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ABSTRACT

Wastage of Manpower in organization is an important problem which both the organization and employees faces
today. A study on the principal factors that are responsible for wastage of manpower in the organization would be
useful in overcoming this trouble. In this study, some statistical analysis has been done to identify such factors. 150
samples were collected by means of stratified random sampling from 30 educational institutions taking at least four
individuals from each ingtitutions of Dhubri district. To study wastage of manpower we have taken length of service
and percentage of leaving a job of the employee as main factor. Correlation and regression analysis indicates that
age, length of service, qualification, percentage of leaving a job are the primary factors that influence wastage of
manpower. The results of this study reveal various affecting factor of wastage of manpower as well as Job
Satisfaction.
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INTRODUCTION

In any organization, there must be proportionatetage out of the general output or yield. Thesetages can be
seen as loss of money, time and manpower. Wasfageumpower of an employee as well as organizatam e
seen from the propensity to leave a job of the eyg#.By convention, the propensity to leave a job isrgifi@d
on the basis of completed length of service (CIB&¥tholomew and Forbeslq79) have discussed the relation of
CLS to wastage of manpower. It is well establistied CLS is a useful index to assess wastage opaveer, for it
quantifies the tendencies of an average employeen Ehough CLS is a useful index, often it is neeeg to
consider other variables as well, in order to antdor factors other than those related to famitljaor the length of
service. Biswas and Adhikaril992), studied the manpower attrition by using Cox'gression model, which
considers both guantitative and qualitative vagabBuch a combination is likely to give a realigtiediction of the
manpower attrition.

The shortage of manpower planning system (MPS)ritpen individual propensity to leave the orgamizatvhich
in turn depends on various factors as discusseatdeSuch models have been discussed by Grinoldvamshall,
(1977), Bartholomew and Forbes]979). For statistical approach one may refer to Bdaimew, (1971). Lesson,
(1982) has given methods to compute shortages (ResigsatDismissals, Deaths) and promotion intensitiesh
produce the proportions corresponding to some gs@lanning proposals. Markovian models are desigior
shortage and promotion in MPS by Vassilidl976). Subramanian,19096) has made an attempt to provide optimal
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policy for recruitment, training, promotion and stages in manpower planning models with speciaigions such
as time bound promotions, cost of training and mtauy retirement schemes.

In the present work mainly educational instituticare taken as the source for monitoring wastagearipower.
Information regarding the various affecting factofswastage of manpower as well as job satisfactiamely

length of service, training, promotion, reason edigning the previous job, chance of leaving theetu job etc.
have been studied. To study job satisfactions efeimployee we have taken length of service andeptage of
leaving the current job of the employee as the na@ipect. Level of employee’s job satisfaction, treteship

between employee’s socio-economic character aneér o#tffecting factors of job satisfaction for seéatt
organizations have been studied.

MATERIALSAND METHODS

An extensive field study have been conducted fraralrto urban areas obhubri district of Assam with a direct
field encounter with the employees with a prepasetledule. Samples have been mainly selected farusin
educational institutions only. Data were collectebugh structured schedule relating to persorfakmmation and
factors that influence the wastage of manpowerifferént places of the selected districts, takitdeast four
employees from each organization. Organizationgtést in selected districts were identified throwggtatified
random sampling. The planned schedule was issuaddial of 150 employees in educational institugiincluding
primary schools, high schools, higher secondarpaishand colleges and information regarding variafiscting
factors of wastage of manpower was obtained. So#\#®SS 16.0 has been used for the analysis. édtiection
of the primary data simple descriptive statistimahlysis, correlation, regression, t-test and Ftiase been carried
out to study various affecting factorsjob satisfaction andwastage of manpower in the study.

Survey Area of Dhubri District

Boro Nichanpur

Kutamaya Choto Micha

04020 04 08
B T—Jkiometers

05025 0 0.5 1
B F—dkiometers

0420 0408

0319 03 06
BT Fkilometers

B F-kilometers

RESULTSAND DISCUSSION

According to the descriptive statistics, the samgasists of 150 personnel from thirty educationatitutions
including primary schools, high schools, higherosetary schools and colleges. The sample consist82fmale
(88%) and 18 female (12%) employees. 1.30% of dmepde is between the ages of 10-20, 14.7% of thekais
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between the ages of 20-30, 47.3% of the sampletisden 30-40, 26% is between 40-50, 10.7% is E1\86-60.
7.3% have qualification below HSLC, 4% having HSI22,7% are HS, 37.3 are Graduation, 16% have gtiadua
and above, 9.3% Master's Degree and 2.7% have tofade Degree. According to their designation 1(fig@
peon), 4.7%(LDA), 1.3%(UDA), 61.3%(Teacher) and72a(Lecturer). Out of the total samples 73.3% works
without salary, and 26.7% are in permanent job. 8&&e no previous experience and 12% have experiend
they left their previous job due to salary, locedas transfer etc which indicates wastage. 39.79é keken IGNOU
and SSA training. Only one employee has promotéddgioer level and it is automatic promotion.

From this study we have seen that although 73.3&flpehave working without salary but their percgetaf
leaving is very low as compared to Darrang disthetause they do not want to leave their local .at@é
employees have (0-20%) chance of leaving, 5(20-46%D-60%), 7(60-80%) and 6(80-100%).

Correlation and Regression Analysis:

From the correlation study we have seen that tisegiestrong positive correlation between lengteasf/ice and age.
Higher the age results the long service time ofamployee 612", highly significant at 0.01 level). And there is a
negative correlation between length of service pattentage of leaving a job (-.289, highly sigmifit at 0.01
level). The percentage of leaving is high in siservice time of the employee.

Negative correlations also have been found forflutors qualification of the employee, experienod &aining
with length of service (-0.214(0.01), -0.177(0.@h)d (-0.261, 0.01). And positive correlation is ridubetween
length of service and qualification of the employ@e261 significant at 0.01 levels). Length of seevis
independent of sex.

Again we have seen that percentage of living a gblthe employee is independent of factors as age, s
qualification, designation, training and promoti®ut there is a negative correlation between peaggnof leaving
a job of the employee and salary type (-0.167 gwificant level, 0.05) and percentage of leavingla of the
employee and length of service (-0.289 at signifidavel 0.01)

Predictor F-Value Bete t P
Age 154.154 0.714 12.414 .000
Dependent Variable: Length of Servicein the current organization

Predictors F-Value Betg t P
Length of Service in the current organiza 13.457 | -.28¢ | 3.66¢ | .00C
Dependent Variable: Percentage of leaving the current organization

As seen in Table 1 and Table 2 there is a sigmifiead positive relationship between age and lenggervice in
the current organizatior (= 0.714, t = 12.416 and p = 0.000 < 0.05) and #isoe is a significant and negative
relationship between length of service and perggnti leaving in the current jolff € -0.289,t = 3.668 and p =
0.000 < 0.05).

T-test:
From the T-test it is clear that significant regalfound for Age-Length of service (t=39.460 areD®00<0.05),
Length of service in the current organization bycpatage of leaving the job (t=3.393, P=0.001)

From F-test significant result is seen for lengfhservice by age (F=27.72 and P=.000<0,05) andepe&age of
leaving by length of service (F=6.05 and P=0.00Q5D.
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Frequency of percentage of Leavving the job of
employee in Dhubri District
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CONCLUSION

The study reveals that (i) Peoples were more ptongovernment job rather than private job, (ii) kaaf job

oriented course in the curriculum as well as knogtes peoples of general curriculum become saturaid

respect to available jobs. (iii) Lack of interestiahigher expectation and phobia among the santipégsremained
engage in non-government and non-private institstiwithout salaries for a long time, (iv) Due tarevailability

of information and facilities, communication protmlelanguage etc. there was less number of skilE@agn in
Dhubri.

Thus the primary factors responsible for wastagmafipower have been established. However, furthidies are
required in order to understand the complexity aheof these factors and to understand their digidn among
the various subcategories.
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