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Appendix |

St. Mary University
Faculty of Business
Department of Management
Questionnaire to be filled by the employees of @mesion and Business Bank S. C.

Dear respondent

This questionnaire is designed to collect reledata for senior essay paper on #ssessment
and practice of employee promotion and transfer in Construction and Business Bank S. C (CBB).
Filling this questionnaire is a great assistancenéoto fulfill my study and besides to come up
with sound solution to solve the problem under gtaeshd to improve the practice in our
organization.
Please take a few minutes of your time to completequestionnaire. | sincerely ask for your
frank and honest attitude to the matter. You wit be held responsible for anything arising
thereof as well.
Note:

+ Please fill or put “X" in the box provided.

+ You may comment, share ideas and views relateakettopic.
+ The data collected will be kept confidential.

+ You do not need to write your name.

Thank you in advance for your cooperation!



Back ground information

Part | — Please indicate your answer by putting “X”"mark in the box to indicate

your response from the listed options.

1. Age
20 — 27 Years O 28 — 35 Yearfl
36 - 43 Years O 44 and aboud
2. SexMald] Female O

3. Education Level
Diplomald BAC] MAL] Other

4. Service year in the bank?

I. 1-5 yealfl iv. 16— 20 yedrl
il. 6 -10 yeaf] v. 21-25 vyeht
iii. 11-15 yeal] vi. 26 and aboté

Part Il — Below are questions on employee transfeaind promotion practices in
Construction and Business Bank S.C.
1. What is your current POSItION? ------mmmmmmm oo oo oo
2. Are you familiar with the promotion and transfeles and procedures of the Bank?
Yes [ No[l

3. If your answer to question No. 2“No” , please mention some of the problems?

4. If your answer to question Rois“Yes”, do you think that the bank has formulated a

clear procedures and rules of promotion and trahsfe

Yes [ No O

5. Do you think what is implemented is appropriate?

Yes O No O



6. If your answer to the above questiomNis, please mention some of the problems of
the implementation.
7. Have you ever being promoted in your organiz&tion
Yes O No [
8. If your answer to question No 7 ige€'s' describe the bases for your promotion
9. Have you ever being transfer in your organization?

Yes 0O No [
10.If you answer to question no 9 i¥és’' would you describe the rational of your

transfer.

11.Do you think that vacancy announcements, whicheseas selection instrument clear
and unambiguous?
Strongly agreel1Agred] Neutrall Disagred] Strongly Disagred]

12. If your answer to question no. 11 dssagree or strongly disagreglease explains.

13.Do you believe that the selection committee bgstagent employees?

Yes O No [ | don’t know



14.Do you think that there is any discrimination inpil@menting the promotion or

transfer rules?

Strongly agreel]JAgred ] Disagreell Strongly DisagreEl Neutrald
15. If your answer to “question no. 14” ssrongly agreeor agreewhat kind of

discrimination is there?

Gendeid Race [OPolitical O Religion O

Any other, please specifying in short:

16.Employees are capable of challenging the bank’ssacduring when individuals

are not qualified for the promotion and transfer?

Yes [ONo [ | don’t know [
17.1f the answer to “question no. 16” i¥es do you think the answer to it is
convincing/satisfactory?
Yes 0O No O
18.1f your answer to “gquestion no. 16” o what is the reason for their incapability?
a. Due to lack of knowledge/experience
b. Due to lack of confidence
c. Due to negligence

Any other reason, please specify

19.Many experienced employees are leaving the bankpddhink that the main reason

for this is related to promotion or transfer?



Yes[O No O
20.Please indicate the extent to which yagree or disagree with the following
statements about the transfer and promotion of yaunk: Key: SD = Strongly
Disagree; D=Disagree; A=Agree; SA=StronglyAgree; DKDon't Know/Neutral)

SD| D| A| SA| DK

The transfer process is open and fair

The promotion process is open and fair

—t

The promotion rules and procedure is applicable
all employees

The bank has transfer or promotion manuals
Qualified employees carry out the transfer and
promotion task

Formal approach are developed for transfer and
promotion procedures in the bank

The rule & the implementation procedures are
consistent

The decision of the promotion & transfer request
informed through a proper manner, formal letter to
the employees
The letter of decision specified included the r@aso
of judgment

o




Appendix I

St. Mary University
Faculty of Business
Department of Management
Interview question to managers of the Construcfiddusiness Bank S.C
Dear respondent
This interview questions are designed for the psepaf understanding research on the topic of
assessment of employee promotion and transfer practices and problemin Construction and Business
Bank S. C (CBB). Please take a little of your time to give the ®seey information to help the
researchers identify the importance of this isdugar Bank.
1. How well the employees awareness have been creagedding the promotion

& transfer rules of the bank?

2. What is your opinion about the promotion & transfates? Are the rules &

regulations vague or unclear in order to implement?

3.  What is the problem to implement the rules & regales? And the causes of the

problem?

4. What is your opinion about the skills of the hummasource department as far as

the promotion & transfer rules of the bank are esned?
5. To what extent are the rules & regulation consistéth implementation?
6. What is the basis for the selection of promotiomGuttee?

7. How do you assess the composition of the committee?

Thank you for devoting your valuable time in conduting this
interview.
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CHAPTER ONE
INTRODUCTION

1.1. BACKGROUND OF THE STUDY

The performance of any economy is closely and tlyreelated to the performance of
financial sector. Financial intermediaries inclugkpository institutions. (Commercial
banks, saving and loan associations, saving bamkbk aedit union), insurance
companies, pension funds and financial companiesnEial institutions notable banks,
act as channel through which financial surplusarhe groups in society are collected
and then redistributed to other groups that hafiral deficits. In other words financial
institutions have traditionally acted to mobilizeetsaving within the economy and
direct them into productive investment

The increase in competition, locally or globallyganizations must become more
adaptable, resilient, agile, and customer focueeslitceed. And within this change in
environment, the HR professional has to evolve ¢éoome a strategic partner, an
employee sponsor or advocate, and a change meitton ¥he organization. In order to
succeed, HR must be a business driven function avitiorough understanding of the

organization’s big picture and be able to influekeg decisions and policies.

Organizations are systems designed to achieve tolggedbased on the available and
efficient utilization of resources such as finanoaterials, information, technology and
people. In contrast to other resources of orgaioizst the human resources is the
indispensable ingredient, the most unpredictaddie/lenging and the largest ongoing
cost factor in any organization. Generally, orgaians develop when they are in a
position of efficiently and appropriately utiliziee

human resource through appropriate managementp:/(imiw.jstor.org). In fact,
employee promotion and transfer are internal ssuaferecruitment and are parts of

human resource management that require emphasseTdspects of human resource



management are very important to employees andesult they pay greater emphasis
to them. So, if there are poor policies, rules egllations in handling these important
and prized issues, the employees lose trust om tnganization, their performance
decline and above all employees leave the orgaoizawhich all together contributes
to the failure of the organization (http://www.jstarg). In this connection, this study
attempts to assess the practices and problem ologegs’ promotion and transfer in
Construction and Business Bank S.C (CBB), so &siild employees confidence on the

organization and to keep the organization competiti
1.2. STATEMENT OF THE PROBLEM

Since the behavior of people is complex and theaming and developing their
professional skills to the levels of the requiretseof the organization are costly and
scarce; they are unique resources of the orgaoiz#iiose require special consideration.
Thus, organizations are expected primarily to makéuable efforts towards the
establishment and maintenance of conducive intemaking environment that makes

possible the realization of organizational and @eas$ objectives for its employees.

Generally the purpose if this researches it towkat rules and regulations and that
properly address the interest of both parties éthployees and the organization).
There are many factors to create problems in priomaind transfer:-
» The organizations see their own benefits withouisaer the employees side.
» The individual have different interest through titodime.
» The employee may move from one place to anotherepbkecause of different
reason.

» Increasing the educated person in the organization.

1.3. RESEARCH QUESTIONS
The research was tried to answer the followingdeessearch questions:
» What are the major problems of promotion and tren?sf
» What are the rules and regulations of employee ptiom?
» What are the factors that affect promotion andsten?
» What are the employee transfer policies?
These are the potential research questions whiehded to address in this study.

2



1.4. OBJECTIVES OF THE STUDY
1.4.1. General Objectives

The general objective of this study is to asses<ttallenges in practicing employees’

promotion and transfer in Construction and Busirgzask (CBB).

1.4.2. Specific Objectives

The research studied the following Specific Objexgi

>
>
>

>

To identify the major problems of promotion & tréers

To examine the rules and regulation of employeenptmn of the bank

To find out what the attitude of the employees psesgowards the rules and its
application in the real terms

To assess the attitude of employees towards promatd transfer practice

1.5. SIGNIFICANCE OF THE STUDY

The study may be of great interest to many parsi@se it tries to find out the problems

associated with the Construction and Business Bamiloyees promotion and transfer

and also propose the possible solutions. As atresul

>
>

The study may help the officials of the bank toetad&medial actions

To give awareness on the major problems in emplpyemotion and transfer of
the organization

The study may contribute as spring-board for aae$er who needs to conduct
further research in the area.

It also benefits the employees in creating a clematt trust by identifying the
censes of the problem that affected them.

1.6. SCOPE OF THE STUDY
The study of the research is conducted in Constru@nd Business bank S.C. Head

Office some different department’s clerical staffgcause of time and money

limitations. All other branches of the bank, irdasut of Addis Ababa, not included in

the study because of lack of resources. It alsldec both manager and employees of



the bank accordingly. Besides, the study also asdethe secondary data and the HRM
tasks in promotion and transfer.
This research use data obtained after the implatientof BPR in 2013. It is difficult

to get all the necessary data before the implertientaf BPR.

1.7. RESEARCH DESIGN AND METHEDOLOGY

1.7.1. Research Design

The research design of this study was under tlegoat ofdescriptive research method.
Because descriptive research is aimed at answettiag, when, who and how type of
question about the research. The research is fetlolay quantitative & qualitative

approach.

1.7.2 Population, sample size and Sampling Technigs

1.7.2.1 Population and Sample Size
In this study, stratified sampling technique thgamrization selected process 106
employees currently, out of which 64 employeessasesample. The population

include on the research which indicated below:

_ Total Sample Size
No. Sections _
Population Selected
1 Customer Accounts & Transaction Process 40 24
2 Human Resource Management Department 20 12
3 Accounts & Financial Management 25 15
4 Internal Audit Process 21 13
Total 106 64

Thus, it uses random sampling techniques in caddaofagerial posts included in the

study.

1.7.3. Type of Data used

For the purpose of this research bothprimary andrstary sources of dataused.



1.7.4. Method of Data Collected

The data collected method are mainly focus on idiging questionnaire, interviews
review of Books, Internets Journals and other demisthat are related to the research
topic. Primary data include questionnaire, inteamgeSecondary data include review of

Books, Internets Journals and other source.
1.7.5. Method of data analysis

The data that were collect is analyzed throughrsdetrategies first the result that was
found through questionnaires was edited, categbrazel displayed using percentage
and numbers (statistically) in the tables. And ih&erview was elaborated and

explained on qualitative bases.

1.8. LIMITATION OF THE STUDY

The research was faced different challenges wiihelgcting this study. Some of these
are luck of willingness from employees to give mfation, unreturned the questioner

on time and shortage of time and resources to soteat.

1.9. ORGANIZATION OF THE STUDY

This study is organized in to four chapters. Thst fchapter contains the introduction
part, the second chapter include literature revigng the third chapter consists of the
data presentation, analysis and interpretationlyitiae forth chapter includes summary,

conclusions and recommendations.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

2.1. OVERVIEW

Human Resource Management (HR) deals with the desigformal system in an
organization so that to guarantee the effectiveethdent use of human talent “human
capital” to accomplish the organization go@lagne and Robert, 1981:144). HR include
all of the experiences, skill, judgment, abilitiésowledge, contracts, risk taking and
wisdom of the individuals associated with an orgation (Pigors and Myers, 1981).
Sustained competitive advantage depends on theueinéfparacteristics of all the
resources — including human resource that an argaon uses as it competes in its
environments (Plunket, 1981).

From the above definitions, one can deduce thatanurasource is a critical element in
an organization in providing its product or sergi@e an effective and efficient manner.
Moreover, it is also a key ingredient of an orgatian’s competitiveness to fulfill its
mission. Employee, are not only among the mosbiapt sources a firm has, but they
are also among the most expensive resource of ganiaation. Thus, they should be
viewed in the same context as the financial, teldgical and other resources that are
managed in an organization. The strategic role Rfrihnagement emphasizes that the
people in an organization are valuable resourga®gsenting a significant investment of
an organization’s efforts and thus can be a soafasompetitive strength if they are

managed effectively.

Therefore employee promotion and transfer, which is the focus of this paper, is one and

the most important issues of HR and Personnel Managt systems and practices.

Hence, this chapter deals with the relevant fattsoav different authors defined the

term and practices of promotion and transfer ags parHuman Resource (HR)



Management. Focus will be given on the definitigmsrposes, polices and of course
practices of employee promotion and transfer takenm different sources of
information (Plunket, 1981).

2.2. EMPLOYEE PROMOTION

2.2.1. Definition

A promotion occurs when an employee is moved frojmbato another position that is
higher in pay, responsibility, and/or organizatiotevel. It is mechanism in which
organization recognizes employees past job perfocmaand its effort to aid the
organization in furthering its objectives. Promasousually are based on merit and/or
Seniority (Werther and Davis, 1996:399).

Employee promotion is the advancement of an empldge better job, which requires
greater responsibility and skill with better sadariand better working conditions. If
employee and advancement does not involve sucloiraprents, it is not considered as
promotion (Pigors and Myers, 1981:303-304).

It is @ movement by a person into a position ohbigpay and greater responsibility. It

is moving from lower level position to a higherstatus and privilege (Plunket 1981).
2.2.2. Purpose of Promotion

The purpose of promotion serves an organizatiommways. In one hand, assigning
people to the roles where they can best contriblps an organization achieve a
higher performance to meeting its objectives. Andtloe other hand it also helps an
organization to use promotion as a tool for inceggiand rewards of its employee
(Davis, 1993:397). When an employee is promoted pmsition in which he/she can
contribute most, change for successful outcometheforganization for which he/she
works are as a result increased. Thus, it shoaldhle goal for an organization to
change the position of its employees as soon as t@pacities develop and
opportunities exist (Michael 1963:184).



2.2.3. Handling Promotion

Though promotional activity in most practical casesa judgmental decision based
ambiguous criteria and numerous sources of infaomatit is very imperative to handle
it in a systematic and well established policied procedures.

Systematic research on promotional decision is napb because it comprises at least
three managerial concerns.

» Organizational effectiveness,
» Equal employment opportunity, and
» Career development and planning.

The management of an organization should alwayst exeery attempt to give
opportunities for their employees to get promot&ff advancement is clearly one of
the best incentives for people to stay within agaaization. Even though it is not
necessarily a good practice to fill every vacantyhis fashion and never provide “a
new blood” to the organization, it is very inducifoy employees to see that the best job
do not go to the outsiders very frequently (Camipdiedl., 1994).

Determining promotional decision demands definitg tappropriate criteria and

collecting measures. The criteria include the inbent’s future performance, potential
and advertisement ability and the organizationafsisuccess, along such dimensions
as profitability, growth, technological leadershapd return on investment. In an
attempt to put into practice on internal promotpmiicy, usually it is the most tiresome

task to deal with.

However, it has been said that the best task igetodepartmental heads to come in
terms with the departing of their promising empkye For mere fear of loosing their
hard and dedicated staff, they are inherently tahtcand remain resistant to the idea of

training a successor.



Nevertheless, the process of influencing can batlgrenhanced if personnel managers
are capable of producing a satisfactory replacerwerihe promoted employee with as

little delay as possible (Megginson, 1981:328).
2.2.4. Tools and Foundation in Handling Promotion

First and foremost personnel management shouldblgeta properly identify current
employees who are capable of filling a certain nagasition as they become available.
Taking into account the number, capability andustadf the employee’s, helpful tools

such as management and skills inventories, jobnmpsind job bidding procedures for

internal recruitment should be implemented (Scéo@eid Ledvinkal988).

» Management and skill inventories permit organizatido determine whether
current employees possess the qualification fdindl open positions. As a
recruitment device these inventors have proved doektremely valuable to
organizations when they are kept up to date. lroresg can be of tremendous
value in locating talent internally and supportithg concept of promotion from

with in.

» Job posting is formal notices of promotional oppoities allow employees to
take the initiative in applying. A proper matchweén job and employee depends
as much on the employee seeking an open positiah dmes on the manager

searching for candidates.

» Job posting system has a number of advantages. Hrenview point of the
employee, it provides flexibility and greater catover career progress. For the
employer it should result in better matches of exy@é and the job, in addition, it
is used to meet Equal Employment Opportunity Comiois (EEOC)
requirements for equal opportunity for the advaneeinof all employees (Flippo,
1982:390-392).

» Job matching is another tool that is aligning cdaté abilities and interest with

job requirements is a goal of most staffing decisio



» Job bidding is another technique that permits eyg#s who believe that they
possess the required qualifications to apply fposted job. Larger firms provide
employees with a weekly list of job openings. Anyatified employee is
encouraged to apply (Wayne and Robert, 1981:334)

2.2.5. Policy on Promotion

Organizations which have a stock of promotion tafgwead over several departments
required a systematic approach to promotion. Tateast be identified accordingly
since it might be available in departments whedo#s not belong. It aims to find the
personnel specialists through the file of the ewygés with in the organization to
ascertain the individual who fit such

Parameters and are thus fit for promotion. Thusmption can be used as a
recruitment source for the higher positions. Thisuld encourage the existing
employees, providing them with motivation and a #ame time opening a source of
recruitment at the lower end of the hierarchy fotsalers (Michael, 1963:196).

Management promotion policies vary in their degreé formalization and
centralization. Formalization is a function of tbentent and explicitness of personnel
policies (Auja, 1978). Centralization refers to tleeus of decision making, ranging
from the personnel department (high centralizationthe supervisor of the future
incumbent.

Formal personnel policies are specifically artitedhin written guidelines and other
documents. Standard operating procedures, whicimare specific than policies, are
typically formal statements indicating how a promntdecision is to be made and what
factors are to be considered.

Formal promotion policies have advantage and deatdge. They can increase the
opportunities for, and ensure fairer treatmeneaiployees as well as inform managers
about salient promotion criteria. However, Formatiizn may limit the decision

maker’s discretion and increase the time requioddlta vacancy.

10



The use of formal management promotion policiedikely to improve employee
understanding of factors influencing the staffing§g management positions and

behaviors necessary for advancement.

A centralized promotion system focuses on the neétise entire company or unit, not

just

A particular vacancy such a system encourages $eeofi standardized forms and
methods of collecting promotion related informatedvout candidates. Such uniformity

can facilitate equal treatment of candidates anglige documents to support decisions.

In similar manner organizations adopt differentibasf promotion depending upon
their nature, size, management etc... AccordingMizhael, 1963:196-201) bases of

promotion are:-

» Merit:- Merit is taken to denote an individual emplogeskill, knowledge,
ability, efficiency and aptitude as measured frashucational, training and past

employment record.

> Seniority:-Seniority refers to relative length of service e tsame job and the
same organization. The logic behind considerimjyosy as a basis of promotion
is that there is positive correlation between #egth of service in the same job
and the amount of knowledge and the level of slajuired by an employee in an

organization.

» Combination: - of merit and seniority as a basis of promotion

2.2.6. Factors that affect Promotion

Even though organizations formulate promotionaliqgied and procedures and that
promotional decisions should be rewards for pertoroe, there are factors that affect it

proper application.
The followings points can be cited as example.
» Federal and state laws affect the way in which mtion can be made.
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Affirmative action program (A.A) (Pedigo and Meyet979:311) and Equal
Employment Opportunity (EEO) objectives influena@rpotion decisions both
directly and indirectly. In some cases, the omgiion may wish to fill a
vacancy with a women or minority group member. hmeo instance, the EEO/AA
plan influence the career development activitigeretl to employees to prepare
them for future promotion and may dictate who oratvkind of person gets the

promotion.

Promotion of the best qualified and most eligiblerson will be blocked by

seniority rules.
By the union agreement.

It is also affected by the match between the intligl and the job in terms of both

ability and career interests.
By the importance of the decision to the decisi@ken and the organization.

The ability and motivation of the decision makeafiply a diverse set of criteria

and integrate information.

Other factors found to influence promotion decisionclude political influence
through personal Knowledge of the decision makerthoough one’s mentor
(Roche, 1979).

Individuals who are not highly trained in intervieqy techniques or personnel

matters can affect promotion decisions.

Attributes of the decision maker may influence deeision process such as one’s
motivation to spend time and resource to fill treancy and one’s information
handling capacity (Davis, 1993: 402-403).

The location of the vacancy in the organization dafluence promotion

processes. Some departments are stepping stohighés levels. When vacancies
arise in these departments, there are many caeditiatselect from and it is easy
to obtain the release of a valued employee fronerottepartments. In contrast,
departments with poor reputations have difficultentifying an acceptable

candidate who would take the position.
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» Regardless promotions should be based as muchsagblgoon performance. If
promotion is used the best way of doing, it mustbee through job bidding or
job positioning through which all job openings areounced and that all eligible
candidates are encouraged to apply. There neeble toansparency (Plunkett,
1981).

2.3. EMPLOYEE TRANSFER
2.3.1. Definition

Most companies, use upward, downward and lateralesyas all option for employee
development in a transfer, the organization assignemployee to apposition in a
different area of the company. Transfers don't semeély increase job responsibilities
or compensation. They are usually lateral movesdalf@a move to a job with a similar
level of responsibility they may involves relocatito another part of the country even
to another country. Relocation can be stressfehbge of the demands of moving,
especially where when family members are affeceapfe have to find new housing,
shopping, health care, and leisure facilities dmely toften lack the support of nearly
friends and family (Douglas,1960).

The changing needs of he company and shifting elesiremployees has brought
transfer into existence. Without it, job would eonotonous and tedious for
employees. A transfer represents a lateral movefn@mt one position to another that
has similar pay and responsibility levels. Althbuilpere may be a small difference
between the jobs, they are relatively inconseqak(filunkett, 1981)

A transfer is a lateral move to a position in tla@ne classified pay range (classified

position) or to a position with comparable duties aesponsibilities.

A lateral movement of an employee, not involvingrpotion or demotion, is described
as a transfer. A transfer therefore does not wreval material changed in responsibility
or compensation. As in case of promotion, tranaferutilized to place employees in
positions where they are likely to be more effexttr where they are likely to get
greater job satisfaction (Douglas,1960).
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2.3.2. The Need for a Transfer

Transfer is used to assign workers to jobs whesg thay obtain greater job satisfaction
and provide their unreserved contributions to thganization. Forcing employee to
work in the same place or position for a long perad time will create disappointment
and frustration on the employee. This in turn vblling to a decreased work
performance, repeated complaints and finally toequest of resignation by the

employee.
The followings are some reasons for Transfers:

» Firms often find it necessary to reorganize theffices, work units and
departments or they may open new branch officegsponse to the company’s
needs. In order to fill gaps during reorganizatitre movements of employee
from one work place to the other become necessary.

In the same token, when an office or departmeuwtased, rather than terminate
valued employees, management may transfer empldy@®sone area to other

areas with in the organization.

» The second reason for transfer is to make positamaslable in the promotion
channels. Firms are typically organized in to adnehical structure resembling a
pyramid. Each succeeding promotion is more diffi¢al obtain because fewer
positions exist. At times very productive but umpotable workers may clag
promotion channels. Other qualified workers in trganization may find their
opportunities for promotion blocked. When this haypg a firm’s most capable
manager may seek transferring employees who aprametable but productive

at their present level.

» The third reason for transfers is to satisfy eme&y personal desires. An
individual may need to work closer to home for saleeasons. In such instances
organizations will accept the transfer accordingh rules and regulations of the

organization.
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» The fourth reason of transfers may also be an @féeeneasure of dealing with
personality clashes. Some people just cannot gegalith each other. Because
each of the individuals may be a valued employaaster may be an appropriate
solution to the problem. But human resource marsagerst be cautious regarding
the "Grass is greener on the other side of theefesgndrome. When some
workers encounter a temporary setback, they imrngliaask for a transfer,
before they even attempt to work through the prob(é/ayne and Robert, 1981).
Authors have classified transfers according to dbsvenience of the company

and employee as follows:-

I. The convenience of the company:

a. Temporary transfer: A transfer arising from tengrgrabsenteeism

b. Permanent transfer: A transfer arising out oftstgfin the work load

vacancies which need the special skill or abilityransferred employees
ii. The convenience of the employee:
c. Temporary transfer: A transfer arising from healbmdition, accident to an
employee, for family reasons or for some privatétena

d. Permanent transfer: arising out of health conditioaccident and other interest
(Ahuja, 1998.)

2.3.3. Types of Employee Transfer
There are many types of transfers based on thgaopa: Some of them includes
1. Production Transfers

Transfers that are made from jobs in which labocdaequirements are decreasing to
jobs in which labor force requirements are incnegsir in which vacant positions have
occurred through separation. It is a transfer, Wwhscmade to eliminate layoffs on one
job at the time that workers are being hired fog #ame kind of job. Production
transfers would also apply to the same kind of gf@n in non-manufacturing
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organizations and firms. Production transfer isdbpeiag increasingly essential as

technical changes influence a growing number of gtd skills.
2. Replacement Transfers

Replacement transfers are the same with produtt@msfer in their purpose. Example,
to avoid layoffs. However, a long service worketrensferred to the same job usually
in another department, replacing or "bumping "akewoia shorter service in case of
replacement transfers. This kind of transfer progia used when all operations are

diminishing and is assigned to hold the long serworker as long as possible.

3. Shift Transfers

Where there is more than one shift and shift plargmare not rotating, transfers may
be arranged from one shift to another on similgetgf work. In general, transfers are
from late shifts (the second and the third) todhg (first) shift, frequently by length of

service.

4. Remedial Transfers

Remedial transfers provide a very good chance famagement to work together with
human resource development to exercise this ptsdfemedial transfers are arranged
for different reasons; mainly concerning the workarthe job. First assignments may
have been incorrect, or the person may not agréle the supervisor or with other
workers in the department. The type of job or wogkconditions may be suited to a

worker cause health or accidental record

5. Versatility

The objective of this transfer is to increase tkeesatility of the employee by shifting
him from one job to another. In this way, the enyplis provided a varied and broader
job experience. This helps the employee throughejotichment and job enlargement.
It can also help him get prepared for further proams. Besides, it helps the
organization, as enrichment of an employee woul#artdam not only more effective

but also ready for higher openings (Davis, 1993)398
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2.3.4. Employee Transfer Policy

Before approving any transfer requests, it is irapee to analyze the requests in some
uniformity of treatment. It should be in termstbé best interest of both the firm and
the individual. Thus, Human Resource Departmentishestablish clear policies and
procedures regarding transfers for mutual benégnaployee and the organization. The
policies and procedures of transfer should be desigobjectively and in a vivid

manner to avoid ambiguity by both parties and kbepnterest of all.
A good transfer policy should be:
» Specifically clarify the types of transfers and ttendition under which these
condition will made
» Locate the authority in some officers who may aigiand implement transfers

» Indicate whether transfers can be made only wita sub-unit or also between

departments division/plants

> Indicate the basis for transfer i.e. whether il wé based on seniority or on skill

and competence or any other factor
Decide the rate of pay or benefit to be given ottnsferee

Initiate the fact of transfers to the person conedrwell in advance

YV V V¥V

Be in writing and duly communicate to all concerned
> Not be frequent and not for the sake of transféy Okhuja, 1998).

Ordinarily, organization policies are flexible emgbuto allow some personal treatment
of particular worker problems. (Flippo. 1982:95-100

2.3.5. Factors that affect Employee Transfer

Though different factors can be mentioned whicle@ employee transfer, according

to Wayne and Robert (1981) the followings factoesaifecting employees transfer.
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» Promotion and transfer of the best qualified andstredigible person will be

blocked by seniority rules (Campbell et al., 1970).

> Affirmative Action Program (AA) (Pedigo and Meyet979:324) and Equal
Employment Opportunity (EEO) objectives influenaansfer and promotion
decisions both directly and indirectly. In someasaghe organization may wish to
fill a vacancy with a women or minority group membhkn other instance, the
EEO/AA plan influence the career development améisioffered to employees to
prepare them for future promotion and transfer mi@jate who or what kind of

person gets the promotion or transfer.

» By the union agreement(Administrative Manual 1998).
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CHAPTER THREE
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

3.1. GENERAL CHARACTERISITCS OF THE RESPONDENTS

This section is concerned with the presentation dath analysis based on the
information gathered through questionnaire and rige. The total number of

questionnaires distributed was 64 and the numbkisterviews conducted were 4.
Respondents were employees from Head Office diffedepartments of the bank,
while interviewees mainly comprised of top levelrmagers whom the writer of this
paper thought are the pertinent and responsiblsopgel in relation to the Human

Resource affairs of the bank.

3.1.1. Questionnaires Analysis

Out of 64 questionnaires distributed, only 53 (83%@perly completed questionnaires
were collected. The reason for this is lack ogéiest. Thus, this study was completed;
data were analyzed and interpreted, on the basish@fappropriately filled and

significantly relevant questionnaires
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Table 1: Personal details of the respondents

Respondents
Items Description of Respondent . %

20-27 37.74
Age Category 28-35 43.40
36-43 15.10
44 and above 3.80
Total 100
Male 50.94
Female 26 49.06
Total 100
1-5 years 47.17
Years of service 6-10 32.08
in the bank 11-15 7.55
16-20 9.43
21-25 19
26 and above 1.9
Total 100
Level of Diploma& below 28.3
educational BA 69.81
gualification MA& above 1.9
Total 100

The above table 1 describes the personal detailthefrespondents of the total
population. In the age category, 20(37.74%) ofrdspondents are aged between 20-27
years, 23(43.4%) aged between 28-35,8(15.1%) ofefigondents between 36-43, and
2(3.8%) of the respondents are aged above 44. higieer percentages of the
respondents are composed of the groups aged be®®85 years. Understandably,
the age range in this group considered as youn@anuitious who likes to see changes
in immediately, as a result this age range iy gensitive and responsive to promotion

and transfer issues.

As to the gender composition, male employees icRid(50.94%) of the respondents

and the remaining 26(49.06%) female respondentsveder, the distribution of the
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questionnaire was in equal proportion male respaisdeere found to be responsive
than female.

In terms of the year of service of the responde2®§47.17%) have served the bank
from 1-5 years, 17(32.08%) from 6-10 years, 4(7.p5%ved 11-15 years, 5(9.43%)
served 16-20 years, 1(1.9%) from 21-25 years arld9%) 26 and above. This

indicated that majority of the respondents seryetblb years.

In relation to educational qualification, 15(28.3#{) the respondents have diploma,
37(69.81%) of the respondent degree the remain{igP%) are Masters and above
holders. This indicates that the bank has largebmumualified staffs who desire for

promotion.

Table 2: Familiarity of employees to the rules angbrocedure of the bank

Respondents

Are you familiar with the promotion and
transfer rules and procedures of the Bank?

In No. In %
Yes 32 60.38
No 21 39.62
53 100

With regards to the familiarity of the rules and@rdure of promotion and transfer

issues, employees’ response is provided as shotheitable 2. From the response, are
summarize that 21(39.62%) of respondents do notvkhe bank’s rules and procedure
regarding promotion and transfer, respectively. e other hand, 32(60.38%) of

respondent claimed that they know the rules, it thder. So, the higher percentage,
32(60.38%), of respondents does have the knowletitiee rules and procedures of the
bank.

Some respondents mention some problems that wiyyatteenot familiar to promotion

and transfer rules and regulations:-
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YV V. V V V V

>

No means of getting the rules & procedures of Hetess regarding promotion or
transfer

Lack of update information

The bank didn’t give the procedure to all staffs

Didn’t get the procedure of the process

There is no transparency

Insufficient experience in the bank to know theesudnd procedures

The responsible process did not notify employeaiaboch policy and procedures

Training is not provided regarding this issue

This is an indication of the fact that high effrimade towards promoting this aspect of

human resource management. This view is stronglyeshby the researcher of this

paper who is well up to date with the bank durirggegy for considerable period of time.

Table 3: The actual experience of being Promoted drransferred

Respondents
Have you ever being promoted of Yes No
transfer in your bank?

In No. In %

Promotion 32 / 60.38%21 / 39.629

Transfer 20/ 37.739

The real experience of being promoted or transflewiehin the rules and procedure of

the bank is important to the reliability of the@sponse. The data in table 3 showed that
32(60.38%) of respondents pointed out that theyewmromoted and 21(39.62%)
indicate that they were not promoted. In contrastarly equal proportion of
20(37.73%) and 33(62.26%) of respondents indicttatthey were transferred and not

transferred; respectively. This result disclosedt thost of the respondents were either

being promoted or transferred in the bank.

Some respondents describe the bases for promatitransfer as follows:-

22



Transferred according to the strategy to suppos Im@nches aster training
| transferred to be near to my house

The base of promotion is evaluation, work expemesmed educational level
Immediate supervisor’'s recommendation

Completion among other employees considering peidoce on the job

The transfer was not the request of mine

YV V.V V VYV V V

Transfer by promotion and demotion

This indicated that almost majority of responddrmse some experience in relation to
promotion or transfer experiences in the bank.hi® ¢onnection, what the respondents

indicted and suggested is credible and usefulferfinal summary of this study.

Table 4: Transparency of the vacancy announcement

Respondents

Do you think that vacancy announcements
that serve as the selection instrument clea In No In %
and unambiguous? ' 0

Strongly Agree 5 9.43
Agree 28 52.83
Neutral 17 32.08
Disagree 2 3.77

Strongly disagree 1.9

Total 100

From the Table 4, it is understood that the langgprtion 28(52.83%) and 5(9.43%) of
respondents agree and strongly agree on the clanty transparency of vacancy
announcement, respectively. In contrast, 2(3.7a%) 1(1.9%) of the respondents

disagree and strongly disagree of the clarity efitacancy announcement, respectively.

This clearly shows that the bank needs to striiclipw the job posting procedure. It
also implies the existence of chance that encosrégesed decisions and favoritism
during the selection process for promotion.
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It should be noted that 17(32.08%) of the respotslamintain a neutral position in

relation to the issue.

Some respondents mention points that the vacanoguaicement is not clear and

unambiguous

»  The requirement on vacancy announcement are mmimu

» Meet the vacancy announcement or qualified buptsition is not get

Table 5: The representativeness of the selection @mittee

Do you believe that the selection committe Respondents

0,
best represent employees? In No. In %

Yes 19 35.85
No 34 64.15
| don’t know - -
Total 53 100

The composition of the selection committee reflettis fairness of the process of
selection. In this regard, respondents were askbédther they think the selection

committee represents them or not. Accordingly, theye responded as follows.

From the above information, it is observed thait3415%) of the respondents pointed
out that the selection committee does not reprabent, while only 19(35.85%) of the
respondents do agree that they are representedm #ris, one can conclude that
respondents have shown their doubts over the igyabf the committee in charge of

selection.

It can be analyzed that a committee that lacksatiieof the trust of the employees of
the bank will definitely introduce dissatisfactiand creates lack of confidence on the
part of the employee. In this respect, it is dieabserved from the responses made

above that the bank has not awarded much attetdighis aspect of promoting and
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transfer process. It also implies that the banledato pay attention to the interests of

employees as well as the principles of fairness.

Table 6. Transparency and Fairness

Table 6.1: Transparency and Fairness of promotion iocess

The promotion process is open and fairness Respondents
In No. In %

Strongly Agree 1 1.9
Agree 19 35.85
Neutral 9 16.98
Disagree 18 33.96

Strongly disagree 6 11.32

Total 53 100

Ensuring the transparency and fairness of promatiuh transfer processes is essential
elements in human resource management. These a$@a also been examined on

the basis of the survey made. The questionnaixesled the following.

In this respect, it is evident that half, 6(11.3280y 18(33.96%) strongly disagree and
disagree with the bank’s promotion processes taesgy and fairness, respectively.
On the other hand, 1(1.9%) and 19(35.85%) stroaghge and agree with the position
supporting the statement and 9(16.98%) of the re$guts remained neutral.

As shown Table 6.1, it is largely felt by the emy@es that the processes lack fairness
and transparency. Therefore, this requires a d$tillcw-up of implementation rules and
procedure. Failure to establish and implementgisdem would have an adverse effect

on organizational success as it may prove to beladf encouragement to employees.
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6.2 Transparency and Fairness of transfer process

The transfer process is open and fairness? Respondents
In No. In %

Strongly Agree 7 13.21

Agree 19 35.85

Neutral 13 24.53
Disagree 12 22.64
Strongly disagree 3.77
Total 100

In addition 7(13.21%) and 12(22.64%) strongly disagand disagree with the bank’s
transfer processes transparency and fairness,ctesge. On the other hand, 2(3.77%)
and 19(35.85%) strongly agree and agree with tlséipo supporting the statement and

13(24.53%) of the respondents remained neutral.

As shown Table 6.2, it is largely felt by the emygles that the processes have fairness
and transparency. Therefore, this is an indicatibthe fact that high effort is made

towards transfer process of human resource manageme

Table 7: The problem of implementing rules

Do you think there is any discrimination in Respondents

implementing the promotion and transfer
rules? In No. In %
Strongly Agree 3 5.66
Agree 10 18.87
Neutral 22 41.51

Disagree 14 26.42

Strongly disagree 4 7.55

Total 53 100
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Equally important issue to transparency and fasnes rules and procedures of
promotion and transfer is the implementation of thkes. Formulating the rules and
developing procedures is one thing while implenmenthem is another. In fact, all the
factors discussed in the above sections blockseimehtation. But, the responses given
by respondents to the question whether there aelens in implementing the rules

and regulations of promotion and transfer disctbgefollowing:

The respondents have based their opinion on thes faesented to them by the
questionnaire. Hence, it was discovered that tlera no serious problem in the

implementation of the rules and procedures of pteonand transfer.

The data in Table 7 indicated that 3(5.66%) and 8@/ %) of respondents pointed out
the presence of some form of discrimination in iempénting the rules of promotion as
strongly agree and agree, respectively. But, 408)5a8nd 14(26.42%) of respondents

strongly disagree and agree to the statement.

It should be noted that the higher proportion 2Z4%) of the respondents maintain a

neutral position in relation to the issue.

It is evident that the bank has to keep this furelatal element, avoiding discrimination
in its personnel management. It is only if the Eadip is impatrtial, fair, and honest in
working with the cases related to promotions aaddfer, that is when employees will
feel confident on the management. As a result, yrtidity towards the achievement of

the objectives of the bank will be realized.
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Table 8: Nature of discrimination

Respondents

What do you think is the nature of
discrimination? In %

Gender 11.32
Race 41.51
Political 5.66

Religion 0

Neutral 39.62
All 1.9
Total 100

Discrimination among the employees in one or anolbben is something that should
be avoided and discouraged in any organizationalige Discrimination by its very
nature not only contradicts with the violation afjanizational rule, but also damages
the very existence of organization. So discourageré any form of discrimination,
treating all employees as equal or by their mesitreans of selection for promotion

and transfer are the basis of human resource marsageinit.

Table 8 showed that the highest figure, 41.51%espondents pointed out the presence
of discrimination in the process of promotion ore thasis of Race, while 11.32%,
5.66% and 0% goes to Gender, political and religespectively; leaving 39.62% of
the respondents neutral. And one person pointedheupresence of discrimination on

the basis of gender, political, religion and race.
Some respondents mention some other kind of digzaiion is there:-

Personal judgment of selection committee
Personal bias of the selection committee
Friendship

Personal relationship

YV V. V V V

Good relationship with top management
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Table 9: Employees’ capacity of right enforcement gainst unfair decision

Employees are capable of challenging the Respondents

bank’s decision during when individuals are

0,
not qualified for the promotion and transfer? W hJo. (e

Yes 17 32.07
No 20 37.73
| don’t Know 16 30.19
Total 53 100

Compliance of both parties to the governing ruled procedures of the promotion and
transfer processes is necessary; this will preantse of rights and failure to meet
responsibilities. The research conducted and trestepnnaires filled by respondents
indicate the following:

As can be seen from the Table 9, 20(37.73%) ofréspondents fail to enforce their
right under the rules and regulations of the baiko 17(32.07%) of the respondents
agreed that they claimed to have requested foraegpibn, so that to enforce their
rights. However 16(30.19%) of the respondents rarttay didn’t know concerning the

issue. The result showed that majority of the ragpats were fail to enforce their right,
which could possibly be related to different fastdndicated as to absence of
knowledge to the rules and procedures of the bardblé 2), open thinking to

unfairness of the promotion and transfer procesblél6), and the assumption of the

presence of problem to the implementation of r(leble 7).
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Table 10: Impact of inadequate implementation of tle rules and procedures

Many experienced employees are leaving the
Respondents
In No. In %

bank; do you think that the main reason for

this is related to promotion or transfer?

Yes 39 73.58
No 14 26.42
Total 53 100

Adequate, proper, and consistent implementationthef rules and procedures of
promotion and transfer plays a major role in smenihg employee-employer
relationships. Among others, it creates employéisfaation sense of belongingness is
and becomes a motivation. On the other hand, ifred@ted, it leads to unhappiness,
frustration, skepticism and backbiting among emeésyand culminate in high rate of
labor turnover. These factors have series effedheroverall profitability of the bank

and the achievement of its visions.

Table 10 indicated that majority of the respond@¥&3.58%) believed that employee
turnover in the bank is as a result of dissatigdactreated due to the lack of proper

application of the rules and procedures of pronmoéind transfer.

To this end, a need to take a planned measureatoae the existing processes and the
gaps in implementing the rules and procedures tsurenthat they promote the
principles of human resource management is eskehtigffect, such measure will
bring about healthy organizational relationshipsssl employee turnover and the

reducing costs.

3.1.2. Secondary Data

3.1.2.1. The Rules & Regulation of Employee Promatn
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Placement starts by understanding the HR Plan

Y

In any process where unplanned need arises, wheikas due to the current
post holder moving internally or externally.

Identify vacant posts from data

Prepares vacancy announcement notice as per toiéicgieon

Prepare the data appropriately

YV V VYV V

Selection of candidates will be undertaken by tramittee based on the
criteria.

Announcing for a particular vacancy on specifiedifpon and screening; the selection
committee uses a six-component assessment procagule basis for promotion and
transfer.(Administrative Manual 1998) The items luded in the six-component

assessment are:

A.Selection Criteria for Managerial Posts

Factor

Educational Qualification

Related Work experience,

Recommendation of Line Manager

Performance Appraisal Result

Interview/Selection panel Recommendations

Seniority
Total

B. Selection Criteria for Professional posts
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Weight

Factor

First Alterative
(With Exam)

Second Alternative
(Without Exam)

Educational Qualification

20%

20%

Related Work experience,

15%

15%

Recommendation of Line Manager

10%

15%

Performance Appraisal Result

5%

5%

Interview/Selection panel

Recommendations

35%

N/A

Seniority

15%

20%

Total

100%

C.Selection Criteria for Clerical posts

75%

Weight

First Alterative
(With Exam)

Second Alternative
(Without Exam)

Education

20%

20%

Performance Appraisal Result

20%

20%

Related Work experience,

15%

15%

Examination

25%

N/A

Seniority

5%

5%

Selection Panel Recommendation

15%

15%

Total

100%

D.Selection Criteria for Technical Posts
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Factor Selected Weight

Examination 20%
Educational 20%

Performance Appraisal Result 15%

Related Work experience, 15%

Selection Panel Recommendation /intervie 10%

Seniority 5%
Total 100%

Finally the HRM announces the final result by pogtit on the notice boards and other
appropriate  mechanisms together with the list obséh candidates compete for

promotion in order to be transparent in its practic

3.1.2.2. The Employee Transfer Policies
Transfer Initiated by the Bank

» The bank has the right to transfer employees tahanavork area or geographical
location with the objective of filling vacanciesmproving human resource
utilization, meet extraordinary workloads or otheasons.

» Process shall periodically perform job rotation,end applicable, so as to enable
employees possess the ability to perform variobs.jo

» The Bank, when the need arises, initiates laterahster considering ability,
performance, years of service and experience éjaith under consideration.

» Unless agreed, employees attending classes anditefone year for graduation or
employees with health problems attested by recegnigublic or client health
institutions are exempted from transfer.

» If the employee is not willing to take the assigmtehe HR shall take measures as
per the Collective Agreement in force and look faher potential candidates
through vacancy announcement.

Transfer initiated by employee
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» Requests for lateral transfer shall be made inngito the HR.

» Employees may request a transfer to another typeodk or geographical location
or to solve personal problems/health problems, etc.

» Application for transfer shall be reviewed based awailability of replacement,
ability, performance, years of service and expegeior the job under consideration.

» When transfer request of employees do not caussmvwenience to the Bank, or are
the result of health problems evidencedbyhealttitin®ns.

» HRM shall review and decide on application for gfemns, as the case may require.

» Benefits and payments related to the transfer dfemhandled as per the collective

agreement in place.

Concerning transfer, the transfer rule of the balelarly indicates the conditions under
which employee transfer will be made. The rule alearly states that workers have a
right to request transfer and the basis of thestearsuch as length of service, skill and
others that are used by the bank (Administrative i 1998).
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3.1.3. Interview Analysis

1. How well the employees’ awareness has beenatedl regarding the promotion and

transfer rules of the bank?

Two management officials gave their response thaple@yees have knowledge

regarding promotion and transfer rules and proesiuHowever, the rest two officials
disagree on this statement and further explained alwareness is very low among
employees, partly due to the HR process’s weakimgsoviding information about the

procedure. And also employees do lacks interestdd the Collective Agreement (an
agreement made between the labor union and thegea@mt) to update themselves in
regards to the topic. In addition, they admittiedt tin its part, the bank did not create

any venue of promoting awareness or orientatidghiseffect.

2. What is your opinion about the promotion and traxsfer rules? Are the rules and

regulations vague or unclear in order to implement?

All officials responded that the rules and regulasi are clear and transparent to implement.

However, they need continuous improvement to accodate new trends.

3. What is the problem to implement the rules & reglation? and the causes of the

problem?

Three officials responded that:- the level of amass on the procedure from both employees
and HR Process staff. However, one official disetbthat the concept is partially applied in
the bank.

4. What is your opinion about the skills of the HRdepartment as far as the promotion and

transfer rules of the bank are concerned?

Almost four of them respond that the HR departnagatvery equipped, but once in a while

everybody should refresh their knowledge of thecpdure, they need training.
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5. To what extent are the rules and regulation caistent with implementation?

They responded that:- In most of the cases impléatien is consistent with the procedure.

When proceedings deviate from the procedure, theagement should approve as a special
case.

6. What is the basis for the selection of promotiocommittee?

The bases are — Related work experience, Educhtignalification, Performance

evaluations, Management recommendation, SenianySelection panel Recommendations.
7. How do you assess the composition of the comtag?

They responded that- the composition committee ywaonstitute someone from HR, the

concerned body (work unit) and from the labor unidence the composition is a workable
one.
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CHAPTER FOUR

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

4.1. SUMMARY

The study was designed to assess the practicdhamqmtdblem of employees’ promotion

and transfer in Construction and Business Bank #l$o intended to suggest possible

solution to the problems identified.

The following are found to be measure factors:

>

60.38% of the respondents indicated that they de lize knowledge of the rules
and procedures by which the employees’ promotioth taansfer processes are
governed in the bank.

The clarity and transparency of vacancy post ancement is important to avoid
unnecessary rumor that destroy the employee and ageament
relationship.52.83% of the respondents the vacamyouncement clear and
unambiguous.

62.26% of the respondents they were transferreddubt get the chance.

The representativeness of selection committee &dds and confidence in the
part of employees to the management body. Howavéhjs study 64.15% of the
respondents indicated that the composition of #ecion committee doesn’t
represent them.

Securing the transparency and fairness of promopimtesses is important
component in human resource management. Almosifithké respondents stated
that there is lack of fairness in promotion rulesl @rocedure during promotion

process.
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Securing the transparency and fairness of promadioth transfer processes is
important component in human resource managemehhost halfof the
respondents stated that there is lack of fairnesgramsfer rules and procedure
during transfer process.

Treating all employees at equal basis should béutdamental process of human
resource management; so, that to build the confelef the employees upon the
management body. However, this study indicated tiratexistence of different
types of discrimination.

The cumulative effective of the lack of transpagenim vacancy post
announcement, lack of trust on composition of seleccommittee, absence of
transparency in implementing rules and procedungrafotion and transfer, and
existence of discrimination in any type, resultsfrimnstration and in turn high
turnover of employees. Majority of the employees58% stated the high
turnover of employees in the bank was due to dsiapyment created due to the
lack of proper application of the rules and procedwof promotion and transfer.
The real practice of Transfer the bank has tak&srand regulations address the
interest of the bank. Promotion due to the curfresitier moving internally and
externally.

The interview conducted with the management offscenowed the unwillingness
of employees to read the rules and proceduresarhqiion and transfer of the
bank, presence clarity and transparency in vacaaggouncement, proper
implementation promotion and transfer processesrdotg to the bank rules and
procedures, and the formation of a credible selactommittee according to the
bank rules and regulation.
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4.2. CONCLUSIONS

Human resources are one of the most important andaimental resources of an
organization for the attainment of its objectiveefiditely, in this regard from what has
been analyzed so far about general characteristitise respondents, with regards to
their age, sex, years of service and educational,lene can say that the bank is reach
in its human resource component. Almost, more tiahof the total employees of the
bank are within the most productive age and they tire physically and mentally ready

to perform their duties in the most right and expdavay.

In fact, promotion and transfer are encouragingst@nd providing the promise of
personal development and self-encouragement fotogiegs who want it. However,
from the research made, it is indicated that thekbdgas given little or no attention to
handle its productive labor force especially thtouty implementation of promotion
and transfer procedures. Even though, there existdlective agreement—an agreement
reached by the labor union and the managementthandix-component assessment
rules by which the promotion and transfer mattems processed, the employees
including the researcher agrees that it is veryowgrfell short to exhaustively elaborate

the matters and further more are open to subjégtivi
Though the bank’s management officials throughrtimerview witnessed that:-

There is a clear policy and procedure of promoéind transfer,
There is no problem in the implementation of thmea

The process of selection is made in a transparghfaar way, and

Y V VYV VY

The problem of the employee’s interest to read anderstand the collective
agreement which states the procedure of promotidrtransfer.

In contrast, the employees have expressed thegmotiirough the questionnaires as
indicated above. Generally, from their respondesyéspondents indicated the presence
of problems that discouraged employees who can pglgyificant role for the

development the bank.

39



The problems are summarized as follows;

>

Lack of transparency and consistency in implemgnpnomotion and transfer
rules and procedure,

Absence of effective system of appeals by the camiplg candidates,

Lack of practicing job rotation(transfer) as pee ttollective agreement (which
states two years in one place) among employees ittenwpromotional
opportunity,

Lack of proper implementation of the existing prdioo and transfer rules and
procedure,

Lack of reliability of the selection committeeych

The existence of partiality in promotion and tramsdctivity.
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4.3. RECOMMENDATIONS

The purpose of the study is to assess the realgmngbof promotion and transfer of the
bank and recommend an opinion on how the bank ealce the problems of
promotion and transfer activities. In this respdbe researcher believes that this
recommendation may give a clue for the pertinewltybaf the bank to further conduct a
research on this matter and identify the real goband cause, and come up with better

solution for the mutual benefit of the bank ancersployees.
Accordingly the following recommendations are drawn

» A systematic and integrated approach of plannindy atilization of the bank’s
human resources is very important. Thus, the b&okild revise or improve its
policies and procedure of promotion and transfer,

» The implementation should be consistent with raled procedures of the bank,

» The vacancy announcement should be clear and ugamis,

» To avoid basis during selection for promotion amednsfer activities, the
concerned body should carefully check the expeeieaducational qualification,
Recommendation, Performance Result and Senioritygémeral merits of
employees,

» The bank as much as possible should be fair am$gesent in promotion and
transfer practice process,

» The bank, after selecting the selection committeembers (Administrative
Committee members), should announce to employegghenassignment of the
committee should be for a specific period,

» The bank should train and rotate employees thrdwaymsfer- which is already
existed in the collective agreement and AdminigtraManual without fail so as
to make employees prepared for promotion,

» The bank should build up the human resources diviswith eager and
independent professionals who among other thingp kee professional ethics of

HR Management.
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