro ve s t and ar-d of 
education in tho country. 

-- 



i: Se n i or- Orf i.ce r' of the Nmistry of Establish.illent opines: 

Promo t i.on should be c'on a Ld e r-e d batcbwis~/yeai~wi:.,,c, and not 
so uiany batches at a tillli!:. Seniority, efficiency and 
honesty should be the ruain consiclt:ration. In te r vi.ev 
aye te iu should be dropped. Computer lliuY be utilised for 
c va Lua t i.on , ACR form should be revised accordingly" 
He d i.c a L chap'te r should be e xc Lud ed f'r-cia A.CR foru i , 
St:parate arrw1t-ernent for medical test/rc::port ID::;.J 
b c:, iaad t: • 

Anotllc:r Sc:nior Officer of the Hinistry of Bstablishiliant suya: 

Re cr-u.i tmen t to vacant posts should be uu.d e witLout 
delay. Tadbir should disqualify a candidate strictly. 

ln e x=J o Ln t Secretary ..rri tes: 

Character-building and religious faith should be the 
ccr-ne r=a toue of Career J?lanning. 



Chapter-XIV 

Conclusion 

The present study is basically an empirical study 

based on opinion survey on the Career Planning in the 

Ban g Lad e s n Civil Service particularly BCS(Admn.) ,BCS(l'olice) 

and .i:JCS(:Public ,/orlm) p This may be reGurded as a pioneer 

study in the field because no such earlier study was found 

to be wade in Bangladesh. Except in one se un.nar- on Pe r s onne I 

Flan age me n t in t ne Administrative Staff College in 1979 and 

two seminars on Career Planning in Bangladesh during De ce mbe r- 

1985 and Septern'uer, 1987 respectively, no much academic 

attention was diverted to Career Planning and Development 

of the Ban g Lad e sh Civil Service. 

Career Plruminp- and Development Ad minis tre1 tion 

However, under schedule I of the Rules of Bus.iness, 

Career Planning is one of the res pons t bili ties of the 

Minis·~ry of Establishment and it has been collectj_ng the 

comple le data o r the cadre members in r e s pc o t of educational 

l>uckirourid, personal skill, service career, special a p t f t ud e s 

etc. 'l'he J.iinistry established a Pu b l.Lc Ad uu.n i s t.r-at aon Co rupuLe r­ 

Ce 1, tre ( P!,CC) to Coruputerise ali t.he e e information. In the ra.r s t 

phase f'r-o m July to December 1986 the Centre und e r t o o k to 

complete the pc r s on a.L data of t he o f fi ce r s or' the .-Senior 

Services Pool, }JCS(A.dmno), and BCS(Secr,:t,-u·i.at) c ad r e , nut 

upto '.::i0pte1uber 1987 about 80j~ of the wo r k could be co mp Le t.e d , 
1fbis is be c auce the apathy of the officers - both senior and 

j un i o r to send completed personnel data sheets. In che second 

ph'-'-se, the }.ACC has started corup.i La t i cn of data in respect of 

t he rer;Bin.inu; c ad r e e 1• 

See L.8haJnsul Haque Ch i s ty , "1i'wo Ye ar s of Cnr e e r- Fl.:::.nning". 
L-._per rt;·..:d o u t at the s e co nd sc eii.n ar on Oar-e e r l"'l:· .. nning in 
B}ATC, 29th September, 1987, pp. 6-?(Mimeo). 



l.owe ve r , C8Ieer Planning and Developwent is not an 

e:.lsy juu. Difficulties are there in IDi..tClt:ing con cc p tua L 

fr:c, .. uie wo r k to t.ha t of pr ouo t i on ladder as outlined in the 

.0CS ite c r-u i, 'tu.e n t Rules 1981. 'I'he Rule in ter-~tli.a, id1..:n tified 

var i o ue :Jtar;es or career ladder and years of service: r-e qua r ed 

r'cz- e uc h SLt,Ze of advancement. But the s yuune tr-y r'o r ~lll the 

cadres in r e s pe o t of career positions ad van ce inen t wid years 

involve:d are not e qua L, 'l.'he distinctiveness of the ae r v i ce s 

oricin.::: t.e d and evolved over the years to ca tc r to orcw1isutional 

need ~,::.; we LL us to [.reneraj;e professionalism is to be recoc;nised 2• 

Urie qua.L car e e r opportunities have created serious frus­ 

tration u.mone; the members of the dis ad van t::ices c ad r e e , For 

e xamp Le , the BCS(Admn.) cadre has 0.9';( posts above ue n Lo r scale 

level \,hile it is 52% in the BCS(Foreie;n Affairs), 2?-j, in the 

BCS(R~ilway Transportation and Commercial;,31% in the BC3 

(Cus t cms and Excise) and 22"), in BCS(Education. 'rhe .BCS(Folice) 

and ECS(Fublic \forks) under study have also lesser proruotional 

pr oo pc c te above senior scales. Such positions are 3:::, for DCS 

(Po Lo.ce ) and G-i~ for BCS(Public \forks)3. 

·.:hen the Fiinistry of Establish.n:ent brought it to the 

no t Lce o:f tile Council Comm.i. ttee on Senior Appo arrtrae n t , Promo- 

tion i..,.nu :Jervice Jtructure (CCS.Al'SS), tr.e cornmi ttee referred 

the subject to tl·,e Secretaries' Com.mi t t.c e on Administrative 

Luipr o vc mcn t , The Secretaries I Co mmf, t t e e w ... ·,:, l:...,ter e x te nd cd to 

Ln c Lud e d e par turen tu.L heads of certain nL.jor cadres: Difficulty 

w::,s f'u ced with the cadres not or gan.tse d on e;eo~aphical bas i.s , 

2 

) 

SG0 Dr. J... 1-:uqsood Ali, 11Reco!ilmend.:atlon of the Sp<::ci11,l Committee 
Ccn~ti tutE:d by the National Trainin~ Council for Preparation of 
:: l'ol"i·cy Guideline on Career Planninr, of the Governr,10nt Offi­ 
c::.~,l:.; 11• Paper rewl ot:.t at the Semin:i.r on Career PL.J.u!ing /ld1.Xti...i! 
:in li:t.rwl::.:.l'iesh Orrn.nised by BPi..'l'C ,durinE 21-22 Decewber, 1985, 
p. 5. (Mimeo). · 
::.k:e :c!mexure-B of Summary for SecreL, .. r:ics Con.:.u.i tt0e of t-.dminis­ 
tr·:tti ve h1pr~vement pr~pctred by the F:ir,istry ~~--~st:..1.~li~hc,ont 
(Ir:ipleuientation Cell) in pursu;.i.nce of the decision oi tue 
:]01!!.I'.,i ttee for tbl;l Senior 1~ppointmer,t, .f'r0lll0tion :'.Lid '..iervice 
Jtn:cture, dated 20.4.85. 
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Further, cadres having the ma:ximwn prospects of career 

advancement demanded that equalisation of more field posts 

determined in 1977 should not be disturbed and if the career 

prospects of the disadvantageous cadres were improved, their 

prospect should also be improved proportionately4. 

It appears from the present study that the Ministry of 

Establishment has taken upon itself too heavy a burden beyond 

its cap~city to bear. No doubt that tr£ Ministry has been 

using computer. But a Computer does not make decision it can 

only process information. When cadre officers of the three 

cadres under study were asked whether their cadres have syste­ 

metic Career Planning. 39.9% of the BCS(Admn.), cadre 34.0% of 

the BCS(Police) cadre and 42.3% of the BCS(Public Works) cadre 

answered. in the negative while 35.6% of the BCS(Adron.) cadre, 

26.o=; of t.ne BCS(Police) cadre and 20~5~ of t.he BCS(:Public 

Works) cadre found that their career waa only partially planned 

and not wholly. However, when they were further asked which 

oreanisation should be ideally responsible for career planning 

majority of the BC3(Admn.) cadre (88 .. 1~) and BCS(Eublic Worka) 

cadre(57~7"fa), would like to entrust it to the Ministry of Estab­ 

lishment, but.4&'), of ECS(l?olice} cadre would like to entrust it 

to the administrative Ministry. When the senior administrator.; 

specialists_ educationists, trainer~, planners etc. were asked 

whether the .Ministry of Establishment had been discharging tho 

career development functions effectively 5.4% answered. in the 

in the affirmative 32.6~ in the negative and 54.4% statod that 

it was discharging this function with partial effectiven~ss 

while 7.6% were not sure about it. Even most of the respondents 

belonging to. the Ministry of Eatablishment themselves opined 

that it had be en .. partially successful in respect ,of career 

4 I1. Shamsul Haquo Chisty, 2l?.•lli•, p98 
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planning and development. However, when they were asked how 

the Hinistry of Bstablishment could be more effective in dis­ 

charge of this function their was a' sharp difference· of opinion. 

The majority of the senior administrators(43.5%) would favour 

strengthening the ~liniatry of Establishment while- the majority 

of the educationists, apecialiata, planners and trainers (54 .. Y,1,) 

recommended deconcentration(decentra.lisation), of career develop­ 

ment function to the administrative:· ministries. Only a few(7.7%) 

of all however, suggested to entrust it to Cabinet Division, 

Public Service Commission or to a Specially created agency. 

Bducation,Recruitment1Training and Deyloyment 

Bducation,reoruitment,training and de,tloyment are tbe 

four distinct phas e a of one I a career· and hence ideally there 

should be a close link be tween these four phases. The rush of the 

students for admission in the different higher educational insti­ 

tutions, prolonging of the sessions for unusual. vacations, delay 

in publi.shing results, non-adjustment of datea of University 

exanuna t i.ona and the dates of !SO. examinations due to above 

reasons ore but few of the problein'3 that come to the fore-fron~. 

\ihen the cadre officers were asked whether they received such 

education which they or their guardians had earlier planned 57.7% 

of t ne BCS(A.dmno) cadre 58"fa of the BCS(Police) cadres and }3o3% 

of the BCS(?ublj,.c Works) cadre answered in the negative .. Thi111 

ahovs that most of our cadre officials in the generalist cadres 
- did not have planned education and hence not planned service. 

When asked about the gap between finishing student life and 

entering into cadre, it waB. found that 32.2"." of the BCS(Admn.) 

cadre and 30',-' of the BCS(:Police) cad re but only 7o7% of the 

BCS{Public Works). cadre took 3 - 5 years in getting a joh in 

the cadre after finishing student life. In :fact 65.4% of the 

BCS(Public ~orks) cadre officiala under study got their job in 

tha cadre within loss than a yea:r of their finiahing the student 

life. 



aducation tend aptitude 26.1% felt th&t moutly it vas so while 

<.:cl:ct::or iri tilt, Civil Service Cadres was bac ked by appropriate 

educc.tioni:.;t etc. were a.Bked -whether they thou
6
ht that the 

On th0 o t he r hand when the top level administrators, 

58.0;t thougut th.:i.t it 11'&3 only partially so. \~hen asked what 

thc:y th:Jc:::ht appropriate stage for c ar-e o i- lJLmning 41.3~ e t e te d 

tJ,.;.it th0 Student life vas the most appropriate st&ge for it 

'n'Lilo 20.7:·: stated t ha t it 'd/:1.S the probutionary period mid 27.c;·; 

v i e .. ·od t11.,t it WW:J about 5 yoars afteir joining ~ servicti ~ 

Ne.:r.:t co are s the st8.&,'1::l of r~cruitw1.=nt. Ne::i.rly 6 thou.s.c:..nd 

c1.bout 5000 posi tiona for 1987-88 • PSC reco!Ul:;tmded r'o r about 

ofric<::rti ure recruited every ye ar-, Out of the requisitions for 

llunours u t the gro..du..ition level. The percent.:::.g" of simple gradu.at~s 

Goutniusion for ncs c ad r-e s ar-e Master's degree holders with 

I'ouud il.!,;:;; t o f the cundidates recommended by the Public Sor vi ca 

ure added. It vas 

is only i..t i'i:,w but it was only 9% in 1982> 22"; in 1983, 1~ in 1984 

and 11~ in 1985
6
~ Secondly, hwnanitioa subjects out-number tho 

Bcienca or COillillt?rce subjects ill tho BC::i(Admn.) cadre. In 1982 

H wu:i 81 >~, in 1 983 it was 53~, in 1 984 it v us 54~ and in 1 985 
• t r' • 7 -l --'r/u·!J-Ot,i"U ., 

Sorueticies candidates from Mulctijoddha quota and tribcu. 

quot~ cw:i not be filled up because of the non-availability of 

:iuitLtble cw1didates. Out of tba 30'fa quota in 1985 only 51~, in 

1904 only&;, and in 1983 only 1Y~ could be filled in. It is 

natw:·al tl1at as the years pas s avay , Mu.ktijoddha of Suitablo 

a;,e liru.i t would be non-avail.:lble. Henco 1 t might be necessary 

to re-alloc;_ite the quota for the futur~. Similarly for tribal 
5 

'I'a Lk by hr, t.Joha.lil!lll!.d Ali, .A.ddl. Secretw-y,hiniatry of .E:stablish­ 
lllent &t tl1G Foundation course workshop on 31st J'anuury, 1988 at lll°A'l'C" 

6 
i3t:o bw1t:l:.:.d~sb .Public Servicti Commies ion iumual Iie 1,-0rt, 1987. Cliu.rt-7. 

j~I Ck, . .:ct-8 
7 
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people 5~; quota has .been. kept. But in 1984 out of 37 posts 

only one post and in 1985 out of 127 posts only 5 posts could 

be filled in.
8
• It might be mentioned that in Bangladesh tribal 

people are not found in e acn diatriot. Hence it is necess,u-y 

to consider whether tribal quota could be kept nation wide or 

at: beat di vision W'ise without keeping it district. wise. 

~hen the respondents of the three selected cadres wer6 

aaked what was the reason for. their joining t he government job, 

most ot·tho reapondellta stated that it waa for stetw, or oppor­ 

tunity to work for the nation. Tho percentage of reepondente 

es such were 62.7% for BCS(.A.dmn.), 56.0% for ·BCS(Police) and· 

60.2'J' for Bes(Public Worke). ll'hen asked whether their present 

career aµi ted their ear lier planning 62. 7% of the Bes.( Admn.) 
cadra, 64iu 

of tm tho BCS(Police,) cadre and 71 .8';~ of tlJB 

Bes ( Publio Wor ke l cadre stated that it vaa either leas than or 

other than what they had earlier planned~ 

The officers connecteQ w-ith the recruitment frankly 

. admitted that the calibre of the Candidates in general are less 

than what it used to be found earlier, al though several e2:a.mi- 

When the senior administrators etc. were aaked whether they 

nationa have been introduced for recruitment and promotion. 

advocated any more ~igoroua aptitude or psychological test or 

gruel test (written-vi va-wr1 tten) as in U .K. 55 .5~l favoured it. 

But seemingly the weakest point is training itself¥ .. 
Foundation training, for example, ie a muat for Bes cadre but 

there are instances that a person hae already served for 15 

years or crossed the ae;e of 50 and ye~ could not get the founda­ 

tion training ond ~· a resuJ.t could not be confirmed or ge~ 

promotion. Although BFAte ia responsible for foundation training 

it can only cater the needs of about 500 probationers per year. 
8 ·b·d ~' p. 4 



Thia has created a back-log of about 10,000 particulurly in 

the BCS(i:ducation), BC3.(.Agriculture}, BCS(Heulth} and the BCS 

1ngineering cadres. BPATC is trying to meet the con t ingency 

by organising special course for elderly people but it could 

not match the problems., In order to remove the back-log, it 

is therefore necessary to make special arrangements for Education, 

Engineering, Agriculture and Health cadres for the foundation 

training perhaps to their own professional institutions with 

the gu.Ld en ce of BPATC and to exclude the aged ones :from the 

r e qua.r-e n.crrt of Foundation Training. The Board of Governors of 

the BP.;i.'rC has already recommended 1 t to the National 'l'raining. 

Council90 

But there is difficulty in respect of planning of training 

at home and abr-o ad , It is found in Bl'A'l'C thcct lesser par t i.c i pan t.s 

join the mid or senior level courses on the plea t.na t their depart­ 

ments find their work essential and there is no training reserve. 

But when such persons are nominated for the foreign training, 

usually they get spared for it. Amongst our respondents 8.5~~ of 
I 

BCS(Adw:n.) c ad r-e , 1~ of the BCS(Police} cadre and 17.9';; of 

BCS.(Public Works) cadre went. for training abr-o ad without receiving 

any training at home earlier. 

\/hen the senior· administrators etc. were asked whether 

they found training a necessary condition for career development 

all of them opined in the affirmativeo When asked at what stage 

, 

' 
tl~y thought the training most necessary, 42.4% stated that it 

vas most necessary immediately ~ter· encadrement and 21.&/o opined 

that: it vas most necessary Lmme d a a'te Ly after encadremcnt and after 

every promotion while 14.1% viewed that it should be imparted 

immedi~tely after encadrement and before any promotion. 

9 Vida the proceedings of the 12th meeting of the Board of 
Governors of BP.A'rC. 



\/hen asked the .eubject pre rer ence about t~ training 

of the three cadres concerned, most of tl~ respondente pre­ 

ferred Bangladesh studies, l,awu and Rules, Development .A.dmi.nia-, 

tration and Personall ty Development for BCS.(A.d!Dll.} cadres; Law 

and Rules, Skill de ve Lopmerrt and I'ersonali ty for BCS(l?olice). 

cadre and Development Administration, Skill Da~lopmen~ and 

Porsonali ty Development· for BCS-(l'ublio Works) cadr-e, 

Again, there exists VtJry ~eak linkage between Public 

Service Commission and the Training Institutaa. Public Service 

Commission take departmental and other examinations while the 

training institutesimpart;·training but there is a wide range 

of gap bet-ween the syllabu.a of" the :PSC and that 'or the training 

inatitutions particularly 'of BPAT<l. In th11ir syllabus for tho 

promotion examination for senior· scale and SSlt, for example, 

the :PSC. made utmost e mpnaa La on ·current aff.aira, international 

affairs, Laws and Rulaa while the ewpha.sis o:f B:P.ATC. as per 

national training policy is on ·public ad.ministration,. project: 

management. eta.-:.',.·, .... :.·:.,•:.:· 

It is also curious to note that for senior seal.ea officers, 

career course 1a. a course on Project.: Preparation, Monitoring and 

Evaluation hitherto· conducted by BPATO and recently tranaterred · 

to Planning Academy for Train~g' and Development., whi:IA: immodiato 

future· pas.tings of the~e 'in~wnbents' would be the "poe a t Lon o-:! 
Deputy Commissioner or Deputy·secreta.ry wherein the mor~ knowledge 

on the Criminal lav or the Rules of Business would be a necessity 

which is os ~utstandingly absent in the career development ·course. 

\fuen the senior· administrators eta. were asked whether they 

considered such linkage ne ceaaar'y 76.1~ ans'iiered il+ the affirma- 

tive and 53o3~ thought that such linkage could be effected by. 

joint: curriculum oommittaa or joint evaluation.· 

But the ma.ill. problem is about the deployment of the 

personnel of the· Billi, cadre. The main principle of personnel 

administration is· to place the right man on the right job and 
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to irt i.Li.ae fruitfully his training and other ca:pabili ties. 

It has already been mentioned in an· earlier cha:pter that; the 

researchers found an MS. degree holder on agricultural economics. 

abroad at the government cost looking after· Special Managing 

Committee matters of the Secondary School in the Secretariat. 

When the cadre officers were asked whether they found o:ppor­ 

tuni ty to utilise their training in the :present job, only 40. 7% 
of the BCS(Admn.) cadre, 3-2.0J' of the Bcs't:eolice) cadre and 

24~% of the BCS,(Public Works} cadz-e answered in the clear 

affirruativeo Again when asked whethe:zr training formed any 

ingredient for their promotion, only a negligible percentage 

answered in the affirmative. Even more, a- number of people of 

the BCS(Admno}: and BCS(Publio Works) cadre reported that their 

responsibility was not clearly defined and a large percentage 

stated that at least 11 - 25,; of their· time was devoted to 

perform the responsibilities beyond their own job description. 

Similarly, it is also found that many incumbents nave 

5 or more tr ans f era within a per:i,.od of 12 to 13 years. The 

researchers came across a cruJ• where seven transfer orders 

were issued for someone within a period of 17 months. When the 

senior ad.mini.a tra tors and otbara were asked whether an incumbent 

should be consulted befor& a transfer, 76.1% answered in the 

affirmative and mos t of thea opined(58.7%} that t he transfer 

should not be made before at least. three ye ara , 35. 9"fa of them 

also felt that the training r e ce a ved is under utilised which. 

ranges from 40 - 60",4 and training record should be consulted 

before posting or transfer. 

A respondent of ·Bca(Admn.) cadre who haa completeQ 11 
i 

years of service reported that he had only a foundation training 

for two mouths and no specialised training in Law, no survey 

and settlement training, no Secretariat attachment or posting, 

or no Refresher Course on Law and Administration yet as the 

career plan of the Ministry of Establishment prescribes" ),..;~ 
{M(fa ~ S ~ "I' l')v,..l,.J.,,-. 1- :U..... fAviv i)J,v1 ''--i iA""-.H ,,,(.:: ?1 J,. ~ ,..._,1- A'. .. cir 
/Y'Y~/-'... f,m.;,. ... ~,, 
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lnter-,,,:ctor:;l t-lobil) ty :,nd Inter-c;_,dre lToblems 

'.Ii th proliferation of J3CS BCS c ad r-e s , in te r=-c adr-e pr qb Ie ms 

c.J.111e t,:i ti·1e rare-front perhaps no much Le s s tban tk1t of ~nera- 

lists specialicis or civil service - nun-civil servlc~ contra- 

vc.:n.:,y in the earlier period. The present controversy is for 't he 

pr e po r.d e r e n oe of one cadre over the o the r or e quu Li.e a t a.on of t he 

neclcctl:d cudr e s with the privileged orie s , Sever:::.l o r' our r'e s pon+ 

:ier,ts :~t:,ted 't h.rt there should be e qus Li s.rt i on of top pou i t i.ons , 

promotion prospects, service length, faci.Li ties i'or tr:..;ining at 

holll,.:; ~.J abr o ad and the pay and frint,re be n e fi ts o f tile top-most 

po s i t i ons of d Lr'fe r en t cadres. In reality t he r e are diificul ties 

in it. It ha a be en already s t.a ted in an e ar Li ez- c ha p t.e r- t aa t the 

pay , s t u t us ..nd pou a t i.on of the Dd.v i.s i.onu.L Col!UUiSsionc:r,Inspc:ctor 

Ge ne r a.I of Police and the Chief Engineer of Public \lorkB are not 

the s ame ; no r the promotion prospects. Apparently BCS(Adrnn.) 

c ad r e s i:::: t},e most s uf f e re r s Bu t in the eye o r o t he r c ad r-e s 

BCS(J..dr.m.) did not lose anything as the newly constituted Senior 

Servict:S Pool was outstanding manned by them .. 

It is true t ha t when on Harch 1,1979, 15overnwent created 

the Se n i o r Policy Pool which 'Was re-named as the Senior Services 

Pool later, provisions were kept for open examination for entering 

the pool~ But 482 o:ficers 'Were autom~tically encadred in the 

Pool under Rule 5 ( 1 )" of the SSP Rules, 1979 and 320 n.o r-e o::f ice rs 

ve r e e nc ad r ed under Rule 4(b) in De ce mbe.r 1980, June 1981,Hovember 

' 1983 ;J!J in -I anu ar y 1985. Even the SpecL,l Oo num t t.e e o ;' thu 

Cabinet Division in its meeting dated April 27, 1987 no te d that 

tha SSP W:l.S not created on the bas i.s of me r Lt and wh..ttever 

llligbt h::d been the reason, a large numbe r of positions were 

rilled up by the members of Administrative, Po od and Secretariat 

c ad r e s , It vua further pointed out that the pr-o r e s s Lon a Ls were 

the: mo s t sufferers al though they were gi V_(:n tilnes.-sc1:.1.le and some 

other L1cili ties. Moreover, there exist disproportionatr,ly 

Jistributcd facilities of the promotion of different c~res lO. 

10 hinutes or tl1e meeting of the Speci.il Coilliui ttee on ::iervice:; 
Pool dated 27th April, 1987, pp. 4-5. 

_ .. ..,. . 



Senior Service ~col itself faced a lot of criticism 

not only from different service Association or educationists 

but ~lso from sowe eminent goverrunent functionaries. LVen 

Brig. r-i. A. llali.m Collllllittea made the f'o Ll.ow i.n g observationa 11: 

It is not in the interest of any Cadre and the public 
se r vi.ce to h.rve two kinds of officers in a ser vace - 
those included in the Cadre and thu::;e who are kept 
out.a i.de the Cadre with the same dcsi,';H-..1.tions, s cu Le a 
of· pay and functions •..•••••.• SimiL.rly, cases of 
officers of different departments wl1ich do not have 
Cadres o ;' their own for inclusion in the d"ifferent 
e x.i.a t i.n-; C:1dres/Sub-cadres may a Ls o be considered •••••• 
Jimil:trly, a number- of members of o t he r reQ.1larly 
constituted Services have been compl:tining t.na t ma j o r a ty 
o r them were not even called for in tervic:ws and their 
c ase s we re simply ignored ••••••••.. The problem of 
determinil,g inter-se seniority of t he officers a.Lr-e udy 
e nc ad r-e d in the Senior Services Pool has assumed 
Lmpo r-t an oe and it is evident that it d oe e not admit 
of easy solution • • • • • . • • . • 

Several of our respondents sureest th~t as the correc­ 

tional me as ur-e s for above problems we· may take lessons from 

the :.::conomic pool of the erstwhile Gove r nc.crrt of Pa.k.i s t an , 

Economic Pool was not an apex cadre rather it was a s pec La.Li.s e d 

group of officers of different cadres who had s pe c a e Li.s a ta.on 

und interest in economic, finu.ncial or ccmmer-c i.a.L ma t te r a , Histo­ 

ric:.:.lly, during Pakistan period central .md provincial services 

was c Lasu Lf Lcd into generalist services(::.;uch us CSP,EPCS,PCS), 

the f'unc t Loria.L services (such as PA&.'\.S, P'l'S) und specialist 

seryices(such :.J.!:I ili18inec::ring, Y.iedical., Scie;1tific etc.)l!conomic 

Pool was however, only open to generalists services ::iLJfunctioncJ. 

services with the preponderence of CSPs. 3p2ciali~t services did 

not h.rve pL,ce in it and the place of pi-o v i.n c La L services w::.:.s 

also few and f:,r between. After the e me r gericy of Bungl:..:.desh, 

initially all Pakistan Services and the Central Services were 

under valued and the provincial services were in uany c ase s 

upgi::..:.ded. 'ilhen administrative and Services .ii.e-orc;::i.nisation 

Commf t tee of 1972 recommended l O grades they v.i.e we d a classless 

unf:i.cd structure without reserve post for rmy service. So was 

the view the Pay and Services Committee constituted in 1977. 

11 3ee Go ve r m.ten t of Ban[:;l[!desh, Report of the Corncri t. te e for 
e xauuna t i on of irre.i:uL.LI'i ties in ar;;ointi..ent ::.:Y1J promo t i.on 
of officers :..:.nd st;;i.ff i.11 the: 3overrn,:,1rLt(;.pril,1~[(5) ,pp.11-1'.). 



:·~u1:,e: o~!.il.' re s pond en t.s su.··,,:,e::st th·.t ·.;c.· LJ\;.y t;_,L,:; le:;:::on 

::1·,.•1;, -'-..; :..;._-rv:i.c:v s tructu.:cc of t r.e pre:.::ur, t d ay l-',,Li:;t:..;1 •• Ln 

l: ... ;:.i. .. >.H i",0w tL,~:c1:1 ar e 2j gru.deu, tl1e Lo vc c t cT:~dt'! l1"'.:.L._: 

,'.7:_.::_,-1 ,.-i th Icu pe e a 600/- und the hic),i;;st .:..,".t':.,u1: i:J t.n, .. t o f 

:;1:· :.:.'-"-2) ke p t for the Secretary-G'-'n0rul ;,;.;:..;;:i.0n 1-::i.·cl: :c. uiout h.Ly 

::;~.L.rJ icu pe e a 8,400/-. Even mor e , in pre:Jcnt d~:y P: .. i~i:.;t:::.n tlJJ.Jre 

·.,.1·Q 1'.5 c;roup or services vize District li:.ria[;t:cic:nt Crcu.p,h;lice 

['."!'Ot::.f!, Lnc o me 1\,x :~·oup, Customs and Jxci:,e ::'.'I·oup, 1,ccow1ts 

e:rour-, Iriro r-ma t Lon r;roup, Poc t a L group, r'orei[?1 ,.ff:.,i:c~ [..'1'.'0up, 

Oi'ric:u f<:.:.11:·gemc.nt [.Toup, hilitary land :-.1,u C:,.nton1"0r,t :::-roup, 

:::iecr ... - t:·.t1·L:t ;'.Toup, Tribal Areas eroup, :;:;c.;,::.:-,olJlists .u.cl Plum.::rs 

;;1·0ur, Couu.e r-ce an d Trr.de t:,>Toup. li.worit-st tL1;w District l·;<..Cl1..:c1.,,e­ 

ci..::i, t :.:rour:, Po J ice croup, Sc ere tar i:..:. t ;_:rut.: 1l ;..1 w. ·i'r i.tJ"l .cr-e as 

:_::rou~: :~re t01·1!:c:d All l'ub;:;ta.n Unified ~-r,,J,::s(.--..i:·t,J-) :J:tl 01..bers 

:;;.::; .!.-'u•.1<:!r:.:,.l Unified Grades (FUG). St)cr8ta1·j .. t ;::;roup i::; tut.: l:.:.r[,'BBt 

i.:,Tou.1; wherein incwubents of otr,,..,r .'..'.roup:..; 1,:ic.l,t :.,.h;o LJ(j i.nuc1cted. 

In t: .. , ;:1re:.;er,t :.;.::rvice structure of P:ihi:.;t;.:.11 there i::J HO rescr­ 

v2. ti.011 for c-.IJ.Y service for filly group. 

l.n tli.e pre::sent study curiously it i:.; ::JL:t:n ti: .t tha 1·.;;s­ 

por,Jcnts of one service fuvour lateral e11try into otL.er cw:iroa 

for trteciselves but when EJ.Sked•whetber tL,;y would c1llo·,.r others 

to ent0r their ovn cadre tr.ere is a resistence to it .. For e.x:a111ple 

50) of the .BCS(Admn.) cadre respondents \;ould-not allow any 

l:.:.teral entry into their cadre and yet tLcy would feel thut 

tht:ir mobility to other cadres and sectors would bring about 

more efficiency in the civil service. Out::it::.tnd:i.ntlY illl:on~::it 

thelll(34 .&;~) would like their own mobility to jobs 01 autonomoUJ3 

bodit.:::i 'a.nd corporations. SimilE,.rly 56i of the .BCJ(Folice) cw:ire- 

. Wld C2 .~: of the i5C3(Public './orb} cadre wou.ld not ::i.llow 1 ;teral 

entry into their c2.dre although 54,~ of tJJ.l;: BCJ(l'olice) cadre urrl 

43.G;: of lk!S(l'ulllic Works) cadre would like: tneir 01,u inter-c.:J!re 

cl.Lid in ter-::;e c torc1l mobility. 



'.!ht::n t he senior officers and others were as ked whether 

tr.c y uo u Ld r-o couuuend Lu te r-a L entry in th:: cad r e aer-v i ce s 61.5~~ 

o f ~~dt.:.c:,tionists, 37.0;., of Se n i.o r Ad mi m s tr a tor-a , G4.3~~ of t.he 

'..,pe:ci:.:lists and 4 7 .4~~ of the Trainera/PL,.nners we r-e in favour 

oi' rt , host of them, however, felt t.hn t it was a t De pu ty 

::iecn.:tary's Le ve L wherein it could be mo r e pr ac t a ca b Le • 

..::quj't.;liriwu 01· .2mployee-£mployeer Exr><:::ct:··.tions 

· In tLe mod e r-n we Lf ar-e states i;:ov0rtrn1t.::ut is not only the 

recc:lato:r of L1w and order and admini::;tr;,t0r o r j uc t i.ce , but a Ls o 

a po o i t Lve developmental agent and Bc1 . .ni::;l:.:desh is also not an 

e x c e 1>tion. A covernment officer to whicht.::ver c ad r e ha might 

bel,,,16 is in the service of the Republic :ir1d is s uppo s ed to 

s e r-ve the pe o p Le , He: is a public ae r vun t und e r section 21 of 

h,n.:.:.l Code and is a public officer unu e i: ue c t i.on 2(27) of the 

Civil Procedure Code. Ihs service and 1..cnderst&rJ.ding with the 

c.'Ov0n,n1ent does not fall under Con t r ac t Act or Sales of Goods 

Ac t be cause under Privy Council d e c i.a i on still br o nd Ly uc ce pt ab Le 

to t.h i s country, even his salary 2 .• nd o t l.o r privilec:i:3 ar e boun­ 

tie~ of the crown or stato12• 

Yet ;:. pe r s on who joins a c ad r-e or non-cadre service has 

c e rt aa n e xpe c t a t i on from his employer .urd the employer h;_.s in 

turn ce c t a in expectation from hiw. A 13over11t:J<Jnt ae rvun t joins 

a s e r-v i c e not only for good pay but also for status, o ppo r t un i ty 

to wo r k for the nation, relatives' pr e re r cnce and s o me t i.rue a for 

fi11cli.n~ no other job. But there are Lns t anc e e tkt a person j o Lr.s 

a ('.;OvernruE:n:t service leaving a job of e veu d oub Le t ae aa.Lar y in 

any privc1.te organisation. In a government job he expects not 

only assurMce of the sati.Bfaction of' physiologicµl needs but 

abo his socir,l needs, ego needs &nd ulti.mc:.tely self-actualiao.tion. 

12 Vide ;Supreme Court of Pakis ta.Il, ::Jt~1te vs. Hehn,j uddin 
( 2 Dl.H. SC 260) :md Supreme Cow·t of Be..n.:_::L1de:Jh Cc1::iC1 
(1 llLD, 1981, 24). 
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.,hen the c.idr-e officials were asked una t factors other 

t.nun iao ne tor-y co u.Ld motivate public ae r-vun t to work harder 

46.G~: of the BCS(J,.dmn.) c adz-e , 40.0}~ of tl1e BCS(Police) cadre 

and 35 .(f,~ of the IlCS(Public Works) cadre stated that it w::.s 

the s o c i.a.L r e co gm tion which mattered most. Some sug.3es ted * 

Ilut a pub i i.c servant expects and perhaps rit::htfully that 

his performance should be properly evaluated and his capability 

r ewarued , In this respect many a one ci tinG e;rievances stated 

thu.t he who work-less, makes lesser nu.s t.akea , nnd (3EltS fewer 

expl,.1.ntion to m:iLe and ultimately is better rewarded. Un~ortu­ 

nately, about the judgment of one ' a capability and performance 

the sole method is the Annual Conf Lden t.La'L Report. \/hen the 

senior administrators and others were asked whether the present 

~CR form truely depicts the capability and performance, only 

16 o3~: answe_red in the affirmative. It is 8.lsO seen tlu:.t sometimes 

promotion of an officer is held up for not recording his ACR. Two 

of the respondents of the BCS(Police) cadre were narrating their 

gr Le van ce s for not being promoted while their juniors or equal 

got lift only because their ACRa were not timely written or 

correctly p.Lace d before the higher authority. 78.9'}~ of senior 

administrators etc. opined that it is not justified to hold up 

t he promotion of. an officer for recording his .;.CR. Ho'wever, when 

they were asked how performance appraisal system could be improved 

22.~~ favoured open appraisal, 15.2;~ preferred group appr~isal 

1 2. 0;: su~ge s ted s imul tagenous appraisal 01· au officer by bis 

superiors as wellaa subordinates. Severul o t hez-a su1:::~est for 

half yexrly £ppr~isal, quarterly appr~isal or combin~tion of 

abo ve , 

* that. ho un i.ng facilities after retirement(Like DOHS or 
Ru pu La lbnk Housing Scheme) could be a good mot.i vu tor. 

>· 
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Productivity ~nd lob satisfaction 

The respondents were told that the Civil servants were 

e x p e c t ad to make positive and complete contribution :o the econo­ 

mic dev8lopment of the country. They were asked to what extent 

they were performing the above responsibility. In responce only 

22,9% of the BCS(AdmnJ cadre, 24.0% of the 8CS(Police) cadre, 

33.3~ of the BCS(Public Works) cadre, stated that they were 

doing it very effectively. Even 12.7% of acs(AdmnJ cadre, 38.0% 

of BCS(Pulice) cadre and 20,5% of BCS(Pubiic Works) cadre stated 

that they could contribute more effectively to tne economic devel­ 

opment of the country by pursuing any other career. Similarly, only 

60.1% of the BCSlAdmn) cadr~, 54.0% of the UGSlPolice) cadre and 

43.6% of the BCS(Public Works) cadre stated that their present 

career could contribute to their personal or self-development. 

It is also worth noting that in answering a probe question 

2ti.8% of the BCS(Admn) cadre, 24.0% of the BCSlPolice) cadre and 

48.7% of the BCS(Public Works) cadre would prefer leaving his job 

for a suitable job in a foreign company etc. More strikingly, when 

they ware asked whether they would recommend their own children 

or dependents to follow their own career, only 30,5% of the BCS 

lAdmn) cadre, 26~0% of the BCS(Police) cadre and 28.2~ of the 

BCS(Puolic Works) cadre answered in the affirmative. This shows 

clearly the d~1uoralising spirit in most of our cadre officials 

under study, Many of them even.stated their feeling of insecurity 

in the government JOb and most of them even stated that the secu­ 

rity of goverQment job during the British or early Pakistan 

perirud was better than that in Bangladesh. 

A few even went to such length in saying that they would 

better contribute to the nation by farmin~ or taking up small 

industrial e~terprises than pursuing their present career. When 

the senior administrator etc, were also asked how the loyalty and 

morale of a government employee could be ensured, opinions 
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were devided but most of them (7~.0%) stated that it was the 

job security which could ensure the loyalty and morale of the 

government employees most of all. 

Professionalism and Specialisation 

The cadre job is practically the product of the idea 

that a group of person recruited in the youthful age with liberal 

education and good academic background can be suited to any 

posjtion or job of general nature, Hence professionalism and 

specialisation expected from position oriented jobs can not be 

expected from cadre services. It is observed that the brilliant 

Asstt. Commissioners are placed in charge of Nejarat, brilliant 

A.S.Ps or Asstt. Engineers ave given the charge of establishment 

matters in the early career but soon they are transferred else­ 

where, A cadre officer now posted in land records and then trans­ 

ferred to {Dok after financial matters and then to Magistracy 

obviously can not specialise or professionalise, On the other 

hand, professionals and specialists find the cadre services more 

lucrative and having more social position. An MHBS doctor, unless 

he is encadred, is designated as Upazila Medical Officer and if 

encadred is terms as Asstt. Surgeon, An Upazila Revenue Officer­ 

if encadred~ is redesignated as Asstt, Commissioners(Revenue) 

althouth he continues to do the same work, These redesignations 

are·not only symbolic but also carry governmental and social 

recognition favouring more generalisation and lesser professiona­ 

lism and specialisation, Two of the ex-Civil Surgeons were found 

to have entered the Senior Services Pool and doing Deputy Secre­ 

taries job in Secretariat Ministries unrelated to ~~i~ their own 

specialisation. They are now in a fix either to call then1selves 

specialists or 9ereralists . 
. 

Administrative and Service Organisation Committee of 1972 

had made a very important recommendation in favour of professiona­ 

lis1n. The Committee had recommended that a professional or a 

research persunn~l might get one higher grade every 5 years on 

cGmpletion of satisfactory service even though the incumb0nt 



might retain the same designation or continue to do the same 

k i n d -ft· 13 
,1n .. or uric ions , Had it been implemented, p e r h ap s no rush 

for encadrement would haue been necessary, Secondly, some atten­ 

tion on the non-cadre government officials like the professionals 

of training Institutions is a need of the day, If the officers 

of Food or Co-operatives or Family Planning could be encadred, 

there is no reason why these officers should not be encadred in 

one of the other service if not in a separate Cddre as contempla­ 

ted in the Ministry of Establishment in late 1979, Alternatively 

a pool might be created for trainers out of all the relevant cadres 

and the professionals, and training reserve may invariably be kept 

in showing the personnel of Ministries and departments, The initial 

claim of the sponsorers of multiple cadre system that al.1. o f f Lc e rs 

will be ultimately encadred has not be8n materialised and in this 

way proliferation of cadres haue brought in more problems to 

the fore-front than what it could solue or foster. Some respondents 

euen suggested that army pattern of seales and promotion ladder 

should be there in all civilian services, 

In Bangladesh, both individual and organisational career 

planning programme is in a fi_uid state, Career t=>lanning need be 

regarded as part of total human resource planning. The broader 

question today is how public service employment could be used to 

ensure an equitable and socially useful distribution of the bene­ 

fits of public employment for pppulation at large, In February 

1988 for 17 positipns of Aya in the Family Planning department, 

there had been 1300 applicants; similarly for the 15 positions 

of Health Asstt, in the Health Directorate there were about 1500 

applicants; for Mongla Pott Authorities for 8 positions of Secu­ 

rity Guards there were 576 applicants in January 1988. In March 

1988 for po~ttions of 7 MLSS in BPATC there were 287 applicants. 

This is t~ comparable to 21,613 applications received in 1985 in 

uide gout, of Bangladesh, l'leoort of tlw /\c1,qjni~;tr,,tiue any 
!:invict·;, Fi1"or,1-1oisi;1tion Committ.;;e, Part vt111wy i svs i • p. 4 
para 13, 



BCS 8x~mination for 2531 1 4 posts Car8er Planniny for the GCS 

cadre thus can not be WA~exxx~ka~ undertaken in isolation. BCS 

cadres nave some career opportunities for young and educated 

men and women although there cadres do not have the best of 

everything for them. Yet it attracts educated men and women 

because there is no better employment opportunity for them. But 

in Civil Service to day we do not have that much efficiency, 

integrity and reputation which once it had perhaps because of 

the fact that the reconcilation between individual and the orga­ 

nif'tion goals and career mobility is not at the optimum level, 

Bangladesh Public Service Commission, Annual Report, 1987, 
char t-1 5 
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Summary 

lo Career planning is vit~lly linked with the concept of 

HRD but its scope and focus are much narrower than the 

scope and focus of HRD., Yet any study on career planning 

must start with a reference to HRD and career dynamics8 

2o The present study is on career planning in the three cadres 

of the BCS deliberately chosen as sample cases" 

3o This study required 

a) an unfolding of the evolution of the BCS in g·eneral and 

three cadres in particular; 

b) an analysis of the three cadres with reference to 

their present strength and the scope of career advanceme 
in each" 

4.. For the analysis of the scope of career development in the 
three cadres in the Bes, data and information were obtained 

by adruiniterin~ a questionnaire and opinion survey 

5o Some of 'the most i111portant f'indinzs of this study are: 

·a} BCS: Administration appears to have a notional 

superiority over other cadres but of the three cadres 

studied it has the least ·scope for promotion and 

career advancement0 

b) BCS: Police appears to have a better scope of career 

advancement than BeCoS Administration0 

c) BCS; En~ineering has still ~etter scope for career 

advancement, but its members appear to have a _notion 

·th-t they do not have as much status as the other two 

caures two cadres have0 

But it appears that the classless and the unified 

(even though not as unified as it should be) BCS and 

the social and ecomomic conditions of the society are 

at work to do away with the notional differences in 

status in the different cadres of the BCS. And this m~y 

be better achieved if the SSP is made more broad based, 

and non-cadre Govt.officers, and officers ~f autonomous 
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bodies are also allowed to participate in the competitive 

60 The study reveals that the Ministry of Establistment 

should have the responsibility of recruiting incumbents 

in the BCS but the opinion is divided on the point of 

career planning, that is, it should be shared by the 

Administretive Ministry and the Ministry of Establistmentg 

7o The study comes out with the finding that training is 

heavily neglected as a factor for ~areer advancemento 

Bo Lateral entry into cadre is not wanted by any ·cadre 

but the cadre members favour their own openings in the 

autonomous and non-govt0 or~anisations. 

9. Performance appraisal has a great role to play towards 

career ad~ancement, but it is not done in the proper 

mannero 

100 Finally, it is felt that more studies on career planning 

in the BCS should be made to test the findings of this 

study. 



C> f-: 1 
QUESTIONN.~I.Rli: ON c_:.&;.;;;R PL.ANNING IN ·r.l:lli BANGLADESH 

CIVIL SERVICE 

(Kindly give your data and opinion freely and frankly. 

Your identity shall not be disclosed. On the other hand, your 

response to the guestionnaire will be a major contribution towards 

the development of career planning in the cadre services, However, 

if you do not feel like answer-Lng any question or a part it, you 

may omit it • ) 

1.. The cadre you belong to : 

Pr-e s e rrt •••••••.•.•... Orie;inal .. , . 

Date of entry . Date of entry •......... 
2, Your total Le ng t h of service in the government: 

3, Your education, ple:;i.se(kindly tick and mention): 

ExaminationTTSpeciality fDivTs-ionlclass I 
Degree : : (Mention if you: 

: : please) : -------'-------L-. ....._ __. _ 
Natric/SSC Arts/Sc/ 1st/2nd/3rd 

Com/others 

Place, 
if any 

Distinct ion I 
if any 

Inter/RSC :'.rts/Sc/ 1st/2nd/3rd 
Com/others 

Bachelor's A:rts/Sc/ 1st/ 2nd/3rd (Eass/Hons.) Com/Engg/ 
others 

Master's Arts/Sc/ 1st/ 2nd/3rd 
Com/others 

Post Master's 

4, In your student life ,did you receive such education which 

you or your guardians had earlier planned? 

Yes • e I e e • I • I • I No , . 
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5. Gap between your finishing the student life and entering 

into your cadre : (a) Less than a year (b) 1-2 years •.... 

(c ) 3-5 years (d ) More than 5 years . 

6. Have you received any training at home? 

Y.es • • • . • • • • • • • 1qo ••••••••••• 

?. If number 6 is 'yes', how many times and for what total 

duration ? 

Times 

Total 

• I I e I I • I I f I I I I I. I I I I I I I I I I I I I I I I I I I 

d ur-a t Lo n ••.••••••........•...•••• 

8. Gap between your joining go ver nmerrt service and first 

training. 

(a) No gap (b) Less than a year . 

(d) 3-4 years (c) 1-2 years •.....• 

(e) 5 years and above ......... ' 
9. Have you received any training abroad? 

Yes • . . . . . . . • No . ·• • ~ ·, ·• · ·: . . . . 

9A. If number 9 is 'yc.s', how many t.i.mes 9-ng._ for _w!1at d ur at aon? 
Time;s 

Total 

• I I I I I I I I I I I I I I I f I t I I I 

duration · ,. 

10. Did you receive foreign training before· you· c;ot any 
trr a Ln Lng in the country ? 

Yes • • • . . . . . • • • • . No •••..•....• 

11. If you have received training, do you find opportunity to 

utilise your training e:::pcrtise in your present job ? 

Yes . . . . . . . . . . No • • . . . . . . . . . . partly . 
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12. How many pro mot ions have you got so far ? 

One/two/three/more th~ three. 

13. If you have got 'no promo.tion, identify the reasons: 

(a) in your view : 

(b) in view of your higher authority 

14, Which of the following would you consider most important. 

for promotion. ? 

( a) Seniority .•• ( b) Good performance record_..,( c ) Training •.••.• 

(d) Any other .• ,(Please specify) ... , ..• 

15. If you have got one or more pro mot ions, was it done on. 

the basis of your 

( a) Seniority •... , . , •..• (b) Training ............ 
(c ) :Performance • • • • • • • • • (d) None of the above ••• 

16 ~ Do you have any knowledge of your ;:~CR ratines for the last 

five y ear-s '? 
(a) Yes .. , ..... (b) No......... (c) Partially ....... 

. 17. If you know yo ur ACR ratings, how many of the following 

you got during the last five years? 

( a) A+ ----- -----~- 
(b) A --- 
(c) B+ 

(d) B 

(e) C 
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3~ Do you have any printed publication? If so, please 

mention 

( a) the appr ox i.ma t e number of pages o ••• 

(b) some important titles of those publications: 

~. Were you ever Chairman/Secretary of any committee ? 

Yes . . . . . . . . . No •..•...... 

). If 'yes 1, please mention the names of those committees 

and the titles of the reports you made in that capacity. 

1. Did you receive any distinction/award for your performance 

in your service? 

Yes •...... " •.• No •.. , . 

2. · If yea, please mention. 
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23 e Wll2.t types o f c har gc s clid you hold when you were 

Ass iotant Cor.:missioner: Nezsrat/Revenue/Trying Magistracy 
O:i.' 

.:"..ssistant St,perintendent of Police 
or 

Assistant Engineer 

24, Are the responsibiJ.ities of your position defined ? 

Yes ,;g'lgo•••ooo I\fo ... ,o ... o Par t Iy .. 0 •••• " • o , .. 

25" Do you perform any other function which i.s beyond your 

main re3pon3ibility? 

No o •••••••• 

26.. If ;yes 1, what percentage of your time do you devote to 

pe~fo~m other ~esponsibilities? 

( a) Be Lovr 10):; 

( e) .:~bove 75'7~ 

27 ., How many -::; .i me s have you been transferred ? 

( a) No transfer •. , , , , • , .. (b) 

(d) 5 transfers 0 • .:, ••••••• Q (I 

1-2 transfers • t f I I f I I t I 

( c) >-5 -cransfers. ,, , 

(e) Mor~ tja~ 5 transfers. 

2,-, _o - Rea.s o n., f'o r yow.' joinin[~ Govt" job ? 

r·a. :1 ... ; :) ,, ., . o :· ( c) Oppor-t un i ty to 

·\rork ;or ths na tLo n , (d) :tiolative o t preference . 

(e) I'indir:_g no ot har job ( -r-· \ O"'- her 
••• g ' • J... j L, reasons 

( a) Lxact Iy vrha t you l:'.:ltl earlier planned ; , •.•.... 

( 1J) Le 2;3 -cb::.:.:1 1Jhat you had eD.rlic~ ~1lanned • · . 

(c) Bett e r than what you had earlier expected e •••••••• 

( d J '.Jth3r than what you had earlier planned 



1. Do you think that lateral entry into yow· cadre should be 

permissible ?. 

Yes •..•..•.••. £Jo •••• 8 ...... 

1. If 1yes11 from where? 

Universities ••.....•.•..... Non-cadre Govf. positions •...• 

Corporations ....•....... Private Sector •..•......••. 

O't hcr o (Please specify) . 

!. Do you think that inter-sectoral mobility can brinp; abo uf; 

more efficiency in the civil service? 

Yes i ••••••••••• No ••••......•. 

If 'yes'. what openings(posiings) would you like? 

In the Unive~sities e, •••••••••• Corporations •..........• 

Private Sector, ...•....... Other cadres(Please specify) •..• 

• . . . . . . . . . Others(Please specify) . 

.. What factors other than monetary can motivate a public 

servant to work harder? : 

a) Status •......•. 

b) Recognition , •.....•. 

c) Opportw1i ty for self development •........ 

d) Others (Please specify) ., . 

) . In Bang Lad e s hj c Lv i.L servants are expected to make positive/ 

concrete contributions to the economic development of the 

country. How do you think you are performing that respon­ 

sibility ? 

Very ·off cctivcly/E:ffectively /Nep;li(r,ibly effectively/ 

Rather negatively. 
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36. Do you think you could contribute more effectively to the 

economic development of the country by pur s u i ng any other 

care er- ? 

Yes . . . . . . 1'fo,,,.e,,, No t s ur a , ... ' .... 

370 If 'yes', which career? 

38. Does your present career in the Bangladesh Civil Service 

contribute to your l)ersonal and self-development ? 

·y· e s o , • • • • • No • • . . . . . Not su.r·e g ••• 

39. If not, which other career could have contributed so? 

40.. Do you think that your carlre has systematic career Planning ? 

Yes •.•.•.. No •...•••. Partly. 

41. Which organisation should be responsible for career 

Planning of youi· cadre? 

M/o Establishment/Administrative Ministry/Others 

(Please specify). 

42. Supposing you got a suitable job of permanent n~ture in a 

foreign company/Middle Bast,would your prefer it to your· 

job in the Govt, service ? . 

Yes •.•..•..•.. No •.•...... Not sure 

43.. Would you .r eco mme nd your children/dependents to follow 

your career ? 

y·f; s . 1~·0 C ••••• II • • .I<f O t s il.T C ••• f; •••••• 

44. .lrny additional point about your career plann.jn2;. 



CP-2 Cod e, •••• , ••• 
(uestionnaire on Career PlanninG in the Bangladesh 

Civil Service (~dmn) ,(Police) and (Public works: 

En.o·.c-·) Cad r-e s c.:.io• 

(Kindly give your opinion freely and frankly. Your identity 
I 

shall not be disclosed. On the other hand , your response to the . 

questionnaire will be a major contribution towards the development 

of car'c er- planning in the cadre service.s. Kindly tick or fill in 

the appropriate answer colwnns, However, if you do not feel like 

answer ins any question or a part of if I you may omit it) • 

1. Your profession,please: 

Edu~ationist/Seni'or Adrriin.istrator/Senior Police Officer/ 

Senior Enzineer/Senior Planner/Senior Trainer/ Any other( p.lease 

s pe c Lf'y j , L ••••• · •• 

1. Under S:lhedulo I cf the Rules of Bucne as , 'Caree:r Dc vo Lo pmerrt ' 

is n function of the l\'iinistry of Es t ab Ld s tmcn t , Do you 

think that it has been dischnrging this function effectively? 

Yes . . . . . . . . .No· Partly Not sure, . 

2, If tho r~inis.try of Es t.ab Li ahrncn t has not been discharging · 
the above function effectively, what clo you think are the 
alternatives·? 

a) To stre;ngthen tho Ministry of Establishment . 

b) To deconccntrate(docentro.lize)caree:r development 

function to administrative ministries . 

c ) To trans.fer this function to any o te r n;3oncy 

( please specify) ••........................ ,, ... 
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3. Do you think that caretr in the Civil Service cadres is 

backed- by appropriate education and a pt t tude 

Mostly •......•• Qwcr2lf!ty Partially ........• 

4. If not, do you re oommezd : 

a) More ri~orous aptitude/psychological test 

b) Qualifying test and Grue L t.e s tfwr-L tten-vi va­ 

written) as in U.K. 

c) Jmy other ( p.Lo aac specify) · ~ •. 

5. \i/hat do you think is the: appropriate s t age for career 

planning? 

a) Student life b) probationary period •....•.• 

c) About 5 years after· jo:i...nin3: a ae r va cc , . 

d) Any other stac;e (ploaso specify) ••.............. 

6. Do you recommend lateral entry in the Cadro Se:ryiccs? 
'· 

Y CS , , , • , •• , NO , , , •• ; •.• · • : . • • . fI O t S ur-o . , .' .. , , , . 

7. If 'yes' , in which of the f o Ll.ow i.nc; services is it 
practicable ? . 

BC S( J.d nm) •• _. •.••• BC S ( poli co) .••• , :, •• BC S( publi ~, we:drn) , •.. 

Sta;o,:c .•.......•. Stac;c . . . . . .. . . . Stage •........... 

Whcrefrom •...... Whurofrom Vhcrefrom •......... 

8. Do you think that training should boa necessary condition 

for career dovolopmcnt 

Yes •...... , .. 1~·0 ~ i~ ot sur·0 . 
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9. If 'yes 1 , at what a.t age s. do you think that training is 

most necessary? 

a) Immediately after c:ncadrement ...........••..•• 

b) Before any promotion ......................•. 

c) After every promotion •..................•..• 

d) At any other stage ( pl. specify) ••.........•• 

10, What typos of training do you think are most necessary for 

care or ad van cc men t in tho fallowing cadre·&: (~h. tr6 J.:::..,:·;,_ 8- 1~'"( ~r_,~ .... ;) 
BCS(:l..drrm) BCS( Police) 

a. BMgladosh 
studies ••.... 

a. Ban s Ladc s h 
stu~ics . 

b. Laws & Rules.,,. b. Laws & 
Rules ......... 

C • Skill 
dovoloprnont .•.•. C • Skill 

e , . pcrsonali ty development .... 

dovelopmcnt ••..• a , :!;'8rsonali ty 

C • Development 
development ..... 

/.d mn •••••••• G • Development 
:~dmn •.......... 

f. ~\.ny other 
( pl. specify) •.. , f. 

_..ny othE:r 
( pl.flpccify).,. 

BCS(public works:Eng) 

a.Bangladesh 
studies. , ... , ..... 

b , L8.WS & Rules •...... 

c, Skill 
development •••....• 

d • Persorali~lY 
development ...•.... 

e, Developm0nt 
i'...dnm ••• , .....•• 

f • ~:ny other 
( pl. specify) ••.... 

11. Do you think that there should bG a linkage between the 

iublic Service; commission and the training institutions? 

Ye s , ..•..•...•..... No ••.•.........• 

1 2. If 'yes 1 • how could it be en s ur cd ? 

a. Joint curriculum comruittoe •............• 

b. Joint evaluation " '\ " . 
c . ~'.J1y other ( pl. specify) ••.............•• 
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1 j. How many of the: follov1ing f un c t i on s do your c .. ,. · .. 

( l l, (' I I be VCry irnportan t for CclI'COr 8Cl V2,.11C(;ffi(;l1 t ? ~)'\.. cct" l~ c/L Ii_)- r) { <,t,'U.:·,v--vtj 
a e Fanu Ly backgr cunc ~ . · .... ~ , b , Ed uc a t~~i .: .. 

Traininc · . 

0. Le ade r s h i p 

Ncutrnlity 

I I I I I I I I I" I I It ·f. 

h, 

.Loyalty, , , 

Co mrni. tmc:s. •. 

j_, 8ocinl uc t i v.i ty •.•...... , j. Hone s ty .. 

k,,; Initiative ... ; ... , .... 1.,. l, Scniorj·c:' 

.. m. . .. ·:sx})G r t cn co . , . . . . . . . . . . . . . n. Pc r-f or":;:.n (. · 

14, How far do .'/OU thinlc that sk i Ll.s Lcarricd tln·o1;~). 

···(·cit' home ;,.n:'. afro ad)· are u t.i.Ld z od '? 

a) so-1 oo:~ b) 60-8~, c) 40-6~;;. 

· 1 5. · - If train inc; received is lmd.:::r-utilizcd I what ~,_·i·~­ 

~ugccstio~~ for maximum utilizati6n of trainin~ 

a.· ':Ira in only . t hoae who need to be tr::1.incrl , , .. 

To consult .t r-a.i.n i.ng r-e cc rd bc f'o rc ·postLJ:r · .rs f'e r- •.•• 

C • 

cl ' 

Ensure environment for tho utilization 

tny oih0r (pl. specify) 

,..,_ ... ,,, 

1 6. Ho\-1 o f' uc n should' an officer. bo trQ.nsf21:-r0d ? 

a. Not before tvo yo::1.rs . 

b. Not before three years . 

c. Not before foµr to fivo years . 

17, Should the incumbcn t be consul to(:. bc for-e t r a» .:·~ . , 

Yo s · .. ·. . ·N·o . ' , . . . . . . . . . . Not c L:. · ~ 
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18. Do you think that tho present f.CR form truly depicts the 

capability and performance ? 

Yes ••........ :;:> •••••••• Par t.Ly , , ...•.• No.t sure .•.......... 

19. Some times promotion of an officer aa hold up for not 

rocordine his ~CR. Is it justified? 

Yes •.............. No ............... 
20, How can pe r f o r-man cc appraisal system be improvoc1,? 

a. Open appraisal .•.....•... 

b. Group ap:rraiso.l 9 •••••••••• 

-·, o,us 
c , ~L-:tl:taj'le/ appraisal of on officer by his subordinate ,s., .. 

d. Half yearly appraisal •••......... 

a. Quarterly appraisal ..••...... 

f, ::_ny other. ( pl. specify) . 

21. In which o:f tho· followin:: cadres do you think t.ha t tho scope 

for promotion to mid anc. top lovol positions is'limited? 

a , · Bes ( Adrnn ) ••.•.•.•..•.•.•. 

b. BCS (Police) , .•....•..•. , • 

c , BCS ( lublic works: Engg,) . 

cl • None of tho above , . , , .. 

22. If tho scope for car ce r advancerccn t is l.irmi:ct:lcicl.'. how to 

solve it ? 

n. By enlarging top-positions , . 

b. By e:nL1rging mi(l-lovcl positions .. , . , , . 

c , By r'o d uc i.ng tho bu sc=-Le vo L positions 

d. Ey inter-cadre mobility 
:.:.ny ort he r- (pl.specity) e, 

, 
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2':r • 
.J • Vlhi:::h a,f following cnrcor cx~miniations do you e.dvocc,.to? 

a .. For promotion to Senior Scnlc positions 

b. For promotion to Deputy Secrcte.ry level 

c , For promotion to Joint Sc c r'c t.y level ; •...•.•... , • 

d, Any other (pl. specify) ....................•••. 

24. Who.t agency should idc2.lly be responsible for conducting the 

above c xarm.n a tions 

E.'.. Public Service Commission 

Ho Le van t commi t to oo in tho concerned Ministry b. 

e, Inte::r-ministorial committee .•. , . 

d. Concornod Trainine Institute •........... 

e , ~'.rl.y other agency (pl. specify) , 

25, How can tho loyalty and morale of' a t3ovt. cmp.Loyoo be ensured? 

a. Financis.l incentives . 

b , Job security : . 

c , Enhanced group maur ance .•........... 

a , Bnhn.nced bonovolent fund 

c. He:alth care for self and family , .•.•.••.•. 

f , I•'ncili tics for child~~~-, s e~1~cntion . , ......•.... 

g. Suitable hous:i.ng,facilities •........ ; ....•.. 

h , Housing fcicili ti~s af to r r-e t i.r e nen t , . 

i. En han ced ·:pension , •••..•..........•• 

j. Sirri"plified procedure for drn.wing pension ••. , .•..• 

k , .''.J.1y other ( pl. s po c i.f y j ; , , 

26, !:.:ny other ::i.ddi t.Lonu L points in your cons a-Icr-a t i.on for 

impro·ving personnel adrnun i s tr-a't i.on with s pc c i a L r-o f'o r-cn ce 

to cadre services • 
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