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COLONIAL TRADITION IN THE CULTURE OF BANGLADESH ARMY 
AND ITS EFFECT ON ESPRIT DE CORPS: A WAY AHEAD.

“Tradition: one of those words conservative people use as a shortcut to thinking.” 
Warren Ellis

Maj Muhammad Masudur Rahman, psc, Inf

Introduction

Problem Statement

 Bangladesh Army had a glorious birth through armed struggle of liberation 
war. That opened better opportunity to evolve a pragmatic culture and gain national 
character. But like other Armies in the sub continent it also failed to break the chains of 
colonial legacy. The organizational structure, rules, customs and traditions of colonial 
British-Indian Army permeated into its culture through Pakistan Army. The evolution 
of British-Indian Army had different context. Consequently, the culture and traditions 
in Colonial Army differed from the character of any national Army.  Recruitment of 
soldiers started soon after East India Company’s inception in the subcontinent to fulfil 
the need for fighting force. The class of Vice Roy Commissioned Officers (VCOs, 
present Junior Commissioned Officers or JCOs) came into being as interlocutors 
between British officers and native soldiers. This class also served as a measure of 
control and aspiration for Other Ranks (ORs). On the other hand, the inception of 
Officers’ class in Colonial Army was a grudging concession under pressure of Indian 
nationalist politics. A careful study can easily identify the cultural gap between the 
classes created consciously in the fear of revolt against rulers. In fact, An Army 
devoid of mainstream social values with spirit of plurality within was sculptured quite 
masterly. Of course, British colonizers could build an effective force. But the spirit of 
Army was crafted on loyalty to ideals of military service, honour and cultural identity 
like British imagined ‘martial race’; not on chain of command or true esprit de corps. 
They manipulated old traditions of decayed Mughal Army infusing new meaning into 
those. In fact, British made the ‘heart and wallet work together by elevating martial 
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prestige and offering very high pay, pension and plot to the soldiers’ (Hack et al, 
2006, p.28). On the other hand officers’ corps was created with values and practices in 
line with British themselves which entails a different pride and vanity. In the present 
scenario of Bangladesh with its homogenous population, neither the racial pride, nor 
materialistic satisfaction can foster military motivation. But many of the old colonial 
traditions are prevalent and expected to render similar as before.

 No study was carried out on culture of Bangladesh Army focusing on the effect 
of colonial traditions on esprit de corps. But in table talks it is often hear that, colonial 
dichotomy is a barrier to build up an modern army. It is also identified that ORs bear a 
negative perception regarding many of the traditional practices; they do not share the same 
values as officers. In modern day perspective, when the role of various echelons is being 
redefined with more responsibilities, the traditions are also being questioned. In changed 
socio-economic environment, the members of Army are unwilling to follow the traditions 
without challenging. But strict control of hierarchical organization inhibits such questions; 
as a result, the sense of belongingness is sapping out, degrading the esprit de corps.

 The study was focused to identify the colonial traditions that affect esprit de 
corps. For this research survey was conducted on officers of different service length, 
JCOs, NCOs, and Sainiks (general soldiers). Besides, Document Study, Focus Group 
Discussion, and Interview of experienced personnel were carried out. The respondents 
were of wide variety e.g. Senior Officers commissioned in Pakistan Army, Bangladesh 
Army, Officers from other countries, mid level Officers and ORs.   

Aim of the Study

 The aim of this study is to determine the effect of colonial traditions on esprit de 
corps. The paper will also quest for the cultural changes expected in respect of colonial 
traditions to eradicate the negative impacts.

“We are at a point in our work when we can no longer ignore empires and the imperial 
context in our studies”.

-Edward W. Said
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Bangladesh Army- A Critical Look into the Metamorphosis

 Bangladesh Army was formed around the nucleus of the officers and ORs trained 
in Pakistan Army. Again Pakistan Army was founded by the members of former British 
Indian Army led by the British Officers of dissolved Colonial Army. (Raja, 1964). 
Evidently, those British Officers possessed strong motivation to the colonial definition 
of military culture (Sinha, 1987). As a result, the culture and traditions remained 
similar to dismantled Colonial Army. Furthermore, the core of Pakistan Army was 
the Punjabis, who earned the reputation of most loyal and martial natives due to their 
role in subduing the great ‘Sepoy Revolution’. The British craft of martial ethics was 
so deeply ingrained in them that, similar values continued to dominate the military 
philosophy of Pakistan Army. Thus Pakistan Army failed to gain a national character 
(Soherwordi, 2010). On the other hand indigenizing was also difficult since there was 
no tradition of military exclusivity in pre-colonial sub-continent (Alavi, 1995). These 
facts signify why the colonial traditions did not change much.

 Another important facet is the evolution of officer class in the sub continent, 
who ultimately shaped the Armies after decolonization. Loyalty to the raj (king) was 
the decisive factor in selecting potential officers from natives. After selection, their 
training was extremely careful to make them gentlemen in British definition. Finally, 
on commission, due to very employment, they were exposed to the culture of colonial 
native regiments only. (Sundaram, 2007). As a result the Officers in independent 
subcontinent were found ‘more British than British’. ‘English journalist Muggeridge 
commented, “almost the only Englishmen left in the world today are Indians… where 
is regimental silver polished as assiduously as in Indian Army Messes” (taken from 
Kunju,1991, p.47 ).
 
 For the native Army, British evolved a new culture blending decayed ‘Mughal’ 
traditions to serve their interest (Alavi, 1995). This synthesized culture was evolved 
centering the native troops of mercenary character. But the Officers were groomed 
in British standard to form part of the British Officer class mastering native units. 
This necessitated a cultural reformation after decolonization but, ‘the British created 
traditions were carefully protected’ (Sinha, 1987). Thus, cultural idioms of Colonial 
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Army prevailed in sub continent. Bangladesh Army, as a stream from same source, 
inherited similar traditions. ‘The challenges of the initial period of Bangladesh Army 
and the hard time that followed, provided no respite for reformation of its culture 
other than shaping the organization following the experienced model’ (Major General 
Ibrahim, 2013). This background necessitates examination of the traditions of 
Bangladesh Army; these may seem innocent but not sacrosanct.

Tradition, Organizational Culture, and Colonial Tradition

 Since colonial tradition is not a defined term, therefore the concept is discussed 
basing on definitions of tradition and analysis of culture. 

 Tradition       Sociologist Shills defines tradition as, 
 “that which is handed down- includes material objects, beliefs about all sort of 
things, images of persons and events, practices and institutions…. it is anything which 
is transmitted or handed down from the past to present…. All accomplished patterns 
of the human mind, all patterns of belief or mode of thinking, all achieved patterns of 
social relationships, all technical practices, and all physical artifacts or natural objects 
are susceptible to becoming objects in a process of transmission; each is capable of 
becoming a tradition”. (Shils, 1981, pp. 12-16).

 Cultural Analysis     Schein describes three levels of culture which can be 
visualized through the metaphor of iceberg as in figure 1:  

➢  Artifacts       Artifacts are observable manifestations of culture. Culture can 
be observed qualitatively through the artifacts. Artifacts are of three categories:

●  Physical manifestation (Dress, appearance etc.).

●  Behavioural manifestation (Ceremony, interactions etc.).

●  Verbal manifestation (Stories, jargons, etc.).
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➢  Norms and Values       Norms and values remain in second deeper level; 
these cannot be observed. They encourage activities that produce surface level 
artifacts. Officially promulgated strategy, goals, philosophies etc are called 
espoused values. However, ‘Argrys and Schon (1974) argued   that, members 
may not act as per espoused values. Their behavior may be governed by some 
other values called ‘actual theories in use’ due to prior cultural learning and 
practice’. (Pierce, 2010, p. 8).  

➢  Underlying Assumptions      Underlying assumptions are formed by 
some basic, deeper dimensions like, nature of reality and truth, time and space, 
human activity, relationships, nature. The underlying assumptions form the 
basis of the values and norms. Cultural change depends on change in this 
level.

➢  Example- Evolution of Culture      An underlying assumption, ‘Native 
soldiers are not trustworthy’ may generate the norm, ‘there should be a 
watchdog’. The artifact is ‘JCOs charter of duty to report the activities in unit’. 

Figure 1: Iceberg Conceptual Model of Schein’s Three Levels of Manifestation

 Source: (Pierce, 2010)
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Culture and Tradition       From preceding discussion it can be concluded that, any 
element of culture, both observable (artifact) and non observable (values/norms) may 
form part of traditions. Traditions may be customs, systems, behavior or perception. 
Traditions are rooted in values and basic assumptions which shaped them.  

 Colonial Traditions       Colonial traditions can be defined as any element of culture 
inherited from British Indian Army via Pakistan Army, which came into existence 
due to colonial design of the organization or had colonial underlying assumptions. 
These may also be the elements of foreign culture carried from the Colonial Army but 
irrelevant in social context of Bangladesh.

Existent Colonial Traditions

 As per preceding discussion forteen colonial traditions from customs, modalities, 
systems, institutions, and perception dimension were confirmed through detail study. 
They are discussed in subsequent paragraphs.   

 Darbar      ‘Darbar’, with its ceremonial modalities, was introduced in British 
Indian Army by Skinner following Mughal political courts to project British power to 
the natives and create an impression of authority as high as the contemporary kings 
(Alavi, 1995,). It was a clear attempt of power projection. The name and modality is 
still followed with some modifications in Bangladesh Army. Major General Ibrahim 
(2013) opined that, ‘it is a colonial tradition that implies high power distance’. 

 Dress       Dress code of British Indian Army provided wide variety for native ORs. 
On the other hand, all commissioned officers, British and native, had similar dress 
(Bhatia, 1977, p.84). Presently in Bangladesh Army, officers put on different quality 
of formation sign. There is no ceremonial dress for ORs. Consulted experts confirmed 
it to be a traditional practice coming from Colonial Army.

 Culturally Foreign Words       ‘An Army Officer’s social life must be viewed in 
context of its effect on their men…. Traditions, which instead of establishing common 
identity, create cultural distance with men hampers organizational bonding’ (Sinha, 
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1987, p.123). The words ‘Bar’, ‘Club Night’ are part of officers’ subculture. Soldiers 
often utter ‘Night Club’ instead of ‘Club Night’ and ‘Bar’ has definite negative 
connotation. Some respondents also opined that, despite having single common 
language taking English as officers’ formal language and medium of training at all 
levels is a cause of cultural separation with the troops (FGD). 

 Social Programme for ORs      Only common programmes in British-Indian 
Army were the religious festivals. These were also introduced and carefully designed 
to separate the troops from society. Mode of those ceremonies was such that the officers 
used to attend only to elevate themselves in natives’ eyes. (Alavi, 1995) The basic 
pattern of present social programmes in Bangladesh Army did not change its nature 
much (FGD, Survey 3).

 Social Interaction between Officers and Men        British Officers did not interact 
with native troops socially. Traditional practice of class based social interaction hinders 
emotional bonding among the members of Army (Lieutenant General Mainul, 2013, 
FGD).

 Mode of National Ceremony       Colonial Army’s culture was aimed to abstract 
the military life from civil as opposed to Mughal Army (Alavi, p. 15, p. 294). Surveyed 
respondents agree that, traditional celebration of national events does not enhance 
national spirit as desired. Absence of ‘Shahid Minar’ in the cantonments can be cited as 
an example of the impact of such traditional habituation  (Major General Nazimuddin 
mentioned that, a simple civilian brought this into his notice, 2013).

 JCO Class       Bangladesh Military Academy continues with inherited training 
system to prepare an officer as infantry platoon commander. But an Officer never 
commands a platoon as colonial rule left the JCOs at that tier. The role of JCOs was 
bureaucratic which relieved officers from dealing with troops (Barkawi, 2006). This 
tradition obstructs basic rapport of the officers with troops (Kunju, 1991). 

 Workplace Dining       In the unit or deployment area officers, JCOs, and ORs 
dine in separate mess which is a tradition inherited from British-Indian Army. But 
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many modern armies have common dining system which helps reducing distance and 
enhance bonding (Major Ali, 2013).
 
 Training on Customs        In British Indian Army Indian officers were trained on 
customs and etiquettes to meet the standard of British gentlemen but no such training 
was imparted to the native troops. The effort to train officers on customs in Bangladesh 
Army is also of high contrast to efforts for ORs’. 

 Two Months Privilege Leave       Long leave for ORs was a practice in British 
Indian Army (Alavi, 1995 P. 295). Bangladesh Army too continues to have two months 
privilege leave at this time that affects soldiers’ professionalism.

 Manual of Bangladesh Military Law (MBML)       Colonial law was made for 
strict control. Summary disposal was a special provision for Colonial Army (Bhatia, 
1977). Bangladesh Army is still continuing with this law without notable change. 
Denial of right to appeal in civil court on specific occasions, many procedures and acts 
are unchanged.

 Employment of Runner       Native troops were employed for officers’ domestic 
jobs. The number of troops used to vary depending on officers’ rank (Hibbert, 1978). 
Employment of runner for domestic purpose remains as a traditional practice. 

 Class Consciousness       British Officers came mainly from middle class society 
(Farwell, 1987). But for racial superiority complex, only highborn natives were 
selected as officers (Pradeep, 2008). Class consciousness in officers permeated from 
British culture. A good number of respondents did not agree on the prevalence of such 
psychology but majority agreed as shown in following figure:
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 Negative Perception       A negative perception of the troops about officer class 
and vice versa was a cultural reality of British Colonial Army. Similarly troops’ 
negative perception about officers was manifested in the events of some coup after 
independence of Bangladesh. None of the experts made any concluding remark on 
the matter, rather they emphasized on circumstances. However, such legacy seems to 
continue in a varied scale as the survey opinion shows the agreement with the proposal 
in following figure: 

 
 Lack of National Confidence        Imperial Anthropology aimed to gain psychological 
supremacy over natives (Fakhruddin, 2007). Bangalees were propagated as ‘non martial’ 
by British which deprived them from proper representation in army till Pakistan period 
(Soherwordi, 2010). The ‘Minute of Mecouley’ is another testimony of deliberate 
cultural colonization which left psychological impact on national confidence.
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Comparative Study of Other Armies

  A comparative study of India, Pakistan, Sri Lanka, Nigeria, and Turkish Army was 
conducted to trace similar colonial traditions. Turkish Army has completely different 
traditions as did not suffer colonialism whereas other four resemble similar traditions 
as former British colony. 

Table: Comparative Traditions in Other Armies

Traditions India Pakistan Nigeria

Dress No service dress for 
ORs. Similar tradition.

 Similar Similar 

 ‘Darbar’ Similar modality. 
Name ‘Sainik 
Shamabesh’. 

Similar. ‘Darbar’. Similar. Name-
‘Darbar’.

Culturally foreign 
words

Term ‘Club night’ is not 
used, other words exist.

Words ‘Bar’, ‘Club 
night’ not in use.

No implication.

Social programme Similar modality. ORs  
club introduced.

Similar to India. Common programmes 
increased.

Social interaction Similar to Bangladesh. Similar. Similar.

Training on custom for 
ORs

Similar to Bangladesh. Similar.  Deliberate training 
introduced. 

Mode of National 
ceremony

Similar to Bangladesh. Similar. Some change took 
place.

JCO class Similar to Bangladesh. Similar. Senior NCOs acted like 
JCOs in colonial rule.

Workplace dining Similar to Bangladesh. 
Officers’ mess within 
units is available. 

Similar to Bangladesh. Similar to Bangladesh.

P/L One month. Two months. Generally 
one month given.

Two months.

British made military 
Law

Right to appeal in civil 
court is preserved.

Similar to India. Similar to India/
Pakistan

Runner Soldier ‘Sahayak’. Civil batman. Soldier batman.

Class gap Similar to Bangladesh. Similar. Similar.
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EFFECT OF COLONIAL TRADITIONS ON
ESPRIT DE CORPS

“Tradition becomes our security, and when the mind is secured it is in decay.” 
-Jiddu Krishnamurti

Esprit de Corps

 Esprit de corps is a concept of socio-psychological solidarity. Bangladesh Army 
declares this as an espoused value. Though Esprit de corps is well pronounced, but 
often confused with cohesion. However, the definition given by Burk amply clarifies 
the concept- “Military cohesion refers to the feelings of identity and comradeship that 
soldiers hold for those in their immediate military unit…. In contrast, esprit de corps 
refers to the commitment or pride soldiers take in the larger military establishment to 
which the unit belongs” (Burk,1999, p. 124). So, it can be concluded that, the common 
feeling and pride the individuals take as the member of Bangladesh Army which binds 
them emotionally together is esprit de corps.

Colonial Traditions and Esprit de Corps-  Paradoxical Couple

 Traditions are important factors that foster esprit de corps ‘but they need to be in 
consonance with the philosophy and values of specific organization’ (Mahalingam, 
2013). Therefore, the colonial traditions need to be evaluated within the context of 
time. Esprit de corps results “to an important degree from structural factors of military 
organization” (Burk,1999). British-Indian Army was a composite fighting-machine of 
motivationally heterogeneous groups. Thus the culture was devoid of the concept of 
esprit de corps (Barkawi, 2006). Especially cultural dichotomy between officers and 
men left prominent legacy. Racial discrimination aside, officers’ culture was same as 
the British officers, whereas the native soldiers had completely different treatment than 
British troops. The role of officers in native regiments was more of managerial than 
direct interaction with troops and exerting leadership; command was practiced through 
intermediary group of JCOs (Barkawi, 2006). Consequently, the traditions inherited 
from Colonial Army lack congruence in the context of an independent nation.



MIRPUR PAPERS 2014

12

 In fact, colonial traditions are the artifacts and perceptions formed on the basis 
of assumptions and values of colonial context. Racial discrimination, divide and rule, 
power projection and strict control to avoid chance of mutiny were the assumptions/
values of military hierarchy to shape native Army’s culture (Hack, 2006).  Isolation 
from social sentiment was another characteristic of colonial military. Whereas, as per 
Ibn Khaldun, in vital state institutions esprit de corps forms on the foundation of social 
solidarity. Thus colonial traditions and esprit de corps are opposite in concept.  
33. The paradox of colonial traditions and esprit de corps can be visualized through 
the cultural model offered by Hatch (taken from Gerras et al, 2008):

Figure 4: Sub culture

 (Source: Gerras et al, 2008)

 She argues that, subculture forms within groups of large organizations. The more 
differentiated the subcultures, the less coupled they are with larger organizational 
culture and greater is the leadership challenge.  

 Historical analysis of Colonial Army brings forward two distinct sub cultures- 
one of Officers’ and other ORs’ which are wide apart. The nature of sub cultures 
in Bangladesh Army remains same as seen through traditions. This, coupled with 
inherited nature of officering, results in disintegration of overall culture and degrading 
esprit de corps. The empirical study further proved the hypothesis.
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Indicators of Esprit de Corps
 
 To determine the effect of colonial traditions on esprit de corps some indicators 
were derived basing on consulted literatures (US Army Profession Pamphlet, 2012 
and others). These indicators were mainly applied for survey on officers. However, the 
indicators also guided the analysis of ORs survey, interview and FGD. The indicators 
are:

➢  Common understanding.

➢  Comradeship.

➢  Mutual trust.

➢  Perseverance.

➢  Commitment.

➢  Collective excellence.

➢  Pride in profession.

➢  Spontaneity in inter personal relationship.

➢  Respect for organizational culture.

Effect of Colonial Traditions on Esprit de Corps

 Culturally Foreign Words     From the survey on officers it was found that 
foreign words like ‘Bar and ‘Club Night’’ affect three of the indicators of esprit de 
corps- interpersonal relationship, mutual trust and respect for organizational culture.

 Modality of  ‘Darbar’     Some senior officers opine that, ‘Darbar’ is too 
ceremonial. The ceremonial modality is not friendly for effective interaction with 



MIRPUR PAPERS 2014

14

under commands. ORs echoed the same. But maximum officers think it positive for 
collectivism as it manifest the command. The difference of opinion between officers 
and ORs reflects lack of common understanding which otherwise affects esprit de 
corps. The name ‘Darbar’ also create distance as culturally this word denotes very high 
power distance (Major General Ibrahim, 2013).

 Discrimination in Dress   64% Sainiks and 78% JCO/NCO think that, 
discrimination in dress deprives from pride and causes disrespect for organizational 
culture (Survey). Officers opined that, it affects pride, commitment, comradeship, 
respect for organizational culture and mutual trust. 

 Mode of Socialization and Interaction among Officers and ORs 
Traditional practice of socialization is insufficient to enhance interaction thus impede 
esprit de corps (FGD). Social interaction is confined to class and ranks (Survey). The 
social relation among the officers also lack emotional attachment (Lieutenant General 
Mainul, 2013). This affects max indicators of esprit de corps.

 Lack of Training for ORs on Customs       Absence of sufficient training coupled 
with low social background becomes major barrier for social interaction between 
officers and ORs. 72% JCO/NCOs opine that, ORs are ignorant about proper conduct.  
Officers’ response shows its negative impact on interpersonal relation, pride, respect 
for organizational culture and common understanding.

 Mode of National  Ceremonies in the Cantonment      The mode of national 
ceremonies does not sufficiently promote understanding the significance of the events 
and fails to instill patriotism and pride as expected (FGD). ORs reflect similar opinion.  

 JCO Class      Major General Parischa of Indian Army argues that, JCO class 
“prevents the very rapport and communication which is so desirable between an officer 
and his men” (taken from Kunju,1991, p.47).  Maximum senior officers think this class 
create barrier in team efficiency and spirit, if not dealt properly by officers. The result 
of officers’ survey shows that this tradition has significant negative impact on four of 
the indicators of esprit de corps. 
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 Workplace Dining Arrangement         The opinion widely varied between Lieutenant 
Colonel and Majors on this issue, where seniors show inclination towards positivity of 
this tradition. 90% of the surveyed ORs opined for positive about this stratified system. 
However, it is found to have significant negative impact on interpersonal relationship, 
collective excellence, mutual trust and comradeship from survey.
 
Two Months Privilege Leave       Almost all the experts and senior officers opine 
that remaining away from service for two months at a stretch reduces an individual’s 
affiliation and efficiency in group. From officers’ survey it was found that, it affects 
perseverance, commitment, collective excellence and comradeship significantly. But 
only 21% JCO/NCOs and 7% Sainiks opine that, it hampers team spirit. The ORs 
response reflects focus on group welfare.

 MBML      As per officers’ survey denial of military personnel’s right to go to civil 
court for justice and the other acts and procedures affect esprit de corps indicators like 
commitment, respect for organizational culture and mutual trust. Negative impact is 
significant on all the indicators.

 Employment of Runner          From survey on officers it was found that, employment 
of runner for private jobs by officers has significant negative impact on three esprit 
de corps indicators- professional pride, interpersonal relationship and respect for 
organizational culture. Soldiers’ revolt in India centering this colonial tradition is a 
testimony of its negative impact (The Hindu, 02 May 2012).  

 Class Distance and Negative Perception       Many officers opined that, lack of 
social bonding between officers and ORs is the effect of difference in background, 
whereas British soldiers in India came from the lowest social scale but demonstrated 
healthy social bonding with British officers. (Farwell,1987, p 90). This traditional 
psychology is found to have negative impact on all the derived indicators of esprit 
de corps very significantly as per respondents’ opinion. This class consciousness 
also results into negative perception and suspicion of officers and ORs towards each 
other.
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 Lack of National Confidence     As per respondents’ opinion this traditional 
psychology affects three relevant indicators of esprit de corps- commitment, collective 
excellence and perseverance. 

 Overall Impact of Colonial Traditions on Esprit de Corps Indicators 
During this study it was found that, all the indicators were not relevant to every 
tradition. Therefore, the impact of all related traditions on each indicator was calculated 
basing on survey result. The accumulated effect on all the indicators was found highly 
negative as shown in following figures:

 
Colonial Traditions Versus Other Causes Impeding Esprit De Corps

 Comparative Significance of the Factors       With the required arguments it is 
already established that, colonial traditions impede esprit de corps of Bangladesh Army. 
But a comparison with other major causes is necessary to determine the significance of 
colonial tradition as a cause. For that, other factors that affect esprit de corps were also 
identified through survey. Respondents identified following as other major causes:

➢  Socio-economic change.

➢  Political influence.
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➢  Materialism.

➢  Technological and educational advancement.

➢  Fading attraction of army as a profession. 

 The results of two surveys highlighting the causes that degrade esprit de corps 
are projected in fol Figure, both in percentage. The comparison shows that colonial 
tradition is one of the prime causes for degrading esprit de corps.

 
 Interplay between Colonial Traditions and Other Causes    Factors       
responsible for degrading esprit de corps are also interrelated.  69% respondents during 
survey opined that the colonial traditions have become more prominent barriers to esprit 
de corps with socio-economic change while 68% think so in case of technological and 
educational advancement. 63% respondents think that a colonial legacy is responsible 
for undesired interplay between military and political hierarchy in the nations which 
were ruled by colonial powers and Bangladesh is not an exception. 
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MEASURES TO OVERCOME THE IMPEDIMENTS OF COLONIAL 
TRADITIONS

“Imperialism leaves behind germs of rot which we must clinically detect and remove 
from our land but from our minds as well.”

-Frantz Fanon

Challenges and Ways to Change

 Previous discussion proved that, prevalent colonial traditions in Bangladesh Army 
significantly degrade esprit de corps; therefore warrant changes. But, in an organization 
“people who act in the same way over long period of time tend to develop distinctive 
and persistent habits of thought” (Huntington, 1957,p.61) and this habituation resist 
changes. Furthermore, colonial legacy is not an isolated phenomenon in army; other 
institutions of the society too suffer from similar hangover. In recent few years 
significant changes have taken place but more to be done yet.

 Change in army depends on officers, since they develop, maintain and carry the 
essential elements of military as the dominant group and responsible to shape all the 
aspects of profession (Snider,1999). In regards to colonial traditions, lack of awareness, 
absence of practical challenges and impact on group privilege pose difficulty to change 
the psychology. Subjective understanding of balance between conflicting values of 
leader-lead distinction and need for integration make any change further difficult.

 Keeping the difficulties in view the suggestions will be discussed following 
two different approaches. First, suggested changes in traditions basing on findings 
from respondents and second one will be a holistic approach to initiate change in 
psychological faculty applying some model.      
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Suggestive Changes in Traditional Artifacts

 Reducing Discrimination in Dress      All the respondents positively acclaimed 
the introduction of new office dress for all. Modern and traditional Armies, even 
Bangladesh Navy and Air Force have service dress for ORs. Similarly introducing 
SD for all the combatants with suitable design was suggested by the respondents to 
enhance professional pride.

 Enhancing Socialization and Interaction     Common social programmes for 
ORs staying with family may be arranged at appropriate level and the arrangement 
should promote interclass interaction. Family tea out for outgoing JCOs/NCOs may 
be arranged at sub unit level. Pakistan and Indian Army introduced club for ORs and 
found working well in promoting socialization; same can be done in Bangladesh Army. 
Lieutenant General Mainul (2013) opined that, socialization of children beyond class 
can reduce gap. 

 Training ORs on Customs Training on customs and etiquettes for ORs will 
make platform for effective social interaction between Officers and ORs. As cultural 
analysis shows that, there remains a wide gap between the officers’ and ORs’ subculture, 
this training will help reducing the gap and enhance organizational bonding. 

 Transforming the JCO Class       Employment of Officers as platoon commander 
brings them close to the troops. This is denied by colonial legacy of JCO class coupled 
with scarcity of officers. Commissioning competent ORs by accelerated promotion 
like western armies may be a solution. Some experts think this transition period of 
changing status of JCOs is the best time for reform. However, the matter demands 
deliberate study.

 Common Workplace Dining Common dining system in workplace may 
be introduced. Officers without family can have the lunch in common unit mess in 
working days but provision of fresh ration for officers has to be made.

 Reducing P/L Tenure Respondents suggest reduction of P/L duration 
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considering present context of Bangladesh. Some opine for segmenting the leave. This 
will prevent long separation from organization and enhance team effectiveness. 

 Eliminating Class Distance and Perception Management     To eliminate the 
negative perception of officers and ORs about each other, interaction needs to be 
increased. Instead of written directive, commanders’ personal attention is needed to 
change the prevailing psychological distance. In fact, a combined effect of change in 
all other traditions will complement to address this issue. 

 Enhancing National Culture and Spirit    Overcoming  the  effect of     
psychological subjugation is a national challenge. However, Army should promote 
national history and pride through various programmes. Cantonments can make 
national celebrations more vibrant, if need be integrating civil society to develop 
social bonding. Retired veterans should be regularly invited in programmes to promote 
organizational history and spirit. Respondents also suggest indigenizing the customs 
and traditions. They suggest replacing the words like ‘bar’ and ‘club night’ with 
some suitable alternatives. Deliberate role modeling is imperative to enhance social 
belongingness and developing respect towards own culture. 

 Changing Modality of ‘Darbar’   Respondents suggest changing the   
ceremonial modality of ‘Darbar’ and replacing the name with suitable word to make it 
more interactive. Similar sentiment is found prevailing presently in Pakistan Army.  

 Amending Military Law        British Colonial Army acts had been reviewed in other 
countries like India, Pakistan and Nigeria. Some countries preserved the right of the army 
personnel to seek protection of civil court. ‘Bangladesh Army should also take steps to 
review the MBML to make the judicial procedures more transparent and pragmatic. 
Some steps have already been taken in this regard’ (Colonel Siddique, 2013).  

 Alternative Utility Facility for Officers    The pattern of duty necessitates 
assistance for the Officers to allow full concentration in service.  But to avoid 
employment of ‘runner’ full paid civil batmen may be introduced like Pakistan Army 
or central arrangement can also be done to fulfil Officers’ administrative needs.
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Synthesized Model for Change

 Esprit de corps is an espoused value of Bangladesh Army. But the prevalence of 
colonial traditions and suggested changes show that, the ‘theories in use’ governing actual 
behavior remain incongruent with espoused value (as per cultural analysis discussed in 
chapter II). Therefore, change in deeper dimensions of culture is necessary.

 A study named Global Leadership and Organizational Behaviour Effectiveness 
Research Programme (GLOBE) identified nine dimensions which distinguish 
organizational behaviour. These dimensions provide better comprehension of 
fundamental elements that shape the value and artifacts. A team of US developed a 
Hybrid model for bringing change in military culture (Gerras et al, 2008).  Following 
similar process a model is proposed by the researcher to make effective change in 
traditions. Schein’s concept of artifact and mechanisms for change are synthesized 
with two relevant GLOBE dimensions for desired change. The dimensions and 
mechanisms are customized and briefly defined to fit in the study.  Proposed model is 
briefly outlined as follow:

➢  Power Distance       Power distance may be defined as, the amount of 
desired power of an institution to be distributed among the given posts and 
positions. Power distance can be observed by many factors like vested authority, 
privilege or even a symbol. In simple words it may be said that, the gap among 
organizational posts due to vested authority, practice and privilege is the power 
distance. Organizational studies advocate reducing power distance for better 
interaction and cohesion. But many of the colonial traditions create high power 
distance and affect esprit de corps. 

➢  In-group Collectivism       It shows the amount of pride, respect, open 
mindedness etcetera of the members to the organization. In-group collectivism 
works as the basis of desired emotional attachment of the members in an 
organization. But, previous chapter shows that, colonial traditions degrade such 
qualities. Therefore, these need to be changed to promote in-group collectivism 
for enhancing esprit de corps.  
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 Mechanisms for Change       Schein argues that, cultural change is difficult and 
need systematic pursuance. He suggests two mechanisms to pursue change in culture:

➢  Embedding Mechanism       It is the process of deliberately promoting 
any attribute by paying attention through policy, allocating resources, reward/
punishment and persistent monitoring by the leadership. For example, 
compulsory ‘OK report’ after firing is an embedding mechanism for safety 
awareness. Embedding mechanism must be applied for change.  

➢  Reinforcing Mechanism       It is the process to promote some attribute 
by design, procedure, and stories about events or people etcetera. All of these 
support efforts made through embedding mechanism. ‘Safety instruction board’ 
at firing range is a reinforcing mechanism.

 Synthesized Model       The synthesized model is shown in figure 34.

Figure 34: Model for Change in Traditions to Enhance Esprit de Corps
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CONCLUSIONS AND RECOMMENDATIONS

Conclusions

 The colonial traditions of British-Indian Army permeated into the culture of 
Bangladesh Army as inheritance from Pakistan Army. The nature of leadership, 
management, and the dynamics of relationship among various classes differed from 
the character of a national army.  Colonial armies, with their mercenary nature, did 
not have any concept of esprit de corps. Contrarily, esprit de corps is one of the core 
values of Bangladesh Army. But the organizational culture remains incongruent with 
the espoused value due to the traditions inherited from colonial Army.
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 In British-Indian Army native soldiers formed the fighting force, whereas JCOs 
were the interlocutors between officers and troops. Officers from highborn natives, 
when incepted, were employed in the colonial regiments where British evolved a 
different style of command. Officers maintained high power distance and class vanity 
leaving the handling of troops on JCOs. Officers were trained to meet the British 
definition of gentry, whereas ORs had no such code of conduct. Thus, in terms of 
training, customs and behaviour, two mutually exclusive subcultures developed; one 
of officers’, another ORs’. Bangladesh Army inherited the similar culture.           

 Many colonial traditions are still prevailing in the culture of Bangladesh Army 
with some modifications. But their basic pattern did not change. Once considered as 
per academic definitions, the prevalent colonial traditions were found in wide variety, 
from minor customs to deep psychological hangover. ‘Darbar’, discriminating dress 
code, MBML, P/L policy, JCO class are few traditions which can be easily observed. 
On the other hand, the traditions of psychological and behavioural dimensions are 
found to exist with more immunity. Class consciousness, nature of social interaction 
and effect of cultural and intellectual subjugation were found as traditions of this kind. 
Nature of socialization and social training for ORs follow inherited traditional mode. 
Officers’ culture was not also indigenized. From experts’ opinion and organizational 
analysis the paradox of all these colonial traditions and esprit de corps was quite 
evident; thus needed investigation to determine the significance of the impact.  

 From empirical study it was found that, except ‘Darbar’ all other traditions have 
significant negative impact on relevant indicators of esprit de corps. The negative 
impact of stratified dining system in workplace and existing dress code for Officers 
and ORs was also insignificant. ORs also opined for negative about all the colonial 
traditions except P/L and workplace dining. However, once accumulated, the impact of 
colonial traditions was found highly negative on all the indicators of esprit de corps.  

 Beside colonial traditions, respondents also identified other causes for degrading 
esprit de corps. The major causes are socio-economic change, educational and 
technological development, political influence, materialism and fading attraction of 
Army as profession. In comparative analysis, colonial traditions stood out as one of the 
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prime causes for degrading esprit de corps.   

 While identifying the problems respondents also suggested modifications and 
changes in impeding traditions to enhance esprit de corps. Though ‘Darbar’ was found 
to be a positive tradition but maximum opined to change the name and make a more 
interactive atmosphere by reducing ceremony. Respondents also opined to reduce P/L 
tenure and issue service dress to ORs like Bangladesh Navy and Air Force.

 Transforming JCO class is found imperative to initiate young officers as platoon 
commanders in the unit. Mode of social interaction between officers and ORs need to 
be increased to reduce psychological distance. To reduce cultural distance and enable 
ORs to interact spontaneously, they should be trained on customs and etiquettes. 
Military law should also be reviewed to make the organization more pragmatic. 
The main challenge identified is the psychological habituation to prevailing culture. 
Therefore, it was felt that, a scientific method needs to be applied for a persistent effort 
to make synergy of policies and personal influence of commanders towards change.       
 
Recommendations

 Basing on the findings of the research, following recommendations are made:

➢  Army Headquarters may conduct a deliberate study to find out suitable 
procedure to implement the suggestions projected in this paper.

➢  Each of the identified colonial traditions may be studied separately basing 
on priority to determine the impact on organizational culture and find out 
necessary modifications. 

➢  Army Headquarters may form a board of officers to determine certain 
code of conduct for ORs and work out a module of training on customs and 
etiquettes for them.

➢  Army Headquarters may carry out a detailed study to formulate a plan to 
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transform the JCO class and initiate Officers as platoon commanders.  

➢  The elementary model for cultural change proposed in this paper may 
be expanded further with the help of some experts through a deliberate study 
integrating other related issues.
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ALTERNATIVE DISPUTE RESOLUTION (ADR): AN EFFECTIVE 
APPROACH FOR PRODUCTIVE WORKPLACE ENVIRONMENT

Major Rashed Hasan, psc, Inf

Introduction

 Owing to demographic diversity, the work environment of Bangladesh Army is 
significantly influenced by the individual and collective need, interest, personality, 
culture, values and perception. The impact is manifested through the struggle by the 
members on issues like amenities, welfare, privileges, posting, promotion, punishment, 
security and so on. These phenomena-known as ‘conflicts’- are the common elements of 
workplace. Conflicts are not essentially good or bad. Instead, the consequences depend 
on how they are handled. Conflict leads to dissatisfaction, breaks down interpersonal 
communication and affects the productivity of the workplace. Therefore, commanding 
and administering a unit has always been a challenge for the commanders. Why do 
conflicts occur? What is the priority-organization’s interest, or relationship? Are in 
vogue practices sufficient? An in-depth analysis has revealed that existing power-based 
or rights-based approaches are insufficient to address all the issues. Unless an approach 
addresses the core needs/interests of both the involved parties, it cannot contribute for 
productive workplace environment. An interest-based collaborative approach which is 
often implemented through ADR is likely to be more effective in the given context of 
conflict management. 

 Myriad of researches and study periods has been carried out to identify the causes 
of workplace conflicts. Amongst many generation gaps, materialism, interpersonal 
relationship, declining trend of commitment, insufficient pay, and lack of post-
retirement security are mention worthy. As interests are linked to causes of conflict in 
workplace, addressing the interest during resolution, will allow developing appropriate 
strategy. ADR is a generic term used to describe an approach that addresses the 
‘interests’ of the disputants and engages them in a joint search for a win-win solution. 
ADR approaches may be a self-initiated discussion; include the leader’s assistance or 
may involve the assistance of a neutral ADR qualified third party (Resolving Conflict 
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Effectively, 2009, p. 10) following negotiation, facilitation, mediation. It offers an 
informal alternative to traditional formal procedures in the Army for all ranks. 

 Being the smallest entity, unit is the perfect sample to examine the application of 
ADR with regards to maintaining productive workplace environment.  In this paper 
the outline of ADR process will be portrayed with reference to the customized model 
adopted by the Canadian Forces (CF). Then it will unearth the existing gamut of 
conflicts among the officers of infantry units of Bangladesh Army. Subsequently, it 
will establish the effectiveness of ADR process in enhancing productive workplace 
environment followed by few implementation modalities in the Army.

AIM

 This monograph aims to recognize the relation between the effectiveness of ADR 
process in establishing productive workplace environment in the units especially 
among the officers.

ADR - A CONFLICT MANAGEMENT SYSTEM

Definitions

 Conflict       Christopher Moore defines conflict as a struggle between two or more 
persons over values, or competition for status, power and scarce resources. Conflict is 
inevitable, and it involves change’ (U.S. DOI, 2010, p. 12). 

 Dispute    Conflict can escalate into a dispute. However, due to the constant 
interchanging of the terms, many of the studies have substituted conflict for dispute 
and dispute for conflict (Keator, 2011). In this paper, conflict and dispute will also be 
used interchangeably. 
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The DR System

 Conflict Management Style According to ‘Resolving Conflict Effectively’ 
(2009, p. 20) there are two basic criteria to consider when deciding how to handle a 
conflict:

➢  Subject’s commitment to reaching his own goals or the goals of the 
organization –it is the level of assertiveness.

➢  Subject’s commitment to relationship – this refers to the importance of 
maintaining the relationship and the level of cooperation.

 These criteria can be used to analyze five different conflict management styles. 
Following the subjective analysis, collaborative style of conflict resolution has been 
found to be the most effective conflict management style.

Table 1:  Conflict Management Style Matrix

Source: Conceptualized by the Researcher from Resolving Conflict Effectively, 2009, 
p. 20 

 Conflict/Dispute Management System.  There are essentially four broad 
categories of DR methodologies: power-based, rights-based, avoidance and interest-
based (Resolving Conflict Effectively, 2009, pp. 8-10) as illustrated in the diagram:
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Figure 1:  Methods of DR

 Source: Conceptualized by the researcher from DMTC Staff Manual, 2009, p. 8

➢  In a power-based approach-typical to the hierarchical organization like 
Bangladesh Army, the decision-maker determines how the situation will be 
resolved; relationship is not a concern here. He may not consider the needs, 
views and interest of the affected parties. 

Figure 2:  Power-Based Conflict Resolution Method

              Source: Resolving Conflict Effectively, 2009, p. 9 
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➢  A rights-based approach focuses on settling the issue rather than meeting 
the interests of the involved parties relying on relevant policies, directives, 
doctrine and findings of investigations. ‘Relationship’ is not also a concern 
here.

Figure 3:  Rights-Based Conflict Resolution Method

       
Source: Conceptualized by the researcher from Resolving Conflict Effectively, 2009, p. 9 

➢  The avoidance approach to conflict resolution can also be a conscious 
or unconscious choice when people do not know how to handle the situation. 
This approach does not address the issues; therefore, this does not build 
relationships.

➢  An interest-based approach focuses on the underlying needs/interests of 
the parties involved. Parties work together to create their own solutions to the 
situation
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Figure 4: Interest-Based Conflict Resolution Method

Source: Resolving Conflict Effectively, 2009, p. 9 

based on their interests, needs, and values to preserve or build relationships, 
harness creativity, and encourage follow-through of agreements. When 
addressing the conflict, parties may have a neutral third party to facilitate 
communication. 

 Basing on the assessment above, for an organization like Bangladesh Army 
evidently the best conflict management method would be one which supports both the 
goal and relationships. Therefore, interest-based collaborative approach is likely to be 
the most preferred system which is often implemented through ADR.

What is ADR?

 Definition.       When disputes between parties are resolved through means which 
are alternative to formal litigation, this is called ADR (Halim, 2013, p. 31). 

 Where does it Fit?       Administrative issues raised (due to snapping of interpersonal 
relationship, communication gap, differing values, etcetera) in the unit can be better 
dealt by ADR. The model of Military Justice System of Australian Defence Forces 
(ADF) stands good for Bangladesh Army as shown below:
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Figure 5: Military Justice System of ADF

Source: ADF, Administrative Inquiries Manual, Edition 2, 2006, p. 1-3 

 Policy Direction. Conceptualizing from CF, ADR must support Bangladesh 
Army in the following aspects: 

➢  Support the chain of command;

➢  Promote unit cohesion and morale;

➢  Contribute to operational effectiveness;

➢  Support the priorities of Bangladesh Army;

➢  Resolve issues at the lowest level and at the earliest stage;

➢  Complement other formal processes;

➢  Do not restrict the chain of command from taking appropriate administrative 
or disciplinary action.

 ADR processes do not replace existing formal, traditional, legal methods of 
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resolving disputes. Members of Bangladesh Army would continue to have the right 
to use other available DR processes and to return to any of these processes even after 
ADR has been attempted. 

Application of ADR

 ADR broadly includes two groups i.e. parties in conflict and mediator/facilitator. 
Effective DR requires a combination of three dimensions: knowledge, skills and attitude. 
According to ‘Iceberg of Interest’, the disputants analyze their self-interest and find out 
an area of common/shared interest with or without the assistance of a mediator. One 
of the tools may be ‘PEACHBFV’ (Priorities, Expectations, Assumptions, Concerns, 
Hopes,

Figure 6:  Iceberg of Interest

Source: Resolving Conflict Effectively, 2009, p. 43 

 Beliefs, Fears and Values) technique (Resolving Conflict Effectively, 2009, 
p. 42). The mediator applies his experience, knowledge and skill to figure out the 
gamut of conflict. He directs an interest based discussion between the disputants from 
an impartial stand point. Following Collaborative Communication Model (CCM), 



MIRPUR PAPERS 2014

36

the disputants reach to a solution of their own. The mediator keeps the record in a 
memorandum ensuring the highest possible confidentiality. 

Figure 7: Collaborative Communication Model (CCM)

 Source: Conflict Management for Leaders, Module 5, 2009, p. 22

CAUSES AND EFFECTS OF CONFLICT AMONG THE OFFICERS
IN THE UNIT 

Operationalization of the Variables

 According to Tjosvold (2001), “To work in an organization is to be in conflict” 
(Aula & Siira, 2010, p. 1). Units of Bangladesh Army are no exception. Moore’s model 
explains the total conflict dynamics of the units. Understanding how these causes of 
conflict are linked together and their cumulative effect on the spectrum of productivity 
is very essential prior developing an effective DR mechanism. After exhaustive 
analysis, 20 potential indicators of conflicts in the units were identified for evaluation. 
For the purpose of analysis, ‘5Rs criteria’ (OHC, University of Minnesota, USA, n.d.) 
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were considered as the indicators of productive workplace. Another eight criteria were 
laid down basing on the ‘cost of conflict’ (2009, p. 16) to examine the effect of conflict 
and their impacts on productivity of the units. 

Figure 8:  Moore’s Model-Nature and Causes of Conflict

Source: Resolving Conflict Effectively, 2009, p. 18

 Sample. For survey sample, Haque’s (2011, p. 3) model was used. Infantry 
officers with service length of three years and below were considered as Group X. 
Officers with 15 years or more service length were considered as Group Z. Officers not 
covered within the range were considered as Group Y.

Analysis of Causes of Conflicts among the Officers in the Infantry Units
 
 In Relation to Fact/Data. When the under command officers cannot express what’s 
troubling them or if a Commanding Officer (CO) is unable to make his team realise what 
is expected of them, it is certain that disaster lies ahead. This causes misunderstanding 
which further leads to conflicts regarding performance and expectations. During survey, 
more than 75% respondents confirmed all indicators to be valid. 100% respondents of 
Group Z, mostly COs and Second-in-Commands (2ICs) recognized ‘unclear directive 



MIRPUR PAPERS 2014

38

from higher headquarters’ to be a cause of conflict. This may have two connotations. 
Considering the directives of higher headquarters ‘clear and unambiguous’, the second 
connotation ‘unclear communication’ (fourth indicator) happens to be the root cause 
of all conflicts in the units (Resolving Conflict Effectively, 2009, p. 19). 

 In Regards to Relationship       It is virtually impossible for people with diverse 
background, skills and norms to work together; make decisions, and try to meet project 
goals and objectives without conflict (Verma, 1998, p. 1). So the most frequent outcome 
in the workplace is the ‘relationship-conflict’. But, Army ‘values and ethos’ minimizes 
diversity to a great extent and assists in functioning like a homogeneous work force. To 
this end, five indicators were identified to evaluate the conflict environment. Except 
‘abuse of authority’, all indicators were found valid. 
 
 In Relation to Values  Unit workplace is highly influenced by different 
philosophies/personalities among the generations, lack of trust, respect and dignity. 
The overall analysis reveals the change of value system: from ‘collectiveness’ to 
‘individualism’. Since, personal interests are more dominant, conflicts are also mostly 
related to personal gains (Abedin, 2013). 

 In Relation to Structure     Bangladesh Army is prone to conflicts developed 
from structural causes which were further proved through seven indicators. The 
overwhelming response by the respondents (87%), irrespective of groups represents,  
how stressful the life of the infantry units has become due to heavy workload. Situation 
is further deteriorating due to shortage of officers in the units (Salehin, 2013). In a 
hierarchical organization like Army, inflexibility in planning and execution at one tier 
influences the corresponding tiers down the channel. Group Z officers face it first as 
the first tier of command in the unit. The voice of 100% respondents of Group Z during 
survey evidently bears the testimony of ‘inflexibility’ as a major cause of conflict in 
the units.

 
Overall Comments on Causes of Conflicts       Except serial 7 and 19, standard mean and 
the deviation on the responses for this analysis (Table 2) can be taken as the mean for the 
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population. Thus the existence and nature of conflicts in the unit is hereby confirmed.

 Table 2. Causes of Conflict in Workplace - Mean and Standard Deviation

Overall Comments on Effects of Conflict 

 Having analyzed the survey data, all the indicators of effects of conflicts were 
found very pronounced. Thus, it is evident that conflicts in units have detrimental 
effects on productivity (Table 3). 
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Table 3: Effects of Conflict in Workplace - Mean and Standard Deviation

 The subjective analysis further shows the impact of conflict on the productivity of 
the unit workplace. 

Figure 9: Effects of Conflicts on Productivity

Source: Prepared by Researcher in Light of Survey Result
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ADR-AN EFFECTIVE APPROACH FOR PRODUCTIVE WORKPLACE 
ENVIRONMENT 

ADR- Most Preferred Conflict Management Style

 Following the two basic conflict management criteria as referred in paragraph 6, 
only collaborative approach addresses both the concerns meaningfully. During survey, 
Group X officers revealed perception error, while Group Y and Z officers opined for 
interest-based collaborative approach for DR.
 
Effectiveness of ADR in the Lowest Level of Conflict 

 In Regards to Responsibility, Relationship and Respect     The survey carried 
out among the officers of infantry units reinforces that ADR effectively addresses 
the conflicts at the lowest level and contributes to the productivity of the units. In 
a respectful environment, every officer wants to be valued and respected for the 
intellectual capital he contributes. Owing to its application modalities, ADR allows 
everyone spontaneously to ventilate his heart. In a responsive and tension free 
workplace, the officers, both seniors and juniors, learn from each other’s insight, 
collaborate to understand underlying concerns and find alternatives that meet those 
concerns (U.S. DOI, 2010, p. 30). Consequently, effective communication assists 
in developing mutual ‘respect’ among the officers who come to know exactly what 
they are to perform according to their capability. Appropriate work profile allows 
officers to add value by discharging ‘responsibility’ and contributes for the growth of 
‘relationship’. Thus conflict turns into strength. 

 In Relation to Recognition and Reward    Reward is an integral part of the 
overall recognition strategy in the workplace. Given the environment, the collaborative 
approach offers intrinsic rewards (genuine opportunities to contribute, become more 
knowledgeable and develop professionally) in addition to extrinsic rewards (prizes, 
incentive contest) (OHR, University of Minnesota, USA, n.d.). During survey, 62% 
respondents supported the view. 
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 In Regards to Structural Causes      One important way of compensating these 
limitations is to enhance skill. Besides, most of the officers viewed that ADR would 
assist to maximize the use of resources, reinforce the values in the workplace and thus 
limit the scope of ‘misinterpretation’ of information/fact. 

Figure 10: Responses on Effectiveness of ADR in Regards to 
Structural Causes

Source: Survey Result

Restitution in Post-Conflict Scenario

 After resolving a conflict, there are left over issues like misbehaviour and broken 
promises. ADR process has an in-built follow-up mechanism. It assists the concerned 
officers to understand the needs behind their behaviour, fix their mistakes, and learn to 
make better choices for the future (Martin, et al., 2008, p. 43). 76% of the respondents 
opined that ADR would contribute immensely for the productivity of the unit through 
restitution. 

Cost, Satisfaction, Durability and Relationship (CSDR) Assessment

 Major Brad Coates (2006, pp 41-43) of CF shows that ADR is a relatively low-
cost timely mechanism that is well suited for restoring work relationships and develops 
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lasting solutions. Coates’s analogy reveals that the resolution process becomes 
more time-consuming and costly as institutional procedures and regulations come 
increasingly into play. Taking the experience in cognizance and putting it in the context 
of Bangladesh Army, ADR may be considered and applied as an effective and more 
satisfactory approach for DR. 

Figure 11: CSDR Assessment

 Source:  Canadian Military Journal, Summer 2006, p. 43

Overall Comments 

 The survey result unequivocally confirms ADR as the most preferred conflict 
management style for the units of Bangladesh Army. The impact of ADR on the 
productivity of the units was also proved. The subjective analysis further substantiates 
the findings.
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Table 4. Responses on Effectiveness of ADR in Conflict Resolution vis-à-vis 
Productivity in Workplace - Mean and Standard Deviation

 CSDR assessment, relevant content analysis of various literatures and even 
‘Restitution’ in post-conflict scenario evidently prove ADR to be the most effective 
amongst all Dispute Resolution (DR) approaches. 
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Figure 12: Effects of ADR on Productivity

 Source: Prepared by Researcher in light of Survey Result 

IMPLEMENTATION MODALITIES OF ADR
IN BANGLADESH ARMY

Challenges to Introduce ADR in Bangladesh Army

 Responsibility of Senior Leadership to Change Organizational Culture        ADR 
concept has to be conceived in the top first. Coming out of ‘too much authoritative 
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attitude’ (Siddique, 2013) will facilitate careful study of jurisdiction and policies of 
ADR (Abedin, 2013). Down the channel, this will further pave the way to change the 
perception of the COs and the under command officers. In the survey, 73% respondents 
echoed the same tone. 

 Change of Perception through Awareness      At first glance, it does not appear 
unreasonable to think that externally facilitated conflict resolution could infringe 
upon traditional areas of leadership responsibility or risk circumvention of the chain 
of command (Coates, 2006, p. 44). This is further substantiated by the survey result. 
These conflicting perceptions evidently bear the testimony of the requirements of 
deliberate awareness building programme. 

 Skill Development      ‘Skill specific training’ of DR within officers’ professional 
development programme will create a more homogeneous workforce with increased 
productivity. More importantly, it will allow resolution of the conflict internally 
without the use of a third party. 

 Budget and Manpower      Anything involves additional officers and budget may 
not be the impediment, but certainly is a challenge for Bangladesh Army (Salehin, 
2013). 

 Confidentiality and Trust      Siddique (2013) expressed his concern saying that 
lack of mutual trust would create suspicion about confidentiality. 

Implementation of ADR

 Policy Formulation   As opposed to the apprehension of Siddique (2013), 
adequate study/research has to be carried out prior introducing the system. The initiative 
may be taken by Adjutant General’s Branch. The study/research should include:

➢  Legal basis and jurisdiction of ADR within the justice system of Army.

➢  Vision, mission and objectives of ADR.
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➢  Types of service to be provided.

➢  Structural requirements including budget.

➢  Training requirements.

➢  Evaluation and development mechanism.

 Like CF (Ruttle, 2007, p. 14), a pilot project may be run by the DR Centre (DRC) 
among the officers of the units prior embarking into full implementation of ADR 
process. DRC may include only the certified mediators. 

 Infrastructure Development As soon as the idea is finally conceived and 
approved, an office may start functioning as Directorate General of ADR (DGADR) 
at Army Headquarters (AHQ). A team of officers including civil experts under a 
Director may translate the policies, legal and the application aspects of ADR into easily 
conceivable ways and publish the details in Army website. Alongside, few pamphlets, 
brochures and précis may be circulated to create mass awareness. 82% respondents 
opined that every formation/station should have a DRC. According to the response in 
the survey, DRC may be constituted by:

➢  Experienced retired officers (Lieutenant Colonel/Major).

➢  JCOs and NCOs (appropriate to their level only).

➢  Civil expert.

➢  Psychologist.

➢  Any officer being attached temporarily (on discretion of Formation/Station 
Commander).
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 This may or may not include JAG branch officers, since qualification in Law is not 
a requirement for ADR (Siddique, 2013). Details of the survey are appended below:

Figure 13: Responses on the Composition of DRC

Source: Survey Result

 Capacity Building     The success of ADR will depend on this factor. Initially, 
Army may exploit the civil expertise (Abedin, 2013) from Public Administration 
Training Centre (PATC) and formal ADR practitioners to develop the module and 
instructors inventory of her own. Beside awareness building and formal appraisal 
through study periods, this set of instructors will be employed to conduct courses for 
the officers and DRC members. Having taken the lessons from western professional 
armies, introduction of conflict coaching or management package in courses/cadres 
will create strong foundation for the Army. The package might range from 2-4 weeks 
(Salehin, 2013) basing on the potential level of employment. 
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Conclusions

 The survey conducted on 151 officers based on 20 criteria reveals the dynamics of 
conflicts in the Army. Unclear directives, failure to manage conflicts, heavy workload 
and stress of military life, inflexibility of seniors and headquarters, lack of recognition, 
etcetera are some of the causes identified. The corresponding analysis on the effects 
of conflicts based on eight different criteria further proves that units’ productivity is 
continuously affected due to the absence of a comprehensive DR mechanism.

 Irrespective of groups most of the officers opined that ADR could be an 
effective means for DR vis-à-vis productive workplace environment. Nonetheless, 
the comparative subjective analysis among the DR methodologies also signifies the 
effectiveness of ADR in regards to cost, satisfaction, durability, and relationship 
aspects. In brief, ADR is simply another – usually more satisfactory – method of 
resolving conflict.

 Implementation of ADR cannot be done over night. Senior leadership has to take the 
lead role to materialize ADR into reality. In order to change the organizational culture, 
ADR concept needs to be conceived at the top level first. Despite skilled personnel and 
budget being a concern, implementation of ADR will rely on the awareness level and 
mutual trust of the members of the Army. 

 A pragmatic approach will be necessary to implement ADR in Army. An office 
so established at AHQ may function like DGADR under a Director. Available civil 
expertise may be exploited to develop policies, produce mediators and train the trainers. 
A pilot project may be undertaken at formation level. To this end, DRC may be formed 
comprising experienced retired officers, psychiatrist, officers of JAG branch and 
anyone attached temporarily on discretion of Formation Commander. Taking lesson 
from other countries, imparting ‘skill specific training’, especially to the officers will 
allow the leaders to address conflict at the lowest level and bring home the best out of 
ADR.    
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RECOMMENDATIONS

 It is recommended that the following steps should be taken by units and higher 
headquarters:

➢  A board may be formed under AHQ comprising both civil experts and 
Army officers to carry out a detail study and propose policy guideline for ADR 
in Bangladesh Army.

➢  A pilot project may be undertaken by AHQ in the formation(s) integrating 
the units and DRC to see the feasibility of the ADR policies.

➢  A day long ADR package in cooperation with civil experts from PATC 
may be introduced in basic courses with immediate effect as a part of officers’ 
orientation programme.  

➢  A larger sample including all arms and services, ERE Extra Regimental Employ 
met organizations and headquarters may be taken to validate the feasibility. 
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THE POST-WAR REINTEGRATION OF EX-COMBATANTS:
THE SIERRA LEONE PERSPECTIVE

Lt Col Sahr David Thomas Nuaujah, psc (Sierra Leone)

Abstract

International efforts to end conflicts leading to war in the world in general particularly 
in Africa, Latin America and Asia have required following a process of disarmament, 
demobilization, and reintegration (DDR) of combatants from the warring parties. 
There have been a lot of debates by policy analysts to look at the factors that contribute 
to a successful DDR program as well as reasoning about the macro-conditions that 
facilitate successful peace-building. At the moment, little is known about the factors 
that account for successful reintegration at the micro level. The study sought to carry 
out an assessment of the post-war reintegration of ex-combatants in Sierra Leone in 
securing internal peace, reconciliation and reconstruction with the aim to determine 
the comprehensiveness and level of reintegration of ex-combatants in Sierra Leone, 
identifying the challenges faced and the impact of reintegration on the livelihood of 
the combatants.  

Introduction

Background to the Study

 Sierra Leone was plunged into the brutal civil war between 1991 and 2002 that 
destroyed infrastructure and truncated political, social, and economic development. In 
March 1991, about 300 rebels of the Revolutionary United Front (RUF) invaded Sierra 
Leone from Liberia.  According to Brigadier Adeshina, the Corporal Foday Sankoh 
led RUF rebellion actually took advantage of the deteriorating political and socio-
economic situation in the country to launch the rebellion.  The Army was not prepared, 
ill-equipped and discipline within the ranks deteriorated further.  There was political, 
institutional and socio-economic instability. (Adeshina, 2002).   As the war raged on, 
the systematic destruction of infrastructure was the rule rather than the exception.  
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Many factions also emerged. By the end of the war; over 100,000 people died, 2.5 
million people were displaced, over 25 – 30,000 girls and women believed raped, close 
to 10,000 people amputated, over 6,000 children separated from their families, towns 
and villages burnt down, economically viable areas left in ruins and socio-economic 
development grounded to a halt.  The social and economic impacts of the 10-year civil 
conflict were huge.

 With the adoption of Resolution 1881 in July 1998, the United Nations (UN) 
eventually intervened to peacefully resolve the crisis in Sierra Leone and that eventually 
led the establishment of a UN peacekeeping force, the United Nations Mission in Sierra 
Leone (UNAMSIL) to keep peace after the signing of several peace agreements.  By 
early 2002, UNAMSIL had achieved remarkable successes including the disarmament 
and demobilization of 75,000 ex-combatants.

Problem Statement

 The research dealing with the reintegration of former combatants is still 
underdeveloped. There are, at present, no theoretical explanations to help us understand 
when reintegration tends to be successful.  In Sierra Leone, DDR was much more 
complicated in the type of post-conflict environment that existed, with different 
fighting groups having diverse animosities. This posed a real security dilemma making 
it difficult for the fighters to give up their weapons, when civil society structures have 
crumbled, and when the economy is stagnant. The study seeks to understand how these 
issues were addressed.  

 This paper will, therefore, set out to examine the conduct of the DDR process 
in Sierra Leone, which is widely acclaimed to have been a success, with particular 
emphasis on the reintegration aspect and find out whether it was actually fully 
comprehensive.  The paper aims to bring out its failures, looking at factors such as 
physical security, economic security, political influence and the social integration of 
ex-combatants and improve knowledge on reintegration based on its conduct in Sierra 
Leone.  It will recommend certain precautions and strategies necessary for an integrated 
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and comprehensive approach to the reintegration of ex-combatants in post-war Sierra 
Leone, and that will be valuable for future reintegration programmes elsewhere on the 
globe.

PERSPECTIVES ON THE NATURE AND CONDUCT OF THE DDR 
PROGRAMME

Chapter Objective

 This chapter concentrates on the presentation, discussion and analysis of the 
conduct of the post-war reintegration programme in Sierra Leone in securing internal 
peace, reconciliation and reconstruction, based on documentary review and survey 
carried out during this research.  The findings of reputable researchers considered in 
the documentary review were duly noted.  

Funding and Security Issues

 Solomon and Ginifer (2008) stated that, ‘a total of 63,545 former combatants 
were reintegrated, of whom 6,845 were former child soldiers’. Although these figures 
are impressive, their research further revealed that approximately 9,000 former 
combatants did not complete the entire programme. In other words, about one in eight 
ex-combatants (12.5 per cent) did not make it to the reintegration phase. Further, they 
mentioned that a persistent problem was the lack of local partners who had sufficient 
training to deliver medium and long-term reintegration activities. Trainers were not 
necessarily qualified or motivated, and training itself suffered from poor quality and 
was almost entirely classroom based. 

Facilitating Socio-economic Reintegration

 According to Solomon and Ginifer (2008), the key to the success of Sierra 
Leone’s DDR programme was the effective reintegration of ex-combatants who have 
disarmed and demobilized. “The reintegration aspect of the DDR programme aimed 
at facilitating ex-combatants’ re-entry into civilian political, social and economic 
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life” (Solomon and Ginifer, 2008, p14). The programme was designed to provide ex-
combatants: with vocational skills training and formal education opportunities which 
would enable them to engage in sustainable employment and livelihoods, access to 
micro enterprise schemes, tools for various trades as well as farming and to support 
social acceptance through social reconciliation. However, a comprehensive “R” 
component is what prevents the “DD” from being a wasted effort as impoverished, 
unskilled and disgruntled ex-combatants are prone to taking up arms once again. 

Summary

 The conduct of the DDR programme was not a smooth ride.  Though it was largely 
successful, the process was not fully comprehensive as a reasonable percentage of the 
ex-combatants were not able to fully benefit from the process, taken into cognisance 
the political, social, economic and other elements that one should consider for ex-
combatants to be fully integrated into the society.  The infrastructural, political, 
psychological, social, cultural and economic challenges on ground viz a viz; the 
decimated socio-economic structures, lack of infrastructure, the public perception of 
ex-combatants as perpetrators rather than liberators, lack of funds, all compounded the 
problem.  

THE CHALLENGES FACED DURING THE DDR PROCESS 

Chapter Objective

 This chapter is aimed at highlighting some of the key challenges faced during the 
reintegration process.  The reintegration process in Sierra Leone was very challenging 
as it took place in a complex socio-economic and political environment. Nilsson (2005) 
noted that, the reintegration of ex-combatants is an integral part of the demilitarization 
of post-war societies.  While institutions based on democratic norms and the rule 
of law need to replace military ones, armies must be demobilized and combatants 
disarmed.  Problems are solved through such demilitarization but new challenges are 
also created. 
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Defining Ex-combatants

 From the literatures reviewed, there is a surprising lack of definition for the term 
ex-combatants. When dealing with DDR ex-combatants, the UN officially considers 
that fighters become ex-combatants when they are registered and disarmed (UN 1999: 
52).  Using this definition in Sierra Leone initially left out a reasonable number of actual 
fighters who did not go through the official DDR process, hence, were un-entitled to 
reintegration assistance.  Also, equating being a combatant with handling of a weapon 
excluded real fighters while including civilians who did not actually participate in the 
fighting. 

Ex-combatants – A challenge for Post-conflict Societies

 In Sierra Leone, the demobilization meant, releasing up to 75, 000 soldiers and 
guerilla fighters into civilian life.  The implication of this was strain on the society. 
Firstly, dissatisfied former combatants that would become a security threat; secondly, 
the creation of severe tensions with civilians who suffered at the hands of the combatants 
who committed grave atrocities during the conflict. Finally, “certain categories of the 
ex-combatants, such as female ex-combatants and child soldiers, were vulnerable and 
needed particular forms of assistance for humanitarian reasons” (Nilsson, 2005). The 
problem of the reluctance of various families and communities in accepting these 
categories of ex-combatants also initially compounded the issue.

Skills Training for Economic Reintegration

 Economic reintegration into a population as impoverished as Sierra Leone was 
a formidable challenge. The reintegration strategy, therefore, needed to be linked to 
longer term sustainable recovery process, this was not fully achieved.  Skills acquisition 
through apprenticeships and vocational training was seen as a key component in keeping 
ex-combatants from returning to violence and to help ease their re-entry into the local 
economy. Vocational training in skills such as carpentry, car mechanics, building, 
plumbing, and metal work were the foci.   NCDDR provided tool kits for trades learnt 
and cash payments to ex-combatants very late. Lack of employment opportunities led 
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to ex-combatants selling their tool kits given to them to boost their livelihood prospects, 
even though they were meant to assist the ex-combatants kick-start life anew. 

 At the same time, “DDR programming faced the difficulty that many ex-
combatants had grown accustomed to extorting money and resources from civilians 
and that the idea of hard physical labour in agriculture seemed a poor option for most 
combatants. Also, many were attracted to the lure of diamond mining and the prospect 
in their own minds of making considerable money from it, although the reality was 
often quite different”. (Solomon and Ginifer, 2008: p16).

Education 

 Given that many ex-combatants had received little or no education during the 
conflict, it was essential that DDR linked with education. Efforts were made to 
create linkages, but once again programming struggled to make a substantive impact. 
Improving education opportunities was seen as particularly important by NCDDR.  
However, substantial numbers of ex-combatants remained, and still remain, outside the 
formal education sector, not least because they are unable to access the school system. 
However, a continuing challenge in Sierra Leone is the lack of job opportunities that 
can be accessed even when ex-combatants have been through schools and acquired 
qualifications.

Social Reintegration

 One of the more focused elements of reintegration efforts in Sierra Leone were 
early attempts at fostering sensitization and reconciliation between communities and 
ex-combatants. Prior to demobilization, NCDDR community sensitization exercises 
were undertaken to ease the settling in of ex-combatants into communities supported 
by campaigns in the media and on radio stations. Ex-combatants were targeted by 
NCDDR prior to their return to communities and pre-discharge counseling emphasized 
community orientation, with a special re-entry plan. 
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Reintegration Financing 

 Reintegration financing shortfalls were a major barrier in Sierra Leone to 
putting into place sustainable programming. “A major problem was that most of the 
donor funds were invested in disarmament and demobilization, leaving little for the 
reintegration phase”. (Solomon and Ginifer, 2008: p18). This had important human 
security consequences for ex-combatants and communities in which they were located.  
Many ex-combatants envisaged their allowances being paid instantly, but it was not 
uncommon for them to experience delays in payments of between three to seven 
months, causing widespread discontent and on occasion riots and violence.  

Reintegrating Ex-combatants as an Heterogeneous Group

 It is important to note that ex-combatants should not be handled during 
reintegration as a homogenous group.  The social and political origins of their different 
factions should be considered, their motivation and gender differences also taken into 
cognizance.  Identifying their special needs for reintegration assistance is necessary 
for the process to be comprehensive.  “It is essential to promote and provide access 
to mainstream assistance and ensure that services are more effective in meeting 
their needs, instead of developing a specialized and fully separate activities” (ILO, 
2009, P21).  According to Solomon and Ginifer (2008), a key mistake of the DDR 
programme in Sierra Leone was the exclusion of the “bush wives” of ex-combatants 
and the exposure of women ex-combatants to risks, and not effectively promoting their 
economic and social interests. (Solomon and Ginifer, 2008).

DDR Links and Related Programming

 “Early support and extensive capacity-building to the NCDDR and line ministries 
relevant to sustainable reintegration should be strongly considered as part of the up 
streaming assistance” (ILO, 2009, p29).  The reintegration programme in Sierra Leone 
was part of an overall integrated recovery strategy that included judicial reform, 
Security Sector Reform (SSR), economic development, and the return, resettlement, 
and support of refugees and IDPs. Nevertheless, in practice these elements, and other 
forms of programming, were not fully coordinated or integrated. 
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THE IMPACT OF THE REINTEGRATION PROGRAM ON THE EX-
COMBATANTS  AND THEIR LIVELIHOOD

Chapter Objective

 In this chapter, the impact of the reintegration programme on the livelihood of the 
ex-combatants will be analyzed.  Success in post-war reintegration is largely the result 
of the war coming to an end. There was broad acceptance of the terms of the peace. 
DDR programs, while important, may not have been determinative in giving rise to 
a stable post-war outcome. Caution must however be exercised in jumping to that 
conclusion. First, it may be the case that non-participants in DDR were different from 
participants in very important ways that influenced their reintegration prospects. For 
example, perhaps non-participants were more likely to be from the CDF and faced a far 
easier time gaining acceptance in their local communities. They self-reintegrated by 
choice, knowing that the resources and training of the DDR programs were unnecessary 
for them as they planned to return to their pre-war lives. (Humphreys and Weinstein, 
2004: 45).

Acceptance into Civil the Society

 From previous research work of Humphrey and Weinstein (2005), it is apparent 
from the data that non-participants in DDR did not fare any worse in reintegration 
than those who disarmed and participated in DDR training programs. “The positive 
spillover effects of the DDR programs made non-participants to do just as well as 
participants. There is evidence that among those that had a problem gaining acceptance 
from their communities, those that did not take part in DDR actually resolved these 
problems more quickly than those that did.” (Humphreys and Weinstein, 2004: p45).

Victimization of Vulnerable Groups

 Solomon and Ginifer (2008) argued that, many girls, boys and women were 
excluded from entry into the formal DDR process, although they were sometimes 
beneficiaries of other programmes.  This, they opined, led to their victimization by 
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former commanders, communities and families. “The lack of adequate protection and 
benefits they further suggested made them become impoverished and highly vulnerable.  
Some have become sex workers subject to rape and violent domestic abuse”.  (Solomon 
and Ginifer, 2008, p37).

Insecurities During the DDR

 DDR frequently broke down with ex-combatants returning to conflict, harassing 
communities, and that negatively impacted upon recovery. Stabilization forces were 
hardly able to create nationwide conditions for safety and security until 2001. Further, 
many thousands of ex-combatants had to wait more than a year following demobilization 
to access reintegration opportunities. This led to ex-combatants becoming involved 
in violence and led to mounting frustration among ex-combatants and alienation 
from communities, who regarded ex-combatants with heightened suspicion and fear. 
Further, poor storage of weapons and the fact that Small Arms and Light Weapons 
(SALW) continued to be readily available, including through cross-border movements, 
heightened the vulnerability of communities, particularly in border areas. 

Community Insecurities Connected with Ex-Combatant Return 

 The return of ex-combatants had potentially serious safety and security impacts 
for both communities and ex-combatants. These were ultimately contained but they 
created considerable fears, tensions, and some victimization in communities. It was 
more through community engagement, rather than DDR programming, that widespread 
violence was averted. Solomon and Ginifer opined that, the lack of a strong DDR 
linkage with Security Sector Reform (SSR), and in particular the use of police to ensure 
community security and safety was overlooked, even though the police were regarded 
with suspicion in many communities. (Solomon and Ginifer, 2008: p35).

Misdirected Skills and Livelihood Initiatives

 From reviewed documents, it is argued that DDR failed to develop effective 
transitional livelihood options for ex-combatants and has contributed to their current 
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poor economic prospects. Initial well-directed skills targeting might have stood the 
chance of developing options for ex-combatants to find viable livelihoods particularly 
if linked with longer-term programming such as development. This was compounded 
by the short-term six month training period which gave little prospect of providing 
credible skills and professional development. Youth unemployment is therefore 
extremely high and includes many ex-combatants. 

Crimes and Election Violence

 Unable to get lucrative jobs, ex-combatants have tended to find some work as motor 
cycle drivers, security guards, petty traders, and other insecure forms of employment 
which have little hope of giving them a sustainable income that can adequately support 
themselves or their partners or families. These bike riders and other ex-combatants 
have however become easily recruited as political tugs that can quickly fuel election 
violence, as was seen in recent past post-war elections.  Those living in impoverished 
conditions in the cities have resorted to petty crimes and in the worst case arm robbery.  
However, Government interventions in other aspects of recent have considerably 
reduced these threats.

Summary

 The quick fix nature of the reintegration programme to a very large extent could 
not facilitate a more comprehensive implementation.  The resultant effects on the ex-
combatants and their livelihoods, some of which have been outlined above, is a cause 
for concern and signals the need for a critical look at the issue, and probably make 
suggestions to trigger the intervention of key stakeholders, if the peace in Sierra Leone 
is to be consolidated and sustained.  

Conclusion

 Research results on the prospects for post-war reintegration in Sierra Leone 
provide a great deal of good news, and some important causes for concern. “Most 
ex-combatants have been accepted back into their families and communities and are 
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beginning to make a new life in the post-war period” (Humphreys and Weinstein, 
2004: p46). They are active in politics and see their local and national officials as 
accountable to them through the electoral process.

 DDR programs, while important, may not have been determinative in giving 
rise to a stable post-war outcome. From reviewed documents, it is argued that DDR 
failed to develop effective transitional livelihood options for ex-combatants and has 
contributed to their current poor economic prospects.  Though the DDR programme 
was largely successful, the process was not fully comprehensive as a reasonable 
percentage of the ex-combatants were not able to fully benefit from the process, taken 
into cognizance the political, social, economic and other elements that one should 
consider for ex-combatants to be fully integrated into the society.  The quick fix 
nature of the reintegration programme to a very large extent could not facilitate a more 
comprehensive implementation.  

Recommendations

 The following recommendations are made: 

➢  “Targeted support to ex-combatants is only warranted if: they constitute 
a security threat to the new peace order, the atrocities that they may have 
committed can create conflict-generating rifts in society, or certain categories 
of ex-combatants cannot support themselves due to economic, political, or 
social marginalization”. (Nilsson, 2005: p 93 - 98).

➢  The giving of assistance should be avoided when:  there is no peace 
agreement solving or regulating the incompatibility of the warring parties, 
there is no political will among the belligerents to abide by the peace accord, 
or there is a continued high level of violence, despite the signing of a peace 
agreement, whereby combatants may fear for their security as they become 
civilians.

➢  To deal with the challenges posed by ex-combatants stakeholders should 
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focus on finding ways to substitute the benefits of war with benefits of peace 
and healing the wounds of war. This should include physical security (through 
SSR), legal economic opportunities (by creating employment opportunities), 
and involvement of ex-combatants and in decision making, along with other 
citizens, and ensuring the societal prestige of ex-combatants. 

➢  Ensuring the political influence of ex-combatants by involving them in 
the planning, implementation and monitoring of reintegration programmes 
should be encouraged. In the long run it is better to encourage ex-combatants 
to participate in politics as normal civilians. Aid can also be given to assist the 
transformation of warring parties into political parties.

➢  The reintegration process should focus on assisting reconciliation at 
the community level. Initiating sensitization campaigns and helping in the 
organization of public healing ceremonies and traditional cleansing rituals can 
do this. Reconciliation may necessitate bringing those who have committed the 
most serious abuses to justice. 

➢  Reintegration assistance that only benefits demobilized combatants should 
be avoided. Ex-combatants should be incorporated into more broad-based 
development projects. 

➢  Demobilized combatants should be treated as a heterogeneous group. 
Distinctions should be made between different categories, and the needs of 
each one must be established for successful reintegration. 

➢  Better linkages and co-ordination between DDR and related programming 
should be ensured to enhance vulnerable group protection and community 
safety/security. There should be a link with programming that address some of 
the root causes of conflict such as good governance and access to justice. 

➢  Implementing reintegration strategies usually means matching scarce 
resources to massive needs. This necessitates co-ordination between donors 
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and with local actors around a shared strategy that will ensure cost-efficiency. 
Targeted assistance to ex-combatants should be short-term or quickly integrated 
into broader development strategies. Assistance should therefore cease when 
ex-combatants and their families are economically, politically, and socially 
assimilated into civil society. 
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KEY PERFORMANCE INDICATOR (KPI) BASED APPRAISAL FOR 
NIGERIAN NAVY OFFICERS: RATIONALIZING ASSESSMENT SYSTEM

Lt Cdr Murtala Ayinla Ahmed, psc (Nigeria)

Introduction

Background of the Study

 The Nigerian Navy (NN) is tasked with the defence of Nigeria’s maritime territory 
and interests (Nigerian Constitution, 1999, Section 217). A key enabler to achieve the 
NN’s constitutional mandate is the recruitment and deployment of officers to play 
pivotal roles. Accordingly, it was the acknowledgement of the correlation between 
the quality and performance of officers deployed, to the achievement of the NN’s 
mandate, that necessitated the emplacement of a top-down performance appraisal 
system. Consequently, this made the objective of the NN officers’ performance 
appraisal system to be threefold. Firstly, the appraisal system seeks to ensure that only 
the most qualified officers are selected and deployed to positions of increased trust and 
responsibility. Secondly, the appraisal system acts as a tool to aid evaluation and capacity 
development. Thirdly, the system also aids in personnel reward management. 

 Unfortunately, the NN officers’ performance appraisal system, as presently 
constituted, has not fully achieved its set objectives. This is on account of the inherent 
loopholes, especially the fact that the main appraisal tool, the NN Performance Evaluation 
Report Form 206 (NN Form 206), is highly subjective. This led to a situation where 
majority of officers were getting excellent reports (with quite a substantial number of 
citations written) which were not justified by the operational realities. Specifically, 
ships managed by such officers were often found to be in degraded operational status 
thereby limiting their availability for tasking. In addition, facilities were either obsolete 
or functioning skeletally (if at all). Further, other indicators like morale and discipline 
among subordinate officers and enlisted men were falling, while personnel casualty 
rates were increasing during operations. In addition, subjective reporting led to a 
situation where quite an appreciable number of officers were promoted (on the basis of 
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the excellent reports) to the upper echelon of the NN thereby leading to bloating. The 
consequence of this was that officers strength (rank-wise), was not in conformity with 
the traditional pyramidal structure.  Most unfortunately, the excellent reports were not 
justified by the rampant security failures in the areas of responsibilities (AOR) of such 
officers. The scale and frequency of the security failures led to a situation where the 
National Assembly even contemplated establishing another maritime security agency 
to take over some of the NN’s constabulary functions in Year 2012. 

Problem Statement

 The realization of the inadequacies of the NN officers’ performance appraisal 
system, led to the identification and codification, in the form of a performance contract, 
of certain key performance indicators (KPI) for various command appointments. 
Thereafter, flag officers (FOC) of various commands and commanding officers (CO) of 
operational bases (Type A and B) as well as the CO of the NN Reference Hospital were 
directed to sign the contracts and achieve the KPIs. Failure to achieve the deliverables 
within one year was to be subject to administrative procedures such as disciplinary 
action and removal from office.     

 While acknowledging the fact that the KPI-based performance contract is an 
improvement on the performance appraisal process in the NN, it is considered that certain 
important parameters that would ensure its success were not considered and integrated 
into the contract. Specifically, the fluid and constantly changing nature of threats in 
the security environment was not taken into consideration when setting the KPIs and 
review dates. Further, while the performance contract addressed the commanders of 
units and establishments, it did not address COs of ships (which are the prime movers 
of the NN), neither did it give clear guidance on how subordinate officers were to key-
into their commander’s performance contract and be evaluated as well. Additionally, 
there was insufficient focus on alignment of personal, task and organizational needs 
as well as regular feedback. Likewise, creation of passion, motivation, engagement 
and continuous employee development issues were not considered. Moreover, the 
highly subjective and un-comprehensive top-down appraisal approach is still being 
used rather than a more comprehensive 360-degree approach. Also, a major drawback 
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to the success of the performance contract is the fact that it is almost a ‘stand-alone’ 
tool. This is because it has not been integrated with the regular NN Form 206 which 
is the overriding mechanism for performance appraisal for the purpose of capacity 
development, deployment, reward and promotion. The aforementioned challenges, if 
not quickly addressed, would eventually defeat the objective of establishing the KPI-
based performance contract to the detriment of the NN.  Accordingly, this research 
seeks to identify and recommend measures to rationalise and enhance the effectiveness 
and efficiency of the NN officers’ performance appraisal system through utilization of 
an improved critical success factor (CSF) and KPI-based approach. 

Hypothesis

 The research hypothesis are as follows:

➢  Null Hypothesis    The Null Hypothesis (H0) is that KPI-based appraisal 
cannot rationalize NN officers’ performance assessment system.

➢  Alternate Hypothesis    The Alternate Hypothesis (H1) is that KPI-based 
appraisal can rationalize NN officers’ performance assessment system.
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ESSENCE OF NAVAL OFFICERS’ 
PERFORMANCE APPRAISAL SYSTEM

Objective of Naval Officers’ Performance Appraisal System

 Generically, the naval officers’ performance appraisal system is a personnel 
management function that aims to identify, and proactively align the linkages between 
the Service mission and its human resource. The interrelationship between the linkages 
is further illustrated in Figure 1 for enhanced comprehension. 

Figure 1: Diagram of Linkages in the  Organizational Value Chain
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 Based on the linkages, the crux of the personnel management issue is to link 
performance to strategy, set performance standards and targets, and link employee 
rewards to performance while bearing in mind the potential benefits and problems 
of performance measures. To this end, CSFs and KPIs that would lead to mission 
achievement are carefully appraised, and matched to targets given to the human 
resource. Deriving from the aforementioned imperatives, the objectives of the naval 
officers’ performance appraisal system therefore, includes ensuring the selection and 
deployment of only the best and most qualified officers to positions of increased trust 
and responsibility. Additionally, the system serves as a tool to aid capacity development 
as well as reward management (RN, 2013, Sections 5702-5705).

Available Performance Appraisal Methods and Tools

 There are several performance appraisal methods and tools available. The first 
issue within the ambit of the methods and tools is; who conducts the appraisal? 
Accordingly, appraisal could be conducted by superiors, colleagues, subordinates, 
external stakeholders, and by the employee himself. The next issue is; what is to 
be measured and what methods and forms are to be used to do the measurement? 
Generally, appraisal could be done using  methods and forms such as behaviourally 
anchored rating scales (BARS), narrative method, electronic performance monitoring 
(EPM) and competency-based performance management. Other appraisal methods and 
forms include critical incidents method, management by objectives (MBO), graphic 
rating scales and ranking. 

 What is most important among the plethora of methods and forms, is that the 
particular appraisal system and tools adopted, ought to be predicated on each navy’s 
relative perception of the relationship between: performance targets, actual performance 
and achievement of the Service’ operational mandate. Accordingly, the USMC uses 
a blend of MBO, narrative reporting, BARS and competency-based performance 
management with inputs from superiors, colleagues and subordinates of the officer 
being evaluated. The USN and RN also use a blend of narrative reporting, BARS, 
EPM and competency-based performance management with inputs from superiors, 
colleagues and subordinates of the officer being evaluated.  
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 The success of the USMC, USN and RN is predicated to a significant degree on 
their ability to clearly identify the linkages between the robustness of the performance 
system to CSFs, KPIs, actual performance and achievement of the constitutional 
mandate of the respective Service. Specifically, this was because the Services were 
able, on a very basic level, to combine methods that would ensure rational evaluation 
and development while ensuring that all officers know why they were rated at a given 
level as well as how to improve on present performance.

OVERVIEW OF NN OFFICERS’ 
PERFORMANCE APPRAISAL SYSTEM

 An analytical review of NN officers’ appraisal system reveals the existence of two 
appraisal dimensions (NN Form 206 and performance contract) which, unfortunately, 
do not coordinate with each other, thus compromising synergy. The current appraisal 
system is illustrated in Figure 2 for enhanced understanding.
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Figure 2: Diagram of Current NN Officers’ Performance Appraisal System

 
 A few disconcerting issues become apparent from the interrelationships or lack of 
it illustrated in Figure 2. Firstly, although the performance contract appropriately takes 
inputs from the operating environment, NN constitutional role as well as the CSFs, the 
contract is, unfortunately,  a closed system of little utility because it does not link up 
with the appointment, promotion, development and rewards processes. Secondly, the 
NN Form 206 regime only takes marginal input from the NN’s constitutional roles and 



MIRPUR PAPERS 2014

77

operating environment while its subsequent utility ends at promotion processes only 
without being linked to subsequent appointments, development and rewards processes. 
Thirdly, both systems unfortunately do not take into consideration, systemic measures 
of effectiveness (MOE) and their overall impact on the NN’s Vision, Mission, End 
State and objectives. Consequently, the need to properly assess the associations and 
linkages with a view to optimizing the appraisal system becomes imperative.

CHALLENGES OF NN OFFICERS’ 
PERFORMANCE APPRAISAL SYSTEM

Challenges of NN Form 206    The evaluator-centric nature of the NN Form 206, 
coupled with the fact that it is not only devoid of CSFs and KPIs, but also places a 
significant level of reliance on the evaluator’s subjective judgment have brought some 
dissonance into the appraisal system. The dissonance arises from the inherent challenges 
of using not only using an evaluator-centric tool, but also contrarily, allowing the tool 
to dictate the imperatives of the appraisal system. 

 Over 85 per cent of officers questioned are of the view that  performance appraisal 
under the NN Form 206 regime suffers from subjectivity and rating challenges. 
Further, the officers are of the view that the challenges have negative consequences 
on operations, resources, morale, discipline and personnel management processes and 
methods. 

 On the issue of rating errors, 92 per cent of officers surveyed believe that 
performance rating errors hinder the appraisal process. After due consultation with 
officers, coupled with review of records and documents, certain performance rating 
challenges of the NN Form 206 regime were identified. The rating challenges include 
bias, halo error, leniency and severity error, recency error, spillover effect and proximity 
errors. 

 It is duly acknowledged that no appraisal system is entirely perfect. However, 
what makes the challenges of the NN Form 206 regime particularly grave, is the effect 
that the performance rating errors have on crucial aspects of the NN’s human resources, 
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operations and overarching corporate objectives. Specifically, the rating errors often 
lead to appointment mismatch because sensitive and other less sensitive appointments 
of officers are made based on the performance rating shown on the NN Form 206. 
Thus, where undeserving officers are unduly given high marks, they are subsequently 
appointed to positions of higher and sensitive responsibilities which they did not merit 
and for which they are not fit. Consequently, from the mismatched appointment point 
onwards, negative dynamics are set in motion in various areas. The areas include 
discipline and morale, operations, resource utilization, and organizational pyramid. 

Challenges of Performance Contract for Command Appointment Holders

 The performance contract introduced target KPIs for command appointment 
holders. This was in a bid to overcome some of the challenges of the NN Form 206 
regime, specifically in the areas of operations and resource utilization. It is duly 
acknowledged that with the infusion of KPIs and CSFs, the performance contract 
seems to be able to address the weaknesses of the NN Form 206 regime. However, 
there are some design and implementation features of the performance contract that, if 
not expeditiously addressed, would militate against the achievement of the overarching 
objectives of the NN officers’ performance appraisal system.

 After wide-ranging consultation with officers, including administration of 
questionnaires and analysis, some challenges of the performance contract were deduced. 
Specifically, six major design and implementation challenges of the performance 
contract were identified which could militate against the achievement of the contract’s 
objectives. The identified challenges were considered to be major ones by 57 per cent 
of officers surveyed and they are as follows:

➢  Linkage to the NN Form 206   Despite the introduction of the    
performance contract, the NN Form 206 still stands as the main officers’ 
performance appraisal tool in the NN. This is because there is no correlation 
or association between the performance contract and the NN Form 206. The 
implication  is therefore that the same rating errors and negative dynamics 
incidental to the use of NN Form 206 would still continue unabated. Thus, 
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there is the need to infuse the modified and improved performance contract 
into the main NN Form 206. 

➢  Linkage to Appointment, Promotion and Training Processes    The 
crux of the whole appraisal process is the fact that it serves as the basis for 
subsequent appointments, promotion and training. Despite the introduction 
of the performance contract and its appointment-promotion-development 
rationalization focus, there is unfortunately, no formal linkage between 
the contract and the NN’s appointment, promotion and training processes. 
This makes it to be almost a stand-alone, closed system with no ‘apparent’ 
ultimate utility. In addition, the lack of linkage is also considered to be a major 
deficiency by  57 per cent of officers surveyed. Accordingly, the rectification 
of this deficiency, via the promulgation of a NNO which clearly states the role 
the performance contract would play in subsequent appointments, promotion,  
training  and developmental processes is necessary. 

➢  Target Selection and Review     A major drawback of the performance 
contract is the fact that the command appointments on whom it is administered 
were not involved in the target selection. This is considered to be a major 
challenge by 56 per cent of the officers surveyed. This is on account of the 
fact that the command appointment holders would have been able to offer 
greater insight into the peculiar challenges of their commands. This would 
have brought in realism and enabled greater commitment and motivation on 
the part of the officers. Additionally, the  performance contract review period 
of one year is considered to be too long for such a volatile maritime security 
environment such as Nigeria’s. As this was by corroborated by 57 per cent 
of officers surveyed, there is therefore the need for reduction of the review 
period.

 
 Other challenges include non-involvement of COs of ships (which are the 
prime movers of the NN), professional schools, welfare schools, logistics depots and 
hospitals, lack of uniform mechanism for involvement of subordinates and lack of 
formal promulgation via NNOs, 



MIRPUR PAPERS 2014

80

KPI-BASED  STRATEGIES  TO  RESOLVE PERFORMANCE
APPRAISAL SYSTEM CHALLENGES

 There are several KPI-based strategies that could be considered for adoption to 
rationalize the NN officers’ performance appraisal system. Specifically, 13 KPI-based 
measures were found worthy of consideration. The measures include: regular review of 
CSFs and KPIs for performance contracts, officers’ involvement in KPI target setting 
and design of unique KPI-based performance contracts for all command appointments. 
Other measures include design and adoption of uniform functional sub-performance 
contract modules for subordinates, utilization of 360-degree reporting, infusion of 
results of performance contract into NN Form 206, linkage of performance contract 
scores to subsequent appointments, training and promotion processes and drawing 
of appraisal policy and manual and formal promulgation. Generally, 84 per cent of 
officers surveyed agreed that the suggested measures would lead to rationalization and 
hence enhancement of the appraisal system. Further, the issue of ideal linkages can be 
put into proper perspective when the suggested appraisal system linkages which are 
illustrated in Figure 3 are taken into consideration. 
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Figure 3:  Suggested Linkages of the NN Form 206 and Performance Contract

 Figure 3 makes it clearly evident that the appraisal system is a network of 
interrelated imperatives, processes, activities and linkages that require coordination. 
Thus, if the NN’s objectives are to be proactively met, then the linkages would need 
to be optimized. This is because optimizing the linkages would have salutary impacts 
on officers’ discipline, morale, motivation, performance as well as resource utilization 
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with resultant positive impact on the actualization of the NN’s Vision, Mission, End 
State and objectives.

WAY FORWARD

Implementation Roadmap      The implementation roadmap is a 3-phase process. 
The process would require approval and support from the top hierarchy of the NN 
as well as active participation from the NAVSEC Branch, Policy and Plans Branch, 
Operations Branch and Directorate of Naval Transformation to drive it. Details of the 
three phases are as follows:

➢  Phase-1: Preparatory Stage       Phase 1 entails preparatory work which 
would involve the setting-up of a committee to, most importantly, draw up a NN 
officers’ performance appraisal policy and manual. Subsequently, the policy 
would need to be ratified via a NNO. The drawing-up of a policy is considered 
to be paramount in order to prevent the repetition of the anomalous situation 
where the subordinate appraisal tool exerts an inordinate degree of influence 
thereby skewing the appraisal process. The preparatory stage therefore serves 
as a prelude for extensive reviews and modification of existing appraisal tools, 
organization and methods. 

➢  Phase-2: Review and Modification Stage   Phase 2 involves the 
incorporation of the suggested measures in Chapter V into the performance 
contract. Thereafter, the NN Form 206 would need to be modified to incorporate 
the results of the reviewed performance contract.Further, process modification 
at NAVSEC and Training and Operations Branches would be required for the 
following:

●  Six-monthly review of CSFs and KPIs and incorporation into 
performance contracts.

●  Modification of appointment proforma to incorporate results of 
reviewed performance contract. 
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●  Creation of appointment bands – ie tying appointments to category of 
results obtained from reviewed performance contract.

●  Review of promotion criteria to flag rank and rank of captain to 
incorporate minimum results from revised performance contract and 
revised NN Form 206. 

➢  Phase-3: Implementation Stage        Phase 3 requires wide dissemination 
and publication of the new NN Performance Appraisal Policy and Manual, 
revised NN Form 206 and reviewed performance contract. This would ensure 
that officers are sensitized on how the policy, manual and forms work. Most 
importantly, it would enable the officers to know why they were rated at a 
given level as well as how to improve on present performance.

 The adoption of the phases in sequence is considered to be necessary to enable 
the rationalization of the NN officers’ performance appraisal system. The apparent 
appropriateness of the advocated measures notwithstanding, there is the need to device 
MOEs to monitor progress. Further, there is the need to subject the findings of the 
research to empirical testing via a Chi Square Analysis in order to validate the research 
hypothesis.  This is in order to provide a reasonable level of assurance that adoption of 
the suggested KPI-based measures would enable the rationalization of the NN officers’ 
performance appraisal system. 

Measures of Effectiveness

 It is one thing to propose strategies and blueprint for rectification of the NN’s 
officers’ performance appraisal system challenges on one hand. It is quite another thing 
entirely, to measure the effectiveness of the proposed strategies during implementation 
in order to evaluate their performance and utility. Accordingly, some MOEs which 
could be used to evaluate the effectiveness of the strategies vis-a-vis changes in NN 
system behaviour, capability or operational environment are illustrated in Table 1.
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Table 1: Proposed Measures of Effectiveness

Serial Criterion Measure Baseline Target Post-Target 
Review Figure

Remarks

1 Operational ships in 
NN inventory

Number Bi-annual 

2 Non-operational ships 
in NN inventory

Number Bi-annual

3 Operational readiness Per cent

4 Presence at sea Cumulative Hours

Cumulative Miles 
covered

5 Piracy rating of 
Nigeria by IMO

Relative Index

6 Piracy rating of 
Nigeria-Sao Tome 
Joint Development 
Zone by IMO

Relative Index

7 Pollution rating of 
Nigeria by IMO

Relative Index

8 Pipeline and offshore 
oil installation 
vandalism

Number of 
Incidents

9 Small arms and light 
weapons confiscated 
and handed over to 
Nigerian Police Force

Number

10 Contraband goods 
confiscated and hand-
ed over to Nigerian 
Customs Service

Tonnage

Source: Research Survey.
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 The utilization of the MOEs highlighted in Table 1 are considered necessary. 
This is because the MOEs serve as NN systemic feedback and control mechanisms to 
achieve homoeostasis. 

Hypothesis Testing

 The chi square statistic (calculated value) is 7.31 and at 2df, the critical value lies 
between 5.991 – 7.38 which is along probability 0.05 – 0.025. When extrapolated, the 
probability figure becomes 0.02625 (2.6 per cent) which is less than the five per cent 
significance level. Thus, based on the five per cent level of significance and the decision 
rule that: reject H0 if X2> 5.99 and  accept H0 if X2< 5.99, the Null Hypothesis (H0) 
has been disproved while the Alternate Hypothesis (H1) has been validated because 
X2 of 7.31 is  5.99. Thus, as Type I and Type II errors have been avoided, the correct 
decision has therefore been made. Accordingly, the Alternate Hypothesis that KPI-
based appraisal can rationalize NN officers’ performance assessment system has been 
validated. 

Conclusions

 A significant level of inter-dependence was established between the measures 
advocated and the rationalization of the NN officers’ performance appraisal system. 
Specifically, based on the result of the hypothesis testing, a 97.37 per cent assurance 
level can be derived that the implementation of the suggested measures would lead to 
the rationalization of the system. It can therefore be safely inferred that the relative 
extent of implementation of the suggested roadmap would determine the degree to 
which the appraisal system is rationalized and improved. Further, when the 97.37 
per cent assurance level is linked with the earlier established overwhelming desire of 
officers for improvement of the appraisal system, then this is an opportune time for 
the NN to implement the roadmap for rationalization and improvement of its officers’ 
assessment system. 



MIRPUR PAPERS 2014

86

Recommendations

 It is recommended that the Chief of the Naval Staff should:

➢  Direct the NAVSEC to implement the following measures to enhance the 
officers’ performance contract:

● Institutionalize officers involvement in target-setting.

● Conduct half-yearly review of performance contracts, CSFs and 
KPIs.

● Design functional appraisal sub-modules for subordinates.

● Design of KPI-based performance contracts for all command 
appointments instead of only FOCs, COs of Type A and B bases and 
hospitals. 

● Utilize 360-degree reporting in performance contracts.

● Link performance contracts to NN Form 206 as well as appointments, 
promotion and career development processes. 

● Adopt and disseminate the proposed officers’ professional development 
template to all ships, units and establishments.

➢  Approve the adoption of the 3-phase implementation strategy to rationalize 
the officers’ performance appraisal system.

➢  Approve the adoption of the 9-point MOE for control purposes.
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“GREEN CASH FROM TRASH” – AN ENVIRONMENTAL AND 
ECONOMIC IMPACT ANALYSIS TO CONVERT PAPER AND PLASTIC 

WASTES TO WEALTH IN BANGLADESH

Maj Nizam Uddin Ahmed, Engrs

Introduction

 Solid Waste Management (SWM) is an essential practice of the human society 
for making the environment healthy and hygienic. Since its inception, it is unscientific 
SWM which not only causes health hazard but also poses challenges with global 
environmental impacts. As a developing country, SWM is one of the most demanded 
but neglected sectors of urban development in Bangladesh (BD).The severity of the 
problem lies not with the lack of waste management knowledge, but with the absence 
of awareness and apprehension of the dangers posed by non-functional SWM system. 
As urban dwellers, the inhabitants generally produce Municipal Solid Waste (MSW) 
where paper and plastic wastes (PPW) are the chief constituents. The increasing use 
of paper and plastic products remain inevitable due to educational, professional and 
consumption requirement for rapid urbanization. Therefore, the volume of PPW 
generation is growing rapidly. But the problem emerges out when the PPW are not 
disposed off in an eco-sustainable manner. In BD Army, most of the cases, the paper 
wastes (PW) are burned out for security reasons and plastic wastes (PLW) are thrown 
away at designated places. Burning PW produces carbon dioxide (CO2) which adds 
to the greenhouse gases (GHG); thereby becomes contributor for increasing global 
warming (GW) and climate change. Littering of PLW releases CO2 and carbon 
monoxide (CO) which becomes responsible for soil, water and air pollution that 
directly affects the surrounding cultivable land with infertility and breathable air with 
toxicity. This is a common scenario in all the cantonment area as well as other parts 
of BD where people lack understanding of the severity of this pollution. Therefore, an 
environmentally compatible solution for MSW especially PPW is a need of time for 
safeguarding the living beings and the environments.
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 The provision of national law for disposing of wastes has been in effect since 
2010 as “National 3R Strategy for Waste Management”. The emphasis for any SWM 
is given on ‘Reduce’ followed by ‘Reuse’ and ‘Recycle’. According to this guideline, 
PPW cannot be regarded as valueless trash anymore. These are resources, not burden. 
PPW are even too valuable to be thrown away. Army Headquarters (AHQ) has also 
instructions to reuse and recycle the office papers. There are numerous opportunities 
available to turn these PPW to resources and to use trapped energy inside the wastes.

 Therefore, an in depth study on the existing practices of disposal of PPW of all 
the cantonment area is essential to check if it is efficient and conform with the national 
guidelines of BD. Outcome of the study will suggest the PPW management with an 
environment friendly process along with pathway to income generation. This paper 
has made an attempt to examine the existing practices of PPW management in all the 
cantonment area by highlighting the deviation it has from the national 3R strategy. It 
also briefly summarized the available eco-sustainable options for PPW disposal. With 
these options, efforts are made to find the scopes of extracting energy and resources 
from the wastes. These options are analyzed broadly to find the estimated income of 
revenues as well as the degree of protection offered to the environment. At the end, 
recommendations are made to adopt and to apply the eco-sustainable PPW disposal 
methods in BD Army.

AIM
 To develop the strategy for BD Army to implement eco-sustainable disposal 
methods of PPW with opportunity to derive environmental and financial benefit from 
the process.

EXISTING PPW MANAGEMENT SYSTEM IN BD ARMY VERSUS 
NATIONAL STRATEGY FOR WASTE MANAGEMENT

PPW Generation

 General       A comprehensive PPW generation data is not readily available. The 
use of papers by different units of BD Army varies from its functional role. Generally, 
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the Headquarters (HQs) use more paper than the field units. Again, the training and 
educational institutions use more papers than the HQs. The more use of paper does 
not necessarily produce more quantity of PW. The relationship between the uses of 
papers against the generation of PW is not always proportional. This paper limits its 
scope of finding the total weight and volume of PW produced against the total use of 
paper products by various units of BD Army which needs extensive data collection 
throughout the year. However, in BD,  (Chowdhury & Afza, 2006) stated that per 
capita waste generation in 2004 was 0.5 kg/cap/day and in 2016, it would be 0.6 kg/
cap/day. Therefore, for 2013, an average rate of 0.55 kg/cap/day can be taken for 
further calculation. According to (Ahmed, 2000), the proportions of paper and plastic 
wastes are 4% and 5% by weight respectively in BD. Accordingly, it makes per capita 
production of domestic paper and plastic waste as 0.022 kg/cap/day and 0.0275 kg/
cap/day respectively or 8.03 kg/cap/year and 10.04 kg/cap/year.

 Office PPW Generation in BD Army       According to Staff Duties Directorate, 
AHQ, the total weight of paper issued to all the units for official purpose is 3,27,844 kg 
(including 25% more as additional use). It makes per capita use of office paper in BD 
Army as minimum as 2.15 kg/cap/year. A random survey (Ahmed N. U., 2013) has 
been carried out on different headquarters and units to find out the rate of production 
of PW from the office papers which can be taken as 18% of total use making per capita 
generation of office PW = 2.15*18% = 0.387 kg/cap/year.

Therefore, with office and domestic use, 

Per capita generation of PW = 8.03+0.387 = 8.42 kg/cap/year
And,   per capita generation of PLW = 10.04 kg/cap/year

 Generation of PPW by Domestic Users in Cantonment Area       With the per 
capita generation rate of PPW, a fair estimation can be made regarding the amount of 
PPW in different cantonments with the total population living inside. Around 25% of 
combatants were considered to stay with their families having 03 members in each 
family. With this, 1,52,389 combatants are considered with 1,14,292 family members 
that made a total population as 2,66,681 persons. With the per capita generation rate of 
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PPW, the total generation of PW is 2,245.45 ton/year and PLW is 2,677.48 ton/year in 
BD Army.

Existing Practices of Disposal of PPW

 Practices of Disposal of PPW in Offices       To determine the office practices 
of disposal of PPW, all the division HQs and some brigade HQs (selected at random) 
including their under command units are surveyed about their method of disposal. The 
details of the survey results are at figure 1 and 2.

Figure 1: Disposal Method of PW by Offices

 Source: Survey Result
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Figure 2: Disposal Method of PLW by Offices

 Source: Survey Result

 Domestic User’s Disposal Practices of PPW A survey has been carried out 
on the homes of officers and soldiers of different units of five cantonment area to find the 
existing practices of disposal of PPW. The details of the survey results are at figure 3 and 4.

Figure 3: Domestic User’s Disposal Method of PW

Source: Survey Result
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Figure 4: Domestic User’s Disposal Method of PLW

 Source: Survey Result

National Strategy for Waste Management

 Waste Hierarchy and 3R       According to “National 3R Strategy for Waste 
Management 2010”, the waste minimization program has to  be achieved by following 
3Rs as ‘Reduce’, ‘Reuse’ and ‘Recycle’. The waste hierarchy has been described in 
figure 5.
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Figure 5: Waste Hierarchy

 Source: www.envirocentre.ie

 Preferred Ways to Deal with Wastes       According to (Department of Environment, 
2010), the preferred method to extract resources from waste is shown in figure 6.
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Figure 6: Flow Diagram of Waste Disposal

Deviation of Existing PPW Disposal from National and AHQ Guidelines

 According to the suggested guidelines, the gross deviation is observed for disposal 
of PPW in both offices and homes in all the cantonments. The percentage of the 
deviation is shown in the figure 7, 8, 9 and 10.
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Figure 7: Deviation of Office Disposal of PW from 3R Strategy and AHQ Guidelines

 Survey Result

Figure 8: Deviation of Office Disposal of PLW from 3R Strategy and AHQ Guidelines

 Source: Survey Result
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Figure 9: Deviation of Domestic Users Disposal of PW from 3R Strategy

  Source: Survey Result

Figure 10: Deviation of Domestic Users Disposal of PLW from 3R Strategy

 Source: Survey Result
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ECO-FRIENDLY OPTIONS AVAILABLE FOR HANDLING OF PAPER 
AND PLASTIC WASTES (PPW)

 
Biogas Generation from PW

 Having rich organic content as cellulose, paper can be used to produce biogas by 
anaerobic treatment. The theoretical production of biogas from PW can found out by 
using the Bus well & Hatfield (1939) equation as

Using the equation, it is found that 100 kg PW can produce 32.67 m3 methane (CH4) 
which can be used for cooking and electricity generation purposes. Therefore, BD 
Army can produce minimum 73,359 m3 methane (CH4) from 2,245.5 ton PW in a year 
which can be used:

➢  To cook food for 73,359 family (1m3 biogas is taken to cook three meal for 
one family with six members).

➢  To produce useable electricity of 1,56,988kwh (Banks, 2009).

➢  To produce 15.53x108 BTU heat (Erdincler, 1993).

➢  To reduce GHG impact by over 20 times by converting CH4 to CO2.

Composting

 Having 82% of organic element in its composition (Chandler, Jewell, J.M. Gossett, 
& Van Soest, 1980), PW can be decomposed to reduce its decomposed volume, to 
minimize the potential GHG, to decrease pathogens and to produce nutrients of soil for 
growth of agricultural production. According to (Eleazer, 1997), the yield of CH4 by 
landfill is 217.3kg per kg of office paper and composting can reduce 202.3 kg CH4.
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Combustion and Energy Recovery

 The heat can be extracted from PPW as the latent energy stored in it. Heat to 
electricity conversion follows the Carnot cycle and thermoelectric generator (TEG) 
serves one of the best plants to convert heat to electricity. The Dulong equation 
(Vesiland, 2002, p. 283) can be used to estimate the heat value of the PPW (Toberer, 
February, 2008). According to modified Dulong’s equation, heat produced by one kg 
mixed paper and plastic is 150.02 KJ/kg and 261.11 KJ/kg respectively. According to 
(Rouf, 2011), generation of electric power (Considering 40% as system loss) of paper 
is 0.00395 kwh/kg and plastic is 0.00687 kwh/kg.

PLW Recycling

 According to National 3R Strategy, plastic recycling and reuse provide a sustainable 
solution both for consumers and environment. According to (EPA, 2013), a Waste 
Reduction Model (WARM) has been implemented in USA which can suitably be 
adopted with customization in accordance with National 3R Strategy. This model will 
be able to achieve recycled plastic product and energy from plastics with an option for 
the land filling after its end of life cycle. The suggested life cycle for PLW is shown in 
figure 11(EPA, 2013).
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Figure 11: WARM Model for Disposal of Plastic

 
Source: (EPA, 2013)

ANALYSIS OF ENVIRONMENTAL AND ECONOMIC BENEFIT OF 
PROPOSED SYSTEM

Production of GHG from the Present Disposal System of PPW

 CO2 Generated from PW       In BD Army, present system of disposal of PW is 
by burning mainly. The incineration of 01 ton of PW releases about 0.7 to 1.2 ton of 
CO2 which contains 42% of fossil carbon and 58% biogenic carbon (Johnke, 2005). 
Generally, 01 ton PW produces 5,500 m3 of exhaust gas (dry) of which 10% volume 
can be considered as CO2 output with the average density of CO2 is 1.976 kg/m3. 
Therefore, the amount of CO2 produced from 01 ton of PW by burning is 456.96 kg of 
fossil carbon.
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 CO2 Generated from PLW       According to (Change, 2009), the carbon footprint 
of plastic is 6 kg of CO2 per kg of plastic. Recycling of plastic save 2.5 kg of CO2 per 
kg of plastic. Therefore, maximum generation of CO2 from plastics is 6,000 kg of CO2 
per ton of plastic when it is land filled and minimum generation is 3,500 kg of CO2 
when recycled plastic reused for new production.

Clean Development Mechanism (CDM) Projects and Reduction of GHG

 CDM Projects for PW       With the composting, combustion and biogas conversion 
projects of PW, CO2 emissions can be substantially reduced from the present disposal 
system. With the projected reduction of GHG by a significant quantity, CDM is one of 
the best flexibility mechanism defined in the Kyoto Protocol that will allow Bangladesh 
Army to become a green operator. It would generate Certified Emission Reductions 
(CER) to be traded in the emission trading platform. The present system of disposal 
of PW produces CO2 in a variable quantity of 2370 kg CO2 per ton of PW once it is 
burned. PLW produces 2194 kg CO2 per ton of plastics when land filled and 4597 
kg of CO2 when undergoes combustion. With the proposed projects, the emission 
reduction will be from 562.25 to 864.32 ton of CO2per ton of PW. With this rate, BD 
Army can reduce 1.26 million ton to 1.94 million ton CO

2 
in a year only from PW.

 CDM Projectfor Recycle of PLW       In all the cantonments of BD Army, 53% 
domestic users throw PLW while 100% of office users do the same. It releases 4,678.63 
ton of CO2while centralized recycle of this amount of PLW can save 3,770.11 ton 
CO2 alone.

 Reduction of GHG by the Proposed PPW Projects       The proposed CDM 
projects for PW and recycle of PLW can substantially reduce the GHG emission and 
are shown in figure 12, 13 and14.
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Figure 12: Reduction of GHG by Compost Projects for PW

 
Figure 13: Reduction of GHG by Biogas Projects for PW
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Figure 14: Reduction of GHG by Recycling of PLW

 
Revenue Earnings from CDM Projects

 Claim of Carbon Credit from the CDM Projects for PPW       With the reduction 
of 1.26 million ton to 1.94 million ton CO2from PW, carbon credit can be claimed 
from CDM Executive Board under Kyoto protocol. With the present rate of CER, BD 
Army can earn 40.5 million to 62.3 million BDT from the CDM projects for PW by 
selling its carbon credit to the developed countries. The PLW recycling projects can 
claim carbon credit of 68.04 million to 104.60 million BDT by saving 3770.11 ton 
CO

2
.

 Sale of Compost as Fertilizer and CER Claim       The daily production of 
compost fertilizer is 25 kg from 100 kg of PW(UNDP, 2005). The average sale value 
of compost fertilizer is 2 BDT per kg and revenue from CER for this compost can 
be 75.19 ton of CO2e per ton of PW at €0.3 per ton of PW. With this, BD Army can 
make 561.4 ton compost from 2245.45 ton of PW yearly. 42209 unit CER can also be 
claimed in Carbon Emission Trading Platform and minimum 1.35 million BDT can be 
earned.
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 Using Biogas for Cooking and Saving Gas Price       The amount of biogas 
produced yearly from 01 ton/day input of PW is 1,19,161 m3 of CH4. With this, BD 
Army can produce 497.1 million ton m3 of CH4 from 4,171.69 ton PW yearly which 
can be used by 94,577 families. The quality of this production need to be assessed 
as the percentage of CH4 (43.69% by volume) is less than the standard one (55% to 
80%). However, the quality of biogas can be increased by adding vegetable wastes.
25. Using Electricity by Combustion. The heat extracted from burning of PPW can 
be used to produce electricity with the help of TEG Generator where production of 
electricity of PW can be 0.00395 kwh/kg and PLW is 0.00687 kwh/kg (considering 
40% loss in the production) (Rouf, 2011). With this, BD Army can produce 16,478 
kwh electricity from PW and 32142 kwh from PLW.

 Financial Benefits from Plastic Recycling       In BD Army, the 53% of recyclable 
plastic amounts to 2,409.73 ton per year which can make 287.48 ton resin per year. 
With the international price of imported resin as $ 698 per ton, BD Army can earn 
21.71 million BDT from selling the resin in local market.

Conclusion

 Paper and plastic are one of the major components of the solid wastes produced 
every day. At present, in BD Army, about 90% offices burn the PW while 95% offices 
throw the PLW. 63% domestic users throw and burn the PW when 53% users throw 
the PLW. These existing practices of disposal of PPW clearly violate the guidelines 
set in the “National 3R Strategy for Waste Management 2010” and AHQ instructions. 
The degree of violation by the offices is 100% and 90% while disposing the PLW and 
PW respectively. 63% and 53% domestic users violate the guidelines while disposing 
the PW and PLW respectively.

 To comply with the suggested guidelines, a number of eco-friendly disposal methods 
of PPW have been discussed. All these eco-friendly disposal projects can substantially 
reduce the GHG emission as well as produce useable products like biogas, compost 
fertilizers, electricity and recycled plastic. In BD Army, the production of biogas from 
2,245.5 ton PW can be 73,359 m3 in a year.73,359 families can use this for cooking 
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purposes as well as 15.53x108 BTU heat can be generated to produce 156988 kwh 
electricity with TEG generator. The yield of CH

4
 by landfill of PW is 217.3kg per kg 

of office paper while composting can reduce 202.3 kg CH
4
 per kg of PW. The heat 

produced from the combustion of PPW can be utilized to produce 0.00395 kwh/kg 
from PW and 0.00687 kwh/kg from PLW.

 Environmental and economic impact analyses of the proposed projects addressed 
two major issues as environmental protection in terms of GHG reduction and financial 
return by reuse and recycle of the PPW.With the existing practices of disposal of PPW, 
BD Army generates minimum 8,850 ton CO

2
 in all the cantonments. The proposed 

projects of compost, biogas and recycle of PLW can save 10,246 ton CO
2
 together. 

With this reduction of GHG, BD Army can claim through Carbon Emission Trading 
Platform about 62.3 million BDT from the CDM projects for PW and 104.60 million 
BDT from recycling projects of PLW. On the other hand, BD Army can make 561.4 
ton compost from 2,245.45 ton of PW yearly which can be used for internal use on the 
cultivable land of cantonment area. With this, 42,209 unit CER can be claimed through 
Emission Trading and minimum 1.35 million BDT can be earned. The recyclable 
plastic amount (53% of total use) is 2,409.73 ton per year from which 21.71 million 
BDT can be earned from selling the recycled resin in local market.   

 Basing on all the discussions, it can be concluded that wastes are wealth. A 
paradigm shift of the perception regarding waste is needed to understand the opportunity 
it can provide. Utilizing PPW in the proposed manner will not only help BD Army to 
contribute in safeguarding the environment, but also create economic hub by creating 
income opportunities using the trashes. BD Army can be a role model by converting 
PPW to wealth and foster implementing “Zero Waste”. Such steps will establish the true 
meaning of WASTE as W- Wealth, A- Accountable, S- Safe, T- Trade, E- Energy.
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RECOMMENDATIONS

 Basing on the findings of the research, following recommendations are made for 
sustainable eco-friendly disposal methods for PPW:

➢  Awareness programs can be initiated about the dangers posed by 
unprocessed PPW along with the opportunities offered by it.

➢  Small scale compost and biogas projects can be implemented in units to 
dispose the PW.

➢  An integrated PW treatment plant can be established in the cantonments 
where compost fertilizers and biogas can be produced and distributed to the 
consumers at lower price.

➢  Centralized plastic recycling plant can be established in the cantonments 
to recycle all kinds of plastics used for the sale of plastic resins.
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DEVELOPING SKILLED AND SEMI-SKILLED MANPOWER:
AN OPTION FOR ECONOMIC DEVELOPMENT

OF BANGLADESH

Cdr Mohammad Munirul Alam, (S), BN

Introduction

 Bangladesh is in the twelfth position among the top twenty countries in the 
world where the unemployment rate is rising. According to a study conducted by 
the International Labour Organization (ILO), the growth rate of unemployment in 
Bangladesh was 1.9 percent in the decade of the nineties, now it is 4.5 per cent. It is 
feared that at this rate, unemployment would soar to affect about 60 million people by 
2015. 

 According to a World Bank report published in 2012, the population density in 
Bangladesh is highest in the world today. Further, over population is one of the major 
constraints for achieving economic maturity. It is also one of the major causes of 
corruption, terrorist activities, drug addiction etc. It is evident that with the present 
trend of expansion in industrial sector, the job market will not be able to provide 
sufficient opportunity for jobs seekers.  Thus, a substantial proportion of the work 
force will remain out of work in Bangladesh. 

 It is noteworthy that Bangladesh has enormous potentials to develop its economy 
by transforming the unutilized population into skilled and semi-skilled manpower. 
This in turn can be employed in domestic and international labour markets. However, 
the presenttraining and education system could not contribute much to eradicate 
unemployment. An integrated effort and holistic approach to the issue is essential. 
Thus, the paper would be an endeavor to analyze opportunities for skilled and semi-
skilled manpower in domestic and overseas market and to recommend ways to convert 
unemployed population into skilled and semi-skilled manpower in order to enhance its 
economic sustainability.
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EMPLOYMENT SCENARIO IN BANGLADESH

Size of Labour Force

 Every year, about 1.8 million people enter the labour market. In contrast, job 
opportunity has increased at a lower rate. Labour force growth is unlikely to shrink 
off during the coming decade. Between 1999-2000 to 2010, population of the country 
increased by 24.4 million from 124.30 million in 1999-2000 to 148.70 million in 2010 
whereas the total working age population rose by 21.4 million (Bashak, 2013, p. 3).

Figure 1: Population and Labour Force (in millions)

Source: Labour Force Survey (LFS), 2010

Employment Situation

 The formal work environment has undergone a   process of rapid transformation 
in the context of globalization, leaving good portion of the workforce in the informal 
sector. Every year a substantial number of labour force is adding to the existing work 
force but a good percentage remains unemployed. Thus, a principal development 
challenge for Bangladesh is the creation of employment for the new entrants into the 
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labour market. According to Labour Force Survey (2010) the rate of unemployment 
stood at 4.5 per cent in 2010 which was 4.3 per cent in 1999-2000.The rate of under-
employment has increased from 16.6 percent in 1999-2000 to 20.31 per cent in 2010. 
The high underemployment rate indicates that a large proportion of the total labour 
force remains engaged in marginal and low productivity occupations.

Figure 2: Unemployment Rate in Bangladesh

Source: BBS, Labour Force Survey of respective years.

Skill Need in Domestic Market

 Bangladesh has experienced structural shift from agricultural to manufacturing 
and service sector gradually since her independence. The liberalization of trade regime 
resulted in export-oriented growth in Bangladesh economy. However, the growth of 
the economy has not been accompanied by adequate employment generation. A group 
of sectors were identified and considered as the promising domestic sectors with the 
increasing export-oriented growth industries. The table shows the domestic potentials 
sectors with the skills gaps which are in high demand for the future.
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Table 1: Potential Domestic Sectors and Skill

 
 Source: Dr. Rahaman, Dr. Mondal& Dr. Islam, 2009. p. 71

Potential Employment Opportunities in International Markets

 Huge employment opportunities grew up around the world due to rapid growth 
of economy of developed countries. Bangladesh has already secured good position 
in Middle Eastern countries through its historical manpower export. Thus manpower 
exports have become a source of strength of Bangladesh economy. In 2012, Bangladesh 
received US$ 14.17 billion as remittances. Remittance was equivalent to 10% of 
national income and it was more than 3 times higher than the net foreign exchange 
earnings of garments sector. Beside the existing destination, there are some potential 
sectors in different countries around the world. A Country wise picture of demand is 
depicted below:
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Table 2: Potential Destination 

Source: Dr. Islam, 2010, p. 9.

TVET SYSTEM IN BANGLADESH

Major Actor in TVET

 The TVET system is the main producer of mid-level technical manpower in 
Bangladesh. Many  actors including private sector, NGOs and the large number of 
government ministries involved delivering skills-based education and training (TVET) 
in Bangladesh. National Skill Development Council (NSDC) is one of the major 
actor in TVET system. NSDC is responsible for develop and implement a national 
policy for skills development, oversee key reforms, coordinate activities and monitor 
implementation of TVET. On the other hand Bangladesh Technical Education Board 
(BTEB) is responsible for curriculum development, examinations and accreditations of 
non-public courses.(World Bank, 2007, p.37). Bureau of Manpower, Employment and 
Training (BMET) is administered by the Ministry of Expatriate Welfare and Overseas 
Employment (MOEWOE)also delivers skills training through 37 TTCs in different 
basic engineering trades(World Bank, 2007, p. 20). Other major actors that provide 
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skill training are shown below:

Table 3: Various Courses

Source: Compiled from Different Sources

Major Drawbacks in Existing System

 Bangladesh suffers from a mismatch between employment opportunities and the 
skills of job seekers. Bangladesh lacks mechanisms to identify skill requirement for 
employment. Other bottlenecks are as follows:

➢  Inadequate Links with Industry      In Bangladesh the TVET system 
is hampered by inadequate links with industry, outdated curricula and little 
flexibility to respond to training needs at the local level.

➢  Limited Access to Training Institutes      Students in the rural areas have 
fewer opportunities to access the TVET system due to shortage of institutes. 
Specifically drop out students in various level have very limited access for skill 
development.
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➢  Mismatch Between Supply and Demand      Mismatch between the 
labor  market (demand side) and TVET programs (supply side) is the major 
drawback in Bangladesh. In most cases the TVET sector is not providing skills 
that are useful for industry.

➢  Participation of Private Sector. There is no participation of private sector 
in the  quality assurance processes whereas in many countries, the private 
sector plays a vital role in TVET system.

➢  Outdated Course Curriculum      Training needs are not identified and 
prioritized according to need and work force development. The identification 
of training curriculum is not based on regular and systematic assessment of 
market needs.

➢  Absence of Policy      There is no National Qualifications Framework 
approved as a comprehensive policy to regulate the quality and consistency of 
qualifications within a national context.

REQUIREMENT OF SKILLED AND  SEMI-SKILLED MANPOWER

Survey Study Findings

A study was conducted among 40 workers who have been working both in the domestic 
and international labour market. The respondents were asked a group of close ended 
questions. The findings were categorized in three important aspects; what type of 
education is required in labour market, demand of technical education in domestic and 
international market.

 Education Required in Industry    The study showed that technical and 
vocational trained personnel are more preferred by the respondents. During survey, 70 
per cent of respondents preferred vocational education as it produces skilled and semi-
skilled man power. According to the respondents, practical training is more important 
than theoretical learning in industries.  
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Figure 3: Education Required in Industry

Source: Survey Findings

 Demand of skilled and Semi-Skilled Manpower in Domestic Market     The 
study showed that there is a growing preference for technical and vocational training 
in the domestic job market. More than 70 per cent of respondents opined that TVET 
graduates get employed faster than general education graduates. Again, 60 per cent 
of respondents believe (fully agree) that TVET graduates get better employment 
opportunities in the domestic market.  This scenario indicates the need for more 
emphasis to be given to TVET. Details are shown below:
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Figure 4: Demand of skilled and Skilled Manpower in Domestic Market

Source: Survey Findings 

 Demand of Skilled and Skilled Manpower in International Market. The study shows 
that, 70 per cent of the respondents strongly believe (fully agreed) that, Bangladeshi 
TVET graduates workers get quickly employed in international market than general 
students. On the other hand, survey study showed Bangladeshi workers are less efficient 
than others and opined they require significant improvement in their skills.
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Figure 5: Situation of Bangladeshi Workers in International Market

Source: Survey Findings 

Demand of the Right Skills For Employment and Labor Market

 It is observed around the world that highly educated students remain unemployed, 
while at the same time firms find it difficult to fill vacancies for skilled positions 
(Gregg & Uexkull, 2011, p.1). Such mismatches, where the skills taught by the 
education and training systems do not fit with what is in demand in the labor market, 
constitute a large economic loss. From the data of Bangladesh Labour Force Survey 
2010 on unemployment rate (per cent) by level of education illustrates that technical 
and vocational education holders show zero percent of unemployment whereas 
other higher degree holders of general education contribute significantly towards the 
unemployment figure. This underscores the need to produce skilled and semi-skilled 
manpower to decrease the unemployment rate.
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Figure 6: Situation of Skill in Bangladesh

Source:  Labor Force Survey 2010.

Economic Growth Requires Skilled and Semi-Skilled Manpower

 The survey carried out by ILO among potential industrial sectors reveals that 
enterprises prefer to recruit TVET graduates as they do better work (Dr. Rahaman, 
Dr. Mondal, & Dr. Islam, 2009, p. 58). Most of the enterprises opined that skilled 
manpower will lead to higher productivity and innovation which in turn will bring 
huge economic benefits to the country. But the study also reveals that limited supply 
of TVET graduate allows enterprises to recruit other categories of personnel. Shortage 
of training institutes has also been identified to be the main cause of such short supply 
of TVET personnel.

More Skilled Manpower More Productive Investment

 The education and skill level of migrants affects remittances habit, purpose and 
use. Whilst low skilled migrants mainly remit for securing the consumption need 
of their family members, the remittances of middle skilled migrants are more often 
used for investment saving and high skilled migrants make productive investment  in 
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their home countries . As such, Bangladesh needs to send more skilled manpower for 
more productive investment which in turn will lead to economic development of the 
country.

Way Forward
 
Options to Address TVET

 A broader and coordinated skills development approach is essential to develop 
required skilled and semi-skilled human resource. One important starting point is 
to identify key potential sectors for further employment which will boost economic 
growth. It is also important to assess the demand for skills that will be required in those 
sectors. It is imperative to develop marketable skilled and semi-skilled manpower for 
Bangladesh.

 Private Sector-Led and Market-Driven TVET     It is essential to strengthen 
linkages between TVET providers and industry need.  Active participation of 
private enterprises is imperative in the development of technical education and skills 
development program. 

 Equilibrium between the Labour Markets and Training     Labour market 
analysis and tracer studies need to be undertaken regularly in order to remain updated 
about the domestic and international market needs. The system will help to improve 
understanding of whether the education and training markets maintain some sort of 
equilibrium with the labour markets. 

 Interface between Labour Markets and Skill Development      A system need 
to be adopted to interface between supply and demand of skill requirement. In the 
demand side, industry may register ‘Future skill need’. Training curriculum would 
also need to be formulated based on industry need. Besides, on completion of training, 
personnel’s data has to be made available for the employers. Thereafter, the system 
will make the recruitment process easy and helpful for both employee and employer.
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Figure 7: The Demand and Supply System of Skills

Source: Researcher’s Evaluation

 Expansion and Establishment of Technical Schools       Emphasis to be given to 
establish new training and vocational school and center based on meticulous planning. 
Initially, private entrepreneurs may be given some kind of financial incentive like tax 
exemption, loan facility etc.

 International Certification and Accreditation       Affiliation with internationally 
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recognized accreditation bodies may be done to ensure mutual recognition of technical 
training levels. Such International certification and accreditation is necessary for skill 
development which in turn will ensure employment.

 Standardization of Curriculum    TVET syllabus and curriculum need to be 
reviewed and updated as per the market need. Standardization of syllabus among all 
public and private skill providers is another important aspect to be address by the 
policy makers.

 Expanding Scholarships and other Incentive Support Services      Various 
scholarships and other financial assistance program need to be implemented to broaden 
access to education and training opportunities. 

 Integration of Institutional Dropouts for Skill Development      A substantial 
number of students drop out from the mainstream of education for multifarious reason 
and most of them remain as unemployed or employed in informal sector. A set of 
skills to be identified and categorized based on the school leavers knowledge. Skill 
Category-1 may comprise of skills required for self-employment. On the other hand 
subsequent higher skill category may comprise of skills that match with individual’s 
previous education and knowledge. 
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Figure 8: How the drop outs could be utilized to develop Skilled and Semi-
Skilled Manpower

Source: Researcher’s Evaluation

Road Map for Implementation

 Core Concept      “INVESTIGATE-LOCATE-DEVELOP STRATEGY” may 
be adopted as core concept to address TVET issues in Bangladesh. Holistic approach   
comprising   the   following   three   components   may   be focused on at all levels 
during various development phases:
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➢  Investigate and identify the exact requirements of the job market.

➢  Locate and train the right people for required skill.
 
➢  Develop marketable required skill.

 Development and Implementation Phase      An integrated approach needs to be 
undertaken by all relevant agencies to develop skilled and semi-skilled manpower for 
Bangladesh which may be implemented at various phases.

 First Phase - Short Term Plan (To be implemented within One year)

➢  Policy Aspect.

●  Establishment of Inter-ministerial coordinating body having 
experienced personnel   on relevant fields which will have mainly four 
components namely Research and Development Directorate, Policy 
Formulation Directorate, Training   Implementation Directorate and 
Coordinating and Liaison Directorate.

●  BMET in coordination with proposed ‘Policy Formulation Directorate’ 
has to initiate policy formulation process   from the ground level involving 
all stakeholders in different tier.

●  BTEB in coordination with ‘Proposed Research and Development 
Directorate’ has to undertake extensive research on domestic and 
international skill need.

 
➢  Training Aspect.

●  BTEB has to emphasis on future domestic need and upgrade of training 
curriculum.
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●  Ministry of Education has to identify potential areas for establishment 
of Technical and Vocational Training Center.

●  BMET in coordination with BTEB has to upgrade training curriculum 
based on required skills as per present overseas employment trend.

●  BTEB along with proposed ‘Coordination Directorate’ has to 
establish linkage with all Technical and Vocational Training Institutes for 
standardization of training curriculum.

●  ‘Ministry of labour and Employment’ along with proposed 
‘Coordination Directorate’ have to establish linkage between TVET 
providers and   industries both at local level and overseas.

 Second Phase - Mid Term Plan (To be implemented in Three years).

➢  Policy Aspect.

●  NSDC has to review and reformulate ‘Skill Development             
Policy 2011’ based on new research findings.

●  Proposed Research and Development Directorate has to introduce 
‘Market Analysis and Tracer System’. 

●  Ministry of Foreign Affairs has to determine potential countries and 
initiate extensive diplomatic effort for further employment.

➢  Training Aspect

●  Ministry of Foreign Affairs need to ask for technical assistance from the 
destination country and formulate training curriculum as per destination 
countries skill need.
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●  Proposed ‘Coordination Directorate’ has to initiate action to affiliate 
with internationally reputed accreditation body. 

●  BTEB has to initiate action for expansion of vocational education in 
order to prepare school leavers with basic skills.

 Third Phase - Long Term Plan To be implemented by Five year.

➢  Policy Aspect.

●  NSDC has to reshape the policy based on the feedback from various 
corners.

●  Research and Development Directorate has to explore new job   
market in international markets.

●  BMET has to set up skill registry center both for demand and   
supply side. 

●  BTEB has to Emphasis on diploma level skill development as per 
global context.

➢  Training Aspect.

●  BTEB has to formulate policy for Training Centers allowing reasonable 
extent of autonomy to innovate and adopt learning of local context.

●  Proposed ‘Training Implementation Directorate’ in coordination   
with ‘Ministry of Education’ has to initiate action to expand and   
 upgrade standard of training schools.
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CONCLUSIONS AND RECOMMENDATIONS 

Conclusions

 Bangladesh has a population of approximately 142.32 million people and an annual 
population growth rate of 1.34 per cent. The labour force is growing at almost twice 
than the rate of growth in population. Every year about 1.8 million people are joining 
in the job market but sufficient job has not been created.  Presently unemployment rate 
is 4.5% but the number of ‘disguised unemployed’ or underemployed is some 32 per 
cent. The unemployment person is an absolute burden on the state. It is evident that 
there is strong need of skilled man power in domestic and international market, but the 
quality and supply of these skills are not satisfactory in Bangladesh. 

 Bangladesh aspires to become middle income country within next decade but 
unemployment is the major constraint for economic development of Bangladesh. These 
unemployed people need to be utilized to pursue the desired aspiration. Bangladesh 
urgently need of marketable skilled and semi-skilled manpower to meet the global 
and domestic need which in turn will eradicate unemployment problem. Developing 
skilled and semi-skilled manpower can be one of the options to bring change in the 
society which intimately lead the nation to her desired destination in the decades to 
come. 

Recommendations

 It is recommended that the Bangladesh government may:

➢  Establish the inter-ministerial coordinating body under Ministry of Labour 
and Employment.

➢  Adopt the 3-phase implementation roadmap for development of skilled 
and semi-skilled manpower.
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COMPUTERIZATION OF PAY, PENSION AND INVENTORY 
MANAGEMENT SYSTEM IN BANGLADESH AIR FORCE

Sqn Ldr Khandker Mustafijur Rahman, Finance

Introduction

 Computer technology has made significant changes on accounting and inventory 
management systemover last decade. It has generated new methods for collecting and 
evaluating data faster than traditional system. Computer is a device which is capable 
of solving problems by an alysing data and performing described operations. With the 
growing complexity of financial man agement, authority needs accurate information 
for effective decision making. So it is the demand of time to adopt computerized 
accounting system for an organization to exist in the age of science and technology. 
 
 Computers were introduced first in BAF in 1993-74. But BAF is still following 
traditional accounting system. Traditional pay, pension and inventory management 
system causes huge wastage of man-hour and efforts. In existing system, the efficiency 
of the whole financial management system of BAF is lacking behind compared to 
that of completely computerized system. Excessive loss of man-hour, slower decision 
making, and huge outstanding jobs can be identified as the key indicators of lower 
efficiency. The existing drawbacks can be overcome through computerized system. 
After computerization it would be almost paperless environment which will have quick 
decision making ability in the area of financial management system. Armed forces 
of different countries have already converted their traditional financial management 
system to a computerized one. Conversion to computerized system proved worthy in 
all cases. A dedicated team comprising BAF personnel and ICT professionals could 
be made responsible to implement this project where present infrastructures, resources 
and budgetary constraints must be taken into consideration.
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General Characteristics of Existing Pay, Pension & Inventory Management 
System in BAF

➢  Large Volume of Reports and Returns    Every month a number of 
financial reports and returns are to send in regular interval to Directorate of 
Finance which has occasional value only. Due to the absence of computerized 
system, it takes lot of man hours and efforts to prepare reports and returns. 

➢  Centralized Financial Planning and Control System      In BAF financial 
planning are formulated and controlled by Finance Directorate. In bases and 
units level there is no scope to prepare budget and get those approved. At 
present all financial data, reports and returns initially collected from bases and 
units level, on basis of collected data financial planning are being formulated.

➢  Lengthy Financial Requisition, Receive and Disbursement System      
At base level a lot of calculations are being carried out to prepare a financial 
requisition. After preparation those send to Air HQ for finalization and 
approval. Receive and disbursement of cheques to the recipients take huge 
time and efforts.

➢  Present Payment System in BAF     At present BAF personnel are getting 
monthly payment through Banks. TA/DA and few more other payments are 
being paid directly by accounts squadron of bases and units. The payment 
system of BAF is shown below:
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(Figure: Present Mode of Payments in BAF)

➢  Paper Based Accounting System    BAF is managing its financial 
management and accounting by following traditional concept of typing and 
printing. The computers are still no better utilized than upgraded typewriters. 
However, there were initiatives to establish Local Area Network and Wide 
Area Network (LANWAN). But the traditional accounting system remains 
almost unchanged.

➢  Lengthened Settlement Time     As financial management system of 
BAF is not fully computerized, it is difficult to access in the information as and 
when required. As a result it hampers quick decision making process as well 
as the settlements of financial unresolved issues.It also increases considerable 
staff work at the initiators end, which reduces reaction time at the end of 
execution. 
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➢  Techno-reluctant office environment  Officers and airmen in 
accounts squadrons of a base are not responsive enough to switch over to a 
computerized  accounting environment. Reluctance of the acceptability 
of modern technical knowhow tremendously hampers the initiation of 
computerized accounting system.

➢  Voluminous Filing and Reference Retrieval System      In accounts 
squadron it is frequently required to refer the policy and previous 
correspondences. Presently all accounting documents are normally destroyed 
every after 10 years. But in real scenario many a time it is asked by the auditors 
even after 10 years for the settlement of unresolved financial issues.

➢  Pension Settlement Process in BAF    Retirement is the ultimate 
phenomenon in the life of a service person. Lot of formalities are to finish 
for issuing the cheque of final settlement of a pensioner. It requires couple of 
months to settle the pension after crossing all the artificial barriers set by the 
policy. 

➢  Present Inventory Management System   A significant part of 
inventory management in BAF is done by Accounts Squadron. Accounts 
Squadron is mainly dealing with internal demand and issue vouchers, internal 
return and receipt vouchers, flying clothing card, external demand issue and 
receipt vouchers, flying clothing card and article in use ledger. The actions 
which are taken by Equipment section are lengthy and time consuming due to 
system. In present scenario it creates huge backlog of outstanding jobs. 

➢  Acceptance by the Audit Department        Audit department of Bangladesh 
depends on age old vouching system, rules and regulations. Auditors require an 
adequate knowledge to understand, evaluate, employ, test and control on those 
aspects of the system those are relevant to the computer accuracy and validity 
processing of accounting transaction through computer. But it is a matter of 
fact that the auditors are really reluctant to learn computer for an unknown 
reason, which considered main obstacle of computerization.
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A Study on Computerized Pay, Pension and Inventory Management System

 BAF has a good infrastructure which can be utilized effectively for computerization 
with minimum effort. The computerization of accounting system of BAF is depending 
on the directive of Air HQs. Before taking steps for a comprehensive computerization 
of Pay, Pension and Inventory management system the concerned decision makers in 
top level need to understand the importance of computerization. 

 A survey has been carried out amongst officers and airmen of Accounts Squadron 
of different bases and units regarding effects of computerization. 95% respondent 
opined that computerization will increase the performance and effectiveness financial 
management. Maximum of them thought that it will solve the shortage of manpower 
and will help to clear the outstanding jobs. On the other hand all of them are agreed to 
include FC (Air) in the system to increase the effectiveness of the computerization,it 
plays a vital role of financial management system in BAF.

 (Figure: Effects of Computerization in BAF)
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Comparison of traditional and computerized system

A comparison of traditional and computerized system including drawbacks & 
advantages are shown below:

(Figure:   Drawbacks of Existing Accounting and Inventory Management System)

Impact of Auditing on Computerized Accounting System

 In Air Force there are two types of auditing systems are in practice, those are pre-
audit and post audit. Pre-audit are those, which are audited before payments. On the 
other hand post audits are those, which are audited after payments. Maximum payments 



MIRPUR PAPERS 2014

136

are post audit in nature. Auditors periodically check the financial transactions on 
routine basis. They are very much depended on vouchers for auditing, because present 
accounting systems are fully paper based. 

 The auditor requires an adequate knowledge of the techniques of computer 
operation to function effectively in a computerized accounting environment. Therefore 
it is required for an auditor to develop the necessary skill to handle computerized 
accounting system.

Integration of BAF with Other Sister Services 

 Recently BAF has developed a Customized Software consisting of 48 modules/sub 
modules. It covers Flying operation maintenance, logistics and main activities of BAF. 
This WIMS (Warehouse Inventory Management System) Software already integrated 
with BAF Customized Software. From this integration BAF is getting basic information 
of items, procurement information and stock information as per requirement.

Prerequisite for Successful Implementation of Computerized System

 View point, Higher echelons, at the decision making level need to realize the prime 
necessity of the Computerized Accounting System. Once the decision makers are well 
convinced with the necessity, they can direct and drive on to implement that gradually 
keep the budgetary matter in consideration. 

 
Approval of Audit Department       Finance department of BAF is regulated by 
government’s rules, regulations and policies. In existing financial regulation there 
are number ofclauses which hinder successful implementation of Computerized 
Accounting System. 

 Formulation of Policy      Once the decision makers have set their mind, 
formulation of a viable and effective policy is the next area to step in. Obviously, 
this would come from Finance Directorate and C&E directorate on behalf of Air HQs 
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organized and supported by FC (Air). Subsequently, the Bases and Units should have 
their local policy focused on the implementation. 

Proposed Model of Computerized System 

 Basic Components of Computerization     Usually, there are four basic 
components of Computerized Accounting System. These are hardware, software, 
connectivity and data management. 

(Figure:  Basic Components of Computerized Accounting System)

 Connectivity      The network connected to all the Bases and Units of BAF is BAF 
LANWAN. An uninterrupted connectivity is a must for Computerized Accounting 
System. In the case of using customize software the network should have standby 
power supply. BTCL fibre optics acts as the main backbone which would be supported 
by three alternative means. The alternatives are BAF microwave networkand fibre 
optics leasing from private entrepreneurs.
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Development of Software     The biggest challenge of Computerization is to ascertain 
the requirement of users. Software developers should consider the following criteria:

➢  Development of Customized Software.   Development of customized 
software is actually the vital part of computerization. All the software is 
expected to have following attributes:

●  Probable Design of Software. A Base/Unit needs to maintain 
customized software for pay and inventory management.  In turn it should 
be connected to Air HQs maintained through central network. If there is 
a critical deficiency or mistake, Bases and Units will be automatically 
notified from Air HQs central database.

●  Integrated Software. The integration should prevail both within an 
organization and also between organizations as per hierarchy. For example, 
software designed for Accounts Squadron should be like within a Base it 
should be linked with the main database. Again it should be linked with 
HQs, BAF Record Office and FC (Air).Any change in the Bases/Unit 
would automatically make necessary change in centraldatabase. 
 
●  User Friendly Software. Customized software should be user 
friendly which can be operated by Officers’, Airmen and Civilians in Air 
force and FC (Air). If it is not then user friendly primary aim will not be 
achieved. 

➢  Security of the System. Security aspect of computerized accounting 
system needs to be addressed carefully. The sources of threat may be unauthorised 
users and computer viruses. Password protection and limited access of users 
can enhance the security. To ensure authenticity, digital signature may be 
incorporated in all cases of data entry. 
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Steps for Computerization of Pay, Pension and Inventory Management System 
in BAF

 Step-1:  Initial Efforts Using Existing Facilities and Formulation of an IT 
Policy      There had been many isolated steps to computerize accounting system of 
BAF. But it is a matter of fact that none of them could provide sustained service to the 
users. Some were efficient to some extent and rest all had difficulties and bugs in the 
software. On the other hand, adequate support from the developer firm was absent in 
most of the cases. These issues can be addressed in future to get maximum benefits 
from computerized accounting system. A complete IT policy should be formulated 
including back-up & recovery plan, responsibilities of different offices and a flexible 
approach towards future. The information security policy needs to be formulated to 
ensure safe practices, monitor usage and guard against network intrusion & breach of 
network security. 

 Step-2: Development of Infrastructure and Organization       The infrastructural 
and organisational development is very important to establish a computerized accounting 
system. The infrastructural development is a big concern for BAF to establish an 
integrated computerized pay, pension and inventory management system. The present 
manpower is sufficient to supervise and monitor the computerized accounting system. 
The present network connectivity is sufficient to start. The network connectivity needed 
to be increased in all bases and units. C & E Directorate needs to be restructured basing 
on future roadmap. 

 Step-3: Acquisition of Necessary Hardware and Development of Software 

➢  Hardware. Hardware is an integral part of the information system 
infrastructure. This hardware consists not only of the computers used in an 
organization but also of networking hardware. While the computing hardware 
is integral to an organization’s information system infrastructure because it 
is needed to store and process organizational data, the networking hardware 
is needed to connect the different systems to allow for collaboration and 
information sharing. The central server along with a mirror server is to be 
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physically located at two different geographical locations for the purpose of 
disaster recovery. Each formation is to have local server to avoid the traffic 
congestion in the central server. Hardware failure and damage is a very common 
phenomenon in any system. Necessary coordination needs to be done with 
concern vendor for quick supply or replacement of any hardware for smooth 
functioning of the system.

➢  Software. There are many qualified software companies are available 
in our country. They are capable to develop customize software, networking 
and maintenance. After development necessary modification can be done by 
qualified personnel of Air force.

 Step- 4: Training of Technical Personnel and Users

 Bangladesh Air force has sufficient exposure in IT matters. A group of expert officers 
already worked for different Directorates, Bases and Units. But for computerization of 
accounting system team needs to be increased in number.  Potential officers and other 
ranks from different bases and units need to be trained.Besides, it is necessary for 
‘Project Implementation Team’ to go to abroad to observe computerized accounting 
system in the military forces of some other countries. To train up the personnel at an 
optimum level it would take at least 3 / 4 years.

 Step- 5: Trial Operation of Digital Office Management System in a Specified 
Formation

 This is the most crucial phase. The total system should be deployed at a standard 
division as pilot project. Technical personnel should be around to help users in getting 
familiar with the system. Officers at different level need to be motivated to implement 
the system at their levels. No paper based accounting should be allowed after the specific 
date. The technical experts need to be very cautious to keep the system functional. Any 
interruption at any level should be addressed instantly for smooth functioning of the 
system. 
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 Step- 6: Investment, Implementation and Operation of the Project 

 It is a matter of fact that Initial investment to switch over to a computerized 
accounting system is quite costly. But as BAF has a well-established networking system 
and infrastructure it will not require a huge amount of fund for the infrastructural 
development. Integration of a unit within the existing network structure requires small 
amount of money. Periodical maintenance is also very less. Only the requirement is 
cables and computers to be integrated within the available network structure. The main 
expenditure in this project for BAF would be the development of a customize software 
which will be able to fulfil the requirements. It might seem that initial investment 
is quite huge but it would minimize the overall expenditure in course of time. On 
the other hand it will increase the efficiency and save man-hour which will help to 
overcome the difficulties prevailing for the shortage of manpower. 

Implementation of Computerized System in BAF

 General       Implementation is one of the most vital parts of computerization of 
an organization. Selection of the right approach of implementation, leads the way to 
success of computerization. On the other hand influential factors of an organization are 
to be considered with utmost care during implementation. 

 Acceptance by Top Echelon      Top echelon, at the decision making level 
needs to realize the prime necessity of the Computerized Pay, Pension and Inventory 
Management System. Once the decision makers are well convinced with the necessity, 
they can direct and drive on to implementing that gradually keeping the budgetary 
matter in consideration.

 Approval of Controller and Auditor General      Approval of Controller and 
Auditor General is the first and foremost requirement of successful implementation 
of computerized accounting system as they are the most influential part of financial 
management of BAF.
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 Formulation of Policy      Formulation of a variable and effective policy is very 
much required to regulate the whole system. Obviously this would come from C&E 
Directorate on behalf of Air HQ organized and supported by Finance Directorate. 
Subsequently, the bases and units should have their local policy mainly focusing the 
implementation. 

 Process of Implementation of New System      Implementation of a new system 
is an important decision which is to be taken by higher echelon. A good strategy of 
implementation can leads the way to success. The deciding factors depend on the nature 
of jobs of the organization on which it is going to be implemented. Four strategies can 
be used for converting existing system to a new system. Those are as under: 

Direct Approach     Direct implementation is the approach by which the 
user simply stops using the new one. 

Parallel Approach      Parallel implementation is the approach by which 
old and new systems are operated side by side until the new system has 
shown it is reliable. 

Phased Approach     Phased implementation is that parts of the new system 
which is phased in gradually, perhaps over several months. An implementation 
with the parallel approach is prudent although it can be expensive.
Pilot Approach      Pilot implementation is the approach by which the 
entire system is tried out by only some users. Once the reliability has been 
proved, the system is implemented with the rest of intended users. 

 The best way of implementation would be the pilot approach, because the 
implementation would not be hampered the present system. On the other hand, once 
the reliability will be proved, the system would be implemented with the rest of the 
intended users. Any minor modification in the time of implementation can be done 
easily and effectively; which will be resulting an efficient, full proof and user friendly 
system. In light of the above the best approach for Air force would be pilot approach. 
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Conclusion

 Traditional system causes huge wastage of man-hour and efforts. Existing 
drawbacks can be overcome through computerized system. After computerization it 
would be almost paperless environment which will have quick decision making ability 
in the area of financial management.

 To get the benefits of computerization effectiveness and limitations of present 
connectivity of BAF needs to be studied before jump into the computerization.  

 The biggest challenge of computerized accounting system is to develop a customize 
software. It needs proper integration and compatibility as well. Security aspects need 
to be given highest concern in this regard.  

 Formulation of a comprehensive IT policy is one of the important steps which 
would act as a prime mover of the whole process. Infrastructural reform plan and 
preparedness in terms of hardware and software should go simultaneously.The project 
may be executed in different phases to solve budgetary constraints if there is any. 

RECOMMENDATIONS

Based on the above discussion followings are recommended:

➢  Development of Software     Experienced software development farm 
may be employed to develop the software with the assistance of the experts of 
Finance Branch. 
➢  Involvement of FC (Air) Personnel      Assistance may be taken from FC 
(Air) experts to develop a full proof system which does not contradict with the 
existing audit system.

➢  Implementation at User End     All level of officers of finance branch 
should be motivated to pursue the project to be implemented at Bases, Units 
and FC (Air). One team may be formed as a project implementation team for 
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successful implementation of the project. 

➢  Training      For implementation selected officers, JCOs and NCOs of 
finance branch may be sent for the training on software. ‘Project Implementation 
Team’ may be sent abroad to observe few functional computerized accounting 
system of modern armed forces with a view to develop the concept. 

➢  Formulation of Policy     Financial policy should be modified for the 
successful implementation of computerized system. An IT policy may be 
formulated by C&EDirectorate to implement computerized pay, pension and 
inventory management system in BAF in different phases. 

➢  Rearrangement the Organizational Support     A dedicated ICT cell 
may be raised to support the entire computerization process. The personnel 
involved in the project must not be posted till the completion of the project.
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FROM COMBAT POWER TO FIGHTING POWER IN RELEVENCE TO 
THE CENTRE OF GRAVITY

Wg Cdr Muhammad Mushtaqur Rahman, afwc, psc

Introduction

 In our studies of military power, physical elements generally dominate as pivotal 
instruments. We believe in what we see. The affairs of metaphysical elements are 
ignored at time in the face of materialistic viewpoint. Military manuals and pamphlets 
have hardly underscored the requirement of mental and moral elements, except 
mentioning them in places with mere apatheticexpression. Although some intangible 
aspects including leadership is mentioned quite significantly, but the innate human 
faith and spirit, those go beyond immediate intangibles, are missed out. Again, when 
we tend to signify the spirit and innate elements, we disremember the physical and 
objective instruments. Off late in our services, the concept of moral elements is floated 
to bond between combat and fighting power. But the conversion between them as 
supposed has got some flaw of isolation. This paper will deal with this very concept 
with a view on setting the Centre(s) of Gravity. 

Introduction to ‘Fighting Power’ as Moral Factor

 Faith Based Approach in Wars       Quite opposite to the physical domain of the 
warfare, the psychological/spiritual domain also became an area to bring changes in the 
conduct of warfare. We get its support from the ancient wars. 1Prophet Usha(Jashua) 
Ibn Nun (peace be upon him) launched a war to Israel from very powerful armies of 
Amaleks. His companions were afraid for such expedition because of the might of the 
enemy. But Prophet Joshua (pbuh) gains strength from these words of Prophet Moses 
(peace be upon him): 

“And Moses called Joshua, and said to him in the sight of all Israel: Be strong 

_______________________________________ 
1 This particular concept is conceived from a presentation on Evaluation of Land Warfare by Colonel (Now 
Brigadier General) Abu Naser, psc at Defence Services Command and Staff College in May 2012.
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and of courage, for you shall go with these people into the land which the 
LORD has sworn to their fathers to give them; and you shall cause them to 
inherit it.”2

Finally Joshua won the war.  3And Holy Qur’an also testifies:

“It has often happened that a small group by the grace of Allah has vanquished a 
mighty army. Allah is with those who endure with patience.” (Al Qur’an 2:249)

 This is evident in numerous battles and wars of Muslim history, be it during 
Prophetic Period at Badr(622), or at Yarmurk by Khalid Bin Walid (635), or by 
AlpArsalan at Malakard(1171), or by Sultan (Fatih) Mahmud at Constantinople 
(1453). Today, when Afghan Mujahedeens fightsback mighty Soviet invasion and 
Hizbullah downfalls boastful Israel in 2nd Lebanon War, this Truth has once again been 
revealed. Needless to mention that even Jew Israel, claiming themselves a follower of 
Moses (PBUH) and Judaic Faith, had carried out incredible series of air strike over 
Canaanites Egypt in 1967 War being inferior in air power. Surely, their courage was 
not a secular byproduct. Nonetheless, courage may also be a secular byproduct but not 
non-idealistic in full, like of Russians, Vietnamese and Chinese, powered by moral 
cause of patriotism and Proletarian ideology.    

 ‘Fighting Power’ in Western Military Literature    The US Land Force 
currently defines Fighting Power as “the ability to fight” consisting of three essential, 
inter-related components (or ‘planes’), the physical, intellectual and moral. 4Martin van 
Creveld’s definition says: “sum total of mental qualities that make armies fight.” Built 
_______________________________________
2 Chapter 31:07 of the fifth book of Old Testament
3 Chapter 10:42 of “Book of Joshua” in Old Testament of Bible mentions,” And all these kings and their 
land did Joshua take at one time, because the LORD, the God of Israel, fought for Israel.”
4 B-GL-300-001/FP-001 Land Operations , 2008, 4–1, 4–2. This definition is based on NATO Allied 
Administrative Publication 6 –AAP, Glossary of Definitions and Terms, 2006). A 2001 Land Force study 
of future army capabilities stressed that the cognitive (moral component) “involves the psychological or 
mental processes whereby beliefs, motives, ideas and emotions coalesce to establish resolve.” Future 
Force: Concepts for Future Army Capabilities , 79. This study advocates the substitution of the term 
cognitive for moral “as it better describes “the where and how will is created.
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on mental, intellectual and organizational foundations, Fighting Power is manifested 
“in one combination or another” as: discipline and cohesion; morale and initiative;
courage and toughness; and willingness to fight and readiness to die.5 The term 
‘readiness to die’ needs deeper reflection in regards of ‘faith’ and ‘rejection’. 
Rejectionist philosophy requires far stronger moral motivation to die that believes as 
‘They say: “What! when we are reduced to bones and dust, should we really be raised 
up (to be) a new creation?’ (Al Qur’an 17:49); whereas it is easy to motivate people of 
faith in hereafter to die because ‘Let those fight in the cause of Allah Who sell the life 
of this world for the hereafter. To him who fighteth in the cause of Allah,- whether he 
is slain or gets victory - Soon shall We give him a reward of great (value).’ (Al Qur’an 
4:74)

Conversion of Combat Power into Fighting Power

 Dynamics of Combat Power      In order to achieve victory at minimal cost 
commander seeks to apply overwhelming combat power. Combat power is created 
by combining the elements of maneuver, firepower, protection, and leadership. Their 
effective application and sustainment, in concert with one another, will decide the 
outcome of campaigns, major operations, battles, and engagements. Leaders integrate 
maneuver, firepower, and protection capabilities in a variety of combinations appropriate 
to the situation. 6Rather, it is imperative that the dynamics of combat power to be 
integrated and well sequenced for an optimum achievement. For example, fires are 
used to create opportunities for manoeuvre. If we examine the US forces manoeuvre 
in Iraq War we find that the concept of US Force’s Manoeuvre was to avoid strength. 
US 3rd Infantry Division made a manoeuvre towards Karbala from west and 1st Marine 
Expeditionary forces advanced towards Baghdad from east. The fire power played its 
dynamic between 2nd and 10th April 2003: in the battle of Al Hillah, south of Baghdad, 
US 101 Airborne Division concentrated huge fire support both from air and ground 
based fire assets to clear the southern entry to Baghdad. This was an example of use 

_______________________________________
5 Martin van Creveld, Fighting Power: U.S.-German Performance, 1939–1945 (Westport, Connecticut: 
Greenwood, 1982), p.3. 
6 U.S. Army, Field Manual 100-5, 1994.
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of Fire power of Air Force in support of quick invasion at land. 7Now, when all four 
dynamics of combat power combines, it is like a quadrant of musical fit. But, it does 
only combination, not synergy; and the combination might decay without a cognitive 
element of synergy. Here comes the moral element in the dynamics of combat power. 
“Fighting Power represents the moral complement to combat power. It is the synergy of 
moral factors within a military unit that creates moral force. Moral force allows a unit 
to withstand casualties and setbacks and successfully engage in extended combat. The 
generation of fighting power allows a unit to impose its will upon the opponent.”8

 
 Integration of Moral elements into Combat Element       It is agreed well that 
moral element can enhance combat power to a level of fighting power. But there should 
be a clear idea either the moral element to be added up with composite combat power 
or it would be added up with dynamics of combat power separately. It is perceived 
that the later concept is better where each elements of combat power to be added with 
moral element separately. It can be expressed arithmetically in following way:

Consider,  C= Combat Powers, M= Moral Elements, F=Fighting Power

 mv = manouvre, f = firepower, p = protection, l=leadership

First Version ∑C + M = F [When moral element is added up with composite combat 

power] in such case the moral elements (faith) would be added up with sum of combat 

power:]

Second Version M x ∑C = F [Added up with dynamics of combat power separately]

    M x (mv+f+p+l) = F         

 m x □M + f x □M + p x □M + l x □M = F

 
 The moral co-efficient for each element of combat power may be arranged in 
following table. 

_______________________________________
7 Grant, Rebecca, ‘Hands in Glove’ Air Force Magazine July 2003,p.34.
8Rickard,Captain John N., “The Canadian Army and Fighting Power,” The Army Doctrine and Train-
ing Bulletin VI, 3 (Fall/Winter, 2003): 34
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Table 1: The moral co-efficient for each element of combat power

Combat Powers Dynamism Co-efficient (Spirit) of Moral Element

Maneuver Move of combat forc-
es to gain positional 
advantage, usually in 
order to deliver - or 
threaten delivery of - 
direct and indirect fires

And don’t be weak in the pursuit of the enemy; if you 
are suffering (hardships) then surely, they (too) are suf-
fering (hardships) as you are suffering, but you have a 
hope from Allah (for the reward, i.e. Paradise) that for 
which they hope not, and Allah is Ever All-Knowing, 
All-Wise. (Al Qur’an, 4:104)

Firepower Provides destructive 
force; it is essential in 
defeating the enemy’s 
ability and will to fight
can be direct or indirect, 
even non-lethal.

And He sent against them Flights of Birds, 
Striking them with stones of baked clay. 
Then did He make them like an empty field of stalks and 
straw, (of which the corn) has been eaten up.(Al Qur’an, 
105:2-3) 

Protection Conserves the fighting 
potential of a force so 
that command can ap-
ply it at the decisive 
time and place

Those who disbelieve wish, if you were negligent of 
your arms and your baggage, to attack you in a single 
rush, but there is no sin on you if you put away your arms 
because of the inconvenience of rain or because you are 
ill, but take every precaution for yourselves. (Al Qur’an, 
4:102, later part)
When you (O Messenger Muhammad Sm.) are among 
them, and lead them in As-Salat (the prayer), let one 
party of them stand up [in Salat (prayer)] with you tak-
ing their arms with them; when they finish their prostra-
tions, let them take their positions in the rear and let the 
other party come up which has not yet prayed, and let 
them pray with you taking all the precautions and bear-
ing arms. (Al Qur’an, 4:102, initial part)

Leadership Leaders integrate man-
ouvre, firepower, and 
protection capabilities 
in a variety of combin-
ing appropriate to the 
situation.

And obey Allah and His Messenger, and do not dispute 
(with one another) lest you lose courage and your strength 
depart, and be patient. Surely, Allah is with those who 
are As-Sabirin (the patient ones, etc.)(Al Qur’an, 8:46)
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‘Fighting Power’as COG

 The COG Analysis CoG analysis seeks to determine the relative strengths 
and weaknesses of the principal protagonists.The Critical Capability (CC) of fighting 
power can deliver both offensive and defensive ability to deny any probable adversary. 
It’s Critical Requirement (CR) includes both the Joint Forces firepower and the moral 
of the men behind the firepower. Now if in any case the moral can be made fragile, it 
appears as Critical Vulnerability (CV).  But if the moral is protected by ‘faith in Allah 
with patience’ and the unity amongst the forces (refer to the verse Al Qur’an, 8:46), than 
it is very difficult to penetrate. If faith itself is weak in nature, then it turns as lucrative 
CV to the adversary. We may look into the ‘ways’ to disrupt this fighting power so 
that we can protect this CR if at all it turns into CV for us, as well as we can attack our 
adversary’s one.  JDP 5-00 (2nd Edition) gives us a nice clue here; it suggests that it 
should be ‘predominantly indirect ways and means to target the conceptual and moral 
components of an opponent’s fighting power.’ 

 ‘Fighting Power’ Through System of System Analysis (SOSA)     SOSA has 
vast connotation of how a system has its backward linkage of sub-systems. SOSA 
refers huge option for mental and moral affair since it moves deeper enough into the 
system to sub-system, and sub-system to further subsystem. Following expression 
refers that SOSA may hold the moral elements quite clearly when it is referred to a 
‘range of homeodynamic efficiency (RHE)’ that denotes: 

‘An abstract characterization of the relationship between environmental stressors 
(including physical, cognitive, and emotional types), the state of intra-human 
mind/body communication pathways, and homeodynamic effectiveness…’ 9

 Here we find few important elements.Although the ‘cognitive, and emotional 
types’ not necessarily refers to faith in religion, but faith in religion can be a strong 
determinant of that. 

_______________________________________ 
9Jeffrey A. Smith, JayashreeHarikumar, and Brian G. Ruth (2011),  An Army-Centric System of Systems 
Analysis (SoSA) Definition ARL-TR-5446 February 2011
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 ‘Fighting Power’ as COG in Level of War      Generally, in the operational 
level, the CC-CR-CV remains more tangible and that may move intangible as the level 
of war goes up. Thus, ‘Combat Power’ of the forces may appear as a CG in Operational 
level with its objective derivation of total Order of battle (ORBAT), the ‘Fighting 
power’ might turn as a COG in Strategic Level. However, we must not forget that 
moral of a soldier exists at field level, but its COG analysis derivatives match at much 
higher level. So when we take this intangible CR, we may consider it’s impact in all 
levels, but we may deal with it as to operational art in higher level. We also can say 
that keeping the moral of soldiers high is important by saying ‘do not worry, they are 
not much in number.’ As Allah says:

‘And remember) when Allah showed them to you as few in your (i.e. 
Muhammad’s sm.) dream, if He had shown them to you as many, you would 
surely have been discouraged, and you would surely have disputed in making 
a decision. But Allah saved (you). Certainly, He is the All-Knower of what is 
in the breasts. And (remember) when you met (the army of the disbelievers on 
the Day of the battle of Badr), He showed them to you as few in your eyes and 
He made you appear as few in their eyes, so that Allah might accomplish a 
matter already ordained (in His Knowledge), and to Allah return all matters 
(for decision). (Al Qur’an, 8:43, 44)

 Hamza Yusuf, a US Islamic scholar explains this verse in a way that, actually 
the Qafir (Non-believers) were less, because despite being the numerical superiority, 
they did not have Allah with them, and the Mumin (The believers) were more, because 
despite of numerical inferiority, they had Allah with them.  10Here we find that the CC 
of Combat Power (Enemy ability to exert better ORBAT) is subdued by the CR of 
Fighting Power (Having faith in Allah).

_______________________________________ 
10Yusuf, Hamza, An Element of Success, a presentation delivered at Torento, Canada (Extracted from 
http://www.youtube.com/watch?v=VYD3vI5efEc)
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Conclusion

 We should have two fold understanding of exerting ‘Fighting Power’ in us. We 
should exercise extreme caution while relying on any metaphysical elements. For a 
smaller force, we must need to enhance our Combat Power so long it is objectively 
poorer than that of our adversaries. Next, in our military academics, spiritual motivation 
on ‘faith based war fighting capability should exist more dominantly. We may tell, 
reasonably though, to our soldiers, sailors and airmen that ‘you are invincible’ powered 
by faith.  This way we can bring an equation to warring parties ‘Fighting Power.’
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