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Abstract

Bangladesh has witnessed a parallel process of economic growth driven by, and
associated dispossession of labour. The Gross Domestic Product (GDP) has been
lifted to a decadal average of six percent in recent time. The country has also moved
forward in the realm of social indicators, despite a third person living below the so-
called poverty line. Despite the development of human resource remaining in the
heart of such development, still such development of human resource remain slow.
Against this backdrop, this research finds the key question: can this type of
development of human resource in industrial sectors enable the economy to a
sustainable path required to accelerate the overall development of the country?

This study is based on survey data. The study indicates that, ever increasing
pressures to sustain, in the context of growing need have pushed people to engage in
income generating activities. The option for people to make choices and to claim
rights to decent employment has remained elusive in the context of survival and
hence has been subjected to injustices and dispossession. The research work also
finds that there is a huge lack of skill development programmes among all the
industries. The study also reveals the association of different variables of the
respondents with their income satisfaction along with industrial production. The
logistic regression analysis demonstrates the significant effects of different
respondent’s characteristics on their income satisfaction, their participation in the
decision making process of the industry, their work place environment and their
promotion status.

These analytical results may helpful to the policy makers, planners and researchers
in developing suitable programmes addressing the case of human resource
development in industrial sectors through out the country.
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Chapter One

Research Perspective

1.1 Introduction

Human resource development (HRD) is concerned with improvements in the quality
of people as agents of production in developing economies (Meier, 1995). Natural
resources and accumulation of capital remain important, but improvements in human
factor are considered decisive (Johnson, 1964). The issue has emerged in recent
decades as central piece in policy formulations for economic development. In
addition, human resource (HR) is a key input of organizational development and
HRD is considered to be a major operation to gain comparative advantage in
production in the new millennium. Industry is one of the biggest contributors to
human resource development. However, from the industrial points of view,
industrial strategies do not properly reflect the human resource development towards

their employees.

The role of HRD is particularly important when employees enter an organization
(Holton, 1996), because it is through HRD practices that new employees can be
initially socialized by being introduced to the organization’s values, norms and
culture. Also, organizational socialization has been identified as an important facet
of organizational functioning (Fogarty and Dirsmith, 2001). Research on both HR
and HRD areas have found that practices related to HR and HRD have had
significant influences on employee’s work-related attitudes. Research has found that
HR practices such as recruitment and selection, compensation and rewards system,
assessment and training influence numerous employee’s work-related attitudes (e.g.
Robertson and Mindel, 1980; Ogilvie, 1986; Meyer and Smith, 2000; Park, et al.,
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2003). Perception of human resource practices was more important than the actual
practices with regards to its influence on employee’s commitment (Kinicki, Carson
and Bohlander, 1992). Therefore, it is important to identify some of the variables
those are truly related to the industrial strategies as well as its impacts on human

resource development.

Human resource development has currently emerged as a concerning field of study,
seeking answer to strategic questions that conventional wisdom has not satisfactorily
provided. In the recent years, Bangladesh has made a good progress in some of the
areas of human resource development but the progress is not satisfactory. If
economics is concerned primarily with economic equilibrium, productivity of labour
and cost of production and related problems, it does not have much to offer in
determining a realistic strategy for the effective utilization of HR either at the micro
or macro level. Bangladesh is a developing country and the situation of HRD is not
high. There is a huge lack of information about human resource development in
industrial/organizational sector in Bangladesh. It may be inferred that there is no
clarity about the constituents/components of human resource development and
divergent views in this regards have not made it possible to develop the system of
human resource development in industrial/organizational sectors. In this study, an
attempt is made to explore some of the determinants of human resource

development in the industrial sectors.

1.2 Significance of the Study

One of the most important problems faced by almost all of the third world countries
in these days is of development. The main feature of these countries is that they are
not able to exploit their own productive resources including the human factor in an
optimal way to sufficiently provide for the basic needs of their population. Human
resource development (HRD) is such a phenomenon where individual’s inner urges,
his genious, his potentials are to be so developed as to make him capable for
fulfilling not only organizational goals but also his personal as well as societal goals.

Human resource development (HRD) blends the organization, individual and the
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personal functions. The interest in the human resource development (HRD) arises
from the realization that lack of the development of human resource (HR) posed
obstacles to development as formidable as those of scarce resources, inadequate

capital and insufficient technology.

It is currently accepted that human resource development (HRD) is the key towards
a developed and industrialized society. At the industry level human resource
development (HRD) is not only essential but critical to a company’s survival. There
is an intrinsic importance in modern industry where market and technology are so
volatile that failure to proact to change and be innovative will result in a company
being driven out of business. A company that is short on capital can borrow money
but a company that is short of the required human resource (HR) has little chance of
survival either in the short or long term perspective. The rising thought of human
resource development (HRD) puts people at the center of development, because

development is not only by people, it is also for people (Arya and Tandon, 1998).

The rapid pace of industrial development driven by technological progress implies
continuous learning and education dissemination of knowledge and skills. Most
practitioners in the field of organizational development (OD) and human resource
development (HRD) today would agree that changes has become a constant
phenomena that must be attended to and managed appropriately in order to ensure
organizational survival (e.g. Beckhard and Pritchard, 1992; Burke and Church,
1992; Kanter, Stein and Jick, 1992; Kissler, 1991). Unfortunately, large majority of
organizations have yet to recognize the strategic importance of human resource (HR)
and human resource (HR) people have yet be recognized as partners in the strategic

planning process (Sikula, 2001).

Like many other developing countries in the world, in Bangladesh, the average per
capita income is as low as proportion (percent) of population below the poverty line
($1 PPPa day) 36.3% (GoB, 2005). For this consideration, human resource

development has become a thinking issue and integral part of the development not
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only in Bangladesh but also in the global context. As literature shows, only a limited
research is done to study the relationship between the various human resource
development components and the development of the organization, but this issue is
important for Bangladesh since the country is an under developed country. It is hope
that this study will help policy planners for formulate suitable programmes and
future strategies addressing the issue of human resource development in industrial

sectors.

1.3 Review of Human Resource Development (HRD) in Developed and
Developing  Countries

In 2012, the jobs outlook is increasingly daunting. Overall, the crisis has increased
the backlog of unemployment by 27 million worldwide, with an unprecedented 200
million persons without work (ILO, 2012a). Under such circumstances, development
of human resource is urgently needed. Development or growth of a nation/country
largely depends on the development of its human resources. It is very interesting to
note that when a country begins to rise in the table that represent economic
development, this raise is accompanied by a process of investment in human
resource development (HRD). As human resource development (HRD) is a key to
external success and for development, human resource development (HRD)
investments became essential at a sustained level. The following countries are

selected regarding the mentioned matter.

USA: The USA is rather old in human resource development (HRD) terms.
Regarding human resource development (HRD), the investment in education began
very early in the United States due to the Dutch and British influence and to the
Protestant Religion. Additionally, in the beginning of the 20™ century the USA was
the place where the sociological theories of labour were put in place. Since, 1920s,
the USA had a system of education and training which was both quantitatively
general and qualitatively strong. By the same time, the Federal Government began to
fund huge training programmes (Lalonde, 1995). The private investment in

education and training was also huge, done by companies, private universities, and
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individuals. The idea of the USA as the ‘land of opportunity’ was also coupled with
the idea that in the USA both rule of law and the competences of individuals and the
organizations shaped the day life of everyone. Therefore, the USA are the country
for which more studies have been made concerning the impact of the human
resource development (HRD). Most of the studies point to the positive effects of
education, training, competences and experience on the economy (Heckman,
Lalonde and Smith, 1999).

Japan: The Japanese investment in human resource development (HRD) began in
the 19™ century, when primary schools were introduced. The Japanese economy was
already preparing to become one of the world leading players after World War 11
(WW I1). From that moment on, compulsory education was of nine years, and most
children followed it by three more years of education. Furthermore, Japan is, since
World War Il (WW II) famous for its on-job training system, which evolves around
the concept of life long training, life long jobs, and lean thinking. That system is
made within a Conservative Welfare State (Ferrara, et al., 2000). Japan has a very
high level of demand and supply of human resource development (ILO, 2008, UN,
2008), which results in a very high level of equilibrium, and in a need that is resulted
to the urgency of continuing to be among the best and not to the idea of catching up.
Evidently, in Japan, the public sector, the companies and the individuals’ investment
in human resource development (HRD) is very high. The investment in human
resource development (HRD) is also maintained by a very high level of human
resource development (HRD) facilities, which can be considered to describe the

stock of human resource development (HRD).

Brazil: Economically, Brazil has an agricultural economy and human resource
investments in Brazil were small over the country’s history. That situation means
that Brazil has big need of human resource development (HRD) if the country is to
become one of the most developed in the world. The idea, that human resource
development (HRD) is beneficial to the economy and to the society has confirmed

by several studies (Regnier, et al., 2001; Bonfour and Edvinsson, 2004). Prioritizing
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this, only recently basic education and training became social rights to be enforced.
Some private funded training programmes existed, which created a “labour force

elite”.

Russia: Russia is a very special case, because during the Communist regime
significant investment in human resource development (HRD) were made. The high
level of education of the Russian labour force inherited from the Communist Era is
an important economic asset for Russia. The investments is human resource
development (HRD) is high and the stock of human resource is also high. Russia is
one of the countries in relation to which the macroeconomic effect of human
resource development (HRD) have been calculated and the returns found have been

positive (Psacharopoulos and Patrinos, 2002).

China: China has begun investment massively in human resource development
(HRD), when the country began to be integrated in world economy. Human resource
development (HRD) in China is quantitatively high but qualitatively low (UN, 2008;
ILO, 2008). Recently, the investment in human resource development (HRD) has
been increasing and in consequence the stock of human resource development
(HRD) was also increased and human resource development (HRD) had an impact
on China’s economic success in the last two decades (UN, 2008; Bonfouir and
Edvinsson, 2005).

India: In the last two decades, the investment in human resource development
(HRD) has increased and India became more and more integrated in the economic
world and more and more a global power. However, the investment in human
resource development (HRD) is small and is unbalanced, and the stock of human
resource development (HRD) is also small and unbalanced as compared to others
developed nations. This situation is important not only in economic terms but also in
social terms because human resource development (HRD) could be a way of solving
India’s big and increasing inequality problems (UN, 2008). Therefore, the lack of

human resource development (HRD) is a cause of India’s economic problems.
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Bangladesh: The concern for policy and action planning guideline for human
resource development (HRD) in Bangladesh stems from the recognition that the
economic progress of the past several decades, notable as it has been, has not led to
the eradication of widespread poverty in the country. This is due, in part, to the
limited attention paid to the human resources (HR) as a crucial means as well as the
unlimited end of development. However, there are some progresses in the
development of its human resources (HR) since independence, but the investment in
human resource development (HRD) is still low in Bangladesh. Human resource
development (HRD) issues are directly linked to the quality rather than the quantity.
However, in Bangladesh, the human resource (HR) is quantitatively high but,
qualitatively low due to the proper investment in this sector. Human resource
development (HRD) is not only training the people but also managing the people.
Without developing its human resources, desired economic growth might be elusive.
Realizing this, the government’s allocation in this sector has increased over the years
(MoF, 2010). It is long way to go to achieve the expected targets by developing its

human resources (HR).

1.3Review of Literature

As the idea of cardinal measure of human resource development (HRD) is very
recent, so, the researchers in human resource development (HRD) are very hardly be
found in literature. Despite these, there are various articles on human resource
development (HRD) but most of those concentrated on training and education. Some
of the papers concentrated to study the formal education, like school, college and
university education. Some of the study concentrated to study military education and
technical education. None attempt to study all the components of Human resource
development (HRD) as a whole. However, some of the selected studies have been

overviewed below:

Peng (1996) explained that grain in something that is planted once and produce only
a single harvest. Trees are planted once but may produce ten harvests. Men are

things that are planted once but may produce a hundred harvests. First and the
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foremost elements in human resource development (HRD) is education, which plays
an important role for development of social and economic conditions of individuals,
because it improves and flourishes the mental approach in true sense and brings
confidence for doing something. It enhances the capabilities, improves efficiency
and productivity of a man. Education is essential tool for human resource
development (HRD) and necessary ingredient for sustainable socio-economic

growth.

Haines (1997) supported that there are firms that “view their human resource (HR)
as an expense rather than asset- an element that is expendable and perhaps discarded
when the skills possessed becomes absolute; however when human resource (HR)
are viewed as an asset, companies enhance individual value through training and
human development (HD) and ensure continued contribution to the organization”.
The importance of human resource (HR) for the corporate performance has in any
case proved both in the literature and empirical research conducted in all industrial

sectors.

Harrison (1997) suggested that human resource development (HRD) is essential for
organizational strategy, external labour market strategies, change in internal labour
market needs and the value system within an organization. Much of the literature
appears to be positing that investment in employees will chance learning and
performance. However, the small firms facing difficulties cater appropriate system
in the organization due to financial constraint. If the small and medium scales
enterprises (SMEs) can overcome this hurdles therefore small firm also can be
outperform. Human resource development (HRD) is generally preoccupied with
activity and it is proven that there is a casual link between human resource

development (HRD) investment and organization and business performance.

According to Jarboe and Yudken (1997), a high performance work system seeks to
enhance organizational performance by combining innovative work and

management practices with recognized work flows, advanced information system
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and new technologies. Most important, it builds on and develops the skills and
abilities of fronting workers to achieve gains in speed, flexibility, productivity and

customer satisfaction.

Mathews (1998) noticed that, “before diversity strategies are implemented, the
organization’s cultural environment, management and evaluation system should be
examined to ascertain if existing personnel/human resources (HR) processes will
support or hinder diversity in the organization; then, appropriate strategies can be

designed to develop and manage diversity based on these findings”

In a study of Bontis (1999) it was found that in order to become organizational
assets of the firm, the primarily concern of the firm is to develop, release and use
knowledge tied to individuals effectively, and to put it into action to achieve some
desired results in terms of products, processes, and services. The organizational
capital within the firm can be more or less constructive in terms of utilizing the
human resource (HR) to its fullest potential, depending on the organizing principles
by which relationships among individuals, within and between groups and among

firms are structured.

Cohen and Levinthal (2000) explained a key element in management of the learning
process is to invest in absorptive capacity and prior knowledge in the firm through
skill upgrading, advanced technical training and investment in research and
development activities, which enhance the knowledge base and permit the
individuals to make sense of and acquire new knowledge. An early lack of
investment in a particular area of expertise may foreclose the future acquisition and

development of knowledge.

Hill and Stewart (2000) on a case study, research into human resource development
(HRD) within three small and medium scales enterprises (SMESs) firms, investigated
employers attitudes towards learning, examined the link between career structures

and training in organizations of all sizes. They also found that small organizations
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lacked of career structure which did not guarantee promotion and training.
Therefore, small firms have difficulties to progress and compete with larger firms
whereby the employees have low motivation to perform. This is a major hurdle that

small firms faced especially in the developing countries.

In accordance with the suggestion by Klein (2001) that human resource development
(HRD) researchers should focus on organizations that include a broad range of
industries and occupations the temporary employees participating in the study
performed their work at organizations that included manufacturing, retail and
financial services. These temporary employees were also from a variety of
occupations such as clerical, industrial and technical. human resource development
(HRD) researchers should seek to replicate these findings beyond the types of

organizations and types of workers.

According to Rigg and Trehan (2002), human resource development (HRD) in small
organizations took a discourse perspective on organizational learning and
development. A qualitative approach is used to identify the three elements. Their
findings showed that human resource development (HRD) practices were
misconstrued in small and medium scales enterprises (SMEs). In today’s
organizational learning and development go well beyond the individual who
attended the course and formal human resource development (HRD) investment is
undetermined by organization processes that prevented learning. Therefore, formal
human resource development (HRD) activity alone can give a highly distorted
perspective. Moreover, the human resource development (HRD) within small and
medium scales enterprises (SMEs) indicates a need for research that enables the

human resource development (HRD) in action for small firm development.

As rightly emphasized by Williams (2002), human resource (HR) could play many
important role. For instance existing training program can be redesigned to include
value communication and reinforcement component. New program can be

conducted to sensitize employees about the organizational values and how they
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provided strategic advantage to the firm. In fact human resource (HR) can play a
vital role in incorporating a value component into several human resource (HR)
practices such as employee selection, appraisal, training and development,

compensation and reward system, etc.

Gold, Rodgers and Smith (2003) described that human resource development (HRD)
field is without a standard set of competencies and qualifications required to
consider one self a human resource development (HRD) practitioner. Some
practitioners entire field without any discipline-based training at all. Often, these
practitioners “fall” into the training profession. They are viewed as being good in
their practice area, so they are requested by their organizations to train others and
share their expertise. These practitioners often turn to practitioner-oriented journals

and handbooks, rather than to the scholarly research.

From a different point of view, Lawler and Mohrman (2003) supported that, Human
Resource (HR) greatest opportunity to add value may well be to play a role in the
development and implementation of corporate strategy; human resource (HR) can
make a logical case for being an important part of strategy development, because of
the importance of human capital in the ability of the firm to carry out its strategy. In
other words human resource (HR) strategy can influence the firm’s growth in
accordance with the measures provided for the personal and professional

development of the firm’s employees even in the long term.

From a wider political and social perspective Marquardt, et al., (2004) argued that,
human resource development (HRD) practitioners can assist national governments in
ensuring globalization provides long term benefits for society. Whilst this role is
likely to be restricted to a small minority of practitioners it does merit serious
consideration in an era, where ethically and socially responsible management is

receiving increasing media attention.
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According to Schlogl (2004), small sized firms failed to improve the basic
infrastructure like expanding broadband and secure services. These factors have
impacts on the small sized firms to turn to e-business approach. One of the main
reasons is cost. In addition, the small and medium enterprises (SMEs) frequently can
not afford or find qualified e-business staff to operate the business. These major
impediments for smaller firm simply lengthen the usual problems relating to trust,
traction security and crucially concerns about violations of intellectual property
rights. Therefore, human resource development (HRD) is the situation for training

the staff to be more equipped with knowledge and skills on handling e-business.

In a study of Adil, Ghafoor and Nadeem (2005) they described that, technical
education is a very important aspect of the labour force and it guarantees the
efficiency of the workers, education and training are the heart of the development
efforts. Without human resource development (HRD), most of the technical

innovations remain ineffective.

There are a number of human resource (HR) practices that could be tested in
connection with employee performance, Tassema and Soeters (2006) have studied
eight human resource (HR) practices and their relationship with perceived employee
performance. These eight practices include recruitment and selection practices,
placement practices, training practices, compensation practices, employee
performance evaluation practices, promotion practices, grievance procedure and

pension or social security.

Essi Saru (2007) described human resource development (HRD) and organizational
learning issues from the perspective of small firms. In his study, it argued that
learning is about developing the organization or its individual and therefore it is
closely connected to the human resource development (HRD) processes. As
understood from this description, human resource development (HRD) issues are

very important for the sake of the individual of the small firms. Competencies and
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learning in organizations are ways to overcome some of the problems and human

resource development (HRD) are the solutions provider for the firms.

In a study Hassan (2007) explained three human resource development (HRD)
variables, namely, manpower planning, performance appraisal and learning, and
training significantly predicted organizational value of trust. It is interesting to note
that while employee’s satisfaction with manpower planning and training practices
contributed positively to their level of trust, the performance appraisal system
worked otherwise. Employee’s satisfaction with autonomy which meant getting
freedom to achieve the result was negatively related to performance appraisal and

performance guidance system.

Huda, Karim and Ahmed (2007) in their study focused that, the Ready-Made
Garments (RMGs) are expected to be caution about identifying and coping with the
changing economic environment. Human resource (HR) is a key factor to be
considered in organizational development and must be emphasized in responding the
micro and macro-environmental changes of business. Strategic human resource
development (SHRD) will be a key to success in implementing the human resource

development (HRD) functions in the ready-made garments (RMGs).

Jia and Fan (2008) found that former studies of competency focus on individuals
(especially the competency of managers), taking individuals as primary units of
understanding enterprise performance. Along with changes of business environment,
former relatively steady environment becoming more complex and changeable, roles
of human resource development (HRD) centers on providing with necessary skill

training for employees based on organizational needs.

In a study of Shahzad et al. (2008) examined the relationship between three human
resource practices i.e. compensation, promotion and performance evaluation, and
perceived employee performance among university teachers in Pakistan and found a

positive relationship between compensation and promotion practices and employee

23



perceived performance while performance evaluation practices are not significantly

correlated with employee performance.

A study conducted in manufacturing firms in Malaysia by Abdullah (2009)
suggested that outcomes of human resource development (HRD) interventions
generally focus on individual and team development and on improvements to work
processes. However, the intended outcomes of human resource development (HRD)
interventions with regard to strategic planning for organizational changes are not
achievable. Hence, human resource (HR) practitioners need to understand the
importance of providing human resource (HR) with training and development
activities and to ensure that the activities provided are measured and evaluated to

assess whether they meet the objectives set for each activity.

It was explained by Durkovic (2009) that, the idea that knowledge as the result of
employee’s development, is becoming a strategic resource and centre of competitive
advantage and differentiation in modern economy. Attempting to change from
within to adjust to external changes, modern organizations encourage development
of employees and seek after methods and instruments enabling them to change the
employee’s knowledge and skill structure as the basis of organizational development
(OD).

In accordance with the description by Abdullah and Hiok (2009) that, both small and
medium-scale industries (SMIs) and large-scale industries (LSIs) are seen to value
their production employees, providing them with more training and development
than employees at other levels, and this training and development is associated with
greater spending. However, both small and medium-scale industries (SMIs) and
large-scale industries (LSIs) adopt mainly informal approaches to the analysis of
human resource development (HRD) needs and the evaluation of training
effectiveness, as opposed to formal methods. Nonetheless, the outcomes of human
resource development (HRD) activities and the major challenges in human resource

development (HRD) are generally similar across the two industry groups.
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1.5 Objectives of the Study

Human resource development (HRD) has currently emerged as a serious field of
study, seeking answers to strategic questions that conventional wisdom has not
satisfactorily provided. On the basis of review of literature, the present study
attempts to determine and investigate the situation of human resource development
(HRD) in industrial sector.

To understand the inherent peculiarities about such a complex concept i.e. human

resource development (HRD) in industrial sector the study is carried out with the

following objectives:

- to observe the socio-demographic profile of the respondents;

- to explore the industrial information related to human resource development
(HRD);

- to explore the job information of the respondents;

- to identify some industrial facilities like training and budget allocation for the
welfare of the employee; and

- to identify more influential factors that are truly related to the various human

resource development components as practiced by various industries.

1.6 Limitations of the Study

The whole data collection was very systematic and up-date, however, there were
some limitations regarding the data owing (e.g. all the industries were not consider
for this study) to the constraint of sufficient manpower, enough time and finance. On
the other hand, lack of adequate assistance from the respective authority is also
responsible for not considering all the industries in this study. Moreover, it is found
difficult to collect information from other industries and all the respondents working
within the industry. The major limitations of this study revolve around sampling
issues as the small sample size reported here might have some effects on the current
results. Also, it could be conceivable that issues related to organizational

environment might have affected some of the relationships studied.
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Another problem was determination of exact salary structure of respondents. Most
of the cases the respondents are not willingly explore their exact salary, in fact most
of the times they totally denied the salary matter. Moreover, the study is in industrial
area and most of the respondents worked under someone’s supervision and some
information related to the organization, they tried to hide. Although they relied on
good guess, the researcher has recorded the information given by respondents

themselves.

1.7 Organization of the Study

The overall study has been organized in six chapters. The introductory chapter
(chapter one) contains an overall introduction of the study, situation of human
resource development (HRD) at global and national level, review of literature,
importance of the study and objectives of the study. Chapter two presents a general
profile of the study area, research methodology that includes; data sources and
sampling design, preparation of the questionnaire, data processing and statistical
methods. Last portion of this chapter includes the concept of the terminology and
limitation and quality of the data. Chapter three is the most important part of this
research, which contains background characteristics and human resource

development related information under study.

In chapter four, bivariate analysis i.e. cross-tabulation is applied to examine the
association of different variables of the respondents with the industrial strategies.
Chapter five demonstrated the application of multivariate analysis named as logistic
regression analysis to examine the factor affecting income satisfaction of the
respondents, respondents’ participation in industrial decision making process,
respondents’ perceptions about their work place environment and their promotion
status. In chapter six, summary of the analysis is given along with brief conclusion.
The last portion of this chapter includes the overall conclusion and policy

recommendations.
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Chapter Two

Data Sources and Methodology

2.1 Introduction

Although, a good number of surveys have been conducted in Bangladesh but at
present the most complete and reliable source of information on the practices of
Human Resource Development (HRD) in industrial sector at country level and its
geographic subdivision is the census based enumeration. Some information about
such practices in industrial level is not available in census data. In this circumstance a
survey data is needed. Therefore, the primary data were collected from Rajshahi

district to fulfill the research objectives of this study.

The term ‘research’ refers to the systematic method consisting of enunciating the
problem, formulating a hypothesis, collecting the facts or data, analyzing the facts
and reaching certain conclusions either in the form of solutions towards the
concerned problem on in certain generalizations for some theoretical formulation.
Any researcher should observe the source, quality and limitation of data used in
his/her research work for presenting smoothly the actual findings. The present
chapter confined to indicate a description of the general profile of the study area,
sample size, sampling technique, preparation of questionnaire, data collection, data
processing and analysis, computerization and all other related issues relevant to this
study. This chapter also provides data editing, data analysis, data quality and

limitations of the study.

2.2 Data Sources and Sampling Design

This study is mainly based on the primary data. The study sample comprised of 417

respondents from three industries of which 80.1 percent are male and 19.9 percent
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were female. The inclusion criteria were the respondents who were paid salary from
the industry per month. The study followed a cross-sectional design where, data
were collected by direct interviews. The participants were selected by simple
random sampling and in proportion to the total monthly paid salaried respondents,
which accounted for 60 percent during the period between January and March, 2011.
This percentage of the data is considered more than sufficient to represent the
minimum data sampling. Information from different books, publications, research

studies, journals, articles and websites are also used to complete this study.

The primary data for this study were collected from three industries located in
Rajshahi city under Rajshahi district of Bangladesh. The first step was to contact
human resource department of each of the industries. A meeting with the human
resource department was arranged and the purpose, general outline, methods and

details of this study were explained. Then the interviews were carried out.

2.3 General Profile of the Study Area

Rajshahi city is the study area, which is a city of Rajshahi district in northwestern
Bangladesh, is bounded by Naogaon district on the north, Natore district on the east,
Chapai Nababganj district on the south. The river Padma, one of the major rivers of
Indian subcontinent, runs along the city. Rajshahi city is the headquarter of Rajshahi
division, one of the six administrative divisions in Bangladesh. Rajshahi is the home
of many educational institutes, and is often referred to in Bangladesh as the
education city. It is famous for pure silk, mango and lichi. Attractive silk products
are cheaper in Rajshahi and it is often also referred to as silk city. According to the
economic census 2003 roughly, 5162 industries of varying sizes in Rajshahi Zila
(BBS, 2006). These industries are dominated by hand looms, rice and oil mills, and

other food industries.

In spite of being an important city and located on a riverbank, industrial development
in Rajshahi has not been fast. Local people have claimed this is due to lack of

attention from the central government in Dhaka (capital city of Bangladesh). In 90’s
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an Industry Park has been established in Rajshahi, now mainly home to industries
producing products of the famous Rajshahi silk. Rajshahi is also home to a jute mill, a
sugar mill and mango based industries. There will be a rapid industrial development
in Rajshahi if gas is supplied through pipeline and the people of Rajshahi are
demanding supply of gas as soon as possible. The government has taken steps to
supply gas in Rajshahi quickly and a project has started to supply gas. Industry
experts predict that gas connection with the rest of the country will allow Rajshai to
fulfill its true potential and generally emerge as one of the most economically vibrant

parts of Bangladesh. The study area is shown in figure 2.1.

Figure 2.1: The study area (Rajshahi city) under Rajshahi district
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2.4 Methodology

The section of the study provided the following:

2.4.1 Preparation of Questionnaire

According to the aim of my study, a questionnaire was prepared under the cordial
supervision of my respectable and honourable supervisor. After this, pre-testing of
questionnaire was performed and necessary correction was allowed. Finally, author
had gone to the study areas and asked the questions to the respondents and answers
were collected on questionnaires. A structural interview schedule containing closed

questions was desired to collect information on the basis of the study objectives.

Bengali version questionnaire was for the convenience of data collection due to the
easy understanding of the respondents by personally interviewing the respondents.
Sensitive and unnecessary questionnaires were excluded. After that, questionnaires

were transformed into English version for analytical purpose.

2.4.2 Data Processing

For data processing and analysis the following stages were followed:

Editing: Author day by day following the completion of data collection carefully
checked each schedule of the questionnaire. The data were edited rigorously to make
correction of any existing inconsistencies in data and to minimize the non sampling
error of the study. During the edition period following consideration were kept in
mind: (a) the data should be completed, (b) the data should be consistent, (c) the data
should be accurate, (d) the data should be homogeneous.

Coding: All the recorded data were coded in cod sheets according to a
comprehensive cod plan. The author did coding the data in the following way:
suppose the variables are education, occupation, etc are codes as edq (education),
occu (occupation) and their internal categories as O = illiterate, 1= primary, 2 =

secondary, ....... and so on.
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2.4.3 Statistical Methods

Regardless of one’s area of study, collecting information data on complex issues is
usually analysis but easy. One of the first decisions that the researcher faces concern
which variable to measure. In any situation where a multivariate problem is
encountered, the method of analysis should proceed from simple to complex in an
orderly manner (Srinivasan, 1979). In this study, simple and constructive analysis
has been made from each and every frequency table. Both univariate and bivariate
tables have prepared to meet the objectives of the study. We are desired to perform
analysis step by step in the following chapters. We have performed univariate
classification analysis in order to find percentage of occurrence, degree of
association, factors affecting the situation of Human Resource Development (HRD).
A multivariate techniqgue named as logistic regression analysis is used for
determining those factors that are truly affecting the practices of Human Resource
Development (HRD). Different software has been used to complete this study. The
entire analysis of the study is done by most extensively using software SPSS
(Statistical Package for Social Sciences) for windows (version15.0), Excel and Ms
Word are used simultaneously as they are also found to be necessary in different
aspects. Some first hand analysis such as frequencies, bivriate analysis and logistic

regression analysis are performed through SPSS 16.0 version.

2.4.4 Bivariate Analysis

After investigation of the data, some variables of the respondents are selected to check

the association with different industrial strategies through bivariate analysis.

Bivariate Analysis: Bivariate analysis, examines the independent variables
individually, and gives only a preliminary notion of how important each variable is
by itself. The examination of percentage in a bivariate analysis is an advantageous
first step for studying the relationship between two variables, these percentages do
not allow for qualification or testing of that relationship. For this purposes, it is
useful to consider various index that measure the extend of association as well as
statistical test of the hypothesis that there is no association, chi-square test of

independence is performed to test the existence of interrelationship among the
31



categories of two qualitative variables. In this study, some of the covariance is
quantitative such as respondent’s age sex, education, work experience etc. In view of
performing differential analysis, it is required to take these variables into categories

on the basis of their respective standard ranges.

Contingency Analysis: According to contingency analysis, we make design to test
any association between different phenomena that could be useful in the socio-
economic condition of the respondent. Here, we assume the hypothesis of
independence or homogeneity as the null hypothesis (Gupta & Kapoor, 1994). The
expected frequency under the hypothesis is calculated as:
i i

Eij= N
Where, O; = number of elderly at the ith row of respective contingency table;

O;j = number of elderly at the jth column of respective contingency table;

N = total number of elderly.

All the contingency tables are prepared on the basis of classification of variables.
From each contingency table examination of association between component and the
various segment of the component are made by computing chi-square using the

formula given by:

That follows the chi-square distribution with (r-1) (c-1) degrees of freedom.
Where, Oj; = the observed number of elders in (l,j)th cell;
O;j = the expected number of elders in (1,j)th cell;
r = number of rows;

c¢= number of columns.

2.4.5 Development of Logistic Regression Analysis
When we examine each independent variable individually, it can only provide a

preliminary idea of how important each variable is by itself. So the relative
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importance of all the variables has to be examined simultaneously by some
multivariate methods. There are a variety of multivariate statistical techniques that
can be used to predict a binary dependent variable from a set of independent

variables.

Multiple regression analysis and discriminate analysis are two related techniques but
these techniques are applicable only when the dependent and independent variables
are measured in interval scale under the assumption that they are normally
distributed with equal variances. However, in most applications, dependent variable
may be dichotomous one and one or more explanatory variables are qualitative or
measured in nominal or ordinal scales and the assumption of normality is violated.
To overcome this problem, a very interesting and appropriate technique is the linear
logistic regression method. Cox is the pioneer of logistic regression model.
Subsequently this model was illustrated by Wolker and of success. This model
expresses a qualitative dependent variable as a function of several independent
variables, both qualitative and quantitative (Fox, 1984). Duncan (1967) and Cox
himself (Cox, 1970). More recently Lee (1980) and Fox (1984) have further
illustrated the Cox’s model. The logistic regression method does not require any
distributional assumption. This regression is useful when the dependent variable is
dichotomous. Since it does not require any distributional assumptions, unlike many
other multivariate techniques (i.e. the variables are normally distributed with equal
variances), it can appropriately handle situations in which the independent variables
are qualitative or measured in nominal and ordinal scale. The logistic regression

model can be used not only to identify risk factors but also to predict the probability

Let Y; denote dichotomous dependent variable for the ith observation and Yi=yi=1,

if the ith individual is a success and Yi=y; = 0, if the ith individual is a failure.

So that, p, = E{yi =1| Xi}= 1 where X; is explanatory variable and
+

e—(ﬁo+31X.)
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1-p, =E{yi=0| Xi}=1-
1

o (o BX)

1
1 +e (Bo+BiXy1)

Therefore, we can write

pi _ 1+ e(ﬂo+ﬁlxi)
1-p, T 4 g (BotBiXD)
1

Now if we take natural log of the equation (1) we obtain
L = |oge(%) R S )

Here, p,/(1- p,) given in (1) is simply the odds ratio and Li given in (2) is known as

log odds.

Instead of single explanatory variable, we can count two or more explanatory
variables. Let Xi1, Xi2, coveevvvvciiiiiiiiennne Xik be the vector of k independent

explanatory variable