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Choapla T

INTRODUCTION

Background of the study

Career development is perhaps one of the most complicated
and yet a very important one in the whole of personnel administra-
tion. When a new entrant joins a job in an organization, his hopes
and aspiration in mind are tremendous. Along with the‘job, his
position in the family énd neighbourhood and his social relations
are changed on the basis of the job hé enter into. &n old trainer
reports that a marriage 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
marriage or-not. Thus the job of a new entrant is not only the
source of his income but also an indicator of his status and social
recognition. These, however, in turn are dependent on the entire

job-situation in the government, autonomous, non-government organi-

csations and the type of job e.g. ad-hoc, temporary, permanent, cadrgﬁ

non—éadre, advantageous or disadvantage posting, transferable or
non—transferable)job with higher opportunities for promotion or
lower promotion . prospects, job with retirement benefits or not, job
with much or less strenuous work, jobg with orderlies, well furnish-
¢d offices, telephones, residence, cars or not and host of other
factors. .
In advanced countries, often - jobs in industries and business
are prefcrréd over government-jobs because of pay, opportunities for
promoeion and different recreational and other fringe benefits.
However, prefe?red jobs in commercial or industrial organisations
depend not only on the salary but on the security of job as well as

retirement or Zohiaqe benefits. In India people often prefer to

join Birocla é}oup of industries because the eitployer generally lookA
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them after in their old age and there is a more security of job
there thun many other private concerns.

In Bangladesh, generally people prefer government jobs over
the jobs 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 governmént job with less salary.
When an interviewee for a semi-government job in an autonomous orga-
nization was asked why he sacrified his salary for a semi-government
job, he lamented by saying that no doubt he g9t double the amount as
pay but his present boss might at any day tellemsg 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 symﬂl; of power, authority, prestigﬁ as
well as privileges. A well-to-do physician keeps his government job)
although he gets 10 to 20 times more money from the private practice
because the 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
table'.

There was also a time when a government official used to
get a hand:some salary. The Beams Commission in 1985-86, for example,
stated that the Head Clerk of governmént Estate of ., Mednapur 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 managed 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 man even if he was honest, not to speak of several other posi-

tions of illegal income like Peshkar, Tahashildar e. -



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 when 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'. EQen 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 find door of supe-
rior positions closed 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 bureaucracy 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 e€ducationally 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 agd organizational decentralization
and reforms. The success of any administrative reform largely depends
on the willing coperation of the employees at all levels. This, in
turn, depends on motivation‘zgfxﬁflhe 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. Apart 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 ofwéstablishment.

Moreover, government jobs are essentially linked with the
total job opportunity in the country and the entire human resource
development, but as alreadyAsaid the position had now been changed.
A recent survey of 150 class I officers showed that 34% would accept
jobs in a for;ign country or company and 57% would not advise their
young gons and dependents to follow their vocation. This has necessi-
tated a thorougﬁ revision of career development programme and the
responsibilities of the Ministry of Establishment in respect of
career planning and deQelopment.

Furthermore, career planning should be related to the total

.

aremin’ .
manpoweerf the country. In this respect, there must be a coordina-

tion amongst the four different phases of a career’namely_education,
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recrultment, training and deployment. Our ecducation system is varied

and unco-ordinated. Madrasha education, for example, has 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 agriculturdl economics abroad, got his posting in the
o . . L ;

Ministry of Education as Assistant SecretaryAlooktuq 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 1in 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 planning
and development in Bangladesh althou?h there has been proliferation
of organizations and high rate of increasing gyovernmental personnel
from year to year. Even in Several cases jou descriptions of posi-
tions are not spelt out and the incumbents find themselves in «
confuseo state about what they are supposed to do or what tpeir
future would be. This has led not only to mismatch individual anu
organizational needs but also to misuse the national wealth ana
resources. The objective pf the study was to explore wnat arrcange-
nments are there.for career planning and development in some béﬁwla
Cadre services of bthne Bangladesh civil service.

Broadly the objectives of the study were «s follows:

1) To make an empirical study of carecer planning in the civil

(¢4

service, the result of which could be useo by the researchers and
the quUcmiCiQHS;

2) fo gather information on career planning which could be
used vy tne Ministry of Establishment and other ministries concerneu

to makKe thelr own career planning programmes for the civil servants.

5) To search for inter-cadre problems and find out if there
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could ve a uniform pattern for career advancement,

4) To search for the relationship between the carcer
development and career planning administration.

5) To find out the nature of coordination amongst the
different phases of the career of an individeal viz. education,
recruitment, training and deployment,

6) To find out whether there was any scope for inter-sec-
toral mobility in the services.

7) _ 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 relqégted

to job satisfaction and if there were better alternatives for job
satisfaction than mere pay and allowances,

9) To make an enquiry Hou professionalism and specialisation
Could be brought forth to make the civil service production oriented.
10) To find out the role of the Ministry of Establishment in
respect of career planning and development of BCS cadres and uhether
it is over-burdened with such work demanding for deconcentralization
of career planning and development administration.

Scope of the Study

The study included an exahination of the career planning
and development system of the three important cadres of the three
different types viz..BCS(Admn), BCS(Police), and BCS(Enggﬁ:Public
works).

éCS(Admn) was taken up for its uniqueness as a generalist
cadre Qith its earlier traditions of €ivil §ervice of Pakistan and
the East Pakistén 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 pdﬁulous cadre in the country.

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

special features and direct contribution to the development of lauw
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and order of the country so meeded for all developmental efforts.

The cadre has its own prestigious background from Indian Police
Service and the Police Service of Pakistan mixed up with erstwhile
<#d bast 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 a constable might also
ascend to certain higher echelon by dint of his capability and merit.

BCS(Engg:Public Works) later termed as BCS(Fublic wWorks), was
taken up as a representive cadre of the specialised services which
even when not a cadre could attract a large percentage of the talents
of the country and vividly considered to be a directly involved
developmental agent in Bangladesh. Apparently, the cadre also carries
with it a long experience of the turmoils in the past towards the
developmental efforts in the fields and the generalist-specialist
controvercy.

The scope of the study included an examination of the present
system of career planning and administration by the Ministry of
Establishment as well as concerned ministries in order te rindg out
the level of the morale of the cadre officers under study and the
rational basis for their career advancement.

Limitations

Following were the limitations of the study:

A1) The study focused its attention only to three cadres of
different types in the Bangladesh Civil Service. Certain other types
of specialist cadres such as BCS(Customs), BCS(Foreign Affairs),
BCS(Judicial) 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 Study aé is usually made by a commission or a committee.
3) The opinion ofygnumber of intended cadre officers could not

be available because of their absence from the country, excessive

pre-occupations, unwillingness to respond or fear.
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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 classified 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

~Methodology of the study

The study was principally an opinion survey of some
sample incumbents of the BCS(Admn), BCS(Police) and BCS(Pub-
lic 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 knowlgdge of the career planning and development of
the cadres under study.

Afte; 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.



Table 1

Strength of the cadres under study

Cadre Proposed Strength bradation list
number
BCS(Admn ) 3,097 1,304
BCS(Police) 595 2594
BCS(Engy:Public Works) 977 237

By scanning the very top positions and very junior positions
it was plunned to approach mid 500 incumbents of the BCS(Admn )
cadre, mid 150 of the BCS(Police) cadre, and mid 125 of the BCS
(Engg:Public Works) cadres. In fact, all the Deputy Commissioners
and Superintendents of Police and most of the Executive Engineers
of the BCS(Engg:Public Works) were approached, The upinions were

received from the following number:

BCS(Admn) 118
BCS(Police) 50
BCS(PWD) 78

Originally, it was thought that available cadre officials
in the capital city, three other divisional headquarters and only
One district could suffice., But later on, it was discovered that
divisiocnal headquarters could only give few of the desired respon-
dents, Hence approach was made to districts and even to upazila
levels.

On thé basis of the opinions received from the officials,
the second questionnaire was designed for the opinion survey of
top level educationists, specialists in the relevang fields, train-
ers, 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 ek—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

vears _ BCS BCS BCS
(Admn.) (Police) (Engg:Public Works)

6 = 10 . 1916 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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7(5.%") o?ficers of BCS(udin.) c.dre, 2(4.07) officers oi
3¢S (Police) czdre ~nd 3(3.87) offgers of BOS(Bagyz:Public Works)
had secured ploces in the_Matriculatioj or Intermediate level,
45(%3,17) resnonionts of the BCS(admn,) czdre, 8(15.07) respon-
dents of thoe B25(Folice) cadre, 4(5.1:) resgondents of the
NC3(Sungr: Public Yorks) csdre h=d prinved publicutiouns. 24(20,3:%)
of the BE3(adm,), 16(32.0%) of the BC3(Police), 13(16.7) of
the DC3(Busr: Public Works) served as Chiirman/Secretury of
the iuportint comuittees. 13(11.0%) of the BCS(4adim,) cadre,
14(28,0%) of the ICS(Police) cadre wni 5(6.457) of the BCS(Enge:
Public Works) cwdre 2ot some distinction/award for their perfor-

mence in ‘the service,

duwongsst the respondents of BCS(;ﬁmn) cadre, 3(2.5) sot
no promotion, 55(46.5%) one promotion, 44(37.3) two promotions,
11(9.37) three promotions and 5(4.2) wore than three promotions. Y/
Similurly out of the respondents of BI3(Police) cadre 3(6.0%)
£0t no promotion, 6(12.07) received onc promotion, 22(44,0:)
two promotions, 14(28.0%) three promotions =nd 5(10.07) more
than three promotions. Again out of the respondents of BC3(Engg:
Public Works) 25(32.4%) got no promotion, 41(52.67) got one
promotion, 10(12.,8) two promotions, 1(1.3%) three prowotions

and 1(1,3%) more than three promotions,



CHAPTER - III -
HUMAN RESOURCES DEVELOPMENT

Introduction

This chapter is devoted to the study of human resources
development while this is a case study on carcer planning in
the Bangladesh Civil Service. There is a linkage between the
two, and this should be explained in the introduction to this

chapter,

The'peoplevin 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
qualiﬁy of the civil service is basically a function of the qua-
lity of the civil service clientele. Again, the civil service
does not function in isolation from the total manpower. And the
manpower of a country functions as a totality-es one entitity.

As such, it is necessary that the manpower of a country is planned
as a totality. It is in this context jhat it is necessary to refer
to human resources development while talking about career planning
in the civil serjice. For humaﬁ 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 morel standard are high. References to all this will

be made in this chapter.
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The Philogophy

In an article on human resources Wilfred Beckerman,1 a member
of the Oxford University Faculty of Social Sfudies, has quesiﬁon
the worthiness of the preservation of human race or the rationality
of the continﬁed 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 man has given him the faculty of speech and thought;
According to Beckerman, "the genes of man have not, as in the case of
numerous other species, led to our deliberate and chosen self-destruc-
tion". Beckerman believes that genetical changes may make a man a

mutant, which nobody wants to be. His thinking is somewhat saddish

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. For some people their
rate of production is more than the rate of their reproduction. But
for the vast majority of mankind the problem is prodﬁction for their

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

1, Wilfred Beckerman, "Human Resources: Are they worth Preservingn
in Paul Streeten and Harry Maier (eds), Human Resources, LEmployment

and Development. Vol, 2: Concepts, licasurment 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. Marx saw man as "a producer" and fore-
saw a future when he would produce according to "the laws of beauty"

and not to exploit his fellow men and thus hecome a perfect man.2

LE i8 is difficuit for man to achieve a balance between pro-
duction and reproduction., It is because production is by far the
most difficult of the tasks for man. Production is of primdrdial

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 efficiently".’ What transpires fro
these two common factors is that man fhe producer and man the consu-
mer are intertwined as are man and the technology. And it is the
effective intertwiningof these 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 Weishrod. '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 Ingernational
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.

S0, 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 - ig the fun-
damental factor of human resources development., To exist and deve-
lop himself man must produce, and to produce 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 & man becomes a producer, 2) the period during
which he takes part in production and 3) the period after his
retirement ffom active participation in productiion. 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 end trained - to take part

in production care should be taken to see that he is 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 unproductive periods of a man's life

is the productive period of life, The productive period is the mo st
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. When
seen from this angle; one would only discover a terribly dismal pros-

pects of career planning in Bangladesh,

The Technology Connection

Technology as a method of production is intricately related to
education. The government is fully aware to- the necessity of appli-
cation of techpology.to production proces; and how a deliberately
designed education system can advance productive skills of the people
ana 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
Vis-a~vis production. Nét 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,
i |
engineering, law, librarianship and medicine, the vast majority |

of the students do not know for sure what they want-to be ar whatthey
are going to end up with. Our planners, educational planners included
know that all economies, iprespective 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 ouitput of
industry X is Tk. 20CG,we find that of this output Tk. 60 was purcha-
sed by industry ¥, 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 purchgsed Tk. 40 of output from industry ¥, Tk. 50 from
industry Z and Tk, 110 of labour services4. From this simple analysis
of the input—butput analysis it-can also be said that an economy
functions on the theory of demand and supply of goods, services and

labour. Following this theory of input and output or the theory of

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

1978. pe. 203.
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demand and supply can we say if the output of the department X of

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

hired by industry Y, 40 graduates were hired by industry Z2 and 100
graduates by the government ? Eyen ifgthesé 200 graduates of the
Department X have been.jabsorbéd - - on genuine demand of our

economy ., unproductive 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 & 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 scientific and tecpnologi—
cal researches., Indeed, we have somehow managed to keep ourselves
immune from the explosion of scientific knolwdge and information and

tremendous economic growth in other countries.

Every government, irrespective of form has the inalienable
obiigation to éive employment to each adult citizen of the country
who can take part in the production process of the country. Thigs is
certainly a very difficult task but equally certainly this is not a
tall order, It is 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- 1
trialized socialist country like Bulgaria has ensured full employ- i
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 technology even though its appli- |

cation is necessary- to improve both quality and quentity of produdﬁbn.;

|
l
\
1
|
|
|
|
|
|

By now Bangladesh has a population of 100 million. According
to the Manpower Survey, 1980, over 31% of the'population congtitutes
the civilian labour force. The Planning Commission of Bangladesh
estimates that this labour force will increase from 31.0 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
colossus., 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 a@vancement of our society and 4) the failures of the

5. Ivan Iliev and Nicolas Naoumov, 'Human Resources and Employment
in the People's Republic of Bulgaria' in Burton Weisbord and Helen
Hughes (eds), Human Resources, Lmployment and Development. Vol. 3:
The Problem of Developed Countries and the International Lconomy.
London, The Macmillan Press Ltd. 1983, pp 48-54.

6. Bangladesh, Planning Commission. The Third Five Year Plan
Dhaka, 1985, p. 102. |




-: (III) 9 :-

government and the pecple 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
follow and execute public policies. In Bangladesh neither the public
sector nor the private sector has demonstrated any commendable

entrepreneurship.

Our goverﬁment 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 health, education, training and science and technology policies
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 government
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 fof production purposes-our educated yong people do not
find much of an opportunity to employ them for productive purposes-our
people with skills and advanced technological know-how do not find a
1uc?ative home market. So, our people from all walks of life try to

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
sheeripuscle 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 people. And
appropriate fiscal, monetary, manpower and commercial policies will

have made this come about.

The Concept

The concept of human resources development may be defined as
giving every individual all opportunities to develop. his faculiies
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 and 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 end 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 example,

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, human resour-
ces development will be concerned with the totality of human life
including the leisure and freedon of the people in that society. But
“hneither 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. Pinally, 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 resomrces comes via the development of manpower,

The Bangladesh Scene

In respect of manpower and human resources development, Bangla-
desh presents a paradox. It is, however, a paradox created more by
man than by nuture, On the supply side of‘manpower, Bangladesh has
an abundance 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 untenable ones. If Singapore with no land and natural
resources lis neither overpopulated nor underdeveloped there is no
reason why Bangladesh sheuld be both overpopulated and underdeveloped.
If in fact it ie 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
heving access to the sea., It has 42,447 Primary Schools; 8,464
Secondary Schools; 216 Intermediate Colleges; 4 General Universities;

2 Technical Uhiversities and 16 Medical Colleges, besides institu-
tions for techﬁical and vocational education., As of 1981 there were
77,770 Master'sDegree holders in various social and natural sciences;
11,402 gradﬁate doctors; 10,383 engineers; 28,347 diploma holders in
various engineering subjects, 59,447 graduate agriculturists and
39,238 graduate teaching professionalsB. Yet their contributions to
growih process is not adequate. The existing arrangement for education
and training, the existing stock of manpower for education and training,
the existing stock of manpower - both skilled and unskilled-ghould be
considered adequate enough not only to generste employment oppurtuni-
ties but to achieve a higher growth rate. Why 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 Bangladesh. This is the Bangladesh Scene,

8. Raisul Awan llahmood. Llanpower Situation in South Asia: A Case

Study of Bangladesh. Dhaka, Bangladesh 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 humean
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. Flow
into school of higher education should be filtered at S.S.C. level
Only those who have demonstrated the aptitude and intellect for higher
education should be allowed entry into schools for higher education in
.the fields of humanities, social science and other exact sciences. .. .
After 5.5.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 bb intensive practices based
on the shop floor theory. These 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 development of the stude='
-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 wery much superior 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 trained people may come
f@rough{a) somé of them will be needed in the government where they
should be paid as much as white collar people are paid in the govern-
ment . 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 technological development:

a) Technology should be coupled with innovativeness

b) People should be innovative in both sociaul and day-to-day
life.

c) Our education system does not make us innovative and creative

This is particularly true in our science education and
teaching.

d) Our education system does not increase our inquisitiveness.
e) It does not teach the science of everyday life.

£) 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 péople proper attitude towards

work and life.,

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

the whole society but it can c ome from other sources, too,
i.e, home, family and friends. Moral value system should be

one of the principal guidlines in our educational programmes.



CHAPTER - IV
CAREER DYNAMICS

Every government has three primary responsibilities:
a.) protecting the sovereignty of the country when threatened
by external aggression or internal anti-state activities
b) collection of revenue and maintenance of law order té keep
it in power and to ensure the security of the citizens and
c) welfare and development of its people. These responsibili-
ties are discharged by the people in the military and civil
gservices 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 and the development of science and technology.
This is particularly true in the case of civil service which
is no more concerned with oniy collection of revenue and main-
tenance of law and order, So, even though the history of the
civil service of Bangladesh can be traced back to Vediocéra
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 were 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 technocféts.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 cbmmittee 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
Committees and Commissions, 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 Commission.,

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
-cadres of Pakigtan period and these are now tWé unified cadres.On
the other hand, there are three independent Engineering cadrés in
the BCS. That there should be one single administrative cadre and
one single police cadre probably few will question. ;i And that
there should be three separate engineering cadres in the BCS the

present study will not question that, too. The questionaire
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administéra 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)s 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 there 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 aspirationsvof life only by working for
one or another organization.liodern man is an organization man, He
‘belongs to this or that organization. This is true even in case of
a farmer in Baﬂgladesh 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
the goals of theorganizatidﬁ%gelongs to. This 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 career planning

is to bring about a harmony betwicen the individual aspirations and
the goals of the org;aniza‘cion.1 This harmonization of individual
aspirations and theorganizational goals depends upon the efforts of
the individual to prepare himself for a career in an organization and

the support of the organigation 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 ihstitutional support. Where the two ends of the dichotomy
meet we have the organizational career development.g.What is done

under individual e forts is career planning and what is done under

organizational support is career management. Under career planning

there are some important subprocesses, which ere: 1) individual's
choice of a profession; 2) individual's choice of an organization;
3) individual's choice of job assignient 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 evaluation and 4) training and development. So, the career

planning in the Civil Service of Bangladesh is actually a programme

e e So——

0 Edgar H. Schein, Career Dynemics: Matching Individual and

Organizational Needs. London, Addision-Wesley, 1978.
20 Ibid- po 5’,4"0 '

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 development in the

Bcs : ( Publid Works ).

Evolution of BCS (Public Worksl3

The history of Engineering cadres in the BCS can be tréced 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 Indian Administrative Sefvices. The committee came out with the
recommendations that 1) members of the All-India Civil Service, Police
Service, Forest S;rvice and Engineering Service should continue td be
appointed and controlled by the Secretary of State of Council. The
recommendation highlighted the importance of Engineering S;rvice.
Dﬁring the Pakistan period, the Engineering Service was 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 government of Pakistan. After the emergehce of Bangladesh as an
‘independent state én 16 December 197@ the government employees were )
-functionally cléssified as 1) generalist administrators belonging to
the Civil Service, 2) employees belonging to services, such as, Audits
and Accounts, Income Tax, Customs, etc, and 3) specialists belonging
to Medical, Engineering and Agricultural Services, etc. There was a
hierarchical classification of the government employees into class I,

Class II, Class III and Class IV, The hiererchical classification of

T K.A. Zaman., 'The Civil Service in Bangladesh' in Amara
Ruksasataya and Heinrich Siedentope (eds), isianCivil Services:
Development and Trends, Kuala Lumpur, Asiuan 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 over
to a higher hierarchy if the conditions laid down in the recruitment

rules for a particular service or post are fulfilled,

In the early yéars of Bangladesh the Civil Service of Béngladesh
maintained the elitist tradition of the Imndian Civil Service of the
British days and the Civil Sérvice of Pakistan (CSP). This had its
merits and demerits. The'functionaries belonging to the Civil Service
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,pa:ticularly those in the specia-
list and technical serviceswho were'needed more and more in the develop-
mental activities of the’government. It may be mentioned that this
feeling did not grow just after the emergence of Bangladesh as an
indepencant state., Even during Pekistan period the Central Government
created an "Economic Pool" 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 o0ld traditions of bureaucracy. In other words, . _
this called for a restructuring of the Civil Service and rationaliza-
rion of the pay structure 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 suﬁ—cadres: a) Sub-cadre of Public Health Engineering
(under the Miniétry of Local Government and Rural Development); b) Sub-
cadre of Public Works and c) Sub-cadre of Roads and Highways (under

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

Ministry of Vorks.,

Education for Ingincering and Technical Services in Bangladesh4

One of the most important factors of carcer planning 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 more than one hundred years. The nucleus of
this education and training arrapgement took shape with the establish-
ment of "Dacca Durvey School" in 1876, Initially, the school ran a two-
year course to produce men sufficiently qualified to serve as land

surveyors in government departments as well as in private organizations.

4, Anwarul Azim, et al (eds). The_Firs% Hundred Years: A Centenary

Souvenir Dacca Survey School 1876 - Bangladesh<.University 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

public Works Department, District Board, Municipalities and private
enterprises. In 1905 the school got another raise in status. In that
year the school introduced a new course of four-year duration in

civil engineering to produce oversecrs for employment in the Public
Works Department, District Board, 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 Ahsanuilah{
of the Nawgb Family of Dhaka who took keen interest in the advance- ﬂ
ment of Muslim education in Bengal. As a recognition to this great - E
contribution, the school was renamed nAhsanullak School of Engineer- [
ing" in the year 1908. In the same year, the government sanctioned X E
affiliation of the school to the Joint Technical Egucation Board
(the then Overseer Examination Board of Bengal) . The school, besides }
producing sub-overseers, also offered axrtisan courses in the workshop§

in different trades.

But what the-history of engineering and technical education
in Bengal reveals 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
eétablishment of an Industrial Institute and introduction of Diploma
Courses in Mechanical and Electrical Engineering at Ahsanullah School

of Bngineering. These Diploma courses, introduced in 1913, continued
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only for three years., The Authorities withdrew the Diploma courses
from Ahsanullah School of Engineering as these courses were being
offered at the Bengal Fngineering College at Shibpur (now in West
Bengal, India). After the Second World War the Government of Bengal
undertook a comprehensive programme for the industrial defelopment of
the province. This necessitated fechnically educated persons to run
differsat 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
Ahganullah School of Engineering. This, howeVer, did not materialize
until February 1948 when the Government of East Pakistan sanctioned
and approved the conversion of Ahsanullah School of Engineering into
Ashanullah‘Engineering College offering degree courses of four-year
duration., The Ahsanullah 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 Egst Pakistan University of Enginee-
ring and Technology, which aftggf;mergence of Bangladesh came be 1o
"be known as Bangledesh Universify of Engineering and Technology. So,
as of today Baﬁgladesh haé 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 uvnemployed persons in Bangla-
desh, in the case of those educated and trained in engineering and

technology the rate of unemployment is negligible,

Results of Empifical Study

To find out the individual efforts to get into & 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 af least six years in that

|
|
_ |
cadre. Some of the important findings of this study are as follows :
|
|
~A: ILEducation for Career i

The findings reveal that all the respondents have a B; Sc
degree in DEngineering. In respect of merit, tod, they have got
almost excellent education. That means that theylaré_fully quali-
fied to advance both professionally and to climb upffﬁé..‘
hierarchy in their career. Most of them got into their career within

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

B: Recruitment to the career

Since most of the respondents got into their career within
1-2 years time after they had finished their cducation, it means

they were in demund and they did well in the recruitment test,
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It may be mentioned here that the recruitment to the BCS (Public
Workss—lngineering) is made by the ministry of Establishment on
the basis of the results of recruitment examination conducted by

the Public Service Commission.

B, Original Cadres of the Respondents

Table ; 1

Cadre Ho.of R.spondents Percentag
T s Central Lngineering Service 3 (3.8)
., Eastp Pakisten LEngineering 19 (24.4)
Service |
3. B C S (Public Works 2) 52 : (40.56)
4, Hot Answered., A (3+12)

Prom the above statistics it appears that in the BCS (Public
Works) about 28f% of the officers come from the former Central Eng:

neering Service and Lasth Pakistan Engineering service.

C. Service Length of the Respondents

Table - 2
‘Years ) To of Reépbndents Percenta;
6 - 10 Years 12 (15.4,
11 - 15 » 24 (30.8.
16 - 20 " 7 (9.0)
21 - 25 w 18 (250

Above 25 years , 17 (21.8
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D, Promotions Received
Table : 3

Number of Promotions

No,Promotion
One

Two

Three

lMore than three

Ho. of Respondents

Percentage

25
41
10
;
;

(32.05)
(52,6)
(12.8)
(1.3)
(1.3)

Lf the statistics in respect of the length of service of the

respondents is compared with the promotions they have received, it

appears that the scope for promotions in the BCS (Public Works:

) is quite limited.

Be Gap Between Joining the Govermment Service
and the First TRAINING Received

Table : 4

Gap No. of Respondents
No Gap 15

Less than a year 1

1 - 2 years 6

3 - 4 years 5

5 years and above 10

Not answered. 41

Percentage

(19.2)
(1.3)
(7.7)
(6.4)
(12.8)
(52:6)
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This is a very undesirable situation., Bducation is different
from training, However well educated an engineer may be, he must
in the manner a doctor,workr’as an internee for s certain period
after he has got a degree for medical practice. Our engineers are
training on the job. The Foundation Training at the BPATC is essen-
tial for the officers in the Engineering Cadres but to receive pro-
fessional training there should be appropriate engineering 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,
Fa Training Received at Home

Table : 5

Period of Training

(Irrespective of Number) Percentage
2 weeks - 1 month é Yes 18
5 weeks - 3 month g No 6
6 months-1 year g 6
Not answered i 48

G Training Received Abroad

Table : 6

No.of Respondents : . L Percentage

20 " ) 25.5

{
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H, 4. Plannédn Education for a Career in Engineering
Table : 7T

Yes No Not_sure

51(65 .4%) 26(33.3%) 11(1.3%)

I Gap Between Student life and gntrance into Cadre

Table : 8
Period 1. Nos of:Respondents Percentage
Less thanva year ' 45 7 7/1(57-8)
1 - 2 years 21 (26.9)
3 - 5 years 6 ' (7.7)
More than 5 years 3 r'348)

Not Answered., 3 . (3.8)

From the statistics in Table 7 it appears that mojority 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 legs 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 AND SUGGESTIONS

The investigation into the career planning in the BCS (Public
Works: ) reveals that all the officers in the cadre have
got quality education for the cadre and for their profession. The

arrangements for education to produce qumlified 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,Alrcady, a negligible

size of unemployment in the fields of engineering and engineering
technology has been recorded. And & certain percentage of engineers
and technicians are working abroad for better emolument, All this is

not a very good sign for economic development.

The scope for promotion in the BCS (Public Workﬁ% is very
limited. There are only a few 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: . D
gotl quality education for Joining the cadre and for their profe-
ssion they get very inadequate training both administrative and
professional and both at home and ebroad. 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 BPATC.

The civil servants must uphold the value system of society.
At present it is wanting in the civil service. Maybe, it has waned
alarmingly. It is manifested in the fall of fairness in dealings,
questionable personal conduct and subjective decision—making of the

civil servants, The fall of the morul staniurd of the people is
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eating up the very fabric of the society. The all important question
is-how to reaise it. It cannot be raised by legislation. Ejucation
may help to éome exéént. But the only way out is demonstration-
demonstration of high moral and integrity of the civil servants,

The fall of moral standard is the result of the demonstration effect
of the fall moral and wlue system of one and some people, In the
same way the rise in the integrity and moral standard of the people-
-can come only from the 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 Administration in Bangladesh has a long and
Speculative history. 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%nﬁg/
difficulties of Bangladesh up to the present day.

After the taking ovér of thelRewmnue 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. Although in the
beginning, native 'Dewans' were given the responsibility to
collect revenues, the Company authorities could not trust them.
As a result the position of Huropean Supervisor was created- a
ppSt which emerged with all pomp and power-first as the Buropean
Supervisor then as the collector, then as the District Magistrate
and €ollector and finally as the Deputy Commissioner, Moreover,
in order to make and promulgate central policies and also to
make accounts at the central level, a position of chief clerk
Wwas found necessary - a positdon which ultimately evolved in to
the position of ¢hief fecretary and contiﬁéd up to the Pakistan
period only to find a short period position of the Principal v
Secretary to the Prime Minister after the emergence of Bangladesh.

Although. in the beginning administrative officials were
recruited on the basis of the rule of the thumb and not on
definite principles and policies, the East 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
wvere excluded from the built-in-team. In 1830 after a long stru-
ggle by the Indizns, the Select Committee Report recommended a
statutory Civil service which was only a eye-wash to the Indians.
After about 35 years, a statutory Committee report was published
in 1870. The committes recommended zth of the higher posts for
the Indians through nominations. Meanwhile, in 1853 Macaulay
Report demanded on open competetion emongzst the Europeans in
youthful age.i

It was surprising that the British Civil Service
Commisgsion was set up in 1355 in England- two years after the
publication of Macaulay Beport for India and on the success the
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Indign Civil Service. It was on the basis of North Cote -
Trevelyan Report in 1854. The Report viewed that there should

be a civil service recruited through open competetion and
conducted by a single authority. The Service should be open

to all graduates without. any requirement of special qualification.
The entrants sho@ld 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 probatiom period, an opportunity for promotion and

the incumbents should be able to ascend to ths highest ladder

by dint of their merit and seniority after completion of inikdial
years of probation.

In India on the other hand, there had been political
demand for Indianisation of Civil Service. The Aitchison Commi-
gsaion in 1886 and the Islington Commission 1917 recommended for
Indianization which, however, could not satisfy the Indian aspirants.
The Islington Commission created soms posts Enown to be *‘the listed
posts' which were reserved for the Europeans. Even the lMontague -
Chelmsford in 1919 reported that only 33% posts of the Indian
Civil Services was held -by ths Indians >

Pakistan Period

After the passing of Indian Independents Act 1947 and the
partition of India, for a brief period. Indian Civil Service was
substituted by the Pakistan administrative Service in Pakistan
and Indian administrative Service in India at ths central level.
Subsequently, however, Pakistan Administrative Service was renamed
as the Civil Service of Pakistan. The top positions in the General
Administration and Magistracy &ﬁﬁbbostly retained by the members
of this service both at the Central Government ard the Provincial
Governments. it the Provincial level, however, Provincial Civil
Service(PCS) was retained in West Pakistan, in sddition to General
Administfative Reserve(GAR) in West Palkistan. In East Pakistan,
the earlier Bengal Civil Service(BCS) and the Assam Civil Service

kgﬁglgamated and made a single Provincial service known as the East
Pakistan Civil Service(BPCS) .,

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

L Ly
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Pakistan Fereign Service

Police Service of pakistan

Pekistan Audit and Acceunts Ssrvice
Pekistan military Accsunts Ssrvice
Pakistan Reilway Accounts Servica

Pakistan Taxstion Service

Pakistan Military gand and,\wmtx—w/ico
Pakistan Railwsy Traffiq Trenspert Service
Pskistan pestal Service

Central Secretariat Service,

Recruitment to these Services including the Civil Service of pakistan
was mede by the Federal public Service Commissisn, leter renemed as the
Central public Service Cemmission, Quring 1958=59, s system ef separate
@xaminatiens such es Civil and Fereign Services @xeminatien, pelice Service
Sxamination, Finsnce and ether services umlnathnﬂ;‘ intreduced, gut
lster en thess on.inutlem wére sgain cembined, finding the separate exse
mination system as time-consuming and redundant, The same type of candidatess
wire teking all the examinations ene by ene, and the csurses and the questisns
wre almest similar, In 1960, en exsminatisn fer recruitment ef s-ctiin;
O0fficers ef the Csntral Gevernment was held l.pnraulys. But latsr em, this
was alse combined with the Superier Services Exsmination.

Recruitsent ef these services wes initially mads by the Extablishament
Divisien, but later their centrel wes trsneferrsd te the respective pinistries
or Previnces, keeping the respensibility ef general uunﬁhhn with the
Esteblishment Divicien, But efficers balenging te the Civil Service ef
Pekisten, the pslice Service ef Pexistamn, Ceneral Adsinistrative Reserve

end Centrsl Secretariat Servics continued te be the greatsr concern ef the
Establishment Divhion‘.

Jhe Civil Service e¢f pakisten(CSp);

The tep-mest buresucratic cless in pekistes was ths Civil Service ef
Pakisten usually called CSP, ]ts sncestry might be trssed te the Indian Civil
Service and Lerd Macsulayts feseus werds im February in 1653 in which he /‘b 5
enunciated the gritish pelicy en Indien Administration, The werds rang

ws must at present de eur best ts ferm a clase whe may bes intsrpretasrs

betwaen us end the millisns whem ws gevern; & cless of persons, Indiem

in blesd and casleur, but English i{n tests in epiniens, in merals, and
in intelect ®0evce0000000000

A3 fer the [pdian Civil Service these words held geed, ss did for the
Civil Service ef Pekistan fer pekisten/ rulerse The mswbars of the clsss ef
CSP ware enly a few in number., ]Jn 1954 thers had been enly 519 such pests in
the tatal sutherised stremagth, while the tetsl agsinistrative gazettsed efficers
in west pekisten alens wers 924, accerding tes s 1961 c‘lwluuons.



——

V"

Immsdistaly sfter ths emergence ef indepandent pekistan, adeinistras
tisn necesssrily fell inte the hends eof the eld Indien Civil Service
afficisls whe wsre merely the aloniﬂ. @xperts by taste end tempersweat,

Fer a shert period a« pekisten: gdainistrative Service(pas) wes cruted,

f)ut & the pdainistrative service wes renamed as the (ivil Service ef
Pakistane, The members eof tha CSP whe ssrved both under Central and provincisl
Cdvernuments eccupled the mest ispertant end key pesitisne in the Central

and previncial Secretariats, Directsrates, cttacbodlorficn end field
sdainjstratien, In Contre and prwiz‘éa ebout tus«tbdrds ef the tep pesitions
wers reserved for CSpee Except fer the brisf perisd a8 mentisned sarliser,

the competitisn for the unﬁrnl Supsrier Services used ts take place
sisultenseusly snd the tep successful sandidetes were teken in the Givil
Service ef pskisten, previded they wére net sdverssly resarked by the
pesychelsgists end the [Atsrview Beard ef the publie Servics Geamissisn.

The. appeintments were sctually mede by the Estsblishment Divisien en

getting the police verificatisen repsrt end exssining them sedicallye Thay

were then given training in the Civil Service Acedemy, Lohere whess courses
wireé patterned in the line ef eld ICS == frem herseeriding te even Lew

and public Administration, Islsmiat was slse included in the Syllabus,

After they wsre in the Acedesy fer sbsut nine wenthe, they wsrs sent fer
field training in Lend Settlement end alse teken te study teur in beth

the provincés. They were newed ss iestt. Cwwsissioners end placed im different
District Hesdquartere end given prsctical tesk under the superivisien ef

the Deputy Cemmissiener end additisnel Gmputy Cemsissisners thare. Letsr en,
they were given the chaerge ef Subedivisions end wesre cellsd Sub-Divisional
officers, whare th.|¥ uld find theasselves ss the bees ef serversl previnecisgl
civil Sorucoﬁw of usually much Senier sge and Service peried.

A: Sub=Divisional Officer wes @ Wugistrate ef the firet clase pPOWE T,
e tried criminal csses, ceuld imprisen a person fer upts 3 yeare, srdey
for arrest a\d 8¢ on. He was alse the head of all the gevernmeniyfend wther
duportant educstisnal institutiens and g large ;‘u-bcr ef ether cemmittecs
cencerning lew &d erder wnd the metism building wark ef his Sub-Divisien,

On being sppointed w8 the SubeDivisisnal officnja CSP officer would teke
enly abgut 2 ysers te get presetien e on Additienal Deputy Csmmissisnser ef
the Distrist er Duputy Secretasy ef the previnciasl Sscreteriat er scws pesitisns
ef equel status in the Centrel CCVBrnliOIt)nttcch.d effices end even sutencsaue
er semlesutensmsus bodise, In this wsy s CSP Officer cesuld escend te the ledden
of eduinistretive hiererchy very quicklye. At higher level, premetion usaed
te be decided by e Salection Besrd censisting of semse Central Secretariss.
which did net fwll within the purview ef the Central public Service Cemaissien,
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Tha time required for the (SPs fer premsticn te thw eenier scale
wight be feund from the fellewing semple teble;

Teblowt

Time required for CSPs for presi$ien in the Senier Scele,

Sleneo Yéare required fer presgtien

3 &

8
13
18
23
28
33
38
43
48
52
58
63
68

PP T B N T N - ST Y S S LR S

Averaugs 507 ysars,

What wes the recruitsent bsse ef CSPs ‘¢ Or, Muneer ahwmed in his sample
Survey feund that 66.4% ef thes were the sens ef salaried gevernment servents.
The land ewning class wes representesd by 18X end the business was represented
by 10-4S6. MeHeS Quraishi, a CSP 0fficer end mewber ef the Central public
Servica Cemuissien calculstsd in his sample that ever 26,63% had theilr
futherst gnnuel incoms Rés 16,000/« and sbsve end 22,50% had their fatherss
annusl incoms betwsen RS.8,000/« ts 16,000/« whils the fathers! anusl
inceme of enly 12,93% respendents wss Rse 5,000/« and below.

Covernwant of pekisten, Federal publie Service Cammission,wotification
NooF13/1/59-E1 Karachi, dated 29th april, 1960,

OsKoSherwuni,™the Rele eof the E[stsblishment Divisien in Personnel Adainise
tratien® NIPR Réporter, Kerachi(Jenusry - Farch,1964) pe21,

See in this connection Runeer Ahsed, The Civil Servant in Pakis tan
(Lshere; oxford University press, 1964), po20. Md muzalfer Ahmed

Cheudhury, The Civil Service in Pakie tan(Bhaka; mational Institutien
of public Aduinistration, 198%), p, b8,

¢ Or. muneer Ahmed, ep.cit.,p,52,
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The sducatisnal base of the CSP Dfficers wes quits brillisn? For e
aupll of 70 officers 83% got first divisior in the Ratriculation, 59% in
lntamdiata 46% in Bachslore end 41% in mestore ss against 68% in the
‘Matriculation, 44% in Intermediate, 22X in Bachelors, 22% in masters im
case of S0 pFS 0fficers, Similarly in the sbove sampls 76% obtained sbove
60% marks in (SS sxeminstion ss against 56X by PFS. However, the Forsigm
Degres/Qualification for the PfFS 0fficers in the above seaple was 24% es
against 10% of the £Sp ofﬂun’.

The nuabsz of posts hele by the CSP officers in the Central & provincial
Secreiariat might be found from the following tables;

Table=2

Distribution of post im Central Secretariat

Pos ts Total csp €SS PCS/EPCS |

|
|
|
i

Othere
Secretary/Additional
Secrestary. 19 13 ™ 1 &
Joint Secretary/
Financial advisor 39 ] 3 - : 18
Deputy Secrstary/Dfa 11¢ 28 20 10 56
Total 172 89 23 i1 : 7%

Source; Pemorendua of the CSP Associstion(1970), Table=XVII]
In the provincial Secratariet, the distribution of postves es follews;

Table=3 y

Distribution of post in the provincinlASBt:rctnrht

Posts total Y] pPCS/EPCS Secpetariat Service (Qthere

wes t pakj.ataﬂi

Secretary/additional

Secretary. 19 i3 ) 1 ¥

Joint Seeretary i1 1 2 - ]

Deputy Secretsry 61 26 15 S 18

Total - 91 31 18 6 32
“gest pakistan

Secretary/additionel

Secretary. 17 S é 2

Joint Sscretary ki 2 3 ' 2 ®

Deputy Secretary 59 18 14 14 2

Total , 83 % 7% 73 7

.

Source; [bide, TebleeXIXo

Memorendus submittsd to the Services Reorgenisation Committse by the CSP
Association(1970), Table=XXI = XXIIe
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1n the field level of Ceneral Administration, the distribution of
CSp officers might bs found from the following tables

Yable«4§

Diltribution,ﬁ;ou in the Districts and Divisions

@ 7 posts wsre vacant

Source; 1bid., TableesxVI]

The CSP Qfficers had also & sound Career plan.

sumamarised as i’o.].lcmsti 3

_Posts Jotal csp PCS
west pakistan
Commissioner 12 9 5
Deputy Commissioner/
Additional Commissioner
or Equivelent, 69 31 38
ADC/ ADR & 3 3
East pukiaten
Coeaissioner & 3 i
Deputy Comaissioner/
Additionsl CGommissionex 18 13 &
ADC 40 @ 16 17
Total 150 75 68

The plan might be

1) post entry training t4 years
2) Intsnsive training in Revenue end Aagisterial worke & monthe
3) Charge of Sub=Divieigm 2 yoare
4) Section 0fficer in the provineiel Seeratariatse % ysar
5) Deputy Secretery in the Provinciel Governament/ADC/ADH. 2 yasre
6) m shether to wakwork for Judicigry)tconcnin

or non=Economic worke
7) Training at HIPA 3 monthe
8) Training in & foreign country S months
9) Assignment 88 per Noob 7 years
10)  Training at Staff College 3 monthe
11) posting for not less then 2 yesrs in ares of

specialization.
13) promotion to the rank of & Cosmissioner/Joint Sscretary

ta the Central Government oa ocompletiom of 17 ysars.
14) assignment in top exssutive ef policy meking. job. 8=11 years
15)  Appointment ss Chief Secretary to the provincial

GCovernment or Secretary to the Cantral Covernment

followsd by 3 monthe rigorous treining in the

ARdainistrative Staff Collsge,
8

Be Ae Abba8, 9Career pPlanning in respect of services controlled by
Establishment Division¢®, Administrative Science Review, V0l.III,

NOo 4(Dscember,1969), ppe S8=59,
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The mode of recruitment of the Civil Service of pakistan Cadre
vis=s-vis other Central Services might bs found from the following

"8,

tableg
T.bl.-s
mode of recruitment of all pakistan and Central Services
i fficers Senctioned
sl Fs . 0
KGo MNeme of Service in pesitisa  strength, methods of recruitment
a8 OR
{=4<1969
ie Civil Service of 522 759 Direct 100§ in the junior
pakistan, scale through CSS Examina-
tion, 30% Examémetise of
superior posts in ths provine
ces reserved for the PCS
officeré,
2. Ppakistan Foreign Service
(i) Carees i86é Direct 100% through CSS
(1i) Non Career Heed of Exemination of the Junior
missione 12 Scalee
Direct recruitmente
3, Ppolice Service of pakistes Direct '(5,'6 in the Junior
scale. By promoticn 25% to
Es Pak Cads 13; 102 the senior ecale posts from
provincial police Servics
We Pak. Cadre 130 156 officers.
aﬂqa
4, mpakistan Audit and Accounts
Service 144 187 pirect 75% through (£SS
Examination.By promotion 25%
to the junior scslec
5o Pakistan military Accounts :
Serfice 12 77 Drect 75% through CSS Examie
nation to the Junior Scale.
gy promption 25%s
6, pekistsn Taxation Service 250 360 Direct B0% through CSS Lxami=
nation to the Junior Scale.
By prosotion 20%
7o Pakistan Railway Accounte
- Service B3 48 Direct 75% through CSS Exami=
nation to the Junior Scal®e
By promotion 25%
pakistan Customs end ELxcise
Service 146 151 Direct 75X through CSS Examie
nation to the Junior Scale.
. By promotion 25X to the Jr.
scale from Class=]] Customs
officials,
g, Central Engineering Service 137 - Direct 66=1/2% Separats @xe=

mination by interview takem
by CPSC, to Junior Class-].

gy promotion 33-1/2%.
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10, Central Secretariat Service 680 570 gpsposmadisn

Dirsct 80% through CSS
Exaaination to the Junior
Scale,

8y promotion 20%

11¢ Pakisten mMilitary Lands and
Cantonmerc Service 59 70 Direct 100% through

CSS Examinatiom ta the
Junior Scale,

12¢ Telsgreph Engineering Service

Classe] 216 - Direct 66-1/2% Separats
examination through CpsC
to the Junisr Scalee
8y promotion 33=1/2%

13c Central Informetion Ssrvice 84 108 Direct 66-1/2% through CSS

Exsmination to the Junior
Scals,
By prosotion 33«1/2%

14, pakisten postal Ssrvice Cless-] 64 - Direct 66% through CSS

Examination to tha Juniorp
Scale,

By prosation 33-1/2%.

RoRo(G.ow)
24
A B.(S.W)

Sourcs Ibide, Tnblo-VI'u.

There hed been @ grest expeotationr frea the reeucrative systes of
Pexistan., According te Breibentf foug great nqziul q:?ﬂg., & 8 teong
s8nae of compession or humaneness, e high osder gf intellestuslity, the
@urege of independent corviction, efficieney
of diecipline and orceg.

beus€ of @ profound sense

8 thought that pakistas pessseed the philesophicel
besie for develeping all of these eharecteristics perticularly with rsference
te Civil Service of pekistane

New Trané;

The buresucreey in pakisten partieularly ths Civil Service of
puistm, howdver, gained prepondesence in the initial! iyeess af pekinstene
Buresucratic elite incresee PowET whea no politigal party Can maske any
effective superivision. After the death of chariuctlc leedsr like R.A.Jinnsh

8ow frequsent uphssvels o
Provinces, gwing to fnquont changes in ths
political executive, the sdainistrative personnel

end atfrectsd the image of tha pecple in general,

end iaqeut Ali Khan, perlismentary governmental set n¢
both at the Centre and the

g.ir;\od euch Bore power

See I-hut Hossain, “Conesptuyal Aalysie of Civil Service Reform in

Pakistun®, pdainistrative Scisnce Review, VoloI]], Bo.4(Dsceaber 1969),
Pobé, ‘




V-10
~

But @ now trend of burseucratis structure wes formed and some new
thoughts generated aftsr the militery takeover of the country in 1958, &/
Earlier Civil adainistration cslled upon the army seversl timedto assist
in Civil Administration which wes, neverthsless, persmissible under the
Qe.nmn of pekisten Rylu,%dl of Criminel procedure. But so long military
personnel wire under Civil buresucrscy in respect of civil matters, But as

@ result of Rilitary takeover, suddenly military pereonnsl by lew and mors.
by imege gained supsesmacy over ths eivil bursasucracy. Seversl military
officials ware trensferred alec to the Civil Administration. But with the
introduction of Basic Democratic System in 195960 snd the promulgation

of the conastitution of pekisten 1962, the civil buresucracy egsin becass
proainent. FMoreover, the military officisls were less gble to sdministey,
becsuse they did not have the experience of civil administration sarlier,
Apperently the civil bursaucracy wad, therefore, in an adventsgeous position ,
horeover, as the country soon leunched massive developing progremmé in the
socio=economic sphare, the experienced Civil Adninutratqra w8reé to handle
the planning aned implementation of the projects. In the Bbsence of political
perties, and political exscutives sarlisr, ths Secretariss® Council had
replaced the Ca‘bi.not. for pelicy meking in sddition to its earlier functiom
of pollcyA g o EveR whan the constitution wes promulgatsd in
1962, some old membars of buresucrecy found their placs side by side with

of politicel lesdere in the Council of Rinistere of the presidential type
Cabinet,

During Rertial Lew period; buresucrecy gained more impertence bsceuse
of the responeibility of messive pefose it hed to shouldss Re feugee rehabi-
litetion at Korengi sné eleewvhare, weet Pekistasn lend refere résulting inte
the nhittnrlng of feudal strusture and thereby trensfering the authority
ahd powar hithlr'\!m ressrvad by the feusal lords to ths hand of governmental
burcwcracy,:%k Ploo® op eyclone Gestributes in Ent; pekie ten, although
half hesrtedly, required the energy of the wilitary buzesucracy and the
brein ef the Civil bursescracy. Ia’ Stephens observed that Koruﬁ ané even
the steets of Kerachi, had runin‘E the symbles in ths pubiic 2ind of the

|
Riditary regimetls capssity to get things donom. ]

In order to ocarry out the great responsibilities, ;d:iniatramu had
to be trained both at home end sbroed. ] eddition; a nusber of foreign
experts were teken to ald and sdvies its civil servantsend engineers towards
development., A8 a result, a generslist = specislist controversy cropped
up end contreversy arose even im respect of the Sncntariét Organisation,
paerticularly in context effieieney and effectivensss, ’

10 « Jen Staphens, pakistan; pld Country, mew nation (middle Sex; penguine
Book Ltd., 196d), ppe 308-9. '_
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Buring the gritish period, thes Llewllyn Smith report 1919, the
whesler report 1937, the Rowlend repert 1944, the Tollcnn@/uport 1946 were
prépared, In tha pee=péiédesy pre-partial Lew Pakistan period Jefferies report
1952, the administrative Dnquiry Committee report 1953, the Rowland Egoer
ﬁpo:t 1953, the Bermnard Claiieux rsport .1955 w2re amonget them. But the
latsr reports such as G, Ah®ed report 1859, tha Cornelious report 1962, the Shoaib
Cosmittee report 1962, the Faruqui Comaittes raport 1962 end the power working
group report 1969 had e different tumne for humenizing the civil servics and
giving importance to the specislist services in different degrees,

Nowaver, aven First Five vear plam of pekistan, a strong plea wae mede
for & unified civil service. The plem stated 3“

The existence of sc many eervicee of a general charactsr a8 discrets
entities divides the total genserel works of ths governeent into water-
tight compartsents, militatee ageinst ths pooling ef & edainistrative
resources, encourages class = conciousness and mutuel jelousil,crestes
oconflict in meny common arees of aedéministration end prevents maximum
utilization of telents im sccosdence with aptitudes sn emotional pulle,
ts mention enly e fow of the evils resulting from ite

¢ The Third Five Yesr plan of pekisten recds ;'°

an dnpurhant Sete sauncletad by the sdsinistration Reerganization

Comnittee(1959) and ecespted by the gevernment wes that public egengises
engaged in work of & preponderently specialist nature should bs manned
exclusively by technical psople belonging to the relevant Specislibéss
cesccesesoosscssccacsoccsce &NE that he ad of tchiC‘l d.partllnt shouléd
be accorded ex-officic Secretarial status wherse NECBBBBLY coccococ

# incressing wewe of desand cesa from the quertsrs that the Specialists
shéul€ be made at per with the generalists in renk of snd statue, otherwise
it might have an sdverse effect on developasnt, The creation of informatisn
Service of pakistan, Tress Servies of Rekisten, Dsntral Secretarict Service
8sée ware steps forward tewssds that direction in additien to other elreasy
existing Csntral Specialict services such es Yélngraph Engineering Services,

Pekisten Rilitary Accounts Sepvice, pekistsn Rsilway Accounte Service, pekistan
Customs end Excise Servics, etcou

Mowever, it wes egroed thet the Services ef both gensrpalist a8 well ams
the Specielist were necessery for the develepeent of the cguntry. Tharefore
Specialiots were given the general trainimg of Benegement, Econcmic Dsveléseent

“in the inservice training institutes. Sees af the dopartmente wsrc declared
|

min;l departments end for sometimes they had eome Specisliets. pleced at
the top policy making or exscutive level, G. Ahme€ wrots :1;4
what 1s needed is not the elimination of the generalist, but a bredee
ning of his horizon end & res-erientation of his training to enable him
to meet the new demends that the complexity of a dynfuic developaent
sdministration must inevitably place on his talents,

11. Covemment of pakisten,The First Five Ysar plan,p.123, repertsd by AeNeShameul
Haque , aduiinistrative Reforms in pakisten(Dheka;n1pa,1970),p. 209,

12 Government of pexistan,Third Five Year Plen, (1965<70§, ;p. 1736
13, ishrat Hossain,op.cit.ppe 75=76,

14 GoAhmad,"Chenges in the Adainistrative grganization of the Go.ernment of
Pekistan Sinoce 1953®, public administration, [onuon, Vel, » :761) ,ppe3b8e9,
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Re-erisntation Sugoestioneg

in the face of several criticisme therxe hed been a thinking to reorient
‘the recruitment bsse, training and publis relations of the ESPs. An enenysous
open lettsr to CSP probationere sppsrantly written by one :ﬁ«- few high level
GSP _coland eddressed symblically from powsr Central Quartsy of Land of the
pun\, open datsd published im 1969 r.adlgw '

The physical snvironment you have been put in is your enemy, The
Sparkling Chandeliars, tha pesh fumniture, ths vehicle, the bsaraers
that sme = thess are ell sysilg of unreal values, Cen you:
afford eny of these thinge with Rs, 500/= per month, when you pass
out of ths Acsdsmy or for s long time therssftar ? Millions do it.
Lsave ths vehicle provided to you at least for shortsr distances. Am
1 esking for tee much ¢ You will meke history o

Even ths CSP Association in thaiz memorgndua in 1970 maede the following

sugges tione which shows the reeawekening of the membszfof the Civil Service

1:hcnl.lvu;16

(8) The CPSC exsaination should be used g8 the mode of entry to all Classe]
Central Services, All cendidates selected in the exeminstion should them
undergo & common course of training in a Combined Acsdemy, somewhat on
the linse of the French systsm. The final asllocation to the services,
including ths CSP end thes PFS, should bs the public Service Comaissione
At ths Academy, ths cendidates should be tsught contemporary subjects
like; Culture and Histery of paskisten; Internationdl Affaire, Dsvelopment
economics and plenning, Constitution end public Lew; Public Adminietration
and menagement, end HMational lengueges, Thers should ba sssignments,tests

and exemination a8 pert of the training at ths combined Academy. The
course at the combined scedemy should bs for one yeer. Allocatione te

tha different servicss should bs med® on the besis of the results of the
second examination helé by the CPSC st the conclusion of the training in
the combined acedemy, Thereaftsr the membere of the various services
ehould underge s tresining couree ef one year in their sepasrete scedemics.

(b) & second channel of recruitment to the CSP should be provided to serving
Clase=] Covernment servents upts the eoge of 30 yearc, Thie iz also en ths
pattem of the French eysteme This would ensure that the beet talent
availsble in the public services, who could not come up in the first group,
would be inducted inte the service through this method. A specified quote
should be reserved for entrants to the CSP through iihil chennel, This woule
provide the antry at sn early end eppropriaste point; when the officers are
still young enough to uadergo necesesary training, experience ef fielé end
secretsrist jobs end the exsrcise of responsibility so necsesary for holding
highar positionsj :

(c) The sppeintsent of listsd post holders from ameng PGS officers should be made
strictly on merits, pCS sfficers whe make the grsde should be incroporatsd
in the CSp cedre st en early encugh age (say about 40) seo that they can
be considered for highsr eppointments,

i5¢ S8, A.SeRe '010111(0‘0““[ 1969) Moo s Ppo 168=9,
i6e mtgx_t, pares 46240
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gther Central Services;

The officsre balenging to pother Centrgl Servicss were mainly of
two types = All pakisten Services and Central Services . Their promotion
ladder was steepar then [SP, but was wider than the provincial Civil
Sezvice people, An gfficer of the police Service ef pakistan fer exsmple
wes made the Chief Secretary ef a prevince and later the Chaireen of the
Centrel publis Service OCsamission. But thie was ene of the few excaptions.
Recruitment for all @sntral Superior Servicss, except for Engineering
Service, snd Survey of pekistsm wss by cempstytive expainatiem condisting of
8 writtem part and an intervisw precedsd by & psychelegical tssts The

cempetence sought was, however, evervhelmingly clessical and literary.

myimzzum wEe t.oﬁ $

A high premism may be placed on the westerm social grace , on the
facility ef tengue, and more ese on ths gemmand of the English
language, This might place the preducts ef missicnary schoele in

a mere favourable position then preducte ef tha erdinary scheol.

It may in effect shift, emphasis én the educatien system te s knowledge
of classics ané leterature in preference te a knewledge of technical

subjectse

putstanding emongst the Centrel Superisr Services ethar than the Civil
Service of pekistan was the pskistan Feveiga Service. In & Cantral Gevernment sese
reselutisn of the Ministry sf Fereigm Affairs and Cemmenwealth relation,
dated, Karachi,Bth gctebsz, 1952(mBe PFS=11(26)/52), the service wes stated
to be tequivalent in ststus te the Civil Servics of pakistante In an elabsrate
circular of the Ministry of fereign Affaire(meoPFS(RkT)=8/1/66, dated Rawalpindi,

i8th August, 1966), the strength ef the Pskistan Foreign Segvice wes counted
ts be 239 and sE-hec requirement wes preposed to bs made by the deputation of

Section pfficers ss well as tespersry deputatien from CSP ané ethsr services
for & single fwmama three yegre? assignment ebresds The promstion patters
enviseged therein might be found frea the fellewing tableg

Yable«6

promotion pattern of the PFS

Type of promotion Completed yeare
From Second Secretsry to Firet Secretsary ]
" From First Secretery te Csunseller 12
From Csunseller to ministieg 16

from Rinister te Ambasssder As an when vecancies en

the basies ef selecticn

Source; bi€., para; 1.

17 pmesflihuzzemen, "public Service Sredition in pekistan®, Buresucracy and

Devslopment in pakisten(peshswar: Pakistan Acedemy for pural Development
1962), po 287,
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Yot the pFS Officers® Asseciation in a Memersndus te Second Cornelious

Cemmissisn representsd that a large number of PFS Officers were not prometed

ewing to lack of vaocanciss, The following Table was presented by the pFS
Aasociltion; |

Jable-7

Numbar of PFS Dfficers net prometed l

Lenghkh of Service Nuaber.of 0fficers
20 years er mers 57
19 yegre
18 yeare

R W Ut 2 @ W

17 yeare
16 yeare
iS5 yearse
14 yoare

Total 92

Ssures: Nete on the various recemmendations for ths, re=organization
of the pakisten Fersign Servics(Second Csrnelisue Cemamizsion
File), para; 7.

It wes sbsezved thst ethsr Central Servicss were in favour unification
of services. In & csmbinesd Hsmorgndus of Csntrel Clsse=] Cin Service Assee
ciatien(fest pakistan Branch), te the Servicee Reerganization (semittes, the
Aseeciatisn even favoured sbslition ef the nomenclature YCivil Service® and
re=introfuce the term 'pakistaen Administrative Sarvicn'ﬁ, The First Five
Yeer plan of pakisten mede,strong plea fer e unified Civil Sepvice. [t pointed
eut that the separstion of the General Superier Services ints a nuabax of
ca€res was artificial ewlpgs ewing ts a member of’_ reasend s
(1) Reeruitment te them wes made through s combined cempetative oxemine-

tion requiring similar educstisnal backgreund
(2) The works invelved in vericus Bepyvices wars squally nonetschnical.

(3) Several sceidental facters like relstive pesition in the examinetion
and ths nuaber of vacancies in a partieulas for affsct the essignaent
ef e candidats ts one sezvice or ansther.

(4) The ranking of the services inter se wa2 open ts question. There wae
.~ hething inherent in ths werke hendle by the diffsrsnt servicee which
mekee one Superier to the stheri8

. Rt-Thinkinz;

Some reethinking for service reeorgesnizatien ef the Central Services

was made during 1960s. A.M. Senaul Huq, a member of Civil Service of pekisten
and the Director of WNIPA, Dhakas, wrete in 'I96'l;19 ’

17

= |
Administrative Scisnce Review, Vel., IV, We.f. (March §970) pp.246-7,

18 See, A.N. Shameul Hoque, ep.cit., pp.208<9,

s Ses, A.M.Sanaul Heq, ®Civil Service; A New gutlook®, NIPA ;NEuS(Dhaka),
VOlo!, Neo 3,
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The civil services which pakistan inherited from pritish india
at the time of independence were bern in response te the basic
functions of the GCovernment im the pastes The main functions ef
the Government were confined ts the collection of revenus,
sdministration of justice and the maintenance of law and order .
The machinery of the civil service that was crested wse admirably
suited to these purposes, ynder the stresses of social snd
economic necessity, some chenges took place in the system from
time to time but fundementally and breedly tha mathods and out-
look of the administrators, the tasks they performed and the
system on which they werked remained unchenged,

In erder to bring about some chenges Government of pakisten on the
ene hand wes considering for reergenizstion of servicss end on the other
hand planning to impart soms technical training to generaliest as technecratg:
were being impated general training . A letter of ths Service and General
Administration Department ef the GCovernment of East pakisten 1968 uaﬂszcz

1 sm directed to stats that the president has observed that Daputy
Commissioners sre required to give the lead to such natien building
departments in their districts as Agriculture, Ce-sparatives,faaily
Planning and mimal Husbandry etc, They therefere, required therough
grounding in the basic principles, tschnigquas mdl recent advences
made in thess fields. gon the ether hand, the training and experiency
impartsd to efficsrs befers they are placed in charge ef districts

ds not equip them with upets-dats knewlege and insight into modern
practices,

The president has therefere, been plessed ts direct that the

Provinces should seriously consider ths questien ef giving such
training to efficers who held eharge of Districts er are geing
to be posted as Desputy Cemmissioners in the near future, [t has

been found desirable that such training ehould be arranged st the
National Institute ef publie Instruction,

But it is worth noting that elthough the Kational Instituts of public Admi-

nistration hed prepared detsiled Syllebue fer the training of Deputy
Cemmissioners in Aqricultuto,c--epuutivn, Faaily plemning,

8tce, the course wae never materialized and the

Mimsl Husbend ry

Gevernment could net epare
the Deputy Comissioners for changed situstions in the cc(mtry.

Even the CSP Asseciation in the representation te the Administrative

and Services Reergenization Committee counted some perceptible flaws in the
21
gervice structure in respect of §

i, Insdequate extent ef choice in technelogical subject;
iic Inedequats pre-service and inwservics training;

iii, Less remunerative prefessions of teeching and research resulting
in brainedrainj

ive Absence of lateral entry ints the prime General Administrative Service;

Vo Nen development of the Gsneral Administrative Service inte its logical
best;
vi. Nen existant gf developmental pelicy for public Corporata Sector; and

vii, Absence of ratienalizetion of psy structure,

20, GCevernment of Last Pakistan,Servicee and General Adainistrgtion Departments,
He.CA VI-101/68-977,

21s Suamary ef the Memerendua of Ex=CSp A!lociation,m\ﬂic,"ASRC fil!'Dy Noe 350 AR
page=2, f
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l/,Alongst the suggestions given by them were substantially brod-ﬁed base of

initisl recruitment, provision for latsrel entry, equal starting base for
Adnini-trativo/Forcign/Dcfencc Services as well as fer University teachers

and efficers of the extésordinary merit ef the Specislist/Functional Services,
Ares grouping or pool of Administrative Service ints finance id plannikg,
GCenerel Area and Social Ares stce

Some other service Assecliationdlike the erstwhile Tnxat#on Service ef
Pakistan hseseciation alse suggested ths emalgamation of service for ths purpeses
of integration an€ functional spscializetion such as Cultutural Service,
finence Service etc, They had suggested that 80% Senior Seale posts in the
Cadre Services should bs filled in en the basis of open conpat%tion through
the public Servics Cemmission, Premoticn te Senior Scale Class=] — scale
sheuld be made on the besies senierity-cum-fitness., They hed further suggested
that selection to the grede of Secretary should be meade en tha}roc:-nandetion
by the public Ssrvice Comaissisn.

Previncial Civil Servicess

There were East Pakistam Civil Serﬂtoo (EPCS Class~I and
Class=II) and the Previmeial Civil Scrvioo oi)uo-t Pukiotsl.
Previocusly West Pakistam sensisted of feour provinool, and eachk
hed its owm Civil 8ervieceo Subsequently they bad ho#n combined and
nased as Previmeial Civil SBerviee(PC3), but the Semiority of eld
efficers rested es the elé Previncial kasis. East P;ki-tan Civil
Service alse comprised the fermer Bemgel Civil Sorvgoo(BCB),
well as the former Assem Civil Service(ACS) Officials whe oftem
regarded themseolves superier e the mowly reocruited provincial
service people. The members of the Previmociel Civil 'Berviee Class~I
usually joimed as Deputy Magietrate im the Sub-divisionsl Head-
quarters or held other miseellamecus administrative pesitiems. Im
the Boginning, the serFAce wes e slese~IL servieo, vmlese am imceme
ben was prometed as Bub-divisiemal efficer or oquivélenta Later,
the service was declared as elase=I service, but th& EPCE& Qffiocers
in Rast Pakisten was mot elleved Class=I travellimg allewance
unless the bssic pay exzeeded Taka 850/=. After sexvimg fer a
nusber of years as Deputy Megistrates, they uged to;be pro=moted
es the Sub—divisional Offieer end i% teek a mumber of years te

" get promotion te the listed posts ef CSP, reserved fer the Provime

cial Civil Service Peeple, These included senier posts like Addi-
tional Deputy Cemmissiomer, Deputy Secretary. te tho?provineial
gevt. or equivalent, The fellewimg table will show th. time required

by the EPCS Officers for premotiem te officlate im tho genior Scoale
of the Cﬂ?l



d b of S .
Sis¥Noe Iears regquired
19 17 '
2% 16
29 16
35 16 :
b0 16 '
43 1k
&9 18
54 17
6k 20
70 15
75 12
80 1k
Average years ’ 15.92

8eurce: Sample frowm civil list 1965568.

The Promgmoial Civil Service People were recruited by their
respective Previncial Publie Service Commission em the basie ef @
sempetitive exeminatiom eonsisting of a vrittem amd am oral part,
The exsminations were fundamentally similar te those of the Cemtral
8uperior Services Exemimations with elightly lesper standerd. But
Gemoral Mathesetics of Secemndary Sehoel level aend the consiitutional
lav were the cempulsery subjects umlike the CS8 examimatien. The
exaeminatior for the Civil Serviee €less=-II, hewever, uonxsisted omly
ef a few papers ir ths writtewm part, and the imterview wes alsec
cowperatively more B lemient, Umlike CSE examimation, there wae
no rigorous psycholegical test for Promincial Civil Services.

The EPCS Cless-II Officers starfad their eareer as a Circle
Officer and there was mno certainty whether they weuld be premoted
te eny other poeitiom. Im Jamusry, 1962 there were 127 Circle Officers
in FPast Pakistan, The ares of eack Circle Officer somprised twve te
three Thamas, The designstiom ef Cirecle Officer wage oreested during
the Britisk periodzzo But in that montk the prowimeial governsent
changed the structure and cempositiom of the ecirele significentliy,
Adminietration at the Thams level wvas reorganized and ome Circle
Officer was us-i;ndto oach Thans fer the specifie purpeose of
Superivieing Umnio Ceuncile and the Basic Democratioc Ingtitutions
at the grass roet§ A mew cadre of Circle Officer(Dev.) was created
as the East Pakistam Civil Service(Exesutive) Class~II. 4 new batch

of Officers mostly yeungmsn fro@m verious feeder services wers

recruited r to t 0 ers velo] t 23

22 BSee Government of Bengal,Political Department ,Ben D t
dministration Commjttee(1913-14),Report,(DhakatNIPA,reprint

series,No, t PPe125=26. ]

23 See Government of East Pakistan,Home(GA and apptt) Departument,
Rules Regulating, Recruitwent,Promotion,Transfer and Discipline
of EFast Pakistam Civil Service and also Government of East Pakis-

tan,Home((GA & Apptt.),Depptt.,Memo.GA VIII/123(90) Dt,Dhaka:
December 23,1961,
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However, quite a good mumber of Cirecle Officers reported
that a significant amoumt of their time was eroded because they
were considered to be local all purpose officers. They were also

regarded to be the touring officers, but they got a fixed of

Re. 50 oaly®’,

The upward mobility ef Previneiasl Civil Serxrvigce Cless-II
to Promincial Civil Service Cless~X and of Previneial Civil
Service Class-I %o listed posts was rether slow. Using British
texrminilogies it might be said that the Provincial Civil Service
people formed the Executive slase as compared te Administrative
Clase comprising mainly the CSP Officers. The XPC8(Exoscutive)
Class~]l Asscclationrn im thelr representatiocon te Administrative and

Sexrviees Re-erganisation Committee im 1972 bad suggested as
25

fellows ~ 3

According to the rules made by the eolitc group eof efficers
in their ewn interest, an efficer of the erstwhile PC8 was
eligible for promotiom om the 12tk year of service; hut an
efficer of the orstwhile C8P wae eligible for suck promotiorm
oRr OOIplotin‘ the 5th yeay of bie 80Xrvice cecccoccccoccooco
In order te ratienalise matter by removing the glairing
1nJUItiOQ e00c0@00000 all efficers of the mBEmXK erstwhile
and CSP and PCS sheuld taks senierity from the date of
substantive appeimtment te gasetted ocivil serviees.

The Associamtiomn re-iterated their stand in their Memerenéus
to the pay and Services Cemmissiem im 1976 fer the !oﬂloving werd-26s

It was provided that an EPC8 O0fficer would be ofi;iblo fer
promotion tc the Senior Scale ef the CSP im the 12th year of
his service om being asesessed as fit for promotion. There

was no setipulatiom of amy peried of probatiom on suck prome=
tion., Similarly, the provisiem was that a junior CEP would be
eligible for promotiom to the Semior Scale ¢f CSF in the Ttk
year of his service after havieg pessed the preccribed exami-
nation thue the plammers of Colonial Servies Stxucture Sadded
the erstwhile EPCE with sam S.ntti.ai ha.m:l.onp Go6eEOv°CE0C00COC &

The EPCS Class=IX Officers im their wropresonmtation te the Ade
@inistratior amd Services Reerganisatica Cemmitee had similarly pus
forvard the grievemce of their lesser prespect for prowetion amd

2k BSee M. Anusussaman, Officers 4 ptudy of Rule
(Dhakas lIPA,l963)pp.§:$, gilo see M.S8afiur Rebhmean,®Working eof

Basic Democracies in East Pakistam: A study of some Basic Democra=
tie Institutioms™,(Diakad IIPL.19‘5)(li-oo§,pp.38-39.

25 Memorendum em Reerganizatiom ef Service Structure in Bangladesk
submitted by the Assoceiation ef erstwhile EPCS im May 1972 te
Administratien and Service Reerganisation Cemmittee,pp.7-8,

26 Memorendum from erstwhile EPCS(Executivef-I) Assceiatiom to pay
and Serviee Commissiom, dated May 10, 1976, pe8.
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Caresr Development and suggested feor an;lganition ef all technie
cal and nometechnical personnsel and thereby creating a Dew oivil
service im their existing erder ef -oniority.27

Qthey Provinolsl Servicess

The Prowminecial B8ervices of the erstwhile East Pekistam

other than the EPCS Class~I and Clase~II consisted of the follovin;z‘x
(1) East Pakistanm Civil Service(Judieial) !

(2) »Xast Pakistanm Police Service ;

(3) Kast Pakiotam Junier Pelice Sexvice i

(&) East Pekistem Senier Education Service

(5) Bast Pakistan Junier Bducatiom Bervice

(6) 2sses Education Service Classel

(7) Assem Zducatiom Service ClassseII :

(8) ©East Pakistan Bxeise Servisce :

(9) ©®Rast Pakistarn Jumior Excise 8ervice

(10) Eass Pakistem Agriculture and Income Tax Service
(11) Zast Pakistam Junier Agrieulture Imcome Tax Bervice
(12) =Zeast Pakistan Medical Sexrviee(Upper)

(13) Eest Pakistem Medieal 8ervice(Lewer)

(1%) Zast Pekistan Senier Service of Engineers

(15) Eest Pakistas Ingineering Service

(16) East Pakistan Higher dgriculture Service

(17) Xast Pakisten sgrioculture Service ;

(18) East Pakistam Higher Amimal Husbandry Serviece
(19) 2ast Pakistem Amimal Busbandry Service

(20) East Pakistam Higher FPisheries Service

(21) Rast Pakistam Fisheries Service

(22) East Pakistan Senmier Ferest Service

(23) Zast Paxistan Jumior Forest Servics

(23%) East Pakistan Feed Admimistration Service,

The members of these gervices were alss reporuited by ths
Proevimcial Publie Service Commigsienm usually by am interview only

“exodpt for Provimcial Scresariat Service which had @& writtem part,

Like the Previnoieal Civil Service Class-I, the Pr3vinoig1 Secreta-
riat Service was alse declered im mid 1960s as & elass-I 8ervice,
This had created a goed deal of discontetnment emengst the members

.

e ¥

27 Vide Meme.85, Dated Dhaka,29th April, 1972 ef Gemersl Secretary,
BE§ Clase~II Asseeiatioms submitted to the Secretary Cemmitteo

“for Admimnigtrative Reerganisation, p.2,

28 Vide M!ﬁmmxm_mmp Vol.IV, Ne.I(Mareh,1977)

Pe235.
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of the other services particularly of these services whick required
higher educational standerd, The discontentment secemed to be more
amnonget those elderly peeople whe during the their early age omtered
& Govermment College and did not compote Provinelal Civil Service

on the ground that it wes a Class=II service eurfyin‘ less prestige,
than Bducatier sexvice, Hewever; the general impression was that
such & sudden declaratiom of Provincial Civil Serviee¢ amd Provinocial
Secretariat Service s Class«I 8ervice had rather lowered the image
of Cless~I im the mind of the peeople tham inocressed the prestiges
ef Sexrvioces congermed.

Developument of Cudre Services in Bangludesh:

Durir; war of Independence in 1971, three governuenis were
operuting for Bengladesh at the s me time viz. the Uentral Govern-—
ment of Fukistan with its military preponderence, confused Govern-
pent of Bust Pakistun and the governuwent-in-exils of Bangludesh
at Mujib Hagar. Several thousands -of officials f1l€d to India and
some nev recruits were taken at the Mujib &ornr. There h:d been
some quick promotions amongst those who showed utmost loyalty
to the Occupation Army. Immediately after Liberation on the 16th
Decémber, 1971, when Mujib®Wagar Officials rushed to Bangladesh;
field administration was pre-ponerantly manned by them. Report of
tiie Civil Administration Restoration Committee, 1972 pointed out

the following irregularities committed between 25th March and the
15th December 1971 :29

i Grunt of extension, re-—employment in service
1d e Out—of-turn promotions

h [ Recruitment and posting of favoured persons, in
violation of existing rules wund regulatione

17, Posting of comparatively Junior Officers in-charge
of out lying Sub-divisions in preference to senior
officers continuing to be in-charge of Sadur Sub-

divisions; and
Ve Posting of untrained direct agentsié;mmunai purties
- 48 0/Cs. of Thanas in many areus.
In the midst of great confusions and nomalies Governuent
of Bungliodesh announced Bangladesh Pyblic idervice Commission
Urder, 1972(P.0. 34 of 1972 dt. 8.4.70) forming two Public Service

2C
i Government of the Peoplefs Republic of Bangladesh, Report of
the Civil sdministration Restoration Committee - part—-i(Januury
1972) p.-12. The Committee was hended by Mr. M.M.Zamun,
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Commissions viz. First Commission and Second Commission. The

First Comuwission was charged with the responsibiiity|to recruit

all gazetted civil services and posts of the Repuhlié as well as
Cluss-I and Class-II services and posts connected with the affairs
of a statutory bodies. The Second Commission was responsible for
recruitment of non-gazetted civil services and postsias well as
Class-ITI Josts and services and the similar posts of statutory
bodies. Soon after, in September 1972, an ini}erim récruitment
policy was announced by the government indicating a quota system
Stating thot 20% of all Class-I and Class-II posts wdre to be
filled up by merit, 10% by women, 30% by freedom fighters, 10y

by affected women and 10% by Divisions and Districts ‘according

to populations.(No. Estt./R1/R~73/72-109(500) dt.SthiSeptember,
1972) . This was, however, modified later in April 1976 prescribing
40% for merit, 104 for women subject %o merit qualification and
excluding technical posts, posts in Defence Servicesiand other
posts where women were unsuitable. It was further prévided thut

if no suituble condidate for the District quota was available,
Divisional quota would apply. District quota was alsé to be relaxed
in case of posts for educational institutions snd the technical
posts, if candidates were not available from the district concerned
(¥emo .No .ED/RI/R-56/75/52 dte B.4.76). Subscauently, however, by
the Bangludesh Public SefimaService Commission (Amen@ment) Ordinunce
1976(No, XX of 1976), posts of all statutory bodies were excluded
from the purview of both the Commissions. Agoin, by the Bangladesh
Public Service Commission Ordinance 1977 (No.LVII of:1977,th3 two
Public Service Commissions were emalgamated into a sinsle body.

1t was assi:ned the responsibility to recruit all Class-I civil
posts and any other Civil Service or posts except posts of few
specified catagories and the Lower Subordinutc service or posta.
Included samong the specified catagories were posts iﬁ Divisions,
Districts and Sub-Divisions level offices. Moreover, it empowersd
the governnment to specify certain service or rosts te be outside
the jurisdiction of the Public Service Comuiusion.

In the mean time, Government of Bangledesh set up the

_ #dministrative und Services Reorganisation Corwittee(4sRC) in
1972. The Committee initially thought of unified service structure

and abolit on of cadres. At the véy ouﬁ:}et of Independence, the
earlier trzdition of writing CSP, EPCS etc. after the n:me of

an official was'discontinued., The idea was to introduce a system
of functiorzl and area grouping. The Report of the Administrative
and Services Reorganisation Committee stated:Bo

30

Governuiznt of the People's Republic of Bangsladdsh, Rerort of the

Administrative and Services Reorganisation Committee (May 1975)
Part-v, p.2.
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The civil servants should .acquire necessary pfofessionalism
in specific areas of the service. For this, all posts in the
service should be divided broadly as 'functional' and ‘areg
group' posts. The former will be those that rqquire either
pre-entry technical or vocational education ox post-entry
training in specialised administrative skill; the later will
be those where no single functional expartise ‘is uniquely
qualified, but experience in the same area of administration
supplemented by some area = specific training may be
regarded as a pre-requisite for holding these posts. The

area group posts may divided into eight broad areas of
specialisation.

The ASRC also suggested that the 'Senior Policy and Manage-

ment Posts' should be filled up by officers with relevint ares

specialisation from the Area Groups or from relevan
Groups given necessary administrative ability.31 Ral

in 1977 had also somewhat similar idea, when they w

(2) The nomenclature 'Civil Service! should i

t Functional
shid Commission

32

rote:

nclude all

employees of the Government from the highest to the

lowest,

(b) Functional service cadres, wherever viabl

constituted at the Administrative and Exeat

levels with identical s®xz scales of
Prospects of promotion,

B, should be
éutive EXxthz
and equitable

(c) Secretariut posts, particularly those from the level

of Deputy Secretary and above, should hot;

in favour of any of the Services.

(d) There should be enough scope of promotion

at all Ywyg levels so that they may go up

be reserved

1
for employees
fhe ladder

‘subject, of course, to their having acqui?ed the minimum

prescribed qualifications for the net higl

her level.
|

The first superior post examination was held in 1977. Out of

. |
138 qualified candidates, 107 gave first preference?

for Asstt.

Commissionership, but when ex-EPCS officers were re@esignated as

Asstt. Comm1831oners, in their revised opinion, only 23 indicated 1k

21
22

Ibid., pp. 2-3.

Report of the Pay and Services Commission, part-

Government ofthe People*s Republic of Bangladesh Cabinet Divigsion

I, Vol. I, p.43.
|

I
i
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their first preferencefor it.

In late 70s and early 80s there had been rethinking about
superior services and senior policy function. In 1979 the Senior

Services Iool Order waa promalgated (Initially the term used was

‘Benior policy pool'). It was stated in rule 2(2) that all posta

of Deputy Secretaries, Joint Secretaries, Agditional Secretaries
and Secreturies would be filled up by the officers eneadred in
the pdol except 10% of the posts of Deputy Secretarieas, which
should be filled up by promotion from amonygst Section Officers
beloning to the erstwhile Secretariat Servicus, 50% iof the

posts of Deputy Secretaries, Directors and Director% General

and above other than the post of Secretary in the Ministry of

Poreign Affairs and 50% of the posts of Deputy Secretaries and
above in the Ministry of Law.>?

Side by side gogernment decided that the old céncept of
cadre services should be revived. 4 cadre compositiQn rules
1980 consisthg of the 28 cadres was framed :nd the Bangladesh
Civil Service Recruitment Rules 1981 supplemented the Cadre Rules.

Initialily, the following 28 cadres and sub-cudres were envis¢6ed:34

fo Sungludesh Civil Service(Adminisirative: Administrative)
2s Bangladesh Civil Service(Administrative:§Food)

2% Bungladesh Oivil Service(Agriculture : Agriculture)

4. Bangladesh Civil Service(4griculture : Forest)

5 & Bangladesh Civil Service(igriculture : Fisherics)

6. Bungludesh Oivil Service(Agriculture : Livestock)

7. Bangledesh Civil Service(Education : Genéral Education)
8. Bangladesh Oivil Service(Education : Techniocal Education)

9. Bangladesh Civil Service(Economic =nd Trade : Economic)

23 Government of Bangludesh, Establishment DlVlBiOn No.ED(IC)
S1I- 6/78-110 Dated 23rd Aupust 1979. .

I
24 See Schedule-I of Bangludesh Civil Service Rec rultment
Rules 1981, '

|
!
|
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10.  Bangladesh Civil Service(Economic und Tradé : Trade)

11 . Bangludesh Civil Service(Economic and Tradé $ Statisfical)

82 Bangladesh Civil Service(Engineering : Public Vorks)

13.  Bangladesh Civil Service(Engineering : Public Health)

14, Bangladesh Civil Service(Bngineering : Roads Had Highways)

15.  Bangladesh Civil Service(Engineering : Tele-Comuunication)

16.  Bangladesh Civil Service(Finance : Audit and Accounts)

17.  Bangladesh Civil Service(Finance : Customs und Excise)

18.  Bungladésh Civil Service(Finance : Taxation)

19.  Bungladesh Civil Service(Foreign iffairs)

20.  Bangludesk Civil Service(Heulth.and Family Tlanning)

21.  Bangladesh Civil Service(Informztion) |

224 Bangladesh Civil Service(Judicial)

23+ Bangladesh Civil Service(Postal) |

24.  Bangladesh Civil Service(Enforcement : Police)

25.  Bengladesh Civil Service(Enforcement : Ansdr)

26.  Bangladesh Civil Service(Railway : Transportation and
' Commercial)

2T. Bangladesh Civil Service(Railway : Engineering)
28. Bangladesh Civil Service(Secretariat).

But soon after there had beenagitation amongst the members of the

different services as well as enlightened meuwbers of the public

including persons like President of the Bangledesh Medicul 4Asso-

ciation or Some Senior Advocate of Supreme Court Bar Associction

against the new service-structure and specialiy ggainsﬁ the Senior

Services Pool.3-5

i

In the first couwpetitize examination arrunged by the Bun _ludesh

Public Service Commission in 1982 for 24 Badres and Sub—cadres

1O,313Iapplications were received for 2,643 posts. Out of it 9,552

curdidates were allowed to appear at the writlen test basing on

the qualification requirements, and 6,664 candidates aétuully took

35

See Prof, Syeda Firoza Begum “Senior Policy Pool" and S.R.Pal
"Which Way ? " Papers read at the Seminar organised by the
Departwent of Public Administration, University of Dhaka in 1979,
I8Xyy.
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part in it. Amongst them 1,377 candidates passed t@e written
test. After the psychélogical test and the viva—vo%e, the
commission recommended 981 candidates for appointm%nt. Fewer
candidates than the number of posts were recommendéd for Forest,
Fisheries, Livestock, General Education, Technicaleducation,
Economic, Communication, Healdh and Family Planniné 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 ths other hand, the Ministry of Establishment and the
Public Service Commission blamed each other for th% vacant
positions. It was alleged that PSC was by-passed iﬁ 1977 in 18
cases, in 1978 in 25 cases and in 1979 in 63 cases; But there
were also some other practical problems in personnel recruitwent.
Out of 186 qualified candidates of Special Superio? Service
Examination 1970 appointed as Project implementatibns officers
(Class-II position) only 75 ultimately joined. Out of 511 candi-
dates of Special Superior Service Examingiion 197358ﬁkcted for
pre-entry training only 393 completed.it. On the cher t and the
Public Service Commission blamed the Ministry of EStablishment
for Several irregularities. 4 joint Committes wasgset up by the
Government Chgired by Brigadier M.A. Halim. Halim (Committee found,
inter glia the following irregularitiesz37 |

(1)  Appointment of some candidates without the minimum

prescribed qualification

(2) Absence of Recruitment Rules

(3) ~Absence of Seniority Rules

(4) Confusion for granting anti-dated seniérity of two
years to some officers,

(5) Unsatisfactory maintenance of Laws, Rules and
Regulations.

26 Government of Barngladesh, Revort of the KPR E88Fypoxddxdax
Banglodesh Public Service Commission, 1983, pp.44-45.
37

Government of Bangladesh,Report of the Committee for Examina-
tion of Irrepulatities in Appointment :nd Promotion of Officers
and Staff in the Government(April 1983), pp.44-45.
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+nd Reﬂul tinas,

(7) Inzction =nd delayed _otion,
(8) IMalafide intention -«d pressure in some cuges,
govera .unt subsequently v oup tue iden ol sel-calres
cod reorsanisasd tae services inte tue following 30 culresn
exclucing Senior Jervices Pool):”C
(1) BeCoe3. (Ldministro.isu)
2) B.0.8. (Lgricuitore)
(3) B.0.5 (insur)
(4} D.C.3. (i4udit amd ._ccounnts)
(5 3.0.3s (Co=operative)
(6 5.Ce3s. (Customs :1.¢ Hicise)
(7) BoCoBe (ilconomic)
(8) BoCoSe (Family Pl_nuing)
(9) B.Ce3o (Fisheries)
{10) B.C.5. (Food)
(11) B.C.3. (Foreiem ATfuirs)
(12) B.C.S. (Forest)
(13) B.C.S. (General Zducation)
(14) D.CeS5. (Health)
(15) B.C.3. (Information)
(16) B.C.53. (Judicial)
(17) B.C.J. (Livestock)
(18) B.C.3. (Police)
(1¢) B.Z.8. (Postal)
(20) B.C.S. (Public Henlth _nwzineering)
(21) BsCo.3. (Public Yorks)
o0 (22) B.C.3. (Railway Zngeincering)
(25) B.0xil. (RailWay Proaassortation wnd Commercicl)
#77 “i3e Jovt. of Bauglodesh, FEinictry of usbublish.oub,
 N0.5.4.0.347-L/86/¥E/IC~4/55  duted 31st ausuct,1986.
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(25) B.C.Se
(26) B.C.3.
(27} B8,
(28) B.0Q.3.
(29) B.C.3.
(30) BeCelw

V=27

(Roads -wd Iighways)

(Secretariut)
(Statistic:l)
(Paxation)
(Technicsl iducation)

(Tele=Communication)

(Trade)
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Cadre services of Bangladesh and the Special
Features of BCS (Admn),BCS(Police) and BCS(Public works).

As a result of public criticism and COmmfgég;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 was 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 result, government first ventured tcﬂégdifi-
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 reforganization of services into
different cadres by enlarging the base of Bangladesh civil service.
In September, 1980 the government issued the Bangladesh civil ser-

vices(Re-organization) order 1980.71

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)J
BCS (Foreign Affairs), BCS(Health and Fgmily Planning), BCS(Informa-
tion), BCS(Judicial), BCS(Postal), BCS(Enforcement), BCS (Railway),
and BCS(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

. ; 2
strength of BCS cadre in 1986 may be seen in the following table.

Government of Bangladesh, Cabinet Secretariat, Establishment
division No. SRO 286-L B0 /ED(IC) II-92/80-98.

D.S Yusuf Hyder, "Structure of services. in Bangladesh" Cnreer
Planning in Bangladesh, Dhaka : BPATC, 1986, P. 69.
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Table 1

Cadre-wise Strengthiof B.C.S Cadres

Sl.

Anthorised Authorised E Lstigﬁ
New o M358 o Cadss $57e8%i0s, ghHERSHE;, Etrdhs
1 2 3 4 5
1. B.C.S(Administratives 2334 3097 2097
Administrative)
2. B.C.S(Administrative: Food) 128 219 204
3. B.C.S(Administrative:Co-opera- e 163 1195
tives)
4. B.C.S(Agriculture: Agricul- 260 2049 1558
culture)
5. B.C.S(Agriculture:Forest) 135 103 15
6. B.C.S(Agriculture:Fisheries) 191 599 303
7. B.C.S(Agriculture:Livestock) 572 1210 847
8. B.C.S(Education:General Educa- 1018 7791 6669
tion):
9. B.C.S(Education:Technical 194 924 891
Education)
10. B.C.S(Economic and Trade: 267 504 410
Economic)
11 B.C.S(Economic and Trade 100 112 S8
Trade)
12 B.C.S(Economic and Trade 61 110 110
Statistical)
13 B.C.S(Engineering :Public Works) 463 577 494
14. B.C.S(Engineering : Public <] 112 112
Health)
15. B.C.S(Engineering Roads and 256 337 ,3D¢%
Highways) .
16. B.C.S(Engineering : Tgle- 476 480 395
communication)
17. B.C.S(Finance :Audit and 131 266 S0
Accounts) |
“18. B.C.S(Finance Customs and 163 £ 129 113
N Excise)
19. B.C.S(Finance Taxation) 253 328 ° 293
20. B.C.S(Foreign Affairs) 252 192 1.77
21. B.C.S(Health and Family Planning:765 7175 4789
Health)
22. B.C.S(Health and Family Planning: ’ 322
Family Planning)
23. B.C.S(Information) 481 117 574
24. B.C.S(Judicial) 213 615 569
25. B.C.S(Postal) 159 182 13
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26. B.C.S(Enforcement : Police) 263 595 354
27. B.C.S(Enforcement : Ansar) 89 205 143.
28. B.C.S(Railway : Transportation 61 64 47
and Commercial)

29, ®B.C.S(Railway : Engineering) 222 211 152
30. B.C.S(Secretariat) 556 562 323
31. B.C.S(Senior Service Pool)

Total - 10,037 29, 940 22,454

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 Civil Service (Executive) class I
and Military Land and Cantonment service on or before ‘25th March,
1971,

(b) Persons appointed on regular basis on or aftér 26th
March_ ,1971 on the recommendation of the erstwhile Central Public
Servicei C@ommission of Pakistan or the East Pakistan Public Service
commission or the Bangladesh Public Service(First) Commission or
the Bangladesh Public Seryice(Second) Commission or the subsequent
Bangladesh Public Service Commission or.-the competent authority
during the period from 1l6th Septembeq_,1971 to 7th April_ 1972 or
during such period as the post; were taken outside the purview of
any of the aforesaid Commissions.

(c) Persons appointed to the service since September,,

1980 in accordance with the Bangladesh civil service (Admn:Admn)

compositioﬁ and Cadre Rules.,1980.

The Bangladesh Civil Service(Police) inclgdes

(a) the persons who were members.of the erstwhile Po lice
Service of Pakistan and persons appointed to theAposts of Depu;y
Superintendent of Police and above of the erstwhile East Pakistan

Police Service on or before 25th March, 1971.
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(b) Persons appointed on regular basis oh or after 26th
March, 1971 by the competent commission or authority,.

(c) Persons appointed to the service since September, ,
1980 in accordance with Bangladesh civil service(Enforcement;

Police) Composition and Cadre rules, ,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 Easf Pakistan Engineering- service on or
before 25th March , 1971,

(b) Persons appointed on regular basis on or after 26th
March, 1971 on the recommendation of the competent commission or
authority.

() 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

2334 as follows :4 '

Table 2

Number of posts

Category of posts
. (Provisional)

a) Posts in the Junior Scale(Assistant 1,627
Commissioners in the Scale of Tk.750-
1470 and S.D.Os. and others in Scale
of Tk. 1150-1800)

b) Posts borne in the Senior Scale (ADCs and 236
others in the Scale of Tk.l400—2225).

c) Posts borne above the Senior Scale (Commi- 295
ssioners,Additional Commissioners and others).

d) Posts in the erstwhile Military Lands and 12
Cantonment Service.

e) Deputation, leave and training reserve (not 164
exceeding a total of 10% of the posts in
the heirarchy) : Total.. 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
' Numb £ t
umber o osts
Category of posts (Provisiogal)

a) Inspector General of Police : 1

b) Deputy Inspector General of Police 7

c) Superintendents of Police ' .36

d) Additional Superintendents of Police 17

e) Assistant Superintendents of Police ; 184

f) 10% reservation for deputation,leave, 18

training
263.

The schedule Bangladesh civil service (Engineering; Public

Works) Composition and Cadre Rules; 1980 showed the cadre strength

of 463 as follows

Zable 4
Number of post
st i

Gategory Of PO (Provisional)
1. Chief Engineeriwng i 2
2. Additional Chief Engineer A
2. Deputy Chief Engineer c 4
4, Superintending Engineer 46
5. Executive Engineer 130
6. Assistant Engineer 252
10% Reserved for leave,;ftraining and 25

deputation
463

3 See Government of Bangladesh, CMLA's Secretariapj,Establishment
division, Report of the Committee for E{%ﬂiﬂiiigﬁ of Irregular-
arities in Appointment and Promotion of Officers and Staff tm—

— ————y e S——— A — - —— .~
the Government (April, 1983), pp. 97-105. —
b el i

- See SRO 288FL/80/ED/IC/SvII—l/BO-llI!,dated : 1st September,
1980. -

3 No: SRO 390—L/80/ED(IC)S II-24/80-102,'dated1: l1st September,
1980. i

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. However, 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 post»;7 This was true not only with
BCS (Admn), but also with some other cadres. The number of sanctionqg,
postg in BCS(Admn)Bdms) appeared .to be 2079,,where:}s the initial
cadre strength was shown as 2334. Similarly the initial cadre
strength of BCS(Information) was 481 against the sanction post of
300, Further, the number of sanctiondiosg,in BCS (Secretariat) seem-

ed to be 417, where as the initial cadre strength was 556.

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 recrgitment shall be made except upon the

.

recommendation of the Public Service Commission. No persons 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 not 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 physical fit qnd 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 ° .
s o
Procedune fo ﬂffvuimaJw%LﬁmmAR 4 Bes
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
examination conducted by the Special Promotion Committee;

c) 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 conduted by the Superior
Selection Board ;

4) no person.shall be promoted to the New National Scale of
Taka 2350-2750 and above unless he is found fit by the
Council Committee on Promotion !

e) no person shall be eligible for promoticn if he has
unsatisfactory service records ; and

f) 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 provideg that a person initially appointed
to a service against a substantive vacancy will remain on probation

for a pertod of 3:years. if he is appointed by direct recruitment and

a period of one year of he appointed on~promotion.10
8 No : SRO(1)-L/81/ED/( R II)R/70/80, dated : 1st J%nuary,1981 of
the Regulation Wing of the Establishment division,
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For confirmation a foundation training for a period of not less than
3 months in the fields of agriculture, fisheries, livestock much
mgbilizgtion etc. was envisaged in the rule. i
Part I of schedule II of the Bangladesh Civ&l Service Recruit-
ment Rules 1981 shows a list of 6 positions viz. Commissioner, Addi-
tional Commissioner, Deputy Commissioner, Additional Deputy Commi-
ssioner, Sub-divisional Officer or equivalent, Magistrate or equiva-

lent. Their Mode of recruitment, qualification etc. are shown below

Table 6
SCHEDULE 1II

Bangladesh Civil Service(Administrative:Administrative)

Sl. Name of the specified Method of recruit- Qualification

No. post of the - Service ~—ment . -- G e

1 2 3 4

1. Commissioner (1) By promotion from For promotion
amongst the Additional 18 years expe-
Commissioners and rience in the
Deputy Commissioners; cencerned
and Service.

(ii)By transfer of officers
not below the rank of
Joint Secretary, who
are encadred in the
Senior Services Pool
from the Bangladesh
Civil Service (Adminis~
trative:Administrative).

2, Additionalv (i) By promotion from For promotion
Commissioner amongst th'e Deputy 12 years' expe-
Commissioners; and rience in the

(11)By transfer of officers-orcerned Service.

not below the rank of
Deputy Secretary who
are encadred in the
Senior Serxvice Pool
from the Bangladesh
Civil service (Adminis-
trative:Administrative).

3. . Deputy éommissioner (1) By appointment of Addi-
. i tional Deputy Commissioners;
and

(11)By transfer of officers
not below the .rank of
Deputy' Secretary .who' are
encadred in the Senior
Sercices -Pool from the
Bangladesh Civil Service
(Administrative :Administra~-
tive)

- Ibid, rule 5.

oIbid, rule 6,
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4. Additional Deputy (i) By promotion from For promotion-
" Commissioner. amongst the Sub- 7 years' experience
¢ Divisional Officers in the concerned
and other officers Service.

of the Service in the
New National Scale of
Taka 1150-1800 ; and

(ii)By appointment of
officers of the
concerned Service in
the New National Scale
of Taka 1400-2225.

5. Sub-Divisional (i) By promotion from For promotion- 4
Officer and other amongst the Circle years' experience
officers in the New Officer,Magistrate in the concerned
National Scale of and Section Officer, Service.

Taka 1150-1800, " ang

(ii)By appointment of
officers of the
cencerned Service 1in
the New National Scale
of Taka 1150-1800.

6. Circle Officer Magis=-(i) 90% by direct recruit- For direct recruit-
trate Section Officer. ment up to 1-1-85 and ment-As per rules
100% thereafter; and to be prescribed
by the Government.
(1ii) 10% by promotion frem For promotion~3
amongst the following vyears' experience

groups in order of in a feeder post
preference :- or posts specified
(a) Lawyer Magistrate; in column 4.

and

({b) Election Officer,
Circle Officer
(Development) ,Thana
Revenue Officer and
Additional Land
Requisition Officer.

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,
Superintendent 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 shown under the same serial which «is quite indicative. The

method of recruitment and qualification of the specified posts are as

follows : .

Py
Y o
B
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Table 7
PART XX1IV
Bangladesh Civil Service (Enforcement:Police).

S1. Name of the specified Method of recruit- Qualification

No. Ppost of the Service. ment

1 2 3 4

)5 Inspectbr— By appointment from
General of amongst the Additional
Police Inspectors-General of

Police.

2 % Additional Inspec- By promotion from 18 years' experience
tor-General of amongst the Deputy in the service inclu-
Police. Inspectors~-General ding 3 years' experi-

of Police. ence in a feeder post

or posts specified in
columyi 4.

3. Deputy Inspector- By promotion from 15 vears' experience

General of Police amongst the Superin- in the concerned
tendent of Police Service including 7
and Additional vyears' experience as
Superintendent of Superintendent of
Police. Police/Additional

’ Superintendent of
Police.

4. Superintendent of By promotion from 7 years' experience in
Police/Additional amongst the Assistant the concerned Service.
Superintendent of Superintendents of
Police. Police.

5. Assistant Superin- (i) lrd by promotion (i) For promotion-3
tendent of Police. rom amongst years' experience

Inspectors of as Inspector of
Police; and Police.

(ii);rds by direct (ii)For direct recruit-
recruitment. meat-As per :nules

to be prescribed
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 ChieflEngineer, Superintending Engineer,
Excutive Engineer and Assistant Engineer. The method of recruitment
and qualification are as follows :

Table 8
PART XII

c -

Bangladesh Civil Service (Engneering:Public Works)

S, Name of the specified Method of recruit: Qualification
No. post of the Service ment.

3 2 . 3 4

1 Chief Engineer By promotion from

18 years' experience
amongst the Additional in the Service inclu-

Chief Engineer. ding 3 years' experi-
ence as Additional
Chief Engineer.
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25 Additional Chief By pfomotion.from 15 years' experience in

Engineer . amongst the Superin- the relevant field of
tending Emgineers. the concerned Service

including two years'
experience as Superin-
tending Engineer.

30 Superintending By promotion from (i) Bachelor's Degree in
Engineer amongst the Execu- Engineering or its
tive Engineers. equivalent in the

relevant field from
a recognised Univer-
sity or passed A and
B Sections of A.M.I.
"E.; and

(ii)12 years experience
in the concerned
Service including 5
years' experience in
the post of Executive
Engineer.

4. Executive Engineer By promotion from 7 years' experience as
amontst the Assis- Assistant Engineer.
tant Engineers. : .
1 (1) For promotion-
5. Assistant Engineer (i) =rd by promotioen: (a) Diploma in Engineer-
rom amongst the ing in the relevant
Sub-Assistant field from an Insti-
Engineers and tution recognised ly
stimators; and the Government;and
(ii)zrds by direct (b) 5 years experience
recruitment. in a feeder post or

posts specified in
column: 4.

(ii)For direct recruit-
ment ~ As per rules
to be prescribed by
the Government.

Since age limit for direct recruitment was to be prescribed
by the governmeﬁt under the Res ruitment Rules, Establishment Division
issued Bangladesh Civil Service (Age, qualification apd Examinatiom
for direct recruitment) Rules 1982.11
Rule 8 has made two categories of services keebing Administra-
tive, Food, Forest, Livestock, Economic and Trade, Augit and Accounts,
.. Custoﬁ and Excise, Taxation, Foreign Affairs, Health and Family Plann-
;'ing, Information, Judicial, Postal, Police, Ansar, Railway, Transpor-
tation and Commerce and Secretariat in one category and Agriculture,
Fisheries, Public Works, Engineering, Public.ﬁealth Engineering, Roads

and Highways, Telecommynication, Railway Engineering, Trade, General

Education and Technical Education in:another category.

11 .
No : SRO-142-L/82/ED/recruitment/(1)-15/80, dated : 1llth 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,
Tethnical 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 exahina~
tion in two papers in the relevant subjects. The cempulsory 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 oﬂequiv&}ent examination or

second class post graduate degree. Serial 8 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

Work5>showed the entry position as Assistant Engineer with a mini-

mum qualification requirements of a degree in the relevant branch

of Engineering or its equivalent or A & B section of AMIE passed.

Thus while Civil Service(composition and cadre) rules lay-

down strength of individual cadre posts borne in the cadre, condi-

tions of appointment etc., Civil Service recruitment rules lay

down how the recruitment would be made to cadre and subcadre poisit,

.

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 rules ipdicate the initial cadre strengths
which may be varied by the éove:nment with the ¢oncurrence of the
Ministry of Finance in-order to ensure continuities of management
by:prbviding in ethical flow,potentials.l2

In 1982, the Public Service Commission held a competitive
examination of Bangladesh Civil Service of 24 cadres, sub-cadres
and the test was for 600 marks., In 1983 the'PSC changed the system
as an experiment and held a 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 againr :changed the system of
examination for the BCS cadre. and held an examination on the basis

of 900 marks. The reason . given by the PSC was that it took over

a year to finalise the results of 1600 marks examination compared

to 900 marks.13

The syllabus of the Public Service Commission has changed
over the years. Amongst compulsory subjects, 2 papers of Bengali
were found in 1976 syllabus for the Superior Posts Examination,
paper one keing Bengali essay carrying 100 marks and paper 2
including History of Bengali literature, Grammar, amplification of
ideas, substance and letter writing.14 This 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

follows :15 it IHEST L:,&‘;wvﬂz;tga}“ - ‘f-q_fj }'.' "0“ Ao, Ko b s

b Aee s 150 LT
Skt bbb 77 Vi es 1)
“t

BCS Examination .Syllabus 1984

Essay 30
Amplification of ideas 15
Substance, Precis writing 15
Correction, f£ill in the
gaps, idioms and phrases
short answer questions on
Bengali Language and

e “literature . 40

22 See M.N. Ismail "Recruitment traiming anh career planning
Study of the situation of Bangladesh" 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 vi&a 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 Sseniority problem zlso arose

in case of the recruitment of lawyer magistrates.

=
b 1§
0]
et
o}
- A
<
o
o

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 the létter, seniority was counted from theidate cf confir-
mation.

In personnel matters, Ministry of Estéblishment plays
a dominant role. This will be discussed in the following chap-

€ eris

13 ' .
See A.K.M. Hedayetul Hag "Role of Public Service Commission

in the recruitment of personnel in Bangladesh". Paper read
out at the Seminar on career planning during 21-22 December,
1985 at the BPATC,Savar,Dhaka. Alsoc see Bangladesh Public
Service Commission, Detailed Syllabus for the Bangladesh

Civil Service Examination 1982. pp. 1-3 and 9etaile§~sylla-
bus for Bangladesh Civil Service Examinations 1884, pp.1-2.

Bangladesh Public Service Commission,Annual Report(In Benga-
li), 1987, pp. 4-5.

14 _— ; . g : .
See Bangladesh Civil Service (First) Commission. Detailed
syllabus for the Superior Posts examination, and additional
instructions to candidates 1976. p. 1.

15

Detailed Syllabus for Bangladesh Civil Service examination
1984. p. 1.
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Role and Responsibilities of the
Ministry of Establishment

Since the British time through early Pakistan veriod
Home dipartment was looking after the personnel functions of the
governmant, in addition to law and order functions. Parnwell
committee in 1958, enumeratcd the functions of the Home depart-
ment as follows :l

Apart from the management work whiclh falls to it in
common with all other administrative Departmenti)Home
Department is charged with "the determination and main-
tenance of the structure, organisation and procedure of
the machinery of government‘ﬂiﬁ. it is responsible for
general "efficiency and economy in administra’ion" through-
out the government(é*i 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 Department. ﬂhis'Branch is
responsible in particular for preparation and issue of
Rules of Bbusiness and a secretariat manual; and it promul-
gates decisions about organisational changes-such as the
setting-up of the Planning Board.

Home Department is also responsible for case work
in connection with the appointment, promoition, leave, disci-
pline, pensions, etc. of the more senior officers of ths:
Secretariat Departments and of the General Administration-
excepi in so far as Gecisions in this field are reserved
to the federal government. The work is dcne in the General
Administration and Appointments Branch.

Finally, #dome Jepartment is responsible(subject to

Finance Department's control of exzenditure) for the pro-

Erstwhile Government of East Pakistan, 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 equipment and
common services garerally to all Secretariat Departments.

This work falls to Common Serviczs Branch.

rarnwell committee had found that the functions of Home
dipastn.nt was too unweildy and therefore they suggested new
Establishme:t branches having a particular concern about the
arrangements for the proper conauct of establishment and manage-

L2
ment work of the government?

The IZunctions o< the Home department was later found to
be enormous and mulciferious. It was also felt that many functions
of the department were not even homogeneous in nature. Police
functions and political functions nad no sirilfarity with the pure-
ly appointment, training and transfer fincciors or O&hm functions.
As a result, after the provincial Administrative Re-orcanization
Committee Report of 1960, a separate Services and Gen:ral 2dminis-
tration department (S&GA Department) was created with a- Adiitional
Chie: secretary incharge of it. Immediately lrefcre the Emergance
7€ Zangladesh, the organization chart of the S&GA desartment s-owed
thae Crier’ Secretarv as its head, an additional Chierf Secretary and
a Financizl néviser under him. The position of Secretarv was shown
but it was n_.ver filled up. There were 6 Deputy Secretaries hzad~
ing & branches sucr. as O&M rranca-1,0%. hranch-2, Reculation 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 2

o TR p.39.

—

vide Erst while Government of East Pakistan, Services and General
Administration Department, Year book 1969-70, pp.(i) to (vi).

.
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S.O.I-PostinQ,TransfepJ, S.0.VI-Foreign Training ,
Training ,etc.,.of CSP Civil List, Over all con-
Listed Post Officers, . trol of Inspection Teams, ,
S,D.0's Chairmen Members Tour reports of D.C's
of Autonomous Bodies and Commissionerq_etc, and
Admn. of NIPA. Admn. of P.A.R.D.
S.0.II-Disciplinary cases S.O.VII-Posting,Transferl‘
and complaints against etc.,of Section OfficersJ,
officers. Establishment of Non-gazetted

staff of S.&G.A. Deptt. &

A.D. list of officers of the

Sectt. |

]

5.0. III-Posting ,Transfer S.0.VIII-Maintenance of
etc.,of Police,E.P.R.,P.S.C Character Roils of C.5.P., .
and Army Officers,Vivil EPCS., and EPSS Officers.
Awards, Dress Rules ,etc.
and Admn. of the Governor's
Sectt. office of the M.S.G.
and the Dist. Gazetteers.
S.0.1V, -Administration of S.0.IX-Disciplinary cases of

Superior Judicial Officers,, EPCS(II),Declaration of asset, ,
Review of Government Servant etec. e te.

25/55 years rules. Implemen-

tation of decision of Cabinet,

Governors' and Commissioners'

Conferences.

$.0.V-Posting, Transfer, Cypher Bureau.
Leavé,etc.Jof EPCS(Ex.)I,

Disposal of Criminal cases

and Admn. of GOTA.

S.0.V/A-Administration of Secretariat of the Councii
EPCS (Ex.)II, Officers Crea- of Ministers.
tion of B.D. Circles.

Thus the ﬁain functions of the General Administration branch
might be summarised as recruitment,promotion,deput;tion of officers
to the central government and other agencies,disciplinary cases and
“character rolls etc. Out of the list, the recruitment and promotion
functions seem to be the most important one which might be seen

from the foilowing table

Table 1

Recruitment functions of S&GaA department.

1967-68 1968-69 1969-70
(i) E.P.C,S.(Executive), 28 40 49
. Class I

(ii) Lawyer Magistrates 19 11 14



I

(iii) E.P.S.S 21
(iv) E.P.C.S(Executive), 22 25 19
. Class II |
(v) P.S.P ' 4 ‘
Total 73 76 103

Source : Year book 1969-70 p.1

During 1969-70 8 Junior scale CSP officers and 25 EPCS
(Executive)Aofficers were promoted to the senior scale of the CSP,

6 EPCS officers were confirmed to the listed post, 7 EPCS judicial

Judge and 4 EPCS officers were bPromoted to the rank of Deputy Secre-

tary by the ss&Ga Deptt.4

Immediately after the eémergence of Bangladesh, the Civil
Administration Restroation Committee while mentioning the functions
of the Ministry of Cabibet Affairs and enumerating most of the

&€stablishment functions including the Public Service Commission

matter within it, recommended that the Services and General Adminis-

tration department of the former Government of East Pakistan be

rYe-named as Establishment Division.5

As a result of the above recommendation, the Establishment
Division under the Ministry of Cabinet Affairs was created with a
Secret;ry as its. head with 4 Joint Secretaries incharge of general
Ad@fhistration,Regulation,O&M and Enquiries respectively and 12

Deputy Secretaries, 32 Section Officers, 1 Senior Research Officer, ,

1, Welfare Officer, 1 Administrative Officer of Benevolent Fund, 1

Assignment Officer and 1 Special Officer.6
* Ibid. p.1

Ple's Republic of Bangladesh, Report of the
Civil Administration Restoration Committee part-1 ¢
(January,l972).P.39.
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Under the Allocation of Business of the Government

Ministry of Establishmemt has, 'inter-alia', the following

functions.
(S
2

10.

1.

13

Regulation of all service matters.
Coordination of policy of all Ministries with respect
to the services under their control.
Securing to all Government servants, the rights and
priviledges conferred on them by or under the Constj-
tution or any other law in force;
(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) ciass I1 Officers cadre this Ministry.
(4) Lawyer Magistrates.
(5) Temporary Magistrate.
(c) Encadrement of Officers to Senior ServicePBoal
and its administration.
Appointment and transfer of officers in general admi-
nistration in Upazilas, Districts and Divisions in
consultation with the Cabinet Division.
Deputation of officers of the posts mentioned in entry
4 above to foreign bodies corporations, etc.
Inter-Ministerial transfers of Class I Officers
(officers of national grade V and above).
Determination of status of all officdrs and grant of
ex-officim status to non-Secretariat officers.
Training of officers and staff in and outside
Bangladesh,
Interpretation of rules and orders rélating to service
matters other than those issued by the Ministry of

Finance,

13

Schedule one of the Rules of Business 1975(revised
upto 31st Dec, 1985) pp. 22-25(with corrections
upto June, 87)
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17.
20.

22y

23,

24,

25,

26.

27,

28,

I

32,

37,
38.
38,

40,

vy-7
g
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.,

Staff welfare,

Fixation of cadres,

Departmental examination rules,

Civil List, AD List and History of Services.

Setting up of selection boards and departmental promo-
tion committees.,

Policy regarding'redruitment of LD and UD assistants

of the different Ministries.

Morale of Services,

Reservation of posts for certain classes of citizens.
Ceneral polich regarding aée—limits, medical standards,
educational qualifications and recognition of non-
technical degrees and diplomas for appointments to
Government services.

General policy matters regarding classification of posts

services and grant of gazetted status in relation to

services,

Gereral policy regarding absorption of Government
servants,

Deputation of Bangladesh experts abroad under different
programmes and on bilateral basis except in respect of
those international agencies who have got ﬁheir counter-
parts in other Ministries(e.g. UNESCO).

Career Development.

Grievances and representation of Government servants.
Administrative management and reforms.

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 df prganisations, functions, ﬁethods and proce-
dureé of'Ministries/Divisions, Departments and Subordi-
nate offices.,

44, Inspection and 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 mdnpower planning,

47. Administrative research,

The above list does not exhaust the function of the

Ministry of Establishment, but it Shows the wide variety of respon-

sibilities of the Ministry. Different aspects of Careger Planning and

Uevelopments are also the Tesponsibility of the Ministry of Estab-
lishment. Under Chapter III of the Rules of Business, Ministry of
Establishment is also to be consulted, inter-alié,by all Ministries
for the fallowing functions:!?
(i) the reorganisation of a Division or an Attached
Department or a Change in the status of jan Attached
Department; |
(ii)  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 abou: or Grade Vv

and upwards of the Natienal Pay Scales, otner than

those which are within the purview of the Fublic
Service Commission in the Secretariat;
(v) a change in the terms angd Conditions of servide af

officers of all services other than defence and of

ministerial servants in the Secretariat and Attached

Departments subject to modifications sas may 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) the interpretation of rules and orders made by
the Ministry of Establishment.

(ix) 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 post or service in-
cluding the gquestion 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-
ment offices.15

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
ﬁecessary 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
the Ministry of Establishment. In the'firstgphase from July to
December, 1988, the Centre under-took to complete the perso-

nnel data of officers of the Senior Services Pool ,BCS (Admn) and
14

Rules of Business, 1975(revised up to June 1987)
ILL, Rule 9, p« 7.

;, Chapter
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BCS (Jecretariat) cadre. The five year trzining policy

has shown a hypothetical career wodel of
ibuted to thie different Kinistries

16;

officers which was distr

and Divisions as follows

o

a

cadre of 50

Chart-I
| - - -
3
t
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T, 6300/- | ] S Officer: —— u‘“"%
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Profeseional Tr. Pro=otics 2x83 LY ] Si_. 0f 1cer'e
Forking Deptt. Exan, Proocticn Fxazy (S\f7 oolrse)
Lif" ’ Wiree 1ZXre, 15Y¥ru. Iotre.

[} 2

JXre.

2Chxre.

15

Syed Giacuadin Abmed,
Carcer Plunning in Ban-d:-desh,Saver,

n3tructure of Services 1in

off 29th September, 1987,

o xRl

Ldose b

m
b

Jee 1.3.H,Chisty "Two yenrs of Career Plenning".

=t Second Jeminar on the Career: Plarming orr-nised by

Bius luadesh"
198¢, n. 57.

Tuper re-d

e
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fhe 20ove hypothetical model wus cent to diifferent MHiuistries

U

ana Diwvisions in September, 190U 'wd reminder wis issuad in

Cctober, 19686 and even:lugust 1937.17 The Hinistries Uil
Di-visions werr z35ked to prep:.rc ircinins ud clireer iodel

bosed on cadre composition rvles, recrulteent rules ~na truinians
policy.

1}

But zs the Ministry of Zsohr o lishe-nt hos direct rosron-
sibility ol the B23(Admm.) c~dre ~s well =us BC3(Secret _i.t)
cnire, the Ministry prepared iiic Carcer Develownment Pluin for
ﬁhesetwo cadres., The Career Develomnmcnt Plaﬂ».as rren.red hy

BC3(Admn) c~dre muy be sﬁmmarisei 25 follows :

Contempluted career nlan oi the LCS3(4dim) cadre.
Foundation Trzining (6 montis) at PuT 4bsrting Year
Speciclised Training of Law (3 mhnths) 0
Training in Survey, Settlcusnt -nd State
scquisition (3 months)
stt.chrent at the District/Up-.zili/Treasury/
Secretzrist/Rural Academy (1 ye-r) nd
Pozting at Upazila/District(5 years) . Zrd
Refresher Cource on Law ~ud Adninistration(d monci) 4th
Posting 2t Secretariat (3 mrnths) Gth
Training on Project Mancrement and Rural
Developient 7th

N —= O~— R N ~ P

&9 " Posting as ADC/UNO 9th
1 g Mid-level Training and Bv-lvation at PATC 10th
(11) Sntrance Examination for 8SP (3 chrnces) 11th
(12) Praining on Public affairs r inurement at PLTC =nd

ev:inntion (2months) 13th
(13) Troining on different speciulised srewss like

public policy analysis and orgzanisation develorwzns

=t FPATC (2 weeks) and job ratation 15th
(14) sxposure to Comparstive Int-rnationzl Perspective
. in Management Development by PATC | 18th
{15) Job rotution/molility 19tn

e __Bource: CP-3ecctirn of the hinistry of sstablishrent
17 TR/ - =55 /8-00¢0) BIFIN 1 7-9-86
AP/ fifi- 0= 05 /v8-08¢ 6> Oy :18-10-86

o £ T o "
AR Fi- 00 = 0/ bam s 0 (o0 UTRds 12-6-87 :
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‘Similarly Ministry of Bstablishment suggested a career

development plan for.BCS(Police) cadre as follows:

Table- 2

Career Development Plan for tlie officers of BCS(Police).

1. Foundation Training (6 honths)

2s  Professional Training at Sardah (9 montus)

s (a) Practical on-the-job training (6 months)
(b) Army attachment (2 months)
(c) Survey and Settlement truining (2 months)

4« Posting at Upazila/district (5 years)

5« Refresher course (one month)

ba Posting at Police Direcforates/HQs. (3 months)

7. (a) Training on Man Management,leadershipldecision making,
human relations

(b)Y Training in Rural Developnment

(c) Selection for specialised higher studies.
8. Posting as Addl. S.P/S.P |
9. . Specialised local and foreigm training
10. (a) Sr. Staff Course at Polica Academy

(b) Mid-level intensive training at BPATC

(¢) . Bvaluation by BPATC. )

1. ZEntrance examination for S3P (3months) .

12. (a) Long course on Public Affuirs Manugement( 2 morithe )
d.t Bl) ."LTC °

(b) Evaluaztion by BPATC,
13.. Posting as DIG
13. (a) Job-rotation/mobility

18. Truining on different Specinlised zreas like public pslicy
enalysis nd organisation development by BILTC.

15, Tosting as 4ddl. I.G.
15. (a) Job-rotation/mobility

16, Exposure to comparative internationsl berspective in police
V- administration snd menagenent developrient by DIATC

17. Posting as I.G.
17. (2) Job-rotation/mobility.

|
|
Source: CP-Section of tie Ministry of%Establish“rnt

1
i

|

I
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However, the Ministry of Home .ffairs in their reply sugsested
the following training and caorcer plan for the L&S{Police) cudre:
Pable- Y

Training end Carcer Plin of the BCS(Police)
cadre as visualised by l:me Ministry

Scale No.of Officers "ssimmnent ’ OB G ixr *Te o
1.Tk.1650/- 290( ASP) Fourd-tion Training 6

Attociirent Training
Protessional Training
Departacntal Training
2.7%k.2400/- 121(8r.ASP) Frofessional Training 4th
' . Monooevent Training
Promation axaixingation

.Tk.24C0/- 182 Professional Training 5th
3P-120) Meneserant Troining
] 44d1.5P-62)
4, Tk, 4700/ e 14(D1G) M:ncrenent Traininge 15th
Stoff Course
5.0k,5700/ - 3(Add1,IGP) 3r.Cfficers Training 15th
6.7k.6000/ - ! . 30th

(Lust yemx)
Source: CP-Section of tie Ministry of Bstablizhront
e ety = . . ‘ l
Similurly in response to the hypotheticel model prep.red by the
Hinistry of ustablishment for BCS(Public Worlks) cadre, the Ministry
of Works suggested the following: '
Table— o

Training and Career Model of the BCS(Public VWorks) coére
s sugrested by the Ministry of Public Vorks,

Scole No.0f officers issionment : Sturting yvear
1.Tke1650/~ 173 Found-tion Training 0

Attzchment Training
Professional Training
Department Lxaminztion

3

2.Tk,2400/ - 743 Promotion Examination 4th
3,1k, 2800/ - 112 Professional Training 5th

Managsement Trdining
Promotion Uxaonination
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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
nét necessary for making a fortune and on the other hand there
is a heavy rush of students in schools, colieges 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
eéncouragement to send workers abroad because it lessens the
pPressure on the employment market in the country 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 Arabia, 9,000 in
Quait, 9,000 in Oman, 8,000 in UAR, 6,000 in Qatar, 6,000 in
Iragqg, l,OOO‘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
levelsl.

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 uniform,
mass oriented and universal system of education and extending

free and compulsory education to all children to such stage as

- 2
may be determined 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

District Primary Education Board. These Boards were Public Statutory

Bichitra 13 February, 87, p.17. i

Constitution of People's Republic of Bangladesh, Art. 17.




v
bodies having finwneial and operatiohal cutonomy within the
frustorls of rules leid down by Government und the Director

of ruilic Instruction. Priwary schools were established by locul
initiative urd Lhe managing committees were formed frowm amon st
the _iardisns (rnd interested local persors. Durinrg 1980s, Govern-
ment bersn makineg fixed luwp sum grants Tor selected schools,
These rwunts were initially administercd fhruugh the local civil
admiristrztion :nd later through the field level educcutiion
offic.rs. The only class room supplies wad equipments yrovided

L 3
throv ch the sovernment channel were those donated by UHICEF/,

Despite serious efforts over the years since independence
of Bingladesh, no sidnificant headway conld be made towurds the
curidversslisation of primury education. Althoush the Government
decl- red uiiversal primery education zs its first priority since
192C 3 mude significant investment, primary educaution is still
not ot the optiwum level becauses of insulficient physical fuci-
lities, mezsre educutionzl equiprents, leﬁser number of'trained
teuckers wud high rute of drop-outs, Over 40) of tae rinary e
group children (6 to 10 yeurs) remain out of itue scrool. Hven
out of the‘enrolled ores, approximately 705 do not cowmplete the

S yesr prinsry cycle4.

The intertion of the current universal priwvary educution
progruwie under the Third Five Year Plin(1985-90) is to iacrease
the primory sch&ol enroljment to about 70 of tihe 6 to 10 years
ege _roup znd enswre that a great majority of tlhem cowplete the
five year primery cycle. But it is not ws eagy Jjob. As one of
the incentive mehsures, go&ernment declured free distribution
of books of the primary level, In 1986 tle Nationzl Text Book
Bourd could send books to about 1,2000000 students out of which
92,0C000 were for Class-I to V and 10,00000 to baby Cluss students.

3 BSec S5.K.Sazifuddin(Asstt.Bducation sdviser), "Primory Education
in Bangledesh"(Dhaka: CSTA,1977) pp.4-5,(unpublished),

4 "See "Education in Bangladesh: Problens wnd Proswvects", A puper
rrepared by the participsnts of the Sixth Senior 5t.ff Course
of BIaTC, 1988, p.2 (Mimeo),
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dceordiag to the estiwote of the Directorute of Educution,
the totzl nwier of required books werc 3,79,00000. About

Tulii 11 crores were spent by the Goveru:wat for the books in

Sccoadary Bduac i oY g

Secondury Educalion is very dmport.at for gencr:l pre-
buration in life, Norwally students betucen 12 to 17 years of
aze sroup o to Secondary and Hi,her Secondury clasgses, Secondiry
eduction is provided in Hizh schools, I'ivh nadrashshs, Intervedi.te
colleres wnd in Cluss XTI and XII of nmozt of the Degree Colleges,
Arunker of residentizl schools and co]leges ure functioning
widar sovernuent control, Cadet colleges =nd Model schools
4re amonzst them. On the recommendation of Sharif Cormnission
and ?udrﬁt~e-Khuda Commission a multi-stiream education hus been
oper.tineg at the Secondary level swuch - - HNumznitices, Seciancs,
Coc..erce, Houe Dconomics, Aecriculture -..2 Indugtricl 4rt. The
nevly estublished Nationzl Sports Treiniug Centre ut Suvex hHes,
hovwever, opened a Separute course of studies emphasising the

Sports fuculty of the students,
Educgtion planning should ldeally start at the Secondary

school level. The following table will slhow the increcsing nucler

of ~tvdents who puss the Secondary Schoul Certificute(5.5.C.sture):

le~
Aprcured 2,70,058 5,19,541 5,60,502
Passed ‘ 1,22,266 1,47,465  2,15,609
Percentage 45,615 46,25, 5,815

Source : Newspapers.,
It is noticable thut on the one ) ad tiie nuaber of students
entering hisher secondary level is inere .sing and on the other
N

Il th¢'lnrge'number of fuilures are creuting problems for

the.selves us well as for the society.

5 Aichitra, 11th October, 1985, v, 11.
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There iz » wide difference in the educutionul fueilitics
dequipsments between the aoverncent and nrivate school wad
collz es. Bven anong the Govérnm&nt insttutions Cedet Colleres
heve Letler faci]itiés in reapect of equipmint, teaching aids,
tesclhers—-students rotio, qualified tegcher ete. There is also

a wide Aifference of educational facilitics between urbaon ond

Tur-:l. ;Teasc.

Dut this does not mwean that the urbin urea students nece-
ssury do better in cxaminations than thc students of rurul areas.,
In 1985 5330 examination the average percentuge of success for
all 4 secondary bourds wes 46,12, But the percentage of success
was the higlest for the Comilla Boerd wiich was 51.36% while tlLe
lowest was for Dhaka Boord which was 41.75%. In 1984 3530 exeami-
nation nobody could pass in the Science group from ws meny as 7

gchools in tke city of Dhaka7

L

In 1988, 3,69381 students appeured in the S3C exuminution
frow four Bouzrdg out of which 2,4&134 prssed while 1,2%247 Tailed.
The_percentage of success was (5,81, Oul of the totzl successful
stulenty, 3Y,544 paused in the first division, 1,6%&69 nassed in
the second division and 76,521 pasged iu the 3rd division. Thus

the largest nuwber of successful students were the second grude

e
oNes o

i ~.er Bducation:

In our country ihere are 7 Univer:ities, 403 Dasgree Collegses,
10 Teuchers! Training Colleges, 22 Law Zolleges, One Music Collece,
8 ledicul Colleges, One Dentwml College, 4 Institutes or Techuolozy,
3 A;ricultﬁrul Colleges, One Collegs of Textile and Technology and
one Collese of Leuther Technology to iwpurt higher educution,

About 55 of tlhe relevant. age group is covered by higler education

in Bungladesh as arainst 9% in India ool 15.860% in Thuiland. The
6  "Bducation in Bengladesh", p. 10.

7 HBichitra, 23rd August, 1985, p.11.

8 Bichitra, 8 Lugsust, pp. 16-17.
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ceneral wniversities are governed by Presidential Orders of
1972. The Orders provide for the appoint:ent of Vice Chuncellor
out of a punel of 3 candidates elected by the Senaute. Ths 2
technical universities and ﬂewly established Islamic University
are edministered under geparate Ordinance of more or less the
sameé Xind, The Medica;-colleges and the Dentai collegze are
functionally under the édministrative control of the Ministry
of Health and zcademically ‘under the control of the Universities
to wiich they are affiliated, The Institutes of technology were
previously Engineering Colleges under the Ministry of Zducation.
Receirtly, each one has turned into an autononous institute, The
Agricultural Colleges are under the adainistrative control of tle
MiniLtry of Agriculture and aca&emically affiiiated to the
Baugsledesh igriculture University. The Jovernment Degree Colleres
of general educution, the Teachers! Iraicing Colleges, the Collegs
of Howme Economics, the College of Textile und Techaoloysy =wd the
Colle e of Leather Technology ere under the administrative control
of tie Ministry of Education., Academicully, they vre attaclhed to
respective aeffiliating Universities. There ure 309 rivete Degree
Colleres in the country whicﬁ are run by their respective gover-
ning bodies wus per provisions of their rcspective affiliating
Universities with grants and subsidies frow the Government9°

Althoﬁgh the educational fucilities for the Governrent
Collczes far exceed those in the private colleges, tliey do not
necessurility do betfar results, The following table shows the
difference of tle resﬁlts of Degree Exauination in 1984 between the
Governugnt Collepges and Private Colleges wider the Chittazong

University:

9 | Cee "Zducation in Bangladesh: Probleis wnd Prospects",

' (ZRLEC) pp.3,35-37.
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Tabla-?

Result of Desrree Examination of sowe Colleges
uwider Chittacons University, 1984 ’

Privete Colleges Percentaga Governuent Colleges Percentage
1. Futikchuri College 9555  Chitt.zong College 40,98
2. Runpuniz Collegs 93% City Collegse 269,90
3. Nazirhat College | 89%  Haji Lohshiﬁ College 105

4. Bunskheli College 79  Chittegony Women's College 257

5. lathazari College | 5%  Ranger:ti College 17.6

6. Raujun College 7356  Comilla Victoria Colleges 315

7. Kundesweri College 60Z Chandpur College 22.54

8. 3ir Ashutosh College ' 56Z  Sylhet College 9.2%

Source : Bichitras, 4pril 3, 3987, p.20,
Adpmizgions: ‘

admission at the hisher level iz . great probles. When
the Uuiversity of Dhuka was €dteblished in 1921 with 3ir T.G.
llurtog ag Vice-Chancellor, there were o..ly 877 students, 60
teuchers,‘3 faculties und 12 departments in the University., In
wid 1986 the nuwnber of students rose to about 70,500 with earound
850 teuchers1oo

| In 1986, for 2755 seats in the first year post-graduate
cluzses of the Dhaka University, there vere 18,003 applicunts
vhich mewna that 844 of the students could not get aduwissions.
In 1985, for 2740 seuts 18,633 applicwuts were there. The
University counld add only 45 seats in tile subsequent &eur11.

During the Academic ydar 1985-86 =bout 60,000 H.3.C.students
gou:ht ﬁdmigsions to Medicine or Engincorirg but the total nuwber
of seats avuilableﬁggly arfound 20,000, 45 & result)about 40,000
students had to give up their hope of hicher education. During
1984, 54,022 students passed the HSC exuwinution in first or
second divisionsvund in 1985, 58,563 stludents passed ia first .
or second divisions, In order to cater the needs of these students,

there were 9,720 seats in & ledicgl Colleges, one Dental College,

€ Universitica, 3 gangineering Colleges, 2 lgriculture Collegzes,
10 Tdchitrs, 11th July, 86, p.12.
11 Bdehitea, 18th 4pril, 86, pp. 9-10.
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One Toxtile College, and one Leather Technology College. 10,000
seate =t Honours level of the University wmd Collepges, and 1200
seuts in the 8 Medical Colleges. In 1985 in Medical Colleges
alone there were 3,818 candiéates12. For the Session 1986-87
there were only 192 vacant seats in the first year HDDS classes
of 8 ledical Colleges. The total seats fur first year MBBS was
150 in Mgdical colleges out of which tre vacant seats were 31

in Dh.ku Medicul college, 27 in Sir Sz1lirullah Medical Collegse,
20 in Chittugong Medical College, 22 in Mymensingh Medicul Collevo,
17 ir Sher—e-Bangla Medical College, 27 in Sylhet Medical Colle:e
end 17 in Rungpur Medical College. The toeal nuaber of anplicants
wers 11,79113. Likewise for the Session 1086-87, for 539 seats

of trs 6 faculties in the first ysar Honours of the Ayriculture

University, 5666 applicents were thers.

Delsav dn Bxemin:tion Resultss

Delay in holding the examination :xd publishiug result is
another problem for the students to plen their educution as well
ag8 the career. It has been noted in the U.niversity irauts Gomuission
report that the 3 years academic session hzs been buck-losred by
5 yeurs., For example, the ¥raditional Honours examinution of 1985
was hzld in March, 1987; the traditional Master's Degree examina—

198+
tion of 1984 was held in Februar&; and the course systew exwunine-

tion of final yeusr 1984 M.A and MSS ook place in esrly 1987'%,

BEven if the @zumination was held, sometiscs the result wus not
out cven after six months. TheAtraditionnl Honours exwmination of
1984 w25 held in the beginning of 1986, Dut the authority could
not publish its result even after gix wowriths t111 mid-dovewber,
1986'%,

In the present survey, when the resrvondents were asked

N . . i M
whe ther they received such education vhich they or their i*Idl;nS

12 Pichitra, 20th December, 85, pp. 13-14.
13 Dichitra, 13 Merch,87, pp.14-15.

14 Dichitra, 19th December, 1986, p.13.

15 TPicLitra, 14th Wovember, 1986, ».106.
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hed c¢_rlisr pluained the responve was = follows :

Duble—4
Planned Lducotinn

BCS B2s BC3
(fdpn,)  (Police) (Zasr: Public Worlks)

Reéceived the Flaaned 47(39.80)  20(40.0) 51(65.457)

2ducalion

Not rzceived the G8(57.7%) 29(sur 26(33.5%)

Plenncd EBducution

Not sure 3(2.5%) §&nd) 10 1.3%
Total T18(1007)  50(1007) 7€(100%)

Jhen thes senior level administrutors, trainers and others
vere u3led whetler they thought that tic coreer in the Civil
Service wzs backed by proper education und aptitude, the response

wias an £nllows:

Tabl \-_{_r‘:

Whotihcr Civil Service i buaclkad by rorer eduecaticn ootitude

Responss 'sEducationistss Sr.Administrutors! Specialistss Planner/
' t . H i Trainer

Fostly 2(15.4%) 11(23.97) . 5(35.650) 6(%1.65%)
Generally 5(38.5%) 19(41.3) 2(14.35%) 4(21.1%)
Fartinlly - 5(38.5%) 16(34.87) 6(42.9%) e(42.17%
ot s 1(7.7%) 0( 0.C%) 1( To1%) - 1( 5.3

Total  13(10050%) 46(100.07)  14(100.0%)  19(100.C:%)



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 ke a meeting
rPlace 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 éromotion,
self development and self-actualisation. On the other hand, the
employer should méke a plan to keep his employees content, motivated
and stable in his orxganization.

In context of the career planning of BCS cadres, reqguisites

for proper career planning are :1
(1) Identification of appropriate personnelnfor career
positions;
(2y Determination of financial and other requirements of
such personnel;
(3) Determination 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 systemn.
The National Training Couhcil has identified two principles
for guiding career planning of officers of different cadres of .the
_BCS viz. Basicd principles and Structural principles. Basic principles

are as follows :2

‘See Ministry of Establishment,"Staff Service Manual". Para 9.1
(Unpublic.aed).

Ibid. Para 9.3 - 9.5,



(1)

(2)

(3)

(4)

(5)

(6)

(7)

(8)

(9)
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Career in each cadre has to be treated as a professional
career;

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
aﬁd 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;
Equal/similar career opportunity for the imcumbents

of all the cadres should be provided;

Appropriate mechanism should be developed to match

the organisational requirements and individual needs;
Synchronisation between chronological age/competence

and different stages of career progression should be
attempted as far as possible in between different
cadres; .
Mechanism for collection of information on the
changing individual as well as organisational need
should be developed;

Personnel policies of Government should include the
career planning programme;

Appropriate mechanism should be developed to recog-
nise merit and give it relatively more weightage over

other criteria for promotion.

. . . . : 3
Structural principles that will guide the career planning are:

(1)

(2)

(3)

Different levels or stages of career progression for
each cadre, depending on its proféssional requirement,
will be identified;

Each stage of career progression will be treated as

a distinct phase for professional development;
Advancement to next higher level will proceed by
professional training and development at the level

from where one is being advanced;



- (4) 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(Aqu}kﬂm&Q
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 gre 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) A systematic performance appraisal system will be
developed;
(1-1.) An\encadfed officer in SSP may be reverted to his

former cadrg/department, if found unsuitable for SSP
post by an appropriate committee;
(12). 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‘tudent life and entering into the cadre, the following

table will show the information about it :

Op. cit.
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Table 1

Gap between student life entering into cadre

Time BCS(Admn) BCS (Police) BCS(PW Engg.)

‘Less than a 28(23.7%) 13(26%) 45 (57 .8%)

year.

1-2 years 31(26.3%) 9(18%) 21(26.9%)

3-5 Years 38(32.2%) 15(30%) 6(7.7%)

More than 19(16.1%) 12 (24%) 3(3.8%)

5 Years

Not sure 2(1.7%) 1(2%) 3(3.8%)
118(100%) 50(100%) 78(100%)

Thus it is seen that entering into BCS(Admn) or BCS(Police)

cadres took longer time than entering into BCS(Public Works) cadre.

Obviously PW Engineering cadre is a specialised type cadre and

Engineering

Graduates have a rightful claim for it. The respondents

were also asked how they viewed their present career in relation to

their earlier planning.

table.

1

Table 2 .

The response may be found from the following

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 B8(6.8%) 8(16.0%) 1(1.3%)

planned

Other than 31(26.3%) 12(24.0%) .3(3;8%)

planned.

Not sure 1(0.8%) 2((4.0%) 5(6.4%)
118(100%) 50(100%) 78 (100%)

Thus it is found that in
a lafge number of incumbents felt

what they had planned or expected.

.

all the cadres under study the

that their careers were less than

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.



When the senior administrators,

trainers etc.

were asked

what stage should be most appropriate for career Planning, the reply

1g24follows

Table 3

Appropriate stage for career planning.

Stage

Student 1life

Probationary
period

About 5 years
after joining

Other Stages

Educationistd4 Senior Specialisty Plannerxy
Administrators Trainerp, °
8(61.5%) 17(37.0%) 6(42.9%) 7(36.9%)
3(23.1%) 10(21.7%) 4(28.6%) 2(10.5%)
2(15.4%) 15(32.6%) 3(21.4%) 5(26.3%)
0460y 0%) 4(8.7%) 1(7.1%) 5(26.3%)
13(100%) 46(100%) 14(100% 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 Educationisty Senior Specialisty Planners/
Administrators Trainers
Family 6(5.34%) 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%)
. Neutrality 9(7.9%) 24(6.3%) 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(4.8%) 10(5.7%)
Experience 3(2.6%) 28(7.3%) 8(6.2%) 8(4.6%)
Education 10(8.8%) 23(6.0%) 7(5.4%) 11(6.4%)
Adaptability 5(4,4%) 12(3.1%) 9(7.0%) 6(3.5%)
Loyalty 10(8.8%) 32(8,3%) 11(8.6%) 18(10,4%)
Commitment 10(8.8%) 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(B.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 "It appears to me that posting,transfers, promotion,deploy-
ments etc., in the government is made not on the planned rational
basis but on the line of private commercial organizations basing on
who makes tadbir and for whom". 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 S

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%) 0(0.0%)

118(100%) 50(100%) 78(100%)

When the senior level administrators and others were asked
whether they thought that the Ministry of Establishment was dischargs«
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.

Effectiveness Educationisty Senior Specialists Plannery
Administrators Trainem

Effective 0(0.0%) 3(6.5%) 2(14.3%) 0(0.0%)

Not Effective 2(15.4%) 18(39.2%) 4(28.6%) 6(31.6%)

Partially 8(61.5%) 23(50,0%) 8(57.1%) 11(57.9%

Effective

Not Sure 3(23.1%) 2(4.3%) 0(0.0%) 2(10.5%)

13(100%) 46(100%) 14(100%) 19(100%)

Amongsf 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(44.5%) recommended to deconcentrate(decentralise)career

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 examination

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

Teports 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 senjor

administrators and others who felt that civil Service cadres uwere

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 written) as UK 6(6.5%) recommended both

and 4(4.3%) 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:

Year

1981
1982

1983

1984

1985

1986

Table 7 -

. : 3
On-rush of the candidates before Public Service Commission.

Number of candidates Actual appearness Pass in written exam.

10,538 9,136 2,664
14,853 12,212 1,757
35,286 32,605 4,353
46,589 37,846 7,371
~34,111 26,926 8,571
25,996 24,354 6,480

(Source: Public Service Commission Annual Report
1886, Chapter: 2, Chart: 2)
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The Commission in their reports further stated that out of
30 cadres and sub-cadres, aduvertisement was made for full pledged
BCS Examination for 22 cadres and sub-cadres in 1985 for recruitment
of 4,358 positions. In response 22,896 applications were received
and 21,626 candidates were found eligible but only 12,028 candidates
passed.a
Deployment

Posting and transfer are always the weak points in career
planning. During the study,;has been found that a superviser of
local GCovernment Engineering Bureau was 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
WHealth Engg.)

No transfer 3(2.5%) 1(2.0%) B6(7.7%)

1-2 transfer 3(2.5% 4(8.0%) 8(10.3%)
3.5 transfer 1.5(012. 7%) 3(6.0%) 12(15.44%)

5 transfer 13(11.0%) 1(2.0%) 10(12.8%)
More than 80(67.8%) 33(78.0%) 42(53.8%

5 transfer

Vot answered 4(3.5%) 2(4.0%) 0(0.0%)

118(100%) 50(100%) 78(100%)

When the senior administrators etc. were asked how often

should an officer be transferred the response was follouws:

Table 8

) Pesirable frequency of transfer

Time - Educationist Senior Specialist Planner/
Adminis- Trainer
trators

Not before 0(0.0%) 7(15.24%) 3(21.4% 1(5.3%

2 years

Not before . 6(46.1%) 31(67.4%) 7(50.0%) 10(52.6%)

3 years

Not before 5(38.5%) 8(17.4%) 2(14.3%) B(42.1%)

4-5 years

Others 0(0,0%) 0(0.0%) 2(14.3%) 0(0.0%)

' ' % 0.0%)

Not sure 2(15.4%) 0(0.0%) O(U.Dﬁ) 0(0.

173(100%) 46(100%) 14(100%) T9(100%)



P
| X -8-
-
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 the negative and 3(3.3%) were not sure Bbout it.

Scope for Career Advancement

Scope for career advancement in different Cadres vary,
It appears that in the BCS(Admn) cadres there are only 28 posts
above senior scale for a total cadre strength of 30897 which is
less than 1% while in the BCS(Foreign Affairs) it is about 52% of
the cadre strength and in the Aydit & Accounts cadre it is 22% of
the cadre strength. Similarly, in BCS(Police) it is only 3% and
in BCS(PW Engg.) it is B8%. 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(18.54%) 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(10.8%) 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 adked 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, B(B.7%) for Joint
Secrétary.leuel, 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.

" = See Bangladesh Public Service Commission's Annual Repott 1986,
Chapter 2, Chart 748,

& Ibid. P.4
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Inter Secretarial Mobility

/47 persoffel Inter sectoral mobility is another difficult area of
personnel planning 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 follouws:

Table 10
cakion £ Lalerot ety
Response BCS(Admn) BCS(Police) BCS(PW Engg.
Yes ©44(37.3%) 1326 0%). 18(23.1%)
No 59(50.0%) 28(56.0%) 49(62,8%)
Not sure 15(12.7%) 9(18.0%) 11(14.1%)
1718(100%) T50(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) BCS(PW Engg.)
Universities- 8(6.8%) 8(16.0%) 3(3.8%)

Non cadre govt, 2(1°.7%) 4(8.0%) 3(3.8%)
positions

Corporations - 0(0.0%) 1(2,0%) 2(2.6%)
Private Sector 2(1.7%) 0(0.0%) ~ 2(2.6%)
Others \ 1(0.8%) 0(0.0%) 8(10.3%)
Not known 21(?5;%%) 1%%%??%%) 1%%%§%%%)

When the cadre officers were asked whether they felt
that inter-sectoral mobility could bring about more efficiency in

the civil service, the response was as follcuws:

Gt rd 2 ot 207 Gis meuils e@fficienty

Tlipepie-) BUCS Fu Tngg.
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Table 12

Inter-sectoral mobility vis-a-vis efficiency

Response BCS(Admn) BCS(Police) BCS(PW Engqg.)

Favourable for 59(50.0%) 27(54.0%) 18(23.14%)

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%)

Rgain when the respondents favouring inter-sectoral mobility

were asked what openings they would like for themselves the response

was follows:
Table 13

Suggested opening for inter-sectoral mobility

Posting BCS(Admn) BCS(Police) BCA(PW Engg.)
Universities 4(3.4%) 2(4.0%) 6(7.7%)
Corporations 41(34.8%) s(18.0%) 9(11.5%)
Private Sectors 0(0.0%) 3(6.0%) 4(5.1%)
Other Cadres 4(3.4%) 8(16.0%) 12(15.4%)
Others 3(2.5%) 2(4.0%) 3(3.8%)
Not Known 66(55.94) 26(52.0%) 44(56.4%)
1718(100%) 50(100%) 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 Tzcainer

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 32815 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 favoor 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

(2) Received GOTA training for one.month

(3) Received Settlement Training for 2% months
(4) June 1969 - attached to Land Acquisition

department in the district of Pabna.

(5) 1969 - -completed departmental examination in
Law, Accounts and Urdu.

(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.

(59)) Received Treasury Training.

(iO) February 1979 - transferred to Chittagong and
took up the responsibility of 2nd Officer.

(11) May 1977 - Sub-Divisional Officer, Chuadanga.

(12) June 1979 - Transferred as Sr. Scale Section

Officer, Ministry of Defence.

(13) January 1980 - Additional Deputy Commissioner,
Chittagong.

(14) May 1983 - Additional Deputy Commissioner, Sylhet.

(1.5 March 1984 - Deputy Commissioner, Barguna.

(16) Received 4 months training in U.K. on Management

of Agriculture and Rural Works with field training
in Cyprus and Egypt.

(17) January 1985 - enrolled in the Senior Policy Pool.

(18) Received short training on Discipline and Appeal
and Vertical Training at PATC.

(19) April 1987 - Deputy Secretary, Railway.

Source: Individual interview.
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Let us tulie cnother exam~le 3f an incumbent ol the
BC3(.dmm) cudre. '

Tabtle—16

Actuel Career ond Trainir ~ ol nn incumbent Y of the
BCs(acm) cadre.

Joined the service in I"asvember, 1949
2) Received Settlement tr:ining (4 ronths)
3) Received GOTA trainin~ (4 months)
(4) Apgust 1970 - attacied 4o Dheka Collectorate.
(a) Treasury Training (& montus)
(b) Sub-division Training (2 months)
(5) 1971 = posted 4o Dinnjpar as veputy Magmistrate :nd

Deputy Collector in chorpe ofi delief and Rehzbilitu—
tion.
(6) 1972 - isstt. Commissicner, Relief.
7) Completed departuental sxamination in Law ppers,
Accounts znd Urdu s vell us. case records.

(8) Officer-in-charge — Tr:de und Comwerce, lund Lcquisition
Officer, Treasury Officer, Superintendent, Jzil (Eor
sudden doath of J-11 Superinteandent).

1973 - Vested first cluss mupisterisl power,

—
-—
(@ )
~ ~

June 1976 - Trecnsferred to Chitter
Hlaristrate.

(11) 1978 = Section Officer.
(i2) 1979 = Sub=divisionazl Officer

(13) July.- 1680 = Zeaior Scrle Section Officer, Ministry
of Railiway, Rouds and itozd Pransnort

(14) Februsry 1981 - Additiocnal Deputy Cowmmicsinuacr,Chittocoong,
in-charge of literzcy -uad then charge of Reverue.

(15) Lay 1983 = Senior Zcule Section Officer, Cubinet Division.
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(16) June 1983 - Sent to U3A for Public Administration
znd Rural Development Training in Cormnel Univexroity.

(17) June 1984 - Officer on Special Duty of the Ministry
of Istablishment.

(18) September 1984 - Deputy Director of Trzining Institute.
(19) January 1985 - entered the Senior Services Pool.

(20). January 1988 - Received ACAD Training at BIL.LIC,

Similarly, aa incumbent who has completed 114 years in
the BCS(Admn) cadre reports thot he did Lsw and Foundation
Course for two months together and he has not as yet received
trzining in Survey and Settlcement and State Acquisition. He
did not have attachment to the district, upuzila,secretarizt,
rur:zl ac:demy etc. rather had o posting at thc Upazila/Listrict
for 3% years and was also posted as UNO. Another incumbent who
completed 9% years service reported that he did not huve
rowdation Lraining rather had Special’iraining on Law wzind Monsge—
ment for 1% months but also did not have Jecretariut or dural
Develorment attachrent as emphasised in ste€p no. 4; rather he
was posted in three districts and worked as UNO for % year.
He zlso did not have Refresher Course on Laﬁ and Administration
for one month nor~posting at the Secretariat as_ber step no.6 and
7. A number of other respondents were also found not to huvg
undergone through the contemplated career plan.

A number of sugrestions cameforward, Step no 7 i.e. posting
at the Secretariut for 3 months as envisaged in step no 7 has
been viewed as inadeguate and ot least one year's time spen was

ested, Secondly, step no 8 i.e., training on Project Manugement
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wnd turcl Development has been lept in contemplated rlin

as ctep no. 8 before posting as Additional Deputy Coummissioner
=nd Upazila Nirbahi Officer. But in practice this trzining is
impurted after one has become U0 and ADC and it is regarded

to be a Career Course for Promotion to the next step. Thirdly,

it was pointed out that some ﬁersons become UNO at the end of

5th year. For example a incumbent of 1983 batch wis reported

to be posted as UNO at Sree Nagar in 1988. Again there seems

to be & confusion between step — 10 and 12. Mid-level training
tnd evalustion at PATC before entrance examin:tion for 35P and
training on Public Affairs Management at PATC for two months

need be amalgamated. Alternstively step — 12 and 13 i.e. training
on Public Affairs Management at PATC for two months and training
on different sepcialised areas like Public Policy Analysis and
O}ganisational Development are alreadysintegrated at P.T{ in the
three wmonths' course in Administration. and Development (4iCAD) which
is attended by the officers of Deputyiéecretary level but which
has not yet been declered as on Career Devélopment Course. It is
the strong opinion cadre officials to take it within the orbit

or Career Developrent.

BCS(Police)

. In order to facilitate the career plan for ECS(Police),
let us look into the following career history of a sawuple

incumbent.
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cuest speakers., They need 8t

Course of specialised nature. In

the police service as Constable

cowrse for Chief Inspector, Int.:
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BC3(Fublic Works)

Let us look into the actu.

Table—1.

Actual Career of

1)

1963 -~ Lntered the service
vt Taka 275/~ fixed.

2)  attacled to isstt. Engince:

3) Completed the departmental

4)  Leceived regzular appointme.
‘6 months.

5) 1972 - promoted as Executi-

6) 1973 -~ Received training i
in U.K. ,

7) 1977 - promoted as Superin-

8) 1986 - promoted as Additic,

Sources Individuzl

ff College to run Staff

U.K. everybody enters
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rmediate Commaund Course for
Command Course for Supcrine
X this noture as sugrected
14 be zrronged only if _ere
<re near the Capitzl.

5

1 that the quality of prose-

"hie recent years and so is the

“ice officizls feel thint there
vitliin the 3C3(Pclice) :'nd

' Law and Procedure thorouchly,

.rs and BPs are zlso fevw und

S 4

4l

rzy scale, they are rot

1C. Although TATC runs o short

lice und 3Security Offici:ls,
.ice in a year,
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28 Asstt. dngineer(prot tioner)
's Office for 6 months.

sxamination in Urdu.

: as Asstt.ngineer after

o

3 dngineer,

the maintenance and operation

:ndenting Zngineer.
‘1 Chief Bngineer,

Citerview,
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It is interesting to note *i.at there is a training
zap in this cadre too. The Excc uve Engineers are gt the pay
scale of 2800 - 4425 hence, tiic ~re not taken to :iCAD course
of PiTC. There is no post of ti. scale of 3700 - 4825 i
this czdre. Moreover, the Recru’ iments Rules says thuat cae
could be an Executive Engineer fter 7 years of service Jhile
in the contemplated career mode’, starting year has beel
counted from the 5th year. Morc¢.ver, the promotion exawlaction
shown 2t the 2nd stage and 3rd . tage do not match with cuzch

other .md with the reality.
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PRIINTIC FOR ECS CADRES

Trainine for Civil 3ervice Cuadres is = must in our
gountry which follows the British and Pulkisteni system. The
Civil Service icudemy of Pakistan at Lahore for CSP and PFS
probationers,Finonce Service Lcademy ut Jazhore, Railuuy Accounts
Service ‘cudewy :f Quetta, Centrzl Secreiszriat Troinirs Institute
2t Korochi ete, wvere caterinz the needs of the probotionery
truinisg for central services in Pakisten. Tor the Provincizl
Civil “ervice vrobztioners an Bust Pakict:n Civil Sgrvice Training
Suwmnp vos established at Shahbugh, Dhaliy whichh was luter tronsforncd
into tue Guzetted Officers' Training acidemy. Horse riding,like
the Civil Service ihczdemy, Lahore was one of the required clsuzris
in $lic 3yXlebuse For otls services there were swvecific training
institotions like Industrial Relations IListitute, Postal Truining

acadery, Kaptail icademy etce

During e=rly 1960s erstwhile Goverrnwment of Pzlisten
ewphasised the in-service training of the adwministrutors. In
May, 1260 thke then Establishment Secretiry of the Government
of Pulistun wrote to the Chief Secretury of tle erstwhile Govern-—
ment 01 Bzst Pakistan to arransgse for Gr-ducte level training
facilities in Public Administration by setting up en Institute
of Pulklic Administration in Dhaka and olso to orovide training
facilities for public servants at the jurior =nd intermediste
level. This was with reference to a coniruct of Government of
Pakiczt.xn with USAID for training of mid-seniority level oificers
in US. uﬂder 105 programme. Under this rrosramme about-a dozen
selectsd officers of erstwhile Pakistun could spend zbout six
ponths' time in USL every year who were muinly looked after by
the University of Southern Californiz. The University ulso sent
a. tecw of experts to recoummend ways wnu meauns for creution of
insti tutionsl fucilities for mid—curécr truining of administra-

tors. In October 1961, Bstablishment Division issued a circular
J.
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or i oeouivelant oost unless he hod ottended 2 counrse ot oue

0f the Naotion:zl Instituteas of Public Adnirnistration. It vis

furth.r atuated that altkhoush the Vilileq-e Development lcudemies

HEYTE Levnt

wiw:rily for officers of dervriments dealing directly
rith rorel metters,it was the intenticu 7 tle movb. to send
juior officers of General Administr:ticn there ir. orler to
develo:: in them :n interest in the Imovledre of rursl aff:iirs.
As u rasult Polistmn Administrative St.ff Colle e ut Lshore,
BI¥.: =t Luhowre, Dhoka und Kerachi, #:2d Villoge Developuent

Acnde. dies ot Comilla and Peshawar were commissionzd.

Jut strikingly Dhika WIPA was est.blished i karch 7,
1961 c¢.rlier thun the truining policy ol the Governswnt of
Pakist.n could be declered, Ori-irolly, it wus st rged =z Central
Gover:aent Institute and soon after wizs twned into w« sewdi-
suton.amous body wnder the then Provirci:l Governient with wn
cxecutive order under Bast Pakistun Goverzmant BEducution and
Proinine. Institute Ordinence 1961. 4 Governing body called Bourd

0f Governors with tue Provincial Chief 3Jecretary ws its heed

was cronted. It is interesting to mention that wlithoush the oris -inal

letter of the Sotzblishment Secretury irtended to provide for
Tost Araduste level traini- g facilities, and introduction of
Kﬁster'z De:ree Course in Public Admiristration wus imzde one
of {he objectives of WIPa at the propouwl of tle thien Vice-

Ohomer 2lar of the University(Dr. Mohmood Hasan), tle desree

A arorent of Palistun Bstablishes:t Divisicn, Circulur Fo.
2/17/E1-=/IV dt. 31.10.1061.

—_



X —3

—

1:tzr ,on the Tound thut the University $tuelf oreaed

Dzrirt v of Public Administration.

a7 0 Ve

~Tter fhe zmergence of Bansludes)., fome vozmam G

€8

crest L dn the fiell of Public Jervioe Sedednie o the SivEl
LETVA s Levlery, Piuunce Service Lc:dery, administralive

LI 2eila e cie. fell in Pulisten (Former west Tibdst.n)

In Lo rorwesr S.:t Pokisten the total newbar of Guuetted
offic.r. wiz rowd 10,000. These co:li.od vith the former
Contr .2 Governwent Officials tnd the Officers of former Govern—
svnt 7 Duirl:desh in exile in Mujib i ar _od ecuivalent
Offic ry of Seni-Zovernment and Autonomons Cresnizgtions
tosehir cuuze round 30,000. Theré vas - huse problew for
treisine. The rewly created Esteblichen.vt Divisdon intended

to resruit « rnmber of Civil Servants wostly from weongsst the
1iber tion forces who were inspired with the idezl:s of inde-
render.ce. These officers were supprosed to fill up the senior
“pozitiors cf the Finistries and field officas srzduzlly. The
Betaklisliwent Division named 330 officers fox it. Ir. the absence
of Civil Service academy, WIPa wmnd GOT. were siven she.re in

.

truicico them up =«nd a syllabus was Chmi?d out as follows:J
1. = Political context of Admiristr:tion

2 Fublic Administration in = Velf re State

D Structwre and functions of {ie Governwent of
Dun~lzdesh

Il

4. " PFinencial Administration

bl

o Revenue Administration
[ Development Administration
T= Celacity Administration

R Office Manaremnt and Vorle si:rlific-tin

T..teldle FTFL, Dhaka "Civil Officsr: Course file
Fue B=T5/72",

o
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L
9. Admivistration of Criminal Justice
10. TMwuen Rel=tions
1. Tublic Relations
12, sdministration of Local Lffeirs
19 sdpinistrative CoumuniCution/Correspondence
14, Personel Ldministration 4md Suservision

15. Fiscellsneous Are€as.

" ppe sbove Syllabus WuS only & h.lf hearted combinztion
of “We Syllubue of the Civil Service Leoadeny, Lauore and GOTa
5t Dhuke. The Syllabus of the Civil Service Lesdeny, Lahore

wus &3 rollows:

i, Comron for CcSP/PR3

&) Public Administration
p)  Developuent Economics

c) Islamiat.

ii., For TFES
2) Diplomatic Theory: Pructice mnd Protocol
b) International Relations (Puper—1)
c) International Relations(?aper—Z)
a) Public Tnternsional Lav
e) International Organizations

£) National Languages e

Op the other hznd for the civil servants GOTA hud esrlier

.rranzcd courses on the following subjects:

Le LaMS:

ptti ey

1. Bangladesh Penul Code

2 Code of Criminal Procedure

——e————

%  Qiwvil gervice Academy, Lahore, Syll:bus . 2d Gersral Instrucs

tions for CGP/PFS _probotioncx: 76050 botch, Dole

4 GOTA, Dhiwltw, "Remors an e G :
HLeistrute end Deputy collectoest (auzust, 1672), D. 2.

cpt Traicing Cowrse of Deruty
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Nvidence Act

Revenue Lawvs

e et

State Acquisition Agt

PDR ict

Liad cquisition Lct, 1894
™

Bruoreency Requisition of Fronerty ict 1948

The State Acquisition and Tew.ucy Act(3rd imendient)
Order,; 1972

The Bungladesh Land holding(limitution),Order,1972.

Otliwcr Miscellaneous Acts

Goner-l Tonics:

1.

2]

<c

5.
4.

o e

-
Ve

o

-

10,
11\)

1’)

S

13,
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Aceentse

1U

Public Administration

Decision Malking

Delegation

Office Management

Flow Process Chart

O0& M

ﬁmergencg of the People's Re:rublic of Bunglodesh.
Objectives of the People's Rerublic of Dun . ladesh
Motivation cnd Participation

Commuication

Humun Values

Ideals of Public Servants

Fuet Finding cud Problem solving

Plorming and Development.

lccounts Rules

sZudit Rules

Treasury Rules

Duiset wd Public Expenditure.
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It wes decided that the newly rocruitad officer:
troived ia NIPA :nd GOTA would be ussigeed with spccifié
respon2ibilities on cowmpletion of the traiining judrias their
werite while in training., The course, hiwever, did snot take
nlice s scheduled from &th May 1972, It weos later decided
thet ricruitacnt from amongst liberatics: forces wouwld be mude
tlrou:h wn oral test combined with psychologicglttest vhile
others would be recruited through = clost writlen test in
2ddition to ornl test. The written test would include writing
of Ben~ali Essay, Bengzzli translation sznd translation from
Enslich, General Knowledse, Elimentery Science znd Current
Affaire with special reference to Bangludesh, India wad USSR,
The Public Service Commission prescribed six months' truining
for otither graduastes while prescfibed 12 weekst tredining for
cruductes of liberation ‘forces;5

A training vacuum was also felt for the top level
administrators w5 there wus no fdministrutive Stuff Collece
in the beginnirz, The Administrative St:ff Collere =t Labore

-

h-d tie following Syllubus:®

Port-I Gener..l doinistrationt

() Orgunisational Structure

(b) Persomnel idministration

(¢) The Orgunisution in Action

(2d) Project Planning,Budgeting wnd Financizl Control

(e) The Humzn Factors.

Purt-JT Seminurs

() Seminar =nd Development idmiristration — Theory
and Practice

(b) Sewiner on Development IDcono.dcs.

& Ea. inisuzzamen(ed.), Training for Tublic Service (Dhaka:
nIPL, 1969), p.35.
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Frrt-JTI Field Research:

L ostwly of Yaptai :nd Warsak Multi urpose Project

Port—I7 Pro ccopee dmianistration:

() The Institution of Loeczl Govornuent
(b) Zducation
(¢)  iericulture
(a) Industry.
Part-V .
(2) Biogr=zphy : A4 Study of Administrators
(L) Tipu Sulten
(c) 3ir 3yed Aihmed Khen
(a) Lord Curzeon

(e)  The Role of the Administrator.

About NIPL, =2 good number of experiments vere made.,
In the beginning a Civil Service Trainin; icademy wuas creuted
peroins NIPL,GOTA and Staff Training Institute (3TI) uader a
~Director Gener:zl. Soon after STI wus sep rated and later when
GOT4 transformed into Civil Officers' Truining Aczdemy(COTi),
COTA wzlone remained with NIPA with some unnecessary overhead

staff wntil it was renamed as NIPL,

The Civil Officers' Training Acadeuy was set upr on

the 3rd Februcry 1977 to conduct pre-service training of

7

fresh entrents into the Public Service. JOT4 objectives were:

(2) Prepare the Civil Servsnts to nerform assign task,

(b) Turn out ddsciplined recponsille zad "committed™
officers, with balaonced develciuent of body wad
mind,

(¢) Teach modern msnagement skill throush increasing
enphasis on practical trainiug:,

(4) Develap teem spirit so that troinees cun think,plun,
orsanise :nd work in a sfroRd.

7 Sec Introducizng COTA published by the Oivil Officers' Training

."1'3',1& > l."y m 1977 ) Po 1 0}
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e
e first Toundation Course tool nluce from 24th

Sentevier 1977 — 14th January, 1978.

53ile by side in the pattern of Putjst:n sdricistrative
3taff Jollege, Luhore in the Ilenley St.f¥ College Hocel, the' 
Bunrluelesh ldoinistrative 3taff College wus created by a
resoluiion of the Presidentizl Cabinet d«ted 3-3-T7 with
:n Autounomous Bowzrd of Governors consiszting of 11 members
with .x Honour:=ble idvisor to the President as Chiirmen =nd
Vice-¥rincipul Bungladesh Administrutive Staff Collepge &s
liember—~3ecretary. Formal Opening Ceremocny tool pluce on she
5th June 1977. The college was intended FTor the top level
sdministrators of the country.8 The Staff Colleze course wes

for = durution of 3 months and consisted of the following

syllabt;s:9
PART-I Toundation Lectures:
Ta The Bangladesh Environment
(Lznd & People--Socizl,Cultural & Lconomic
Factors).
Ib Principles and Theories of Developnernt
Adminigtration.
Ic Principles of Development Lconomics.
il Science and Administrution.
Ie Sociology, Psychology =and sdministration.
PART-II Administrative Structures wnd Processes(Syndicate):

- IIa Organisation theory =zud practice.
IIb Financial Administration.
ITc Fersornnel idministration and Humon Relations.
IId Principles and Teclmiques of Plunning.
PART-ITIT Sem.ina.rs :
IITa Sewinar on Developmznt lconomics.

IIIb Seminar on Developrent sdministrotion.

8 9Sec¢ The Irneledesh sdmipistrotive at-ff Qoller~e: Sowme Guidelires

for the Meutrers, June 3, 1977, (Fubliszhed by Ba38) ,pp.1-5.
9 Ibid, pp. 6=T.
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PART-IV Field Research.

P/RT-V Prorranme Administration(SyndiCute):
Va  Topulation and Family Plaaning.
b Acriculture: Tnterrated Rural Developmant
EmyummvmdSmmnWJ‘hwﬁum&
Ve  Bducation.
vd Tocal Governument.
Ve Problems of Planning -ad Development in
Banzladesh,
PARD-VI The Senior Administrator— His Role -nd Responsiblities.

PoRP-VII Ben~uli for Official use.

PARTM-VIII Visit to a neighbouring Foreizn Country

(if possible to arrange) .

7111 198% the college held 13 courses which was participated

by 247 officers in asddition to other short coursés10.-

On the other hand, as it zlrezdy been pointed out,

by 1973 the Government decided to set up =n integrated truining

Institute known as the Civil Servents Trazining ;cademy(CSTA) by

emolozmating the National Institute of Public tdministretion

(1IP4) end Gezetted Officers’® Treining Leademy(GOTA) these

integrated training institute i.e., CSTA existed fron lerch

1973 %o Februzry 1977. In 1975 even = DPlin WS mrerered to

ey

.ad G374 ws a big treining conplex with 10 divisions. But

in e.rly 1977 the concept of integr-izd training scademy wuS

discarded in fzuvour of the previous rractice of having sepurate

ta

.ining institute for separcte level of officers =znd NIFL

re-enersed in its own nume11g During its existence of 23 yeuwrs,

“IT.L conducted 30 idvunce Courses consisting of 610 officers

in

_dditior %o a good number of short courses like 25 Specinl

Commumicution courses, 11 Speciul tersonnel Development cOurses,

.

10

1"

jze Dr. ili Ahmed, "Bansladech _Auinistrative Btaff Colls e
“t worli at the BEnd" BASC Journ 1, Vol.IV, No.2(0ctober 1%€3),
op. 11-19.

See Dr.sheilh Magsood Ali,"Pr.indeg for 1iioher Civil Servints
in D-alodesh — the NIPA Luwro-ch", Adduinisty: tive scicnce

Reviou, Vol.VIII,No.1(Decanber 1978), ph. 2-3.
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4 Tews: Qelotionrs coursed forIPolice sl Security Officers :md

7% other niscell.neous specizl courses. But from e~rly 1977 §IlL
WS cT;ductiﬂg srecizl briefing sessions mnd workshops for own
Villusc Develonwsnt programme as well oo the Cuanul digring =nd
muss literucy »rogramme :nd wouen employees' oun urca developuent
prosr:.ue . It appears that during the 1luat 7 yeasrs of its existence
KIPA w.5 emphzsising Rural Development Profriimes more than its
mein function of conducting mid-level courses on Administration
and Development. It also suffered because of the inadequecy of

the faculty. It was calculaﬁed that abont 60 professional stoff
joired NIPA with the intention of building up their czareer there,
but =1l except one left for some other jobs or some other tr.ining

2
institute which gave them better position and priviled °<1‘.

On the other hand, the Ytaff Troining Institute, D’ﬁ-i«.ka
which wis meunt for training of Class-II Gazetted officers and
the non—Gazetted st=ff extended its wctivities. In 1962, this
progresce not only coneisted of its repulixr steff development
progrommne but algo a good number of Special Courses like course
on Store Minzgerent, Record Manzgeument, Finsncisl fdministretion,

Humsn Relations etco13

In the eurly 1980s it wus found thet the fdwinistretive
§t-ff Colleze was performing some of the KIPA functions i.e.
training mid—ievel officers; NIPA was found 1o be diverted frou
its mein functions of training ud mid—level officers to Rural
Develorment functions which was, in feoet, the primary function

5

of the Rural Developuent lcademfes.COTL wasS fourd to be extending
its funetion from Foundation Training to Specizl nid-level
mr--.j;g vhin uss wctuslly a NIPA function. 37T wus wlso emphusi-

sing the officer level training than the st ff level one, Bven it

12 oo M, Safiuvr Roduwm wnd M.g.JL11 npventy—three Ye.rs of
T -inings Proproismmes of the HITA", iﬂ1111+r“,1v0 Seirence
Acvnew, “Vol.XIV, No.1(March 1984), Pp.104-12

13 see 3taff Draining Institute, Dhil., i indine 2 leader, 1682

Index,
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conducted » 1.7 course for Mugistrates. .8 2 result o« tiue
ciue vhen 11 those 4 training instiiute vere converted dinto
soudrle lcadeny kiown Bangludesh Pulblic dainiztrotion Trodrdag
Contre (BT LPC) Ly the Ordinance YXVI of 1954 effective from

28th ~Loril 1984, Up to Decesber 1987 BI.iC cozducted T+

aside v o e 9.8 e

—_ 8 . 5 £ 9 ol 5,8 .
COUrscs, sewdwayrs consisting of SL%e,, narticinoats. resseetively

<

Jdith tle introduction of 31 cudres there hoe Lien densnds
for setiing up truining institutes for ithe basic training of
each cudre(excluding Senior Services Tool). The Nution:d
Trainine Councii constituted a Sub-comrittee consisting of
5ix werbers with the then 3Secretary, Fin-nce Division Fr. M,
Syefuzianue 25 its Couvcnnr(Sycdugza;an Sorwiittee) . The Syedu-
nzamzn Committee mode 12 srouping of cudres with reference
to the setting up of trazining institutes. The arouri.s were

as follows:14

iame of Groun Tnstitutions

Troun T

BCS (:dmm: Admm) Civil Officers®
Proining scademy (CODA)

s

Be3 (Bectite)
C¢3 (Food)

B3S (Judicial)

Group II

BCS (Foreign Affuirs) - Foreisn iffairs
pruining Institute (FATI)

Grour IIT

BCS (Fin: Aud & Accts.) csudit & Accouats
service Asczdemy(AAS4)
ICS (Fin: Custom & Bxcise) Justoms & Bxeise
Prodaine hcodeny (CETAL)
B8 (Tin: Tax) Director:.te of
e Proining(Taxes

14 Vide Syeduvzscmon Committee Rervort, D.0.N0.369/P3/83
A: ted 25-8-03 of the Secretary, Finwnce Divisicn to the
Chairsen, Nationaul Training Council, pp. 5-5.
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Hewe of Oroup

Srouvn IV

Econg‘
Stat
Prade)

3CS(knf: Police)
10S(8af: Ansar)

Group VI

305 (Information)

F20UP VII
C3(Fostzl)

Group VIIT

5C5(Rdn: Gen)

Group TX
BC3(Health & FP)

Group 3

A

BC3(aeri: Agri)
3C3(4oris Livestock)
BC3(sori: Fisheries)

BC3(4rris Forests)

Taistitubions

Prainiig Lceazdewy for
LlAnuw:%Dewzopﬁnt
('PAPAD)

Police sicudery,
Serd ::h(PA)

Hationz1l Browdcasting
."xC.‘.Ldel:ly(L.L';.) & Press
Treining Institute (F1T)

Postil Troining
Tnstitute (POTIY

Teachers! Training

College (T0C) =nd

Nationzl Institute of
Bducational Administration
Fznurzement znd Research
(hImiU

Nationnl Inmstitute of
Populi:tion Research nd
Priining(NIFORT) wnd
Nutlouul Institute of
Preventive .nd Sociul
Ledicine (11 IP30L)

asricultural Mznaeuwent
Training Tnstitute (AHTI)

Ilivestock Training
Insti thuP(L‘I)

)
FPorest Collerse(FC).
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e of  croup . Instituticns

Sroun (T

LC3(Engg: DY

LCS(Eng;: PH)

BC3(Ense: REH)

ngos IC) nelecwinaunication
Preining Centre (T1TC)
nd Telecwwamication
Staff Collese(TSC)

Oroun YIT

205((Rly: Bnge) Raillway Troiving
Academy (RTA)

LES(Rly: T2 Roilwey Troining
ACﬂdemj(RTA)

I4 has not yet beenkanowm wﬁcre ths Syeduzzuccn Committee
report would be ultim:tely accepted ia full by the Governzent.
Goverioicnt has -lready set up & new Iastitution lmown as B33
(Adrm.) Academy15. The iczdemy w.u inausur-ted by tie honour=il
Fresiizat on the 27th December 1987 in the forwer CUTL premises
owvued Ly the Rezional Public Adwinisir.iion Tridning Centre,
Shzhb::sh, Dhoka.

dhet benefits acerued out of the truiningz is still to
be fﬁlly evaluzigd. In one of the wdwvince courzes evaluzted
by the former HIPA, 41% of the particip.ats opiced that the
coursc guve then Genersl Knowledge, 24y suid thet tley had
lé-rnt new lesuvons, 24% viewed thut Molorw techaiques uere

tzusht o then, 267, opined that it chsn-ed thair attitude aud
16

657 viewed thut they found new friencs neeful for future wiork
T - wd-hoc survey of 150 Cluss-1 officers in 1l..Le 19085 only
2,1 ¢f the cudLe officers =nd 3.8 of %z noa-cadre officer:
viave? thot troiaing wes & basis for prowot ioa of Public Servoats
2lthonivh 70,67 of the cadre officers :iud 86,69 of non-czdre
offizzrs found the training useful in ¢ne or the oTLl.oT way.

Jﬁﬁ?—)& -\
15, Vide Finistry of Bstablishment Re-;lutlon N i s zted...con

C- .97
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ihen -rovernment decided to take exumination for careéer
vrozotiosng, mid-level examination wes susrosed to be conducted
by the ¥IP4 -nd the Senior level by Bun:yl:desh Muinizstrative
Steff 2ollepe. But vhen the Cubinet Divi.ion set upr w corunittee
with the Cabinst 3ecretury as Convenor -.d birecter, HITL as
hember-Jacretagy, -fter seeing pros =zrd cons the cowsittee
rocois.cinded that this responsibility should be entrustcd to
the 1. tie Service Commission(vide Gover:..ent of Lungludesh,
Jubioct Division Mo.CD/C3/10/83/161, Vi. 24/4/83).

In the »resent survey it wos found thatlP3(F03) ot the
resTornents received @raining at home?QG?RTQ7)rcceived traicing
ubroadfzchzgi..;2?oreign Training before they gmtézgg training
&t hore. The ~up» between joining gowern:=nt service :xnd first

troining might be found as follows:

Table-1

Pr-inines szp after joining Jovzrnunt service

) BCS 533 JEOE]
B (idministration)  (Police) ( Tu¥ )

No gup ' 75(63.5%)) 41(82.0%) 75 (63 .5%).
less than a year 19(16.1%) 2( 4.0%) 19(16.1%)
1 - 2 years 8( 6.8%) 2( 4.0%) 8( 6.5%)
3 - 4 years - 4( 3.4%) 1( 2.0%) 4( 3.4%)

5 yewrs wnd wbove 8( 6.68%) 2( 4.0%) 8i~6,8%)
Not Avowined A(24% ___2(4.0% _4lz4%

Total 118(100%) T50(100%)  118(100%)

mo what ectent one found opnortucity to utilise his

troinice expertise in the present job wud the crux of the
question. It wus found thst en officer ot an M.S Degree in
ssricultural Scononmics in Austrslis @nd wes loater posted as
Assistont Secretury in the Ministry of Sducstion desling with

Secondary School Munaging Committee votters, The o ortunity

16 1.. 3=fiur R:huen and M.A.Jalil, oo.2it. DPP. 122,
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to fird or utilise cne's trainine exnverlise wmight be found

frowm the following table:
T=ble=2

o

’

-0

of Training Bxperiise

Opportunity

(Adrinistration)

BCS

TAQ
HRg

(Police)

BC3

( P¥D )

Full o portw:ity

No oprortunity

48(40,7%)
13(11.0%)

16(32.0%). 19(24.4%)

8(10.3%) °

Perti 1 oyvortunity 37(31 4%). 15(30.0%4) 21(26.8%)
liot sure 20(16.9%) 16(32.0%) 30(38.5%), [
Total 118(100%) 50(T00%)  78(T00%) ©

But when wsked how azny of them would consider truiuning
s the most importent fuctor for promotion, only..l. 08 )or

ECS(4dimm.) cadre, I[:.Z‘Di’ of th Police c-dre und 0(08% of the

veoe

BC3 (IWD) czdre opined in favour. When the cadre offtecrs

havinz rromotions were asked the basis of their promotion,the

response was as follows:

Table-3

Basis for Promoticn

Bus is BCS 103 BaS

s (idministration)  (Police) (FUD)
Seniority 37(31 04%) 18(36 .0%) 25(32.1%)
IMraining 0 0 0
Perfor.uice 15(12.7%) 5(10.0%) 5( 6.4%)
Sr.cuwn-nerforsernce  54(45.8%) 22(44 .0%). 19(24.3%)
orecui—~training 0 0 0
Sp. Conn— _
-‘l‘;:z‘ii;‘».:;\j—c:}un— 3( 2.5%) 1( 2.0%) 0

pertforiaunce

Wone o»f tle above

NE} Sunw) NoJ anoiw st

5( 4.2%)

4( 2.4%)

Total

118(100%)

1( 2.0%).
5L6.0%

1( 1.3%)
23 (35" 1

50(100%)

78(100%)
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Jhen the top level educatiornist, . lmicistretors,plenners
cte. were eslied whether they considercd truining a8 a necessary

condli Lion for cureer developnentq’ &%-{,)ﬁ:swered affirmetively
¢ .oa. ) negc=tively, =and ....O..)were ot sure sbout it. When
asked .t whet st.oces they thousht that trodaning was wost
LBLCELL T 37@24)opv~ed thut it should be iswedizlely after
encuars. l:ﬂ'L 5(54,Jthought that it should be before wny zrono-

tion, =nd 5[&‘29001151‘&01‘@(1 that it should be «fter vromotion,

wvhen wsked how far they thousht thut skills learnt throush
troining st home and abroad were utllwcr‘?’[;b s 2id that it
wes 80=100%, 2 ..;)told that it was 6C-80%, 327 uj)omnca
thut it was 40-60¢%, und g‘.lzg.gf#.ﬁvjex:ed et it was below 40"10
HO\-,~3vcr7,L.,. .?f/felt that trainine was o very iwportuznt fuctor

for c:reer mdvoncexent., For maximum utilisation of truinins

o
-

42,2, 0% surrested to tr=in only thos who needed tre L.ml-/réu.. B
surcested to consult training record bef:re posting wnd tromsfer
«nd 29’ 0‘," recozmended to ensure envirczwent for the utiliseticn

cf tr.ininc,

When azsked whiit types of truinies they thou kit to be
rost necesswxy for cireer advanceent, the response wal us
follouz:

Table—4
Tvrpe of Tradiain

T S e BCS Yoo BC3
S (idim . ) (Police) (TWD)

Bansludesh Studies 56(1803%), 41(17.7%), 44(18.9%),
Lows .4 Rules 69(22.6%), 64(27.7%) 40(17.2%)
5rill Develorment — 49(16.0%) 48(20T%); 65(27.9%)
Tersor..el Develonmant 5F(18+6%) 45(19 .6%); 36(15 5%
Davelawer t tANinis—-62(20 3% 24(10.4%) 42(18.0%

tration

Cther subjeccts 13( 4.2%) 9( 3.9%) 6( 2.5%)

Total 306 (100%) 231 (100%), 233(100%);
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(3) Special Promotion Committee
(4) Deportmental Promotion Committes

(5) Divisionul Selection Board.

For promotions, service records including sradation lists
ACLRS etce of the persons eligible for »romotion are considered.

Those who huve wnsatisfuctory records of services are not supposed
d

rrovisions for in-absentia promotion.

Appointing authority for appoint.cat by promotion to a
post of BCS cadres is. the President or the Secretary of =
Miniutry/Division-or'officer authorised under the Recruitments
Rules, But under Rules of Business it is necess=ry %o obtain the

aprroval of tlhe President for appointment to thie following posts3:

(2) * Hezds/Chairman/Managing Dirsctors/Mewbers/Directors
of statutory bodies;

(b) Heads of Attached Departments;

(c) ©Post the maximum scgle of Twy of which is not less
. thon Taka 4, 825 per month;

[d) (i) All first appointments to services, posts which
under the recruitment rules,if wany, made by or .
with the approval ol the President after the
1st November, 1975 rcquire that they should be -
submitted for approv:l of the President,

(ii) All first appoiﬁtmeLts to posts of zny forwen
Superior Service(Cluzs-I) or Bast Pakistan
Civil Service(Class-I), or Ezst Pukistun Secre-
tariat Service or Ecst Pakiston Police Service.

(iii) 411 direct recruitments to posts the pay scale

of which carry & moximum pay of above Taka 4,425
per month (not counting special pay, if cuy).

There has been a long controversy over the relutive import.ace:
seniority, performunce zad other factcers in consideration of
procotions. When the cadre officers w.der study were wusked which
of the differeat factors thsy coasidercd wost import.nt for

promotion, the response wus wg follous:

3 C

3ze Rules of Business 1975(revised up to June 19£7), Schedule-III
Item 72, pp. 24=25¢ —  ~
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Twmvortent factors for promotion

Facbor BOS 533 , TCS

= (Admm,) (Police) (Engg: Public Jorks)
BeRlATLLY C21(47.80) 5(10.55) 16(20.5%)
Good perforucnce record 42(35.6:5). 17(54.08) - 23(29 .,5%)
Training 1 0.85) 1( 2.0%) o( 0.05%)
Seniority-cwi—good 38(%2.2%) 15 (50.057) 25(32.15%)
Terfocpance

Seniority cun good N .
Performcaice CUm 12(10.2%)  2( 2.0%) 4( 5.1
Training

Others 4( 3.49) 10(20.0%) 10(12.8%

Total T18(100:7y  50(100%) 78(100%)

Those respondents who got one OF more promotions WETeE
ssked whether the promotions they received was on ‘theé basis of
geniority, treining, performance OT ¥ other factor, the responsSe

was as follows:

B:is for sctuel promotion

. R BCS: - oC3 TCS
Factol (Adm.) (Police) (Enge: Public Works)
Seniority 37(31.47)  18(36.07) 25(32.1%)
Treining 0 0 o © o 0
Perforfience 15(12.72) 5(10.0%) 5( 60450
Ser.iority cuw 54(45 o8 - 22(44.05) 19(24 .35-)
performnance

Seniority -cua 3( 2,5¢) 1( 2.07) o O
performence cum :

troining.

Noheof the above 5( 4.2%) 1( 2.@4) 1 1.3%)

liot sure/Wot =znswered 4( 3.4%) %( & 28(35.9%)

Total 118(1005) ;o(&uc”} 78(*00”5

The respondents were algo asicd whetheTr they hod ony
Iovledre of thelr rerfornince reting in the Anmusl gonfidential

chort(;CR) for lzst 5 ycars, -nd tic response Wus =5 follova:
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Table=3

Tuowled.e of ACR rvrtinos

Heppemse (Aggi.) (P?i?ce) (Bngg:%iglic Works)

Have Tull luowledge 15(11.0%8)  14(28,0%) 18(23.1%)

Yo kuowled e 68(57.65%)  15(30.0%) 39(50.CE)

Perticl imowledce 35(29.77)  14(28.07) 18(23.1%)

Hot sure 2( 1.7, 7(14.0%) 3( 3.87%)
Total 118(100%) 50(100)7) 78(10050)

The LCR Iwowing promotees of thu cudres under study hed

the following average ratings:

Table—4

viyes for ratins for promotees

Rating BC3 nes BCS
‘ (4dmn, ) (Folice) (Encg: Public Vorks)

At 23(19.5%) 2( 4.0%) 5( G.47)

A 18(15.3%)  10(20,05) 256(33.35%)

B+ 2( 1.7%) 5(10,07%) 1613

B o( 0.0 11(22.0%) o( 0.03%)

Not sure/Not answered 75(63 .5¢%) 22(4490ﬁ) 46(59.,04)
118(1007) 50(1007%) 78(10077)

When the senior administrators ete. were

asked wlether

the present ACR form truely depicted the capubility «ud perfor-—

mence of incumbants, the respose was zas follous:
Table=H
Opindon =z=bout ACR form

] 1 [} ]
Respornse | Bducationist | Senior | Specislists ! Truiner/

1 -} Administr..tors | \ Planner

L} S i & !
The form depicts 00( 0,0%) 7(15.2%7) 4(28,6%) 4(21.1%)
capob ; ]
verformar
Does not dépict 5(38,5% 6(13,07) 2(14.3¢0) 1( 5.3
Partlr depicts 6(46.2%) 28(60,97) 6(42.8%)  12(63.12%)
Hot sure 2(15,35) 5(10.,95) 2(14.35) 2(10.54)

Totel 15(100,7) 46(100;7) 14(10057) 19(100%)
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Jometimes it is seen that the ACR of an Officer is not
viritten or countersigned in time, as & result of which promotion
of thic dmcuwmbant is held up andOSOMetimcs even his jupiors ced
nromotisn, The Puhlic Service Comwissicn in their Aanual Repnort

4,

sade thie following observations™:

-

S1 by ¢ wrmern 893 fOf vt gufas (fy aggr@ aomyfs fewear
$I0 7Y 1 g ol ar ol ffraceg wrwrfy woz s ooy gfaRy
Rg arg gfST wea winr Ty o, qoarafds gy ArSIRra AWy iR
eyrerdl $39F uyrgy ey gfewT Arsres W19 swy ey wreed,
urg o Fayfre somgfs fafys =g 1 e wsafys gfsway gfs
923 fufe 1 Giyr @3 SRV FTAT |
ey W oSY Cmy IR ATeNr UTY GGt AAWT fleTa sway s
T T VT W, CIMANY FROTRATYGET TYT Sy of<r 29 97T 99k
TYTUYSICY ARAST $AT %Y I 1 ¥ 59 #fwdr gy wiws @3k
gfogre a e IREWT Grara fygw Sevy a8 wfss yraar r grery
JFSTRTAT TYYET Qe Ay 473 fyorel o wsiryse swqd %
e 1 vor ef@r festa fesary wa wfbaerg af¥ zy o wm gy
Fomd WO g Y FfeTAe O wiv FAAT? X7 NEeTd ok
YIFT viege AfYFTed Coed TRRT Y FYRsT W95 oAl YTINC QIAICAT 29ar o
GTAFCHE GOy quead FIWA WIRr @Sy WG ¥ar Wy YW | 3
Cd T Quead IS AW ey WRENTd ¥ JutAR oI YT YW
SO (YIS WA FAr 2wy 4
uhen the senior azdministrators etc. vere esked whether the
holding up of promotion for an Officer for nonavailubility of ACR
Wus justifie%’9(69.2ﬂ) of the educationcts 36(78.%%%) of senior
cdministrators, 13(92.9%) of speciulists aud 15(78.9%) of traziners/
plunners viewed that it was gnjustified.
When they were asked how performeance appraisal systen in
the country could be improved, ths following suggestions came

forwazrd:
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Tuble=6

Suesestions for imnroved anprrisal

I i bl e i Senior 1 | Trainer/
Suguug L10Nns E Dducu’clonlsts iAdminiS‘tl"&'tOTF' ‘Sr,veciuli:sts : Planner
1 1 S 1 1
Open aprrais-l 5(38.5%) 12(26.15%) 2(14.3% 2(10.5%)
Group zppraisal 2(15 45) BULTT.45%) 1( 7.1%)  3(15.8%)
Simult:.ieous apprai-0o( 0,0%) 7 15:.54) 1( 7.15) 3(15.8%)

sal of .n officer
- by his subordinates,

aprreisal

Quarterly aprraisal O( 0,0%)
Other Fethods 1( 7.6%)
Cobin.lion of above 4(%0.&7)

Fot sue 1( 7.72)

2( 4.37)

0( 0.07)
2( 4.3
14(30.7%7)

1( 2.20)

4(21.9%)

Total 1301000

45(100;7)

o( 0.G%)  1( 5.3%)
2(14.3%)  1( 5.3%)
4(28.7%)  3(15.6%
10 7.155)  2(10.5%
14010G5 T —19(16G7)



Chapter XIX

Pay and Statug

There was a time when a government servant in this
country used to be envied both for h'ls pay and status.Today
it is not exactly sure whether a government ssrvant gets more
than what his counterpart in private organisation receives as
pay and other fringe benefits. More often it is found that
the reverse is the case, Pay means the amount drawn monthly by a
government seérvant which has been sanctioned for a post held by
him substantively or in an officiating capacity or to which he
ie entitlsd by reason of his office/position. It includes
specialy pay, peraonal pay and any other emoluments which may
bs specially classed as such by the government‘.

However, for the purpose of this chapter) pay would not
only include the pay as defined under rules but also other
allowances and frings benefits valued in terms of money.dllow-
ance is a kind of benefit granted to a governmsnt servani® to
meet his psrsonal expenditure necessitated by the spscial
circumstances in which duty is performed. It may also be granted
on other considerationa. Allowances ars of different kinds
such as travelling allowance, house rent allowance, dearness
allowance, conveyance allowance, recreation allowance,festival
allowance , medical allowance, entertainment allowance ,charge
allowance ,‘ overtime allowance, tiffin/conveyance charge,washing
allowance, hills allg:ance, tele—communication, allowance, kit
allowance, command allowance, traffic allowance, diiving allowance,
cleaner allowance, armourer allowance, bugler allowvance, ﬁz'@
alléjance, acting allowance)mounted police allowance, PBX allowance,
armed branch allowance, compensatory allowance etc. However,
 under rules an allowance is not to be regarded as a source of

profitf.

1  Rule 5(40),BSR Part I.
2 Rule 5(13),BSR part I. Read with rule 7, BSR part II.
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Sometimes, howaver, a government servant does not favour
an allowance because: he finds the benefits in kind more lucrative
than the money allowance. A government servant residing in Dhaka
or other Divisional cities will make all-out,effor?ts to gst
a government flat and forego allowance because money valuation

of a flat is much more than the allowance granted.

There are also other types of pay such as command/staff/
charge pay, instructional pay, qualification pay, disturbance
pay etc. However such a pay is paid under special circumstances
and special cadres or jobas., So far as government servant is
concerned he is under the Modified New Scaleas with effect from
June, 1985, A cadre official Joins his job in the scale of

K AESY ~lpo - 2259 ~EB-11s- Ipge
AFEERES ~1-200=BB=50=1§56+v The pay for the highewt position of
the government is taka sooo/-(fixed)(%fdﬁ;'f %?Jmé’ﬁo highest:

positions of ths cadres under study are as followa: :

Table—1{
Pay for the higher positiong
Cadre Highest: position Pay scale
BCS(Admn.,) Divisional Commissionex 74 Q?5v~15v-53)4__.
BCS(Police) Inspector General of Police Tk édoa[»(ﬁ&ug
BCS(PWY Bngg) Chief Engineer TR 5Feo- ( fnea

However, all cadre officers cannot remch the highest
stage. It reqﬁires for a cadre officer not less than 20 years
to reach the highest position. Even more, the highest position
or even the second highest position in some cadres may not be
vacant because the incumbent might not have reached the maximum
age or might even be re*-cmpl&yed under contract. The rate of
ipcrement is also a fixed one. When someone joins a cadre or
a service hg cannot be given edvanced increment except undexr

special circumstances. Am ¢x-BCS cadre officer  who has now
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joined a British welfare society in Bangladesh narrates that
while in government he used to get a maximum annual increment
of Tk. 150/- but now he got an annual increment of Tk, 1000/-
and even Tk, 2000/~ if he could show special competenca and
output.

Side by side with pay comes the status which a government
servant is usgually proud of. This has no monetory value but
this is the symbls of power and prestige and his relative posi-
tion in the whale governmental apparatus and indirectly in the
whols society. Officers of private organisations and even auto-
nomous corporations always envy the government officers parti-
cularly the cadre officors for thsir rank and status sometimes
indifectly attached to soms fringe benefits like hospitalisation,
journey-ticket etc. The suthors of Public Administration today
often emphasisthat it is not only the pay which keeps and motivates
an. employss on work but also a lot of other things such as.satisfac-
tion of social needs, ego needs and sslf actualisation. The
respondents of the: present study.were asked the reasons for their

joining a government job, the response was ag follows 3

Tabls=2
Reasons for joinin vernment jobe
Heasons ( gggg;_1~, (P?gice) (Publifcsorggl
Good pay 2( 1.7%) 0( 0,0%) 1( 1.3%)
Status 35 (26.5%) 14(28.0%) 20(25.6%)
Work for the nation  43(36.4%) 14(28,0%) 27(34 .6%)
Relatives' preference: 2( .1.7%) 1(2.0% ) 4( 5.1%)
Finding no other job  1( 0.8%) 5( 6.0%) 1( 1.3%).
Combination of above 33(28.0%). 14(28.0%) 24 (29.5%),
Other reasons 2( 1.7%) 3( 6.0%) 2( 2.6%)
Not answered/not sure 4( 3.4%) 1( 2.0%) 0( 0.0%)
Total 118(100%) 50(100%) 78(100%)
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A lot of things, however, depend? on the job satisfac-
tion, product1v1ty, and employer—employee relations as well
b Cadre sffecn tare aukad whidhy B opopibilby o) Bal foaihion olefnt .
as the likes andﬂgisllkas for work 1tsel£ The response);asé‘H

a8 follows :

Table-3
Responsibility of positions
BCS BCS BCS

Response (Admm) (Police) (Public Works)
Defined T7(65.%%)  44(88.0%), 6Q( 76 .9%)
Not defined 6( 5.1%), 1( 2.0%) 2( 2,6%)
Partly ¢ ekined 24(20.3%); 5(10,0%): 11(14.1%)
Not answered/Not
sure 11( 9.3%) 0( 0.0%) 5( 6.4%)

Total 118(100%) 50(100%) 78(1004),

When they were asked whether they psrformed any othexr
function beyond their main responsibilities 99(83.9) of BCS(4dmn),
officera, 38(76&%)%1308(1’011(:;—); officers and 44(56.4%) of
BC3(Public Works) officerw amswered in the affirmative, Those
who performsd function: beyond their main responsibilities were
asked what percentage of their time they devoted to perform

other responsibilities. They response was as follows:

Table—4

ercentage - BCS(Admn) BCS(Police)  BCS(Public Works)
Below 10% 17(14.4%) 11(22.0%) 14(17.9%)
11=25% 54 (45 .8%) 18(36.0%) 20(25.6%)
26-50% 19(16.1%) 6(12.0%) 7( 9.0%)
51.75% 7( 5.9%) 2( 4.0%) 2( 2.6%)
Above T5% 3( 265%) 2( 4.08) 2( 2.6%)
Eﬁfcm"fﬁ/mt 18(15.3%): 11(22.0%) 33(42.4%)

Total 118(100%). 50(100%); 78(100%)
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Thus it is seen that im all the cadres percentage of
performing other responsibilities cluster round 11-50%. The
cadre officers might not foresee these other responsibilities
while joining a cadre and usually these are not liked by them.
Shahebuddin committes in 1953, for example, while writing about
ths miscellaneous functiondof the police observed3:

we found a number of cases refered by the magistrate for

inquiry and report though those references could have

been avoided by the magistrates exercising judicial dis~

cretion, Amongst the cases we looked into, we found a

petition filed for relief by a woman divorced or discarded

by her husband .......... we also found that a case where
court fee due to government had to be collected, had bsen

I‘ef.red ‘tO the polic.o.onooo *

Similarly a trying magistratea complained that hs hardly
found time to sit in the court for trying case& because of

protocol duties, miscellansous enquiries etc.

dob satisfaction and productivity:

Whew the cadre officers under study were asksd what
factors other tham monetary could motivate a public ssrvant to

work harder, ths response was aa followa :

Tgble-bH
Non monetary motivator

Factor ' BCS(4dmmY BCS(Police) BCS(Public Works)
Status 14(11.9%) 5(10.0%) 12(15.4%)
Recognition 55(46.6%): 20(40.0%) 28(35.8%)
Opportunity for ;
self development 13(11.0%) 4( 8.0%) 6( 7.7%):
Combination of 27(22,9%) 19(38,0%) 29(37.2%)
above
Qthers 5( 4.2%) 1( 2.0%) 1( 1.3%)
Not snswered/Not .
Sure °T4( 3.4%) 1( 2.0%) 2( 2.6%)

Total 118(100%) 50(100%). 78(100%)

Wher asked to what extent they wers making concrete

contribution to the economic development of the country, the

% See S. Magsood Ali, M.Safiur Rahman and K.M.Das,D centralization
and gpoplc's Participation in Bangladesh(Dhaka: NIPA,1983),
Pe320
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response was as8 followa:s

Table=-6

Positive/concrets contribution of towards economic development_

Response BCS(Admn): BCS(Police) BC3(P, W)
Very effectively 27(22.9%) 12(24.0%) 26(33.3%)
Effectively 67(56.8%) 19(38.0%) 33(42.3%)
Negligibly effec—- :
tively 17(1404%) 8(16.0%) ~12(15.4%)
Rather negatively 1( 0.8%) 4( 8.0%) 2( 2.6%)
Not sure 6( 5.1%) T(14.0%) 5( 644%)
Total 118(100%) 50(100%) 78(1004)

Whemw the cadre officers under study were asked whether
they thought that they could contribute more effectively to
the econowic development of the country by pursuing any othsr
career, 15(12.7%) of BCS(4dma) cadre, 19(38.0%) of BCS(Police)
cadre and 16(20.5%) of the BCS(PW) cadre answered in the affir-
mative . A nuwmber of them even suggested that they could contribute

better if they would be involved in private farming or cottage
industries.,

When asked whether the present career could congribute

to their personal and self development, the response ¥as as
followas ¢

. $able=T7
Seope for personal gnd self development in cadres
Response BCS(Admn, ). BCS(Police) BCS(P W)
Positive T1(60.2%). 27(54.0% 34.(43.6%)
Negative 11( 9.3%) 8(16.0%) 16(20.5%)
Not sure 36(30.5%) 15(30.0%) 28(35.9%)
Total  118(100%) 50(100%) 78(100%)

When ke officers who responded negatively were asked
what other caree# could contribute to their personal and self
development, some mentioned about the other cadres, some mentioned

about universitiea or private business and industries,
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Ths respondents Werse given a probe question whe ther
they would prefer a suitable job in a foreign company OL

Middle East to their present job. The response wWas as followa:

Table~8

Preference for jobs in a foreign company/
Middle Bast to present cadre jobse

.

Response BCS(Admm)) BCS(Police) BCS(P.W)
Affirmative %4 (28,8%) 12(24 .0%) 38(48.T%)
Negative 61(51.T5) 28(56 0% ) 15(19.2%).
Not sure/Not 2%5(195%) 10(20.0%) 25(32.1%)
gnswered

Potal 118(100%), 50(100%) 78(100%).

fhus it is seen that cgdre officera are almost equally
divided about accepting a guitable job in & foreign company OF
abroad if offéred over their present job . Tris is really alar-
ning. The regspondenis Were given & further probe question whe ther
or not thsy would recommsnd their own children to follow the ir

own career. The response was as follows 2

Table=9
cgreer advige %o Children/dependents

Response BCg(Admn) BCS(Police) BCS(P W)
To follow their
own Career 36(3045%) 13(26.0%) 22(2842%)
Not to follow
their own career 42(35.6%) 27(54 60%)) - 27(34 .6%):
Not sure 40(33.9%). 10(20.0%) 29(37.2%).

Potal  118(100%) 50(100%) 78(100%),

The majority response of not recommending the reapondontil
own children oI dependents to follow their own career is quite
indic;tivu of the fact that at the present gtate of things, mos t.

of the 3 cadre officera are, in general, dissatisfied with their

careexr prospects and developments
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When the senior administrators and others were asked

how loyalty and morale of a government employee could be

ensured, the cumulative response was as followa:

Table=1Q
Factors for Ensuring Loyalty and Morazle of

a _government servant.

Factor

Educatio=  Senior Specialist Plenner/
nist adminis- Trainer
. trators:
Financial 7( 9.8%), 32(15.1%)  13(14.7%), 14017 %)
incentives ’
dob security 1014 . 2%), 36(16.9%2) 11(12.5%) 12(1502%),
Enhanced
insurance T 5( T.08)  8( 3.7%)  5( 5.7%) 3( 3.8%)
Enhanced benaevo-
lent fund 5( 7.0%), 8( 3.7%) 5( 5.7%) 3( 3.8%)
Health care for
self znd family 7( 9.8%) 19( 8.9%) 8( 9.1%) 5( 6.3%)
Facilities for
childrentsg
education T7( 9.8%), 21( 9.8%) 11(12.5%) 8(10.2%)
Suitable housing’
facilities T( 9.8%) 25(11.8%)  10{11.4%) 8(10.2%)
Housing facili-
ties after
retirement 6{ 8.5%) 22(10.4%) 8( 9.1%) 10(12,6%)
Bnhanced pension 6( 8.5%) 19( 8.9%) 9(10.2%) 10(12.6%)
Simplified proce=
dure for drawing
pension 6( 8+5%) 19( 8.9%) 8( 9.1%) 5( 6.3%)
Others 4( 5.7%) 4( 1.9%) o( 0.0%) 1( 13%)
Not sure 1( 1.4%) 0( 0,0%) 0o( 0.0%) 0( 0.0%)
Potal T1(1008),  213(100%4)  88(100%), 79(100%)
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But above everything the morale of a cadre officer
could be ensured by justice snd meutrality. An ex-BPCS~I

officer writes:

Promotion is often dependent on Annual confidential
report but it depends on how one can please his boss
legally or illegally. It is not kmown to many what is
the procedure or rule for selecting Dsputy Commissioners.
Some are called for interview and are not: appointed
. without informing them why they were not appointed,while
some were appointed without interviews. It is also secen
that Deputy Commissionera were appointed fi03a1962,1965,
1966, 1969 and 1973 batches, Procedure followd for
grgmﬁtion of one batch is not followed for xmnother
atch,

The above comment is quite indicative, for there is need
for rationalisation and improving the motivational measures in

services.
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Respondents’ Reactions

. In the present study opinions of the representative cudre
officiuls of BCS(aidmn,),BCS(Police) and BCS(Public Worlks) were
takens In an open-onded question,variety of problews, cowmuents
end suggsstions cams forward of which some are placed below:

BCS(sdrm.)

= Scope for promotion is to be widened;

Prowotion und good posting should be on the busia of
merit; '

= Integrity and dynamics are to get due weightage;

Opportunity of obtaining higher education/Degree should
be there; :

- Periodic written examination should be there for promotion;

- Selection of Deputy Commissioner should be based on
seniority and performance and not on oral interview;

There should be more scope for foreign training/visits;

Slort course abroad and medium terw course within the
country should be there; ’ |

~ Highest position need be reached at the ags of 503

- Scniority should be the criterion of promoticn if
sowsone is not otherwise disqualified; - :

- Adwinistration should be further decentrzlised at the

Divisional level to find out suitable zdministrative
positions;

- Frequent change of policy in respect of seniority is to
be stopped;

= Contract job is to be abolisked;
= Scnior Services Pool is to be stoppcd.

A Deputy Commissioner writes:

Clear-cut opening of promotion facilities will increase
efficiency of the cadre members,

Service should contribute something for personal and self=

development of the cadre members, such as house building

loun in a cheaper rate, allocation of urban plot for homes-
~ tead and more facilities after retirecusnt,

Recognition of service in a proper form 80 that other cadre
meubers are encouraged. -

in Additional District Magistrate says:

There should be a standing committee id the Ministry of
Establishment headed by the Secretary of the Ministry and
consisting of a representative of the PSC, a representative
of lMinistry of Law, a representative of PATC and a repre=—
sentative of BCS(Admn.) Academy and the concerned Divisional
Commigsioner to hear appeals of the cases of supersession.



xgﬁz

taksn. In an open-ended question, variety of problems,comments

and suggestiond cams forward of which sows are placed belows
BCS(Adwa,)

-~ Scops for promotion is to be widened;

~ Promotion and good posting should be on the basis Oﬁ’r
werit; '

—~ Integrity «nd dynamics are to get dus weightage;

~ Opportunity of obtaining higher education/Degrees should
bes thers;

— Periodic written examination should be there for promotion;

= Selection of Deputy Commissioner should be based on
seniority and performance: and not on oral interview;

- There should be more scope for foreign training/visita;

-~ Short course abroad and medium term course within the
country should be there;

(=2 Higheat position need be reached at the age of 50;

= Seniority should be the criterion of promotion if
someone: is not otherwise disqualified;

- adpinistration should be further decentralised at the
Divisional level to find out suitable gdministrative
positions;

-~ Frequent change of policy in respect of aeniority is to
be stopped,

~ Contract job is to be abolished; i
~ Scnior Services Pool is to be stoppede
4 Deputy Commissioner writess

Clear-cut opening of promotion facitlities will increase
efficiency of the cadre members, '

Service should contribute seomething for personal end self-
development of the cadre members, such as houss building
loan in a cheaper rate, allocation of urban plot for homsw—
tcad and more facilities after rctirewent,

Recognition of service in a proper form so' that other cadre
wembera are encouraged.

An Additional District Magistrate says:

There should be a standing committee in the Ministry of
Establishment headed by the Secretary of the Ministry and
consisting of a representative of the PSC, a representative
of Ministry of Law, a representative: of PATC and a repre—
sentative of BCS(Adm.) Academy and the concerned Divisional
Commissioner %o hear appeals of the cases of supersci3slon.
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Ssveral of the respondents were found quits pessimistice
"In BCS(admn.) cadre, career planning in its true sense is not
possible™, Baya anothsr Deputy Commissioner. An QOfficer of the
level of Divisional Gommissioner said irritatingly, ‘How do you
approach a man to advise on career planning who doss not have
his own career planned™, Some officers of the EKhulna Division
were reluctant and skeptic about the whole exercise as they

considered their posting in the southern part of the country

as punishwsnt,

An Upazila Nirbahi Officer writeas

I aw now at the fag end of my carcer, I do not think I
have any further scope for career planning. There is
practically no scops for systewetic cureer planning

in Bangladesh Civil Service = particularly in the
BCS(admn.) cadre. In a very raxre occasions, a right wun
is put in the right place. There is very little oppor-
tunity in the Bangladesh Civil Service to utilise one's
wptitude, oxperience and academic background peoperly.

BCS!Policetz
Respondents of the BCS(Police) cadre had the followin
suggestions and comments =

= There should bs more or less thes sams s8cope of pay and
promotion in all cadres.

= There should bs scope for foreig: training,

= Modern facilities in respect of police equipment should
be available to police officers,

An Officer of the Police Headquarters sayws:

Entrants should be trained and prepared to rise up to

the highest point. At each stage.,strict professional

test could select the right mun “and drop the undesirables.
A performance rating systewm could guard the drop—outs frow
becoming the frustated ones and if their score fallw
below the specified standard, they could be asked to
proceed on voluntary retirement,

An Additional S.P. of an outlying district writeas

There is no professionalism, Too much work and risk on

life are there. There is no pncentive to cover extra risk,
I start the work at 0800 hours in the morning and with a
break 'of one hour at nopncontinue up to 2100 houra. in ths
evening. This is too much. I have no scope for sel-develop—
ment. I have no tims to study and play. Too much work and

auxiety are reducing my work efficiency because I have no
fanily life.
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The above statement is rather pessimistic but quite indicative

about the joh of a police officer. Other suggestions and couments

were as follows :

- Justicc should be done& without motive;

-~ Well being, promotions etc. should have equal reasonings;
~ Recruitment at a time should be the minimum;

~ Yransfer as punishment should be avoided;

= All officers should be posted at all placé& by rotation,
- Posting should not be made for good connections;

- 014 age allowances and family accommodation should be
. there;

i
~ There should be no political influence or 'interfarence
in the police work.

One of the respondents wrote that political stability is necessary
for the career planning of the police service. Unless it is there
the preponderence of Administrative cadres cannot be winimuwised.
Sowe others pointed out the importance oI socio réligiouu and
Islamic education etc. for improvement of the quality of work

of the bolicc officers. An ex;IMS officer who joined police service
opined that he would rather wwitch over again to the previous

job, had there been an opportunity to quitg ths police service
Another is willing to servs in other cadrew leaving the police

job. This shows that the morale of the police officers under

- study was on the average not as high as could be expected,

_because of the frustrating factors.

BCS(Public Works):

The respondents of the BCS(Public Works) mode a nuumber
of comments and suggestions of which sowe are as followa :

- Phere is scops for limited prowotion in the BCS(Public
Works) cadre, hence planning is neot possible;

- There is no scope for planning in Government job;
~ Phere should be a Career Planning section in each

Ministry, and the MHinistry of Establishment should
cpordinate the functions of these gsections;
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~ Training should be binding for all members of the cudre;

= Policy has a vital role to play in Career Planning, so
policy makers should be chosen from all cadres;

-~ There is absolute domination of one cadre in the services,
hence planning for other cadres is not possible,

= Charter of duties of each position is to be defined;

= Training should be imparted before joining a job;

= There should be one single cadre for all Engineering
organisations, and like BCS(Adun,) ggdre, the mewmbers of
the proposed Bngineering cadre should be deputed to all
Engineering organisations;

=~ Technical departments are to be reorganised before career
pPlanning is made for engineers;

= Lhere should be scops for hgigher cducation of engineers
at bows and abroad;

= hngineera should be given the responsibility for develop—
went work; ,

= Timely prowotion, working atmosphare, training, and scops
for higher education could contribute to ths career deve—
lopuent of the engineers;

= Appreciation and recognition are necessary to keep morale
of the engineers;

=~ Systemetic promotion andtreining at howe and abroad should
be there for enginecers;

= There should be scops for technical training in the rele-
vant field abroad for engineers;

= Training is necessary for proper utylisation of manpower;

~ There should be scope for promotion at an inter¥al’maxiwuw
T = 9 years;

~ In the 23 years of my service I have got only one prowotion.
This retarda my efficiency wvery much,

= Consultancy work should be allowed for Engineers,

“One of the Engineers who has First Division/First Class throughout

his career with places at the Board/University examinations, lamen—
ted by muyiuy sayings

I have already completed 23 years and 9 months of my service
and 8till I am an Executive Engineer. My hard earned good
results at school, college and university are laughing at
no,

Opinions of VIPs:

In the present study opinions of many high ranking persons

of the relevant cadres and also sutside cadres were taken,
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Soms of the opinions are cited below:

- There should be organisational arrengements in each
Ministry/Division for manging the Career Develapucnt
of the officers.

- Sccretariat positions should not be the monopoly of
Lyg any particular cadre or cadres. Non-cadres officers
way also be recruited to Senior Scrvices Pool and other
Sccretariat Postse
A Chairwan of an Autonomous Corporations says:

Cadre Officer should be trained to be committed fox
serving the poople.

A Head of the Department sayss

Personnel wanagement procedure is to be strengthened in
the Ministry of Egtablishmenitt.

4 Secretary of a Ministry sayss
There should be speedy prowotions for the efficient ones.
Another Sccretary of a Ministry recoomendss
Meritocracy be applied in selecting really talented public
servants with guaranteed quick xprowotion ouw proven wupplied

werit, performance, honesty, and hard work, delinksd frou
Pleasing all cadres and their mewbers., If necessary, similar

ride for potentially talented young public servants be allowea

in other servicea also, 8o that brilliance,lmowledye,lcader—
ship and hard work are given assured devidends independent
of kinship, political or group preossure ctce

inother Chairman of a public corporation opines:

Government should ensure confidence ahongst the public
servanta to exercise authority and give free opinion.

inother Head of & antonomous body opimess

Closer link with the public, closer lmowledge of the
country and the society and clear understanding of
culture are necessyry for the public servants including
cadre officials,

4 Senior engineer writeas

Appreciation and reward for the honcé[énd sincere work
should there,

|
Another senior engineer opiness :

Phere should bs natural justice and fair play in the carecer
planning.,

A Senior Officer of Anti-Corruption Department writew:

Sincerety, dedication and simple living at the top level
will minimise many of the problews.
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Another senior engineer writes:

Plycewent should bhe according to the previous experience,
training and education and not for connections with high-
ULs3 o

in Addtional Divisional Commissioner Bayw:

There should be fairness and justice in prowotion,

ferformunce report and reputation alongwith the huwan
Tactors should be considered,

4 planner writes:

lteward for the honest and punishwent for currupt should:
Lo there.

i humﬁz resource planning expert opinecu:
4 Governwent servant's career should be well Planned,
He: should be trained to handle u job properly keeping wp
With the peculiar wocio—econowic situation of the countrye.
It is very difficult to build-up a capable civil servant
when job secunity, appropriate reward/recognition etc,
are lacking,

4 top official connected with ths recruitment process writess

Introduction of quota system is doing a positive dig—
service to cadre services, At least in Olass—I and Class-II
Jobia, there should not be any quotu sSysStew.

HeaX ¥reedow FPighters should be given chances keeping in

view their gervices rendered 17/18 years awo when they
woere within their teens

Upper age liwit for cadre service examinations should be
I‘uiBod.

dnother hoad of an wyiw autonomous body opines:

There should be strict enforcement of discipline amongst
the public sdrvants of all catagories.

4 Head of the Department opines:
Neutrally awongst the executives wust be ensured.

Another top exectuve opines:

Sccondment of Government officers 1o Sector Corporations
should be the minimum and extrewely judicious,

4 Joint Secretary opinea:

4 Tretired government servant should get pension within
the reasonuble time,

dnother Joint Sccretary says:

Government: should taks care to improve standard of
education in the country.
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L Senior Officer of the Ministry of Bstablishment opines:

Prowmotion should be considered batchwise/ysarwise and not
50 wany batches at a time, Seniority, ¢fficiency and
honesty should be the main consideration. Intervicw
Systew should be dropped. Computer wuy be utilised for
evauluution. ACR form should be revised accordingly.
Mediczl chapter should be excluded frouw ACR foruw.
Sepurate arrangement for medical test/report wmuy

be made,

inother Senior Officer of the Ministry of Establishwent says:

Recruitment to vacant posts should be wude without
deluy. Tadbir should disquality a candidate strictly.

in ex-Joint Secretary writes:

Character-building and religious faith should be the
corner—stone of Career Planninge.
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Conclusion

The present study is basically an empirical study
based on opinion survey on the Career Planning in the
Bangladesh Civil Service particularly Be35(Admn.),BCS(Folice)
and BC3(Public vorks), This may be regurded as a pioneer
study in the field because no such earlier study was found
to be made in Bangladesh., Except in one seminar on Personnel
Management in the Administrative Staff College in 1979 and
two seminars on Career Planning in Bangladesh during December
1985 2nd Septemver, 1987 respectively, no much academic
attention was diverted to Career Planning «nd Development

of the Bangladesh Civil Service.

Carcer Planning and Development Administration

However, under scheduls I of the Rules of Business,
Career Planning is one of the responsibilities of the
Minisiry of Establishment and it has been collecting the
comple te data of the cadre members in regpect of educational
backyround, personal skill, service career, gpecial aptitudes
gtc. The linistry established a Public Administration Computer
Centre (FACC) to Computerise all these information. In the first
phase from July to December 1986 the Centre undertook to
complete the personul data of the officers of the sSenior
Services Pool, BCS(admn.), and BCS(Secretariat) cadre. But
upto sSeptewber 1587 about 804 of the work could be comple ted,
This 1s becuuze the apathy of the officers — both senior und
Junior to send completed personnel data sheets. In che second
rhuse, the YACC has started compilation of datea in respect of

1

e

the rewmzining cadres

! See li.Shamsul Haque Chisty, "Two Yeurs of Career Planning".
Fuper re=d out at the second seminur on Career Plonning in
Bra®C, 29th 3eptember, 1987, pp. 6-7(Mimeo).



-2

however, Career Planning and Developuwent is not an
€eusy Jjob. Difficulties are there in muching conceptual
framevork to that of promotion ladder us outlined in the
oC3 Kecruitwent Rules 1981, The Rule inter-ulia, identified
Vurious Stages of career ladder and years of service required
Tor euch stuge of advancement., But the syrwetry for =11 the
cadres in respect of career positions advuaceument wnd years
involved are not equal. The distinctiveness or the services

originczted and evolved over the years to cater to orgunisational

need us well s to generafe professionalism is to be recognisedzo

Unequzl cureer opportunities have created serious frus-
tration among the members of fhe disadvantages cudres. For
example, the BCS(Admn.) cadre has 0.9 posts above senior scale
level while it‘is 52% in the BCS(Foreign Affairs), 27 iﬂ the
BC3(Reilway Transportation and Commercial),31% in the BCS
(Customs ond Excise) and 22% in BCS(Education. The BCS(Folice)
and BCS(Public Worlks) under study have also lesser promotional
prospects above séenior scales, Such positions are %% Tor DBCS

(Police) and 8% for BCS(Public Works)2.

When the Finistry of Establishment brought it to the
notice of the Council Committee on Senior Appointment,ITonm—
tion wnd Service Structufe(CCSAPSS), the committee reférred
the subject to the Secretaries' Committece on Administrative
improvement. The Secretaries' Committee wos luter extended to
include departmental heads of certain mjor cadres. Difficulty

wus fuced with the cadres not orgunised on geographical basis.

2

© See¢ Ur. k. Fagsood Ali, "Recommendztion of the Specigl Committee
Censtituted by the National Training Council for Preparation of
% Folicy Guideline on Career Planning of the Government Offi-
cizls", Puper read out at the Seminur on Career Pluuwing eRxthke
in Bunyrladesh Organised by BPALTC,during 21-22 Decewber,1985,
p. 5. (Mimeo). ‘

5  dee rnnexure-B of Summary for Secretmries Comwittee of 2dminis-
trative Inmprovement prepared by the Ministry of Zstablishment
(Implementation Cell) in pursuunce of the decision of the
Comr:ittee for the Senior Appointuwent, fromotion :wd Service
structure, dated 20.4.85.
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Further, cadres having the maximum 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 capgcity to bear. No doubt that the Ministry has been
using combuter. But a Computer does not make decision it can
only process information. When cadre officers of the three
cedres 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.%% of the BCS(Public Works) cadre
answered in the negative while 35.6% of ths BCS(4dmn,) cadra,
26,0% of the BCS(Police) cadre and 20.5% of ths BCS(Public
Works) cadre found that their career was only partially planned
and not wholly. However, when they were further asked which
organisation should be ideally respongible for career plamning
majority of the BC3(Admn.) cadre (88.1%) and BCS(Public Works)
cadre (57.74) would like to entrust it to the Ministry of Estab-
lishment, but 48% of BCS(Police) cadre would liks to entrust it
to the administrative Ministry. When the senior administrators
specialists, educationists, trainers, planners etc. were asked
whe ther the Ministry of Establishment hzd been discharging ths
career development functions effectively 5.4% answered in ths
in the'éffirmatiV8 32.6% in the negative and 54.4% stated that
it was discharging this function with partial effectiveness
while 7,6% were not sure about it. Even most of the respondents
belonging to the Ministry of Establishment themselves opined

that it had been partially successful in respect of career

4 M. Shamsul Haque Chisty, op.cit., p.8
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planr.ling and development. However, when they were asked how

the Ministry of Establishment could be mofe effective in dis-
charge of this function their was a sharp differenée'of opinion.
The mujority of the senior administrators(43.5%) would favour
strengthening the Ministry of Bstablishment while the majority
of the educationists, specialists, planners end trainers(54.3%)
recommended deconcentration(decentraliSation) of carecer 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 agencye.

Bducation,Recruitment,Training and Deployment

Education,recruitment,training and deployment are the
four distinct phasea of one's career and hence ideally there
should be a close link between these four phases. The rush of the
students for admission in the different higher educationel insti-
tutions, prolonging of the sessions for unusual vacations, delay
in publishing results, non-ed justment of dates of University
examinations and the dates of PSC examinations due to above
reasons are but few of the problems that come to the fore—front,
When the cadre officers were asked whether they received such
éducation which they or their guardians had earlier planned 57.7%
of the BCS(Adm.) cadre 58 of the BCS(Police) cadre and 33.3%
of the BCS(Public Works) cadre answered in the negative. This
shows that most of our cadre officials in the generalist cadres
did not havé planned education and hence not planned service,
When asked about the gap between finishing student life and
entering into cadre, it was found that 32,2% of the BCS(Admn.)
cadre and 30% of the BCS(Police) cadre but only 7.7# of the
BCS(Public Works) cadre took 3 - 5 years in getting a job in -
the cadre after finishing student life., In fact -65.4% of the
ECS(Public Works) cadre officials under study got their job in
the cadre within less than a year of their finishing the student

life.
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On the other hand when the top level administrators,

educutionigt etc. wers asked whe ther they thought that the

~

Carcer iy the Civil Service Cadres was backed by appropriate
dducation ang aptitude 26,1% felt that wostly it wag 80 while
28,08 thougnt that it was only Partially so. When asled what
they thouoht appropriate Stage for career planning 41.3% stated
thut the Student life wag the most appropriste Btage for it

while 20,74 Stated that it wug the Probationary Period and 27,24

Viewed ti.t it Was about 5 yesrg after joining g Servics,

Next comeg the stuge of recruitment, Nearly 6 thouseand
OITicers ure recruited EVery yeur. Out of the requisitions for
about 5000 positions for'1987—88, P3C recomuended for about
2500 pouitionsS, HBvery year about 104 posts are added. It wag
Towid most o the cundidates Tecoummended by the Public Service

Comraission rop BCS cadres are Mester's degree holders with

honours ut the graduation level, The percentage of Simple gradugtes

5

15 only & few but it was only 9% 4in 1982, 22! in 1983, 17% in 1984
and 114 ip 19856° Secondly, humeni ties Bubjects out-number the
8cience or commerece Subjects in the BCS(admn.) Cadre., In 1982

it was 81y, ip 1983 it was 53, in 1984 1t wus 54% and in 1985

It-wusy 66%70

Quots cun not be f1lled up becausa of the non-availability of
Suitable Ccwndidates, Out of ths 30% quota in 1985 only 55, in
1984 only 6%, and in 1983 only 13% could bs filleqd in, it is

natursl that as the years pasg avay, Muktijoddha of suitable

4ge limit would be Ron-available, Hence 1t might be necessary

to re-allocute the qQuota for ths future, Similarly for tribagl
5

Tallk by My, Mohammag A14, Add1l. Secretary,hiniatry of Establish-

ment at tie foundation course workshop on 318t January, 1988
at Brauwc,

Sew bun,dadesh Public Service Commission annual Report, 1987,
Churt-7,

ibid, Churt-s
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People 5% quots has been kept., But in 1984 out of 37 Posts
only one Post and inp 1985 out of 127 posts only 5 posts could
be filled in®, Iy mygny g fentioned that in Bengladesh tripgl
People are pot found in éach district, Hence it ig necessary
to consider whe ther tripg) quota could be kept nation wide or

at best division wise Without keeping it district.wisa.

88 such were 62.7% for BCS(Admm.), 56,04 for BCS(Police) ang
60.2% Tor BCS(Public Works), When asked whether their present
career suiteq their earljep Planning 62,7% of {ne BCS(4dmn, )
cadra, 644 of the the BCS(PoliceQ cadre and 71,84 of the

gruel tegt (written—viva—written) a8 in U.XK. 55,54 favouredq it,

But Seemingly the Weakest point ig training itselr,
Foundation training, for @Xample, ig g must for BCS cadre but

there zre instances that g Person hasg already served for 15

tion training ang &8 a reault coulg not be confirmed or get

Promotion, Although BFATC ig TéSponsible for fourdation training

it can only cater the needg of about 500 Probationerg Per year,
& ibid, p, 4



T 3-

This has created a back-log of about 10,000 particularly in
the BCS(iducation), BC3(Agriculture), BCS(Heulth) and the BCS
sngineering cadres. BPALC is trying to meet the contingency
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
trazining perhaps to their own professional institutions with
the guidence of BPATC and to exclude the aged ones from the
requirement of Foundation Training, The Board of Governors of
the BPATC has already recommended it to the National Training .
Coun0119o

But there is difficulty in respect of planning of training
at home and abrozd. It is found in BPATC thut lesser participunts
Join the mid or senior level courses on the plea that their de part-—
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
BCS(4dmm.) cadre, 104 of the BCS(Police) cadre and 17.9% of
BC3(Public Works) cadre went. for training sbrosd without receiving

any training at home earlier.

When the senior administrators etc. were asked whether
they found training a necessary condition for career development
all of them opined in the affirmative, When asked at what stage
they thoﬁght\the training most necessary, 42.4% stated that it
was most necessery immediately gfter encadrement and 21,84 opined
that it was most necessary immediately after encadrement and after
every promotion whils 14.1% viewed that it should be imparted

immedictely after encadremént and before any promotion,

.

9 Vide the proceedings of the 12th meeting of the Board of
Governors of BPATC,
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When asked the gubject preference about the training
of the three cadres .concerned, most of the respondents pre-=
ferred Bangladesh studies, Laws and Rules, Development Adminis=-
tration and Personality Development for BCS{admi.) cedrs; Law
end Rules, Skill development and Personality for BCS(Police)
cadre and Development Administration, Skill Dsvglopment and
Personality Development for BCS(Publio Works) cadres

Again, there exists very weak linkage between Public
Service Commission and the Tfaining Institutes. Public Service
Commission take departmental and other examinations while the
training institutes impart training but there is a wide range
of gap betwéen the'syllabus of the PSC and that of the training
institutions particularly ‘of BPATC, In their syllabus for the -
promotion examination for senior scale and SSE, for exampls,
the PSC made utmost"eﬁphésiﬂ on current affairs, international
affairs, Lawa and Rulss while the emphasis of BPATC as per
national training policy ié on public administration, project

management. 6tCe -~ ¢

te N e ay B Yoy e e . UL

It is also cufious to note that for senior scales officers,
career course is a course:on Project Preparation, Monitoring and
Evaluation hitherﬁo“conducted by BPATO and recently transferred '
to Planning Academy for Training end Development, while immediate
future postings of thesc incumbents would be the position of
Deputy Commissioner or Deputy Secretary wherein the more lmowledge
on the Criminal law or the Rules of Business would be a necessity
which is os outstandingly‘Absent in the career development course.
When the senior sdministrators eto. were asked whether they
considered such linkage necessary 7617 answered in the -affirma-
tive and 53.3% thought that such linkage could be sffected by.

joint: curriculum oommittee or joint evaluations

But the main problem is about the deployment of the
personnel of the BCS cadre, The main principle of personnel
administration is to place the right man on the right job and
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to utilise fruitfully his training and other capabilities.

It has already been mentioned in an earlier chapter that the
resgarchers found an M3 degree holder on agricultural economics
abroad ét the governmsnt cost looking after Special Managing
Comﬁitteo matters of the Secondary Hchool in the Secretariat.
When the cadre officers were asked whether they found oppor-
tunity to utilise their training in the present job, only 40.7%
of the BCS(admn.) cadre, 32,0% of the BCS{Bolice) cadre and

24 +4% of the BCS(Public Works) cadre answersd in the clear
affirmative. Again when asked whether training formed any
ingredient for their promotion, only a negligible percentage
answered in the affirmative. Even more, a number of people of
the BCS(4dm.) and BCS(Public Works) cadre reported that their
responsibility was not clearly defined and a iarge percentage
stated that at least 11 = 25% of their time was devoted to

rerform the responsibilities beyond their own job description.

Similarly, it is also found that many incumbents have
5 or more transfers within a period of 12 to 13 years. The
researchers came across a case where seven transfer orders
were issued for someone within & period of 17 months. When the
senior administrators and others were asked whether an incumbent
should be consulted before a transfer, 76.1% answered in the
affirmative and most of them opined(58.7%) that ths transfer
should not be made before at least three yeara. 35.9% of them
also félt that the training received is under utilised which.
ranges frpm 40 - 60% and training record should be consulted

before posting or transfer,

A respondent. of BCS(Admn.) cadre who has completed 11
yeérs of service reported that he had only a foundation training
for two months 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. §.,_

Hde N Sedy o ¥ U o asle, wde LG AY wb Ag,.
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Inter-sectoral Mobility :nmd Inter—cadre Iroblens

{ith proliferation of BCS BCS cadres, inter-cadre prqblems
ceme to tie rore-front perhaps no much less than thut of genera-
lists - specialicts or civil service — non-civil service contro-—
versy in the earlier period. The present controversy is rfor the
prepodirence of one cadre over the other or equalisution of the
neglected cudres with the privileged ones. Several of our respon-—
dents stated thut there should be equalisution of top positions,
romotion procpects, service length, facilities Ior truining at
homwe: wed abroad and the pay and fringe benefits of the top-most
rositions of dirferent cadres., In reality there are dirficulties
in it. It hus been already stated in an ewurlier chapier tazt the
pay, stuetus :nd position of the Divisional Commissioner ,Inspector
General of Police and the Chief Engineer of Public Vorks are not
the same; nor the promotion prospects. Apparently BCS(admn.,)
cadres is the most sufferex.,But in the eye of other cadres
5CS(4dmn.) did not lose anything as the newly constituted Senior

Services Pool was outstanding manned by them.

It is true that when on March 1,1979, governuwent created
the Senior PYolicy Pool which was re-named us thse Sehior Services
Yool later, provisions were kept for open examination for entering
the pool, But 482 officers were automatically encadred in the
Pool under Rﬁle 5(1) of the SSP Rules, 1979 and 320 more officers
were encadred under Rule 4(b) in December 1980, June 1981 ,November
1983 wid in January 1985. Even the Speciul Committee o the
Cabinet Division in its meeting dated April 27, 1987 noted that
the SSP wos not created on the basis of werit and whatever
wight hed been the reason, a large number of positibns were
rilled up by the mewmbers of Administrative, Food and Secretariat
czdres. It waus further pointed out that the professionuals wera
the most sufferers although they were given times—~scule and some

other fucilities., Moreover, there exist disproportionately
10

distributed facilities of the promotion of different cudres

10

Finutes oI the meeting of the Special Committee on Services
Pool dated 27th April, 1987, pp. 4-5.

LR USRSy
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Senior Service Yool itself faced a lot of criticism
not only from different service Association or educationists
but =:lso from sowe eminent government functionaries. sLven

Brig. Mo Ae. llalim Coumittes made the following observations11

It is not in the interest of any Cadre and the public
service to huve two kinds of officers in a sService =
those included in the Cadre and those whio are kept
outside the Cadre with the same desiguations, scules

of ‘pay and functions c..ceeve.. Similurly, cases of
orficers of different departments which do not hzave
Cadres o: their own for inclusion in the d'ifferent
existing Cadres/Sub-cadres may also be considered......
Similarly, a number of members of ollier regularly
constituted Services have been complnining that majority
ol them were not even called for interviews zad their
cnses were simply ignored .......... The problem of
determining inter-se seniority of tue officers already
encadred in the Senior Services Pool has asswued

importunce and it is evident thiat it does not admit
of easy solution eceeeeveos

.
Several of our respondents suggest that as the correc-
tional measures for above problems we may take lessons from
the Zconomic pool of the erstwhile Goverunc.ent of Pzicistan.
Lconomic Pool was not an apex cadre rather it was a specialised
group of officers of different cadres who had speciclisation
wnd interest in economic, finuncial or commercizl mutters, Histo-
ricully, during Pakistan period central .nd provincial services
was classificd into generalist services(cuch us CSP,EPC3,ECS),
the funétional services(such as PA&AS, PTS) und specizlist
services(such 13 iBngineering, Medical, Scieatific etc.)liconomic
Pool was however, only open to generalists services cndfunctional
services with the preponderence of CSPs. Specialist services did
not huve plice in it and the place of provinciul services wes
also few and fnr between. After the emergency of Bangludesh,
initially all Pakistan Services and the Central Services were
under valued @nd the provincial services were in nuny cases
upgreded., When administrative and Services Re-organisation
Committee of 1972 recommended 10 grades they viewed a classless
unfied strycture without reserve post for aany service. So was

the view the Pay «and Services Committee constituted in 1977.

11

3ee Governwent of Bangladesh, Report of the Committee for
exanination of irresularities in apvointeent =md promotion
of orficers wnd staff in the govermwnt(ipril,1983),pp.11-15.
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Sowe othwe vespondents surest tit we wmly toele lesson
Trom e service structure of the present day Yebiston, In
Yoidosia ov tuere are 235 grudes, the lowest prude belog

grode=1 with Rtupees 600/- and the highest grode is thot of
o (&)

Y de=25 kept for the Secretury-Genceral |

pvolivion with zn wmonthly
selury Kupees 8,400/-. Even more, in present duy FPuliistun tlere
wre 15 group of services vize District linagement Group,Fulice
group, Income Tux proup, CGustoms and dxcise rroup, sccounts
grouy, Inrormation group, Postal group, roreign .If.irs group,
Orrice Munrgement group, Military land wd Cuntonmcnt :roup,
seceretariat group, Tribal Areas group, Zceenomists :ud Flonners
group, Couwmerase and Trade group, Awongst thvw District bancpge-—
vent cpoup, Police group, Secretarict jroup wnd iribvoel areas
group wre terwed All Palkistun Unified Srudes(2iUG) :uid others

ws Feaeral Uniried Grades (FUG). Secreturi .t group is iue largest
group wherein incuwbents of other jroups wipght zlso be inducted.
In the gresent service structure of Panivtun there is no reser-—

vation Ior any service for any group.

In the present study curiously it is seen tu t the res-
pondents orf one service favour lateral entry into otler cadres
for ihemselves but when sslked:whether they would ullow others
to enter their own cadre there is a resistence to it. For example
50;5 or the BCS(Admn.) cadre respondents would not allow any
luteral entry into thedr cadre and yet thicy would feel that
their mobility to other cadres and sectors would bring about
wore cfficiency in the civil service. Outstundingly awongst
them(34,.6) would like their own mobility to jobs 01 autonomous
bodies “and corporations. Similarly 56% of the SC5(Folice) cadre
‘and (2.8 of the BCS(Public VWorks) cadre would not #llow literal
eniry into their cadre although 54%% of the BC3(Police) cadre and
4% .65 of bQ§(Public Works) cadre would like tneir owu inter-—cadre

and inter-sectoral mobility,
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Vhen the senior officers and others were asked whether
they would recouwend luteral entry in the cudre services 61.5%
of Zducntionists, 37.05% of Senior Administrators, 64.3% of the
Specizlists and 47.4% of the Trainers/Plinners were in favour

of it, host of them, however, felt that it wus a2t Deputy

¢

secretary's level wherein it could be wmore practicable,

zZguiviiriwe of Zmployee-Employeer Lxpectotions

In the modern welfare states povernument is not only the
reculator of law and order and administriator of justice, but also
a positive developmental agent end Bangliudesh is also not an
exception, 4 government officer to whichever cadre he might
belong is in the service of the Republic :nd is supposed to
serve the people., He is a public servuint under section 21 of
kencl Code and is a public officer undsr section 2(27) of the
Civil Procedure Code. His service znd understanding with the
government does not fall under Contract 4Act or Sales of Goods
Act because under Privy Council decision $till broudly ucceptable
to tiils country, even his salary and other privileges are boun-

ties of the crown or state12°

Yet o person who joins a cadre or non-cadre sarvice hes
certzin expectation from his employer =nd the employer hus in
turn cextain expectation from him, A government servuent joins
a service not only for good pay but also for status, opportunity
to work for the nation, relutives' preference and sometimes for
finding no other job. But there are instunces tliwt & person joins
a governmend service leaving a job of even double the salary in
any private organisation. In a government job he expects not

only assurance of the satisfaction of physiological needs but

als0 his socicl needs, ego needs znd ultimz=tely self-actuzlisation.

12 yide Supreme Court of Pakistun, Ytute vs. behrajuddin
(2 DLR SC 260) and Supreme Court of Ban;l.desh cuse
(1 BLD, 1981, 24).
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«hen the cudre officials were asked what factors other
thun monetory could motivate public servant to work harder
46.65 of the BCS(hdmn.) cadre, 40.0% of tlhe BCS(Police) cudre
and 35.8% of the BCS(Public Works) cadre stated that it was

the social recognition which mattered most. Some suggested *

But a public servant expects and perhaps rightfully that
his performance should be properly evaluated and his capability . ek &
rewarded. In this respect meny a one citing grievances stated V°:‘,L) .

that he whowork-less, makes lesser mistakes, rnd gets fewer

expluntion to m:le and ultimately is better rewarded. Unfortu- e
nately, about the judgment ofone's capability and performunce

the sole method is the Annual Confidential Report. When the

- PO
.

genior administrators and others were asked whether the present

4CR form truely depicts the capability and performance, only }
16.3% answered in the affirmative. It is zlso seen thct 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
grievances for not being promoted while their juniors or equal
got 1lift only because their ACRs were not timely written or :
correctly placed before thé higher authority. 78.9#4 of senior (3331 '
administrators etc. opined that it is not justified to hold up

the promotion of an officer for recording his sCR. However, when
they were asked how performance appraisal system could be improved
22,8: favoured open appraisal, 15.2% preferred group appraisal
12,0, sugzested simultagenous appraisal of an officer by his
superiors as welias subordinates. Several others suziest for

half yearly wppraisal, guarterly appraisal or combinution oT

above

# that housing facilities after retirement(Llike DOHS or
Rupali Lunk Housing Scheme) could be a cood motivutor.
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Productivity and Jab satisfaction

The respondents were told that the Civil servants were
expected to make positive and cComplete contribution “0 the econo-
mic development of the country., They were asked to what extent
they were performing the above responsibility. In responce only
22.9% of the BCS(Admn) cadre, 24.0% of the BCS(Police) cadre,
33.3% of the BCS(Public Works) cadre, stated that they were
doing it very effectively. Even 12.7% of 8CS(Admn) cadre, 38.0%
of BCS(Pulice) cadre and 20.5% of BCS(Public wWorks) 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%4 of the BCS(Admn) cadre, 54.0% of the BG6S(Police) cadre and
43.6% af 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
28.8% of the BCS(Admn) cadre, 24.0% of the BCS(Police) 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 were asked whether they would recommend their own children
or dependents to follow their own career, only 30.5% of the BCS
(Admn) cadre, 26,0% of the BCS(Police) cadre and 28.2% of the
BCS(Public Works) Eadre answered in the affirmative. This shouws
Clearly the cdemoralising 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 government job during the British or early Pakistan
perind was better than that in Bangladesh.

A few even went to such length in saying that they would
better contribute to the nation by farming or taking up small
industrial éﬁterprises 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 (75.0%) 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
pos}tion or job of general nature. Hence professionalism and
speéialisation expected from positioﬁ oriented jobs can not be
expected from cadre services. It is observed that the brilliant
Rsstt, Commissioners are placed in charge of Nejarat, brilliant
A.SrPs or Asstt. Engineers are 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 look 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 MBBS doctor, unless
he is encadred, is designated as Upazila Medical Officer and if
eéncadred 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 enterec the Senior Services Pool and doing Ueputy Secre-
taries job in Secretariat Ministries unrelated to keix their ouwn
specialisetion. They are now in a fix either to call themselues
specialists or gereralists.

Admiaistratiue and Service Urganisation Committee of 1972
nad made a very important recommendation in favour of professicna-
lism, The Committee had recommended that a professional or a
research personnzl might gel one higher grade every 5 years on

completion of satisfactory service even though the incumbent
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might retain the same designation or continue to do the same

Kind aorf function51j. Had it been implemented, perhaps no rush

for encadrement would have 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 dfficars Should not be encadred in

one of the other service if not in a Separate cadre as contempla-
ted in the Ministry of Establishment in late 18789, Alternatively

@ 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 all officers
will be ultimately encadred has not been materialised and in this
way proliferation of cadres have brought in more problems to

the fore-front than what it could solve or foster. Some respondents
even 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 ffuid state. Career Planning 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 positions of Aya in the Family Planning department,
there had been 1300 applicants; similarly for the 159 positions
of Health Assft. in the Health Directorate there were about 1500
applicants; for Mongla Port Authorities for 8 pasitions of Secu-
rity Cuards there were 576 applicants in January 1988. In March
1988 for posttions of 7 MLSS in BPATC there were 287 applicants.

This is %w comparable to 21,613 applications received in 1985 in

18 vide govt, of Bangladesh, Report of the Administrative any

services Reorganisation Committee, Part U(May 1975). p. 4
para 13,
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BCS exumination for 2531 posts14. Career Planning for the BCS

cadre thus can not be WRHEREXKAKER undeftaken in isolation. BCS
cadres nhave 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 6nce it had perhaps because of
the fact that the reconcilation between individual and the orga-

nic-tion goals and career mobility is not at the optimum level.

14 Bangladesh Public Service Commission, Annual Report, 1887,

chart-15
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Summarz

Career planning is vitally
HRD but its scope and focus
scope and focus of HRD, Yet

must start with a reference

XIV-18

linked with the concept of
are much narrower than the
any study on career planning

to HRD and career dymnamics,

The present study i1s on career planning in the three cadres

of the BCS deliberately chosen as sample cases,

This study required

a) an unfolding of the evolution of the BCS in general 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 .

For the analysis of the scope of career develgpment in the
three cadres in the BCS, data and information were obtained

by adminitering a questionnaire and opinion survey

Some of the most important findings 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 advancement,

b) BCS: Police appears to have a better scope of career

advancement than B.,C.S Administration,

c) BCS: Engineering has still better scope for career

advancement, but its members appear to have a notion

that they do not have as much status as the other two

cadres two cadres have,

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 may

be Dbetter achieved if the SSP is wade more broad based,

and non-cadre Govt,officers, and officers of autonomous
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10,

bodies are also allowed to participate in the competitive

exam,

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 Establistment,

The study comes out with the finding that training is

heavily neglected as a factor for career advancement,

Lateral entry into cadre is not wanted by any cadre
but the cadre members favour their own openings in the

autonomous and non=govi, organisations,

Performance appraisal has a great role to play towords
career adwancement, but it is not dome in the proper

manner,

Finally, it is felt that more studies on career planning
in the BCS should be made to test the findings of this
Study .

\




C -1 quESTTONNAIRG ON C.RiLR PLANNTNG TN TG BANGLADESH
CIVIL SGRVICE

(Xindly 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 answering any question or a part it, you
may omit it.) '
1. The cadre you belong to :

Presentvescissinnnns Original sivevvvenenneas,

Date of entry........

]
1
]
E Date of entry oievuvnn..

2, Your total length of service in the government:

B Your education, please(kindly tick and mention):

Ixamination/ |Speciality | Division/CGlass | Distinction,
1

|
Degree ) i (Mention if you! E%agf’ | if any
! ! pPlease) { = B b
L NE 1 L
Matric/S8C  arts/Sc/ 1st/2nd/3rd
Com/others
Inter/HSC irts/sc/ 1st/2nd/3rd
Com/others '
Bachelor's  arts/sc/ 1st/2nd/3ra
(Pass/Hons.) Com/Engg/
others
Master's Arts/Sc/ 1st/2nd/3rd
: Com/others
PoSt Magter's
4, In your student life,did you receive such education which

you or your guardians had earlier planned ?

YesS civeerennnse NO veveonnennna
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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 si...veevnese (d) More than 5 years .......

Have you received any training at home ?

YGS #2090 0000006 NO L N B I )

If number 6 is 'yes', how many times and for what total
durationA?'
Times

Total duration seseecese..

Gap beﬁWeen your joining government service and first
training. '
(2) No gap +.....vvv. (D) Less thanm a year ............

(¢) 1-2 years ....... (d) 34 years .........

(e) 5 years and above ..........

Have you received any training abroad ?

Yes voeeinn.. NO-ioin dann

If number 9 is 'wes', how many times and for what duration?
Times ..lllllI.llOl;;t;'Q'.!l

Total AUration eeeeeeeesss..

Did you receive foreign training before you got any )

training in the country ? ’ *
Yes ® % 0 ¢ 0 00 v 00 e 0 No @ 8 00 000 00 00

If you have received training, do you find opportunity to

utilise your training expertise in your present job ?

LOB . asamunanns HO sonsvissnsis DEOOIT wuansrnsns
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How many promotions have you got so far ?

One/two/three/more than three.

If you have got mno promotion, identify the reasons:

(a) in your view :

(b) in view of your higher authority :

Which of the following would you consider most important

for promotion ?

(a) Seniority,,.b) Good performance record,.(c) Training , .,

(d) Any other, , (Please specify)..

If you have got one or more promotions, was it done on

the basis of your

(a) SenioTity suevevueens (b) Training eeeeeessenss

(c) Performance sueseeesss (d) None of the above ...

Do you have any knowledge of your .CR ratings for the last
five years ¢

(a) Yes........ (b) NOweuwsuno. (¢) Partially .......

If you lmow your 4ACR ratings, how many of the following

you got during the last five years ?

(a) &+ ______ .
() & ___
(c) B+ :
(d) B

) ¢



3 Do you have any printed publication ? If so, plcase

nention ¢

[
(a) the aporoximate number of rages ..

(b) some important titles of those publications:

Were you ever Chairman/Secretary of any committeec ?

Yes ® & 0 2 0 0o 0 0 NO .._‘..l...
)« % ) 'yes’, pblease mention the names of thosc committees
and the titles of the reports you made in that capacity.
1, Did you rcceive any\distinction/award for your performance
in your service ?
Yes 6 o 0 0 ¢ v 8 v b oo NO € 0 0 0 0 5 ¢ 2 s 0 0
2o

"If yea, please mention,
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N

5a

{7
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Uhet types of charges did you hold when you werec

Asgistant Commissioner:

-

ox

:ssistant Superintendent of Police :

or

Assistant Engineer :

-

4re the responsibilities of your position defined 2

Yes

Nezerat/Revenue/Trying Magistracy

D (< R 2 5 A

Do you perform any other function which is beyond your

PEY

main responsibility ?

If

perform other res

(2)
(e)
How
(a)
(c)

(e)

)
P W
YCB V0 e 00 e 0 3 ¢ -LTO ©c¢ v ¢ 0000 0

onsibilities ?

)
s

Below 103 (b} 11-25%  (c) 26~50% (d) 51-75%

Ahove 75%

many simes have you been transferred ?

ves', what percentage of your time do you devote to

llo tranafer sevoessnas (B) 12 transTers ssedasesss

5""5 "Cl"&l’leGI‘S 908 0 ¢ 8 s 9 (d—> 5 tl“anSferS C e 0 e ¢ e 40 2 v O

More than 5 transfers. svceeeeces.s

Reasons for your joining Govt., job 2

(a) Cood fay ........ (b) &tatus ....... (c) Opvortunity to
work Tor the nation ....... (d) Relatives' preference.....
(e) I'inding no other job ...... (f) Other reasons ......

armaes o aivyede s e anmsywn
. ceid sl B N

LS
(]

=
1

(a) Dxactly what you iad carlicr planncd ...eee...
{b) Lesz thuan what you had earlier nlanned «'v.......
(c) Better than what you had earlier expected o........

(d) Zther than what vou had earlier planned eceeveoe.on
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Do you think that lateral entry into your cadre should be
permissible ?

Tes Cresiescee No
If 'yes';, from where ?

Unlversltles P 0 & 4 ve e ® 0 e e e e o NOl'l-CadI'e GOVf. POSl—thnSo-ovo

Corporations veeeveessese Private Sector .

S 0 ¢ A O 9 P e 09 G 0

Otliere (Flogse BPRCIifY) o5 viswen s cnns v s s

Do you think that inter-sectoral mobility can bring about:
more efficiency in the civil service ?

YES sicaneinenoes No

© 0 90 s 8 0 0085 0

If 'yes', what openings(postings) would you like ?
In the Universities eveeeee.. e COrporations eeevieeses .o
Private Sectors...vssesv.. Other cadres(Please specify)....

e ... Others(Please specify).

What factors other than monetary can motivate a public
servant to work harder ? :

a) Status ....... >

b) Recognition sewsvee..

o) Opportunity for self development «....... ‘

d) Others (Please specify)......

uuuuuuuuuuuuuu

In Bangladesh,civil 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'cffocfivoly/Effectively/Negligibly effectively/

Rather negatively.




56, Do you think you could contribute more effectively to the
economic development of the country by pursuing any other

careeyr ?

LOE suwnin HOsweswsss Not sure....ev.n.

37. If 'yes', which career 9

58 Does your present career in the Bangladesh Civil Service
contribute to your personal and self-development ?

Yes oiveeee NO weveun.. Not sure veeeeeoes.

39. If nof, which other career could have contributed so ?

40 . Do you think that your cadre has systematic career Planning ?

YBE awenwss O i smons Partly.

41 Which organisation should be responsible for career
Planning of your cadre ?
M/o Establishment/Administrative Ministry/Others

(Please specify).

42, Supposing you got a suitable Job of permanent nature in a
foreign company/Middle Last,would your prefer it to your

job in the Govt. service 2 .

-

YeS ® & ¢ 002 v 0 0 ¢ n NO ® @ 0 ¢ 5 ¢ 4 o @ l\TOt Sulﬂe ® 6 o » 0 0 @ @
43 . Would you recommend your children/dependents to Ffollow
your career ? |

TBE ssises s No eeveven.e  Tot sure

¢ 8 5 & 69 00 ¢ @

44 Any additional point about your career planning.



B

CP=-2 CoOdEiennnnnne

Questionnaire on Career Planning in the Bangladesh

Civil Service (4dmn),(Police) and (Public works:

Engg:) Cadres

(Kindly give your opinion freely and frankly. Your identity
shali not be disclosed, On the other hand, your response to the
questionnaire will be a major contribution towards the development
of career planning in the cadre services. Kindly tick or fill in
the appropriate answer colums. However, if you do not feel like

answering any question or a part of if, you may omit it).

1. Your profession,please:
Bducationist/Senior Administrator/Senior FPolice Officer/
Senior Engineer/Senior Planner/Senior Trainer/iny other(please

specify)ilee.....

1. Under Sohedule I of the Rules of Busnesg, 'Carecr Dovelopment'
is a function of fﬁe Miniéfry of Eétabiistment. Do you
think that it has becn discharging this function effectively?
VAEEH o cvvn oo o o e No-...:.‘.,.. Bartlyi cowe oo oot surésieeen..

2. If the Ministry of Establishment has not been discharging -
the abave function effectively, what do you think are the

alternatives ?
2) To stremgthen the Ministry of Establishment........

b) To deconcentrate(decentralize)carecr development
function to administrative ministries........... '
c) To transfer this function to any oter azency

(Please SPECify) eeieern e rennnnnennn. e




9 Da you think thét carecr in the Civil Service cadres is
backed by appropriate education and aptitude

MOStLY.eswnsoes Coneradly ooeue .. Partially........ .

4. If not, do you recommend :
a) More rigorous.aptitude/psychological test
b) Qualifying test and Grucl test(written-viva-
 written) as in U.K.

¢) 4iny other (please specify)

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

54 What'do you think is the appropriate stage for carccr
plamning?
; a) Student life ........Db) probatlonarj period.....ees
c) About 5 years aitcr joining a. scrv1cb...........
d) Iny othur stagu (please BPECIEY) we s unne wui nuwsas
6. Do you rccommecnd latcral cnfry in‘thc Cadre Scryiccs?
Yo woenonn No,....:,;.i}.. HOb SULC.sieeennnnn..
7s If 'yes', in whigh ofvthp-followinf services is it
practicable ? _
BCS(ﬂdmn)..,--(}.BCS(police),;,,.,,,Bcs(publlc.worko)....
Stagc ......:::..Sfagc ......... SEREC W vww ssws oo
WHEPETY O v 50 mie » WACTELITPOM 000 o0 ve HNCPELETOM, yiww o 5o 5
8. Do you think that training should be a necessary condition

for carcecr development

3
-------------



9.

10,

11.

12.

-

If 'yes', at what stages do you think that training is

most necessary 7

What typcs of training do you think

carcer advancement in the following

a) Immediately after cncadrement........
b) Before any promotion ..........

c) After every promotion ...

d) At any other stage (pl. specify)........

BCS(Admn)

—— s

Q.

Do

Bangladcsh
StudiCSeeses o

Laws & RulCSese

Skill

decvelopmenteoees

.rersonality

dcvelopment., ..

Development

LA ¢« »

“ e v oo

iny other

BCS(Police)

{pls specify)...‘i’

Bangladesh
stugies........

Laws &
Rulecs

Skill
development,...

Personality

development.....

Development

.y other
(pl.spccify) ...

s e 0 0

are most necessary for

A ! n h 5 N PALK
Cadr&.&;: Q’P\' &4 (,\k./[/ (L} (’}A\(\J%/Uﬂkuy

BCS(public works:Eng)

a.Bangladesh

StURieSs wsvnie vwn s s

Lavws & Rul€Sevses s

Skill
developmentess ..

Persormality

development......

Development

iny other

(pl. specify)eeees.

you think that there should be a linkage between the

Fublic Service commission and the training institutions?

NG Sy iore oinite 9 010

os o NO

'yes', how could it be ensurcd ?

Joint curriculum committcC.....
Joint evaluation vieeoq..

‘ny other (pl. specify).....

............




ﬁ¥~4_

13, How miny of the following fuhctions do your cuo.. - i g
be very important for carcer advancement ?<Px 615?&L ¢
& Family background........ b. EREducati..
¢y Training ....eeeeeiesiae.’ &, cdaptibiic -
o LeadershiD vevevenennssss T, Loyalty. ..

e Neutrality eeeveveen'on, h. Commitmc:.

i, S0CLal activilty s vsei e J. Honesty..

e Initiative...sc00iuveeyee. 1. Scniorite
= M. EXDETICNCE sirereeriennen. . Berfornene
14 . How far do you think that slkills lcarncd throusi: -

(at home and afroad) are usilized ?

" a) 80-1007% ...v.ub)  60-80% .....c) 406U,

15, - If training received is under-utilized, what oo

sugsestiong for maximum utilization of trainine

as” Zrain only .thosc who necd to be trained, . ..
b To consult training record beforc postins
@ Ensurc environment for the utilization o

~d, ihy other (pl. sPecify) uovewevn...oil

16, How often should’ an officor. be transferred ?
a. Not before tWwo YCars .veeeveeeeneeeeeesn

b, Not before threc years oviveeveeneenon.
¢. Not before four to five years ..........
17 Should the incumbent be consulted before tran.- -

Yes veveveve o 0 diii i iieeiee ... Not ol

10%. . «

*ISTELww < o

L IR



18.

19.

20,

21,

22.

...... B

Do you think that the present ACK form truly depicis the
capability and performancc ?

VOB swissnssned ssonsnen PAPCIT vunssres NOL BUEE o4

Some times promotion of an officer ia held up for not
recording his ACR. Is it justificad ?
YCS sniiare vum .‘ ...... Be yewssmnm umuuuss
How can performgncc appraisal system be iiprovod,?
a. Open appraisal .....cvene.
b. Group appraisal jeseeceoesas
Ca :i;ulﬁaﬁeﬁu%ppraisal of an officcr by his subordinate. s...

@ Half ycarly appraisal ceeeeee...oo.
(G Quarterly appraisal ceeeeee.on

£ Iny other. (pl. Specify)eeeeneen.n.

In which of the followiny cadres do you think that thc scope
for promotion to mid and top levcl positions is limited 2
Qe BE3 (Admrl) P s s s e e s 0 s s e e

b. BOH (Polioh]) sssvesvins bbid

C. BCS (Fublic works: Engg.) veveeeen... ‘
a. None of the above ivieeerevevenvennnen

If the scope for carcer advancemcnt is limidi¢d . how to

solve it %2

a. By enlarging top-positions ...........

b, Ly cnlarging mid-lcvel positions veves.eo... .
C. By reducing the basc-level positions

de By inter-cadrc mobility sevevioi....

€. iy other (pl.specity)




24 .

25

26.

Which of following carccr cxaminiations do you advocate ?

a. For promotion 0 Scnior Scale positions ..eeev.o...
s TFor promotion to Deputy Sccretary level s.o....c.e.
(e For promction to Joint Secrety 1ovel uiieeviennnos
a. Any other (ple SPeCify) evevnrer v ennnnrevens

What agency should ideally Dbe responsible for conducting the

abovc cxaminations

)

Public Scrvice CommissSion ve.veeeeoos.

b. Relevant committcece in the concerncd Ministry ........
Cs Inter-ministerial committee .covuveeeveen.n
dis Concerned Training Institute .....ocvv...
C. -ny other agency (pl. specify)...vve....

How can the loyalty ond moralc of a govt. employcc be ensured?

a. Pifgheaal INECEATIVES wen wawn s nase

o Job socurify ;...........,.

C. Enhancedgrouﬁ insurance B e R

ds fnhanced benevolent fund se..ve......

e. Health care for self and family «..o........

i Facilitics for children's eﬁﬁcation HEEE uNE R 5B
Fogs Suitable housiﬁg‘faci.ifiéé.......5..;....~..

H, Housing facilitios after rotirement AR
i. Enhancded pension e

Je Simplified procedurc for drawing penSioN.esecee..

k. iny other (ple SPCCITY) tvvvnnrerennernnns
Iny other additional points in your considcration for
improving personncl admunistration with special reference

to calre services .
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