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ABSTRACT 

 
The main aim of the study was to establish the effect of job evaluation on employee job 

satisfaction in a renowned knit composite industry. The objective of the study was to 

investigate how job evaluation affect employee’s job satisfaction. This study adopted a 

descriptive research and targeted employees of a renowned knit composite industry. Data was 

collected by use of a questionnaire that was administrated by employees of a renowned knit 

composite industry. The study found that job analysis and evaluation ensured job classification 

is done according to functions, job evaluation ensured that staff are placed / deployed according 

to the requirement and skills. It also found that both mid and bottom management respondents 

feel satisfied when they accomplish their task, they like the competence of their supervisor in 

making decisions, they have good working relation with their supervisors and subordinate. The 

study concluded that job evaluation is an instrument in authoritative administration that has 

been used to enhance employees’ job efficiency. Job evaluation ought to be done all the more 

oftentimes through benchmarking with comparable organizations in the business with going 

business sector rate to guarantee employees stay aggressive and reduce turnover of the 

employees. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background of the Study 

 

In Bangladesh, Ready Made Garments (RMG) sector has emerged as the biggest earner of 

foreign currency. The textile and clothing (T&C) industries provide the single source of 

economic growth in Bangladesh's rapidly developing economy. This sector has experienced 

an exponential growth since the 1980s. The sector contributes significantly to the GDP. It also 

provides employment to around 6 million Bangladeshis, mainly women from low income 

families. Behind the success story, the export-quota system and the availability of cheap labor 

were the two main reasons so far. But as the wages of the workers are being increased day by 

day, garments manufacturing cost is also increasing as it is a labor-intensive industry. Hence, 

they are facing fierce global competition from the other competitors like India, Vietnam, 

Cambodia and Ethiopia. Garments manufacturing companies in Bangladesh are suffering with 

lower productivity and unutilized resources. They are having lacking of proper supervision as 

the management is not that much skilled and their jobs are not well defined and well designed. 

Due to the absence of proper job analysis and evaluation, a big part of the manpower resource 

in our garments is not utilized. Job Design is particularly important since the aim is to utilize 

to the full of the human resources by providing high quality, relevant and challenging jobs. 

 

Human resource professionals and consultants use job descriptions and job analyses as basic 

building blocks for many human resource (HR) functions, including recruitment and hiring, 

performance evaluations, and salary ranges [1]. Job descriptions and job analysis are essential 

to businesses. They help to ensure that the correct people are hired for the job [2], they protect 

businesses against lawsuits [3], and they assist companies in properly compensating their 

employees. Therefore, it is important to see to it that job descriptions and job analyses are done 

properly and are thorough because the accuracy of these tools will in turn affect the quality of 

many HR functions [4]. 
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Because job descriptions and job analyses are so important to HR functions, evaluating the 

quality of these two tools and how well they fit together is important. Job descriptions are 

meant to be developed from job analysis data [5]. However, it is not clear that this is always 

the case. It is possible that research and practice may differ. The primary purpose of this study 

was to examine how closely the job descriptions for a variety of positions matched the job 

analyses for these positions. As part of this examination, this study looked at whether the 

person who filled out the job analysis questionnaire (i.e., a human resource professional or 

supervisor) affected how closely the job description and the job analysis matched. 

 

1.2 Position of Bangladesh Textile Industry in Global Trade 

 

Bangladesh’s position as the world’s second largest readymade garment exporter continues to 

hold strong. The latest figure shows that the garment industry in Bangladesh generated USD 

28.09 billion in exports in the fiscal year 2015-16 with a 10.21% growth from the previous 

year. The growth was mainly attributed to political calmness during the year, increased 

productivity, entrepreneurs’ resilience and improvement of workers’ safety standards in 

factories. 

 

Textile and clothing sector plays a vital role in the growth of economy; generation of more 

than 65% of the country’s industrial employment and 81% of the export earnings. The industry 

employs about 5 million workers of whom 80% are women. Until the liberation of Bangladesh, 

the textile sector was primarily an import-substitution industry. It began exporting ready-made 

garments (RMG) including woven, knitted and sweater garments in 1978, which grew 

spectacularly during the next two and a half decades from US$3.5 million in 1981 to US$10.7 

billion in FY 2007. Below is RMG export trend in USD as per BKMEA data source. 
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Fig.1.1: Bangladesh RMG Export Earnings ($ Billion) 

 

It is essential to identify and analyze the problems of textile sectors. From analysis and study 

of experts on textile sectors; it was found that: 

a. Most of the textile mills are running with poor capacity and resource (manpower) 

utilization. 

b. Dependent on the foreign machineries, equipment, parts as well as technical supports. 

c. We have to borrow engineers / experts from other countries; but this cannot be a long 

tern solution for the economic and technological growth of our country. 

d. It is the well-known to all of us that Bangladesh lacks of necessary adequate research 

and development facilities. 

 

1.3 Purpose of Job Evaluation 

 

Job evaluation is basically a framework compares jobs and connects them to pay. The principle 

advantage of job evaluation ought to be a vital and long haul reward to both the organization 

and its workers, yet more appropriately to the benefits of well-placed employees in terms of 

skills and qualification. The normal practice in many organizations has been that at any rate 

some type of evaluation particularly through appraisal which is completed after some point of 

period.  
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Job evaluation endeavors to rate jobs in an organization keeping in mind the end goals to have 

some type of positioning with the end goal that Job A can be contrasted with Job B so as to put 

financial incentive to each job. This empowers the human asset expert to have a pecking order 

of the different jobs. 

 

1.4 Employee Job Satisfaction 

 

Job satisfaction as a constructive adoring state that comes about as result of evaluation of one’s 

job or job familiarity [6]. Employee job satisfaction has been a driving force on which 

management can boast about their organization’s production. Employee could be satisfied but 

fail to have job satisfaction on cases where they have the remuneration but their jobs are not 

satisfying. Determine job satisfaction requires adequate knowledge on the turnover of the 

organization which could be both appropriate turnover and unwanted turnover. Appropriate 

turnover could be for example normal attrition of retirement and deaths as well as employee 

seeking new challenges on the same or various fields of specialization. 

 

1.5 Scope of the project 

 

Scope of the project define within the sewing production area. It covered the all level of 

employees of the sewing floor and design a proper job description for the all positions which 

involve with sewing production. Sewing production plays a vital role in a textile industries and 

has a significant contribution to achieve company’s targets and goals. It involves a large 

number of manpower with management level to bottom level. The specific objectives of the 

case study is to study and analyze the existing management and staff position structure of the 

organization in order to develop individual’s job description as well as to set Key Performance 

Indicators (KPI’s). Also to optimize the job positions, define the improved manpower 

hierarchy and develop job design & evaluation system for future. 
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1.6 Methodology 

 

The proposed research methodology is outlined is to existing job positions will be drawn out 

and noted down the responsibility of all the positions through direct observation, individual’s 

interview and questionnaire & surveys. Behaviorally Anchored Rating Scales (BARS) will be 

used to evaluate job positions in terms of specific behaviors critical to success on this job. The 

job descriptions of new structure will be circulated formally over the organization to avoid any 

sort of conflict, misrepresenting and misunderstanding. The proposed structure and 

methodologies will be demonstrated for future reference. 

 

1.7 Project Limitations 

 

Job evaluation are meant to figure out what positions and job obligations are comparable for 

tenacities of pay, exchanges, and assignments and allocated work among others. There is 

however a problem when employees perceive the workplace as unfair, inequitable and that the 

employer does not give equal opportunities for employees. Employees view job evaluation 

exercise for deciding pay. Employers are left with no defensible pay structure when a job 

evaluation does not clearly indicate grading of the staff and this has effect on employee job 

satisfaction. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

 

The process of performance review must have been in use estimated to be since the inception 

of organizational structure of any institution where employees are assigned duties in one or the 

other form. Every organization strives to get maximum output from its employees. Therefore, 

some or the other method of evaluation of performance has always been in existence. Some 

authors in personnel management believe that appraisal schemes have been in existence since 

World War 1, when W D Scott invented the man to man comparison scale. That is clearly 

points out that various schemes of merit rating were developed, mainly in USA between the 

Wars. It traces the history of performance appraisal since 1813 when efficiency report of 

officer under the command of Brigadier Lewis came out. It is difficult to trace the history of 

performance evaluation with exact year. But it could be believable fact that process might have 

started in every work place as soon as employees were assigned certain duties to perform. 

However, the topic has been always interesting and challenging among the management 

professionals. It has been considered as most problematic component of human resource 

management. Enough has been written on this topic and there is widespread literature scattered 

in different discipline as appraisal is being applied in all types of institutions engaged in 

performing different jobs. This process of performance evaluation is considered useful both to 

the employees as well as employers. Even then, all involved in appraisal process: supervisors, 

employees and administrators are dissatisfied with their organizational performance appraisal 

system. Nevertheless, every manager is reluctant to abandon it. Instead, it is still regarded as 

an essential tool of human resource management [7].  

 

2.2 Benefits of Job Evaluation 

 

Employee job satisfaction is influenced by very many factors which can be controlled or 

discussed amicably if the environment is set right at the working place. Key among the factors 
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is monetary benefits in which no matter how much one loves their job, the monetary 

compensation is always there specifically if one is highly qualified or perceived to be 

appropriately qualified for the same. This is more evident in case of some other employee 

having a very fair monetary compensation with perhaps similar or even less qualifications and 

experience. It is also notable that appreciation at the work place is very critical to a job 

satisfaction since it boosts the morale of an employee and avoids any suspicions by the 

management team. 

 

Knowledge management also comes into play when considering job evaluation as knowledge 

essential to a specific job cannot come in one day nor through cramming of procedures in a 

short period. That is to say that many days or years on a particular job before and during the 

present working times will play a key role towards the employee satisfactorily doing work and 

remaining satisfied about how the work was done. Also due to diverse users of a particular 

process, there is bound to be resulting errors that can be used in job evaluation as it can point 

on the level of responsibility. It also observed that contacts at the place of work can show the 

level of responsibility that each employee can have through instructions, counseling and public 

appearances. This then points towards the supervision function in terms of the character as well 

as in terms of scope specifically, the line responsibilities. Both visual and mental attention 

required in the leadership will also play an important role in the consideration for a job 

evaluation. In conclusion there is a consideration for the working conditions in which an 18 

successful work environment should consider all hazards inherent in the kind of job being 

considered for any job evaluation. All the four factors including working conditions, 

responsibility, effort and most importantly skill level should always be considered during any 

effective job evaluation [8]. Working condition or environment is very dynamic causing a 

challenge to the employee in general. To remain competitive and successful, employees require 

to have a very conducive working environment. This means that the working conditions should 

be designed to encourage employee commitment and willingness to work at all times in order 

to have a positive impact on the employee satisfaction. If the working conditions are set right 

then there is bound to a positive relationship between the work conditions and employee job 
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satisfaction. This helps people contribute to their personal growth with a good working 

environment in which they can work hard to achieve organizational goals and objectives [9]. 

 

2.3 Empirical Studies on Job Evaluation and Job Satisfaction 

 

This section highlights that empirical studies carried out in the field of job evaluation and 

employee job satisfaction as they are related to the current study. A studied on Bangladesh 

non-governmental organizations in which out of 37 registered ones, only 12 had ever 

performed the job evaluation exercise citing many cultural hindrances that made it not possible 

to work on the results of the job evaluation exercise [10]. It became clear in the scholar’s study 

that means of recruiting staff in the Bangladesh NGOs presented the biggest obstacle on 

achieving equitable pay where relatives or clan members were heavily involved in the 

recruitment of staff. It meant that subjecting such staff to the rigorous exercise of job evaluation 

would actually lead to job dissatisfaction. Organizations thus tended to avoid job evaluation or 

gave it lip-service in case of donor requirements. 

 

Equal pay and social norm should be carefully handled to stop demotivating employees since 

there would never be an organization in which all employees earned the same remunerations. 

In his study of newly employed graduates’ at large firms, the scholar noted that people start 

thinking of the benefits the job provides right from the beginning and that it was in their minds 

to always project high figures while they put in all their effort. Similarly, Figard points to the 

methods of job evaluation as contributing to the reactions that normally follow after the 

exercise noting that unless there is full involvement of staff concerned, the exercise would be 

a source of much suspicion especially in the developing countries of the world. 

 

Job satisfaction factors in prison employees at county level concluded that performance and 

reward played a very important role in the satisfaction of an employee and 21 hence the need 

for regular job evaluation exercises whenever a new job or new dimension on a job takes place 

[11]. The scholar recommended a comparative analysis accompanying each job evaluation 
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exercise to eliminate the chances of employees viewing the exercise as academic and instead 

link it to positive changes meant for the betterment of their working at the organization. 

 

Some studies concerning strategies on the city council and their determination of employee 

satisfaction concluded that although the job evaluation was well intentioned, evidence 

suggested that the exercise was mainly too long in terms of what was required from each 

employee. The scholar also observed that most employees could not easily differentiate 

between the factors that truly affected their satisfaction in their working place. This implies 

that the calculation of the final pay or salary range remains difficult to agree-with even though 

many organizations still go ahead to use the numerous stages of job evaluation leading to 

dissatisfaction instead of the intended satisfaction levels. 
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CHAPTER THREE 

THEORITICAL BACKGROUND 

 

3.1 Introduction 

Managing garments production professionally and efficiently is a big challenge for the Human 

Resource Management in Bangladesh. But it is matter of great regret that the manpower 

resource in this sector is severely unutilized. There is lack of proper job analysis & evaluation 

in the production management area of the RMG sector. As a result, this industry is suffering 

with low efficiency and unutilized manpower resource. Apparel Manufacturers are getting 

tremendous pressure to be competitive in the world market. 

 

3.2 Definition of Job Analysis 

Job analysis also known as work analysis is a family of procedures to identify the content of a 

job in terms of activities involved and attributes or job requirements needed to perform the 

activities. 

 

The definition of job analysis has been modified and stated as “Job analysis is the process of 

studying jobs to gather, analyze, synthesize and report information about job responsibilities 

and requirements and the conditions under which work is performed” [12]. 

 

“Job Analysis the analysis of the contents of a job in order to provide a job description for 

such purposes as fitting the job into a grading structure or matching individual capabilities to 

job requirements” [13]. 
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Fig.3.1: Advantages of Job Analysis 

 

3.3 Definition of Job Evaluation 

 

The aim of job evaluation is to provide a systematic and consistent approach to defining the 

relative worth of jobs within a workplace, single plant or multiple site organization. It is a 

process whereby jobs are placed in a rank order according to overall demands placed upon the 

job holder. It therefore provides a basis for a fair and orderly grading structure. Job evaluation 

does not determine actual pay. It is a technique of job analysis, assessment and comparison 

and it is concerned with the demands of the job, such as the experience and the responsibility 

required carrying out the job. It is not concerned with the total volume of work, the number of 

people required to do it, the scheduling of work, or the ability of the job holder. Several 

techniques of job evaluation have developed, varying in approach. Some involve an 

examination of jobs according to criteria such as skill, responsibility and working conditions. 

Others are less complex. 

 

Job evaluation is a process of determining the relative worth of a job. It is a process which is 

helpful even for framing compensation plans by the personnel manager. Job evaluation as a 

process is advantageous to a company in many ways: 
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a. Reduction in inequalities in salary structure 

b. Specialization 

c. Helps in selection of employees 

d. Harmonious relationship between employees and manager 

e. Standardization 

f. Relevance of new jobs 

 

Job evaluation introduce-  

a. To gather data and information relating to job description, job specification and 

employee specifications for various jobs in an organization. 

b. To compare the duties, responsibilities and demands of a job with that of other jobs. 

c. To determine the hierarchy and place of various jobs in an organization. 

d. To determine the ranks or grades of various jobs. 

e. To ensure fair and equitable wages on the basis of relative worth or value of jobs. In 

other words equal wages are fixed to the jobs of equal worth or value. 

To minimize wage discrimination based on sex, age, caste, region, religion etc. 

 

3.4 Common Definitions to Know about Job Evaluation 

 

Task- a piece of work to be done or undertaken  

Job - consists of a group of tasks that must be performed for an organization to achieve its 

goals  

Position - collection of tasks and responsibilities performed by one person; there is a position 

for every individual in an organization  

Job analysis - systematic process of determining the skills, duties, and knowledge required for 

performing jobs in an organization 

Job Evaluation - a process of determining the relative worth of a job 

Job description – document providing information regarding tasks, duties, and responsibilities 

of job  
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Job specification – minimum qualifications to perform a particular job. 

 

3.5 Timeliness of Job Analysis 

 

Timeliness of Job Analysis in Apparel Manufacturing industry of Bangladesh is also visible 

now. It is now an industry with about 6 million people working directly at 5,000 factories. And 

since the last twenty years, garments industry has faced revolutionary changes due to 

technological improvement. As a result, importance of job analysis is the need of time in the 

garments industry in Bangladesh. 

 

3.6 Job Analysis in Human Resource Management 

 

Job Analysis is the Foundation of all HR practices. Job Analysis supports most HR functions: 

Recruitment, Selection, Orientation, Training, Work plans, Compensation, Performance 

Appraisals, Health & Safety, Job Evaluation and Legal defense. 

 

Recruitment - refers to the overall process of attracting, selecting and appointing suitable 

candidates for jobs within an organization, either permanent or temporary. Recruitment can 

also refer to processes involved in choosing individuals for unpaid positions, such as voluntary 

roles or training programs. 

 

Performance appraisal - also referred to as a performance review, performance evaluation, 

(career) development discussion, or employee appraisal is a method by which the job 

performance of an  employee is documented and evaluated. Performance appraisals are a part 

of  career development and consist of regular reviews of employee performance within  

organizations. 

 

Compensation - The act or state of  compensating, as by rewarding someone for service or by 

making up for someone's loss, damage, or injury by giving the injured party an appropriate 

benefit. 

http://en.wikipedia.org/wiki/Job_performance
http://en.wikipedia.org/wiki/Job_performance
http://en.wikipedia.org/wiki/Employee
http://en.wikipedia.org/wiki/Career_development
http://en.wikipedia.org/wiki/Organization
http://en.wikipedia.org/wiki/Organization
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Fig.3.2: Human Resource Management Functions 

 

Job Evaluation - is a systematic way of determining the value/worth of a job in relation to 

other jobs in an organization. It tries to make a systematic comparison between jobs to assess 

their relative worth for the purpose of establishing a rational pay structure. 

 

3.7 Behaviorally Anchored Rating Scales (BARS) 

 

Behaviorally anchored rating scale or BARS has now become a commonly used methodology 

by companies to compare the performance of its employees against specific or predefined set 

of behavior traits which are linked to specific numeric value or rating from a scale of 1-5.  

 

Behaviorally anchored rating scale combines both qualitative as well as quantitative aspects of 

assessing employees’ performance. A BARS approach usually breaks down any task into 

behavior which is more cautious. Behaviorally anchored rating scales (BARS) are an essential 
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component of structured interviews. Use of BARS to evaluate interviewees' performance is 

associated with greater predictive validity and reliability and less bias. 

 

Behaviorally Anchored Rating Scale (BARS) is a scale used to rate the performance of 

employees. It is an appraisal mechanism that seeks to combine the benefits of narratives, 

critical incidents and quantified ratings by anchoring a quantified scale with specific narratives 

of performance ranging from good, satisfactory and poor performance. 

 

3.7.1 Steps in BARS 

 

a. Write critical incidents (CIT): Ask Jobholders or supervisors to describe behavior 

(critical incidents) that have a significant impact on the performance. 

b. Develop performance dimensions: It involves grouping the behaviors in different 

dimension sets, then define each dimension. 

c. Recheck: It refers to verifying these groupings by a different group of jobholders and 

supervisors. 

d. Scale the critical incidents: This second group then rates how effective or ineffectively 

these behaviors affect the performance on a scale. 

e. Develop a final instrument: About 7-8 of these dimensions are chosen as behavioral 

anchors. 

 

3.7.2 Advantages of BARS 

 

a. Consistency: They are reliable as the appraisals remains the same even when different 

raters rate them. 

b. Clear standards: The critical incidents clearly list the behaviors upon which an 

employee is appraised. 

c. Accuracy: The incidents are described by jobholders and supervisors, who know and 

do the job. This leads to accuracy in the appraisal method. Thereby increasing the 

reliability. 
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d. Independent dimensions: Clustering different behaviors into 7-8 dimensions help to 

make the performance dimension more independent of one another. 

e. Feedback: The clear listing of critical incidents, based on which an employee is 

appraised, makes it easier to explain the ratings. 

 

3.7.3 Explanation of the BARS Method 

 

Development of BARS evaluations requires an in-depth understanding of each position’s key 

tasks, along with an understanding of the full range of behaviors displayed by individuals in 

carrying out such tasks. You rate these behaviors for each employee; then you anchor each 

behavior to points on a rating scale, which indicates whether the behavior is exceptional, 

excellent, fully competent, or unsatisfactory [14]. The result is a rating scale for each task. 

 

For example, in a hypothetical position of human resources coordinator, one of the job holder’s 

responsibilities is to complete status change notices, which update the personnel system 

regarding changes in employee pay, position, title, supervisor, and personal data [15]. The 

BARS method for this specific task in this specific job could read as follows: 

Table 3.1: BARS Method Rating Scale 

Rating 

Scale 

Performance 

Level 

Description 

5 Exceptional 

performance 

Accurately completes and submits all status change notices 

within an hour of request 

4 Excellent 

performance 

Verifies all status change notice information with 

requesting manager before submitting 

3 Fully competent 

performance 

Completes status change notice forms by the end of the 

workday 

2 Marginal 

performance 

Argues when asked to complete a status change notice 

1 Unsatisfactory 

performance 

Says status change notice forms have been submitted when 

they have not 



27 
 
 

Like any method, BARS is not perfect. Here are some of the drawbacks to the BARS approach: 

 

 The process of creating and implementing BARS is time-consuming, difficult, and 

expensive. Each BARS form must be created from scratch for every position in the 

company. 

 Sometimes the listed behaviors still do not include certain actions required of the 

employee, so managers can have difficulty as signing a rating. 

 It is high maintenance. Jobs change over time, which means that BARS requires a high 

degree of monitoring and maintenance. 

 It is demanding of managers. In order to successfully conduct BARS evaluations, 

managers need detailed information regarding the actions of their employees. 

Gathering such data can be quite time-consuming, and many managers end up letting 

this slide. 

 

3.8 Methods of Job Analysis 

 

Several methods exist that may be used individually or in combination. These include review 

of job classification systems, incumbent interviews, supervisor interviews, expert panels, 

structured questionnaires, task inventories, check lists, open-ended questionnaires, 

observation, and incumbent work logs etc. One or more methods might be sued to do the 

project in order to get best possible outcome and achieve more employee’s satisfaction. 

Depending on the situation and conditions method should be applied and as all of the methods 

more or less quantitative, its might have some differences in result. All limitations must have 

to keep in mind during implementing of those methods. 

 

A typical method of job analysis would be to give the incumbent a simple questionnaire to 

identify job duties, responsibilities, equipment used, work relationships and work environment. 

The complete questionnaire would then be used to assist the job analyst who would then 

conduct an interview of the incumbents. A draft of the identified job duties, responsibilities, 
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equipment, relationships and work environment would be reviewed with the supervisor for 

accuracy. The job analyst would then prepare a job description and/or job specifications.  

 

The method that may be used in Job Analysis will depend on practical concerns such as type 

of job, number of jobs, number of incumbents, and location of jobs. 

 
Fig.3.3: Job Analysis: A Basic Human Resource Management Tool 

 

3.9 Steps in Job Analysis 

 

A well put together job description is a good business investment because it can be used to 

support most HR functions: recruitment, selection, orientation, training, work plans, 

compensation, performance reviews and legal defense. Job descriptions explain the key 

responsibilities of the actual position, reporting relationships and work environment. The first 

step in writing or rewriting job descriptions is job analysis [16]. Job analysis is an in-depth 

study of a job. It provides information for job descriptions. In doing the analysis, an employee 

will gather information about jobs through interviewing employees, observing performance of 

certain tasks, asking employees to fill out questionnaires and worksheets, and collecting 

information about a job from secondary sources such as the National Occupational 

Classification (NOC) system. 
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Step 1: Understand the job 

Start by developing a complete understanding of the position. This is the foundation on which 

hiring is based. In conducting your analysis, consider: 

o All of the duties and responsibilities of the position  

o Their scope and level and the context in which these are to be performed  

o The amount of responsibility, authority and accountability required to perform the work  

The major and minor activities 

 

 
Fig.3.4: Job Analysis: Job Description and Job Specification 

Job Analysis

Job Description

Job Title
Job Location
Job Summary
Working Conditions
Job Duties
Technology to be used
Hazards

Job Specification

Qualifications
Experience
Training, Skills
Responsibilities
Emotional 
Characteristics
Sensory Demands

Job Analysis

Job specification
1. Education, 

experience, skills
2. Responsibilities, 

trainings
3. Personal & 

emotional 
characteristics

Job Description

1. Title, position, 
location

2. Duties, reporting
3. Technologies, 

workplace, 
environment
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Step 2: Identify Performance Behaviors 

Next, identify examples of behavior that would be used to evaluate the quality of the work. 

Identify examples of both effective and ineffective behaviors. To do that, have to ask about the 

performance expectations for superior performance and also identify about to know someone 

is doing an excellent, satisfactory or poor job. It look when a high performer is doing an 

excellent job or when a poor performer is doing an unsatisfactory job. 

 

 
Fig.3.5: Job Analysis Process 

 

Step 3: Essential Competencies 

Using the examples of behavior as a basis, identify and choose only the most critical/ essential 

competencies required to demonstrate high performance. Differentiate between high 

performers and average performers: 

o There should be no more than 6 to 10 competencies selected for a role or job. 

Remember, fewer are better.  

o The key is to select only the most critical/essential competencies required to 



31 
 
 

demonstrate high performance. While all competencies may seem desirable, they are 

not all critical.  

o Familiarize yourself types of competencies and skills.  

 

Next, sort the competencies based on how critical or essential each one is. It can sort each of 

the competencies into one of four groups: 

o Critical/essential  

o Important/significant  

o Less important/learn on the job  

o Not applicable  

 

When determining how critical or essential a Competencies, Knowledge, Skills and Abilities 

(CKSA) is, consider factors such as: 

o The difficulty or criticality of the tasks being performed  

o The impact on job outcomes  

o The impact on the performance of other employees  

o The consequence of error if the CKSA is not present  

o How frequently the CKSA is used on the job  

o Whether the CKSA is required at when the job starts or can be learned or acquired on 

the job within the first six months  

 

When completed sorting, review and make any adjustments that are needed. Count the number 

of CKSA has been sorted in the Critical/Essential and Important/Significant groups. There 

should be between 6 and 10 competencies. If have more than that number, it can rank the 

competencies in your Important/Significant group and pick only the highest ranking that 

provide us with an appropriate number of competencies. Put all others aside. If it ended up 

with less than an appropriate number of competencies, then rank the competencies in our Less 

Important/Learn on the Job group and pick only the highest ranking to add to the 

Important/Significant group, providing us with an appropriate number of competencies. Put all 



32 
 
 

others aside. The competencies have chosen form the CKSA portion of the qualifications for 

the job. 

 

Step 4: Identify Target performance level 

Target levels refer to the types of behaviors demonstrated by high performers. They are not 

minimum standards. The key is to select the target level that high performers demonstrate most 

of the time (general rule - 75% of the time). While all people may be able to demonstrate a 

level once, target levels refer to what they do most of the time. To assist, have to think about 

what a high performer in the job demonstrates most of the time when they are engaged in that 

competency. Do not select an inappropriately high target level. Setting the bar too high can 

lead us to hiring no one. The focus is on trying to describe reality, not ideals. Once it have set 

the Target Level, it should also set the minimum acceptable level required at job start. It could 

set Level 1 as the lowest possible level and 5 as the highest. Ensure the minimum level is also 

realistic. 

 

Step 5: Experience, Education and Training Needed 

Review the final list of Competencies, Knowledge, Skills and Abilities (CKSA) and determine 

the various ways in which these could be acquired through education, experience (work, 

volunteer and/or life) and/or training. It may be helpful to consider the background of high-

performing employees in this type of position. Be sure to include as many of the equivalent 

combinations of education and experience as possible. Consider the availability of qualified 

people in the job market and ensure the qualifications are reasonable given that market. It is 

important to determine a qualification that is appropriate to the job on day one and not 

inappropriately high or low. If qualifications are set too high, candidates that have the 

competencies may be inadvertently eliminated at the screening stage before having the 

opportunity to prove themselves. Alternatively, if the qualifications are set too low, most of 

the applicants will need to be considered which can be a time consuming process and many 

may not have the required competencies. 
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Step 6: Special Considerations 

Now is the time to identify and include any special considerations it may wish to include. Some 

jobs may require additional specific criteria like the following: 

 

o Criminal records review  

o Drivers, firearms or other licenses  

o Professional designations  

o Occupational certifications  

o Physical requirements to lift heavy objects, work in strenuous situations etc.  

o Willingness statements (for example: willingness to work in dusty or noisy 

environments  

 

Step 7: Review and Finalize 

At this point it have completed the job analysis process. This final step is to give us an 

opportunity to stand back and take a second look at our work to ensure it as valid and stands 

the common sense. To do this, have to ask ourselves the following questions: 

o Given what it know about the accountabilities of this job/role, are the Competencies, 

knowledge skills and abilities chosen really the most critical ones? Will they help us 

identify the difference between a high performer and a poor one?  

o Do the behavioral levels identified really define what high or poor performers actually 

do in this job/role?  

o Are the experience, education and training requirements related to the CKSA chosen: 

job-related, inclusive, reasonable and appropriate?  

o Have all necessary special considerations been included?  

 

If it answered no to any of these questions, will have to review our work and make adjustments 

so that can answer each question with a yes. If answered yes to all of the questions, finalize 

your statement of qualifications. These may now be added to job descriptions (JD), included 

in applicant packages and advertisements, and used as a basis for determining the most 

appropriate assessment methods to be used in the hiring process. 
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Step 8: Using Results 

The list of qualifications and competencies developed through job analysis are used to create: 

o The Statement of Qualifications to be attached to Job Descriptions  

o Advertising content and/or applicant information packages  

o Criteria for short listing applicants  

As a basis for determining the most effective assessment methods 

 

Completion of all the mentioned steps will lead a proper job analysis procedures to determine 

the actual facts and take the appropriate decisions to meet the requirement. All steps has a 

significant impact on the decision making and helps to diagnosis thoroughly. For any 

betterment it always advise to take the expert judgement and take the opinion for further set of 

actions.  
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CHAPTER FOUR 

METHODOLOGY 

 

4.1 Introduction 

 

This chapter presents the methodology for research utilized as a part of request to accomplish 

the objectives of this study. It exhibit data collection, sample population, interview process, 

data analysis procedures. Job evaluation methods are used to collect the information from 

employees and information are reviewed to restructure the existing positions and ensure job 

satisfaction among all the employees.  

 

4.2 Project Design 

 

The objective of the study is to portray the connection among the job evaluation and employee 

job satisfaction of target area. First stage determine the scope of project and design accordingly 

to conduct interviews of selected people and categories their role and responsibilities. Evaluate 

the requirement of the position, prepare complete job description, evaluate considering current 

skills and recommended for further training and skill develop program. 

 

Several methods exist that may be used individually or in combination. These include review 

of job classification system, incumbents’ interview, supervisor interviews, experts’ panels, 

structured questionnaire, task inventories, check lists, open-ended questionnaire, observation, 

and incumbents work log. All the methods will help to gather all the relevant data to analyze 

the job and take necessary actions to meet the employees’ job satisfaction.  

 

A typical method of Job Analysis would be to give the incumbent a simple questionnaire to 

identify job duties, responsibilities, equipment used, work relationships, and work 

environment. The completed questionnaire would then be used to assist the Job Analyst who 

would then conduct an interview of the incumbent(s). A draft of the identified job duties, 

responsibilities, equipment, relationships, and work environment would be reviewed with the 
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supervisor for accuracy. The Job Analyst would then prepare a job description and/or job 

specifications. In case of arising any confusion during job evaluation, it would be more 

effective to take expert judgement for any better solution or advice. 

 

The method that may be used in Job Analysis will depend on practical concerns such as type 

of job, number of jobs, number of incumbents, and location of jobs. Because the nature of job 

might differ organization to organization. It is important to gather the relevant data considering 

the organization nature as well as job nature to analyze the job appropriately and taken the 

more effective solution to achieve the job satisfaction. Select a variety of positions and more 

than one person from each function to gather more realistic data and analyze the diversity 

among the different stakeholder in the same function.  

 

4.3 Target Population 

 

For purpose of the project target population are the decision making role of sewing production 

area. Positions are create based on roles and responsibilities and target population selected 

from the position hierarchy. Focused populations determine based on financial and 

administration decision making authority. As those are mostly human driven process and 

process are involved with high value in terms of the finish goods quality, quantity and delivery 

time, thus position hierarchy has a big impact to execute all the operation as required. 

 

4.4 Sample Design 

 

Sampling is a deliberate choice of various individuals who are to give the information from 

which to make determinations about some bigger gathering, whom these individuals, speak to. 

The study used random sampling [17]. The sample was selected proportionately from various 

position comprising middle management and lower staff. This involves getting the 

proportionate sample of each category that would lead to the required minimum 25% of each 

position. 
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Proportionate sample collected from sewing production areas and selected them on category 

basis. Taken sample from each management level so that the sample result reflect the more 

closure result and error was less. 

 

Table 4.1: Sample population Chart for Case Study 

Management Level Total 

Population 

Proportionate 25% 

Sample (min) 

Percentage 

Top Management Staff 04 2 4.3% 

Middle Management Staff 16 8 17.4% 

Lower Management Staff 120 36 78.3% 

Total 140 46 100% 

 

4.5 Information Collection 

 

The study used primary information which was collected by use of a questionnaire and 

interviews that was administrated to organization employees [18]. The questionnaire and 

interview method is the most appropriate tool where comprehensive information is required. 

The questionnaire was used to collect information about employee’s behavioral, decision 

making consistency, focus factor, employees demand, expectations and information 

concerning job evaluation and employee job satisfaction. As such those items ensured 

comprehensive in converting all key aspects of job evaluation and employee job satisfaction. 

 

It have conducted some interview as well as questionnaire sessions to analysis existing 

situation through proper contribution of all level stakeholders. Questionnaires helped to collect 

the true fact information as most of the sample employee are not comfortable to face open 

interview about their job satisfactions, their demands and to describe their feelings about their 

position. Most of them also not well aware bout their job roles and responsibilities and they 

believed the individual personal do most the tasks.  
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4.6 Information Review 

 

Information was attained from the respondents was screening for wholeness, authentications, 

intention and other inconsistencies. Information was then sort out and selected for the study. 

Different job evaluation techniques and expert judgements and recommendation are taken to 

review and evaluate the information. Those reviewed information helps to modify the current 

position and state the important of the positions. Based on the review it is easier to take 

modification on positions and evaluate the position to ensure employees job satisfaction. 

 

To conduct job analysis, job evaluation and job satisfaction all the information reviewed very 

carefully so that all the perspective of information collection are covered. As most of the 

information are related to attribute, for that it difficult task to analyze those information. 
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CHAPTER FIVE 

CASE STUDY 

 

5.1 Introduction 

 

The case study has done in a renowned knit composite industry which is a public limited 

company, listed with the Dhaka and Chittagong Stock Exchange. Engaged in manufacturing 

of knitwear products. This company is a Lycra assured factory. 100% Export oriented 

composite knitting, dyeing & finishing and garments making and export targeted for the 

European, Canadian and Asian Markets. 

 

The factory as situated at Savar, Dhaka and head office at Baridhara, Dhaka. The factory is a 

knit composite factory which produces a wide range of knit items Jacket, Trouser, T-shirt, Polo 

Shirt, Legging, Dress, Tank-top etc. It has different section like spinning, knitting, dyeing, 

dyeing finishing, cutting, embroidery, printing, sewing, garment finishing etc. In case study 

sewing production management are taken as scope of the study. The facility has a complete 

North American & European State-of-the-art setup, thoroughly engineered, and is capable of 

manufacturing a whole range of knit fabrics and garments. 

 

Mission 

Be a caring through enriching customer experiences by providing innovative solutions & 

process excellence. 

 

Vision 

Be an Industry thought leader 

 

5.2 Different Production Areas in Knit Composite Industry 

 

Selected company is a knit composite factory which operations starts from yarns and ends with 

finish garment which is 100% export oriented. Different operational processes are engaged to 
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fulfill the operational requirement. It is a vertical set up knit composite factory which integrate 

all the process to deliver better quality goods to customer end. After getting or placement of 

any buyer order manufacturing process started and end after deliver the required goods to 

customer. Sometimes for technological limitations few process might need to outsource to 

meet buyer demand. 

 

The process flow of the knit composite industry is given below which helps to get a broader 

overview on all the related process of a knit composite industry. 

 

 
Fig. 5.1 Process Flow Chart of Knit Composite Industry 

 

5.3 Reasons for Choosing Production Management (Sewing Production) 

 

Production management (sewing production) is mostly involves with manual work and a good 

number of people are engaged in the sewing production. In a sense others department more or 

less automation and less number of people engaged and influences the output. Whereas sewing 

production directly involved with manpower and around 75-80% of people are assigned to 
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sewing production of total company manpower. For that reasons it is a great opportunity to 

work this sewing production for a significant improvement. 

Now a day’s market is very competitive and to sustain in the competitive market must need to 

be cost effective and proper utilization of resources. Manpower is the big resource for RMG 

sector and manpower wages has worth a big contribution on total expenditure. To be a cost 

effective organization, need to take proper action to use manpower properly and engaged them 

in their work place. Job evaluation is the one of the best tools which ensure right people in 

right place and make sure all employees are satisfied in their role and payment. Consider all 

the aspect choose production management as the area of project study. 

 

After observation in existing manpower structure and talking with the staff level in sewing 

production area it is clearly seemed that overmanning are visible and employees are not well 

aware about their roles and responsibilities. Which given an opportunity to work on sewing 

production area in order to drive a big change in both cost savings and job satisfaction among 

the employees. Due to over manning and unclear job responsibilities, employees are always 

feel job insecurity and they are not comfort with their current position. It also caused a large 

number of turnover which was a big management concern as textile industries are fully 

manpower driven. Considering all the circumstances sewing production areas selected as the 

scope of the project. 

 

5.4 Impact of Job Analysis & Evaluation in the Production Management 

 

An employee survey has been conducted through a set of questionnaire to understand and 

overview employee’s standings on their job. The questionnaire set given below and it have 

taken feedback from selected sample employees. All sample employees participated willingly. 

We have covered several areas of job clarity, job satisfaction through the questionnaire. 

 

 

 

 



42 
 
 

a. I am well known about my job role and responsibilities 

 

 
Fig.: Employees Feedback on Job Clarity 

 

 

a. I am satisfied with my job 

 

 
Fig.: Employees Feedback on Job Satisfaction  

 

22%

33%

20%

15%

11%

Strongly

disagree

Disagree Nutral / neither

agree or disagree

Agree Strongly agree

15%

28%

33%

17%

7%

Strongly

disagree

Disagree Nutral / neither

agree or disagree

Agree Strongly agree



43 
 
 

b. I feel my job is secured 

 

 
Fig.: Employees Feedback on Job Security 

 

 

c. I am satisfied with my overall compensation 

 

 
Fig.: Employees Feedback on Overall Compensation 
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Considering all above survey summary report and analyzing individuals interviews it clearly 

understood that need to restructure the overall job category, benefits, compensation, hierarchy 

to ensure the better job environment and employee satisfaction. It was also helped to get the 

maximum output from employees to drive good result and achieved organizational goal.  

 

Company has been benefited from job analysis and job evaluation in production management 

in many ways. The scenario before starting job analysis and after implementing job analysis is 

being presented below: 

 
Fig. 5.2: Sewing production floor manpower hierarchy (Before) 

 

 
Fig. 5.3: Sewing production floor manpower hierarchy (After job analysis & evaluation) 

Helper (180 per Floor, Manual Work & Thread Cutting)

Operator (320 per Floor)

Team Leader / Supervisor (24 per Floor, 2 per Line)

Line Chief (6 per Floor, 1 per 2 Line)

Floor In Charge (2 per Floor)

Assistant Production Manager (2 per Floor)

Production Manager (1 per Floor)

Helper (120 per Floor,  No Thread Cutting helper)

Operator (320 per Floor)

Team Leader / Supervisor (24 per Floor, 2 per Line)

Line Chief (6 per Floor, 1 per 2 Line)

Assistant Production Manager (2 per Floor)

Production Manager (1 per Floor)
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After making the changes again survey has been done on the same questionnaire which has 

been taken earlier. A significant on changed on employee’s feedback has been observed. The 

survey has been done among same group of people after 2 month of implementing the changes. 

 

a. I am well known about my job role and responsibilities 

 

 
Fig.: Employees Feedback on Job Clarity 

 

a. I am satisfied with my job 

 

 
Fig.: Employees Feedback on Job Satisfaction  
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b. I feel my job is secured 

 

 
Fig.: Employees Feedback on Job Security 

 

c. I am satisfied with my overall compensation 

 

 
Fig.: Employees Feedback on Overall Compensation 
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Considering all above survey summary report and analyzing individuals interviews it clearly 

understood that need to restructure the overall job category, benefits, compensation, hierarchy 

to ensure the better job environment and employee satisfaction. It was also helped to get the 

maximum output from employees to drive good result and achieved organizational goal. 

 

5.4.1 Cost Savings Calculation 

Completion of the job evaluation and restructure of the job positioning its clearly visible that 

a lots of changes bought down in the sewing production which lead economical savings to the 

company as well to improve job satisfactions among the employees. Now it is clear about any 

individual’s job description and clarity and also the roles and responsibilities of employees. 

 

Financial savings has been calculated for restructure job hierarchy. Floor in-charge position 

has been eliminated and deducted helper from existing number 

 

For floor in-charge elimination savings calculation, 

Approximate salary per floor in-charge = 30000.00 BDT 

Floor in-charge per floor: 02 

Number of floor: 04 

Total floor in-charge: 08 

Monthly savings: 30000.00*08 = 240,000.00 BDT 

 

For helper deduction savings calculation, 

Approximate salary for per helper = 8300.00 BDT 

Helper per floor: 60 (60 are reduced out of 180) 

Number of floor: 04 

Total no of helper: 240 

Monthly savings: 8300.00*240*50% = 996,000.00 BDT 

Note: Helper savings are calculated as 50% because overall positions compensation has been 

revised and restructured and has an impact on SMV as thread cutting is added to the process 

time. 
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Total monthly savings: 240,000.00+996,000.00 = 1,236,000.00 BDT 

Total annual savings: 1,236,000.00*12 = 14,832,000.00 BDT 

 

From above it is clearly shows that after restructuring the existing job positioning and 

modification on process, a big financial savings has achieved. It also bring some challenges at 

initial stage, but after getting competitive benefits employees are adopt the change. 

 

5.4.2 Impact on Productivity 

 

Though a lots of change happened after the project completion but there is not any significant 

impact on the productivity. Productivity have been analyzed for both the existing productivity 

and past implementation productivity, there is no major changes observed. So it is very strong 

observation that deduction of a staff position and cut off thread cutting operator from the 

sewing floor has not impact the productivity of the floor. One things need to be noted that, 

earlier thread cutting are not calculated in the standard minute value (SMV), but after 

eliminating thread cutting operator the thread cutting time was built in the process time. For 

that reason the SMV increase a little which has not any financial or productive impact on the 

sewing floor. 
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Fig.: Floor wise productivity (before) 

 

 
Fig.: Floor wise productivity (after) 
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5.5 JOB Description (JD) 

Position: PRODUCTION MANAGER 

Grade: TBA 

Department: Operations-Sewing to Export 

JD prepared by: Lean Transformation Dept. JD Approved By: Managing Director 

Direct superior of this role: Factory Manager-Garments 

Superior of this role reports to: Director-Operations 

Other subordinate of superior: Cutting Manager, IE/Technical Support Manager, 

Coordinator-Assortment & Shipping, Executive Planning (Indirect) 

Reporters of the role: 

Direct: Assistant Manager, Line In-charge, Team Leader: Lead individual team in the floor to 

meet target shipment date efficiently  

Indirect:  

Mechanic: Give proper maintenance support to the floor  

Job Trainer: Give proper technical support to the floor  

IE: Give proper production support to the floor  

Working relationships of the role: 

Internal contacts: Other Garment Production Managers, Manager-Print & Emb, Cutting 

Manager, Coordinator-Assortment & Shipping, Maintenance-Garments Division, IE Manager, 

Planning Manager, Business Analysis Manager, Merchandising Manager, Quality Manager. 

External contacts: Customer’s Representatives, External QA Manager  

Dimensions of the role: 

No of direct sub-ordinate: 20 (20 manages 400-550 employees)  

No of indirect Sub-ordinate: 8  

Financial Dimensions: Total 1,000,000 (+/-) USD FOB value where 210,000 (+) USD is CM 

value and 140,000 (+/-) USD is SEWN value (Now it is based on 45% efficiency at current 

price rate and cost combination)  

Purpose Statement: 

Production Manager will lead the entire production floor to achieve all the target shipment 

dates efficiently, drive Job Trainers & Team Leaders to reduce changeover time. 
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Nature and scope of the role: 

1. Production Manager will have to lead his entire production floor where direct labors 

are less educated as well as the system of production is manual. He needs to be careful 

about the mindset of the team players around him or her where his or her attitude can 

lead to frustration and less productivity. Production Manager will have to follow the 

code of conduct, as he or she will be in touch with his external & internal contacts. 

2. Production Manager will have to be very quick responsive as his or her area is the key 

result indicator of the organization. It is mandatory to give close follow up of all the 

KPIs, for production these are COPQ-Cost of Poor Quality (Cost to improve & prevent 

poor quality, cost of image, cost of customer claim, opportunity cost/lost revenue, cut 

to export ratio and CPM-cost per minute (HR budget, exported minute). 

Key accountabilities of the role: 

1. Initiating, overseeing floor’s production, achieve production target, ensuring 

efficiency, control overtime, optimizing resources to attain production targets within 

agreed timeframe  

2. Anticipate critical problems related to production issues and find out possible solutions  

3. Ensure required number of manpower in sewing and quality. 

4. Ensure recheck free shipment 

Key tasks of the role: 

1. Monitor shipment date, efficiency, quick changeover, daily rejection and if necessary 

take necessary steps.  

2. Concentrates about all kinds of inputs he receives  

3. Take support from other supporting department like IE, Mechanical, planning etc.  

4. Coordinate implementing balanced layout and monitor quick changeover, reducing 

changeover time by team leaders, job trainers and IE as proposed by IE department  

5. Check whether technical information is understand from pp meeting and conveyed to 

the line people  

6. Prepare reconciliation report for every style and PO after shipment  

7. Attain targets of discipline of the floor.  

8. Take ownership of preparing future Team Leaders  
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Key decisions & recommendations by this role: 

Key Decision:  

1. Give decision in case quality does not match with agreed criteria and provide prompt 

solution on discuss with other supporting department.  

2. Allocation of manpower as proposed by IE based on production needs/availability of 

worker  

Key recommendations:  

1. OT & MP required for production & style  

2. Team Leaders development plan  

Key challenges of the role: 

1. Will ensure there be will no failure of shipment date  

2. Will ensure there be no failure of final quality audit  

3. Ensure that goods produced in the floor meets COPQ, CPM  

4. Will ensure targets of discipline of the floor  

Skill requirements: 

Functional competencies: 

1. Technical knowledge:  

 Should have enough knowledge on SMV, Efficiency, Work Study, Layout, 

capacity planning and cost per min.  

 Should be an expert on Garment making, Machines and all the standard operating 

procedures related with production  

2. Special skill: 

 Should have a professional degree on Lean Six sigma & production management 

 Should be vast knowledge on production planning  

 Should be trained on the use of ERP system 

3. Analytical ability: Highly capable to develop a production planning of textile 

composite 

4. Education level: Must be a graduate or preferably from textile college  

5. Experience: Highly capable or Needs to have at least 10 years’ experience out of which 

3 years in Industrial Engineering (IE) or and 7 years’ experience in production. 



53 
 
 

Behavioral competencies: 

1. Focus on goal: Result oriented within time frame 

2. Managing change: Managing pains in change process 

3. Professional confidence: Self-belief in change process 

4. Problem Solving (most critical/exceptional/strategic): Give prompt decisions in 

most critical cases 

5. Leadership: Creating team spirit in his/her team 

6. Strategic thinking: Participates in objective setting 

7. Project management: Managing project within time frame 

Success factor: 

1. Quick response to adjust uncertainties and changes 

2. Transparency in production management 

3. Influencing Capability 

 

Position: LINE IN-CHARGE 

Grade: TBA 

Department: Operations-Sewing to Export 

JD prepared by: Lean Transformation Dept. JD Approved By: Managing Director 

Direct superior of this role: Production Manager-Sewing 

Superior of this role reports to: Factory Manager-Garments 

Other subordinate of superior: Assistant Manager, Line In-charge, Team Leader 

Reporters of the role: 

Direct: Team Leader: Lead individual team in the floor to meet target shipment date 

efficiently, Operator 

Indirect:  

Mechanic: Maintenance & changeover  

Job Trainer: Training and changeover 

IE: Process breakdown, IE techniques and target  

Working relationships of the role: 

Internal contacts: Cutting In-charge, Finish goods warehouse in-charge, Quality in charge, 
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IE executive 

External contacts: Customer’s Representatives, External QA officer 

Dimensions of the role: 

No of direct sub-ordinate: 80 (2 Team Leader manages 70-80 workers)  

No of indirect Sub-ordinate: 0  

Financial Dimensions: Minor decision regarding garments sewing. For any major changes 

and decision need approval from Production Manager.  

Purpose Statement: 

Line in-charge will lead the specific two lines to achieve production target, achieve target line 

efficiency, drive team to reduce changeover time and achieve first output within shortest time. 

Nature and scope of the role: 

1. Line in-charge will have to lead his team where direct labors are less educated as well 

as the system of production is manual. He needs to be careful about the utilization of 

his team and allocate them based on their process skills to make sure that line will 

achieve maximum efficiency. 

2. Line in-charge will have to be better control to keep his lines running with proper input 

and availability of accessories. He should make sure no line is suffering due to 

insufficient input. 

Key accountabilities of the role: 

1. To keep line is run uninterruptedly. No shortage of input or accessories or no unwanted 

situation happen during production time. 

2. Proper allocation of workers based on their skills and expertise on process to achieve 

maximum efficiency. 

3. Manager overtime of workers within allocated budget. 

Key tasks of the role: 

1. Ensuring hourly production of his allocated line and take action to achieve target. 

2. Follow up with IE and technical team for target achievement. 

3. Implementing balanced layout and execute quick changeover, reducing changeover 

time by team leaders, job trainers and IE as proposed by IE department. 

4. Conduct pre-production meeting style wise with team to brief those details about styles 
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and discuss the critical processes to meet buyer requirement. 

Key decisions & recommendations by this role: 

Key Decision:  

1. Give decision in case any operator does not meet the target to do inert change between 

operators 

2. Training of manpower as proposed by IE based on production needs/availability of 

worker 

Key recommendations:  

3. Operator training requirement  

4. Process layout changing to meet target and quality 

Key challenges of the role: 

1. Will ensure production target and efficiency  

2. Will ensure no idle or breakdown time  

3. Ensure that 100% goods output from line pass the quality  

Skill requirements: 

Functional competencies: 

1. Technical knowledge:  

 Should have enough knowledge on efficiency, line layout, target and quality 

 Should be good knowledge on Garment making, Machines and process. 

2. Special skill: 

 Should have a professional degree on garment technology 

 Should be vast knowledge on sewing process and machines  

 Should be trained on the basic use of ERP system 

3. Analytical ability: Capable to study sewing production process and bottleneck of 

process 

4. Education level: Graduate is preferable. 

5. Experience: Needs to have at least 6 years’ experience out of which at least 3 years as 

supervisor position. 

Behavioral competencies: 

1. Focus on goal: Result oriented within time frame 
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2. Managing change: Managing pains in change process 

3. Professional confidence: Self-belief in change process 

4. Problem Solving (most critical/exceptional/strategic): Give prompt decisions in 

basic cases 

5. Organizing-Mostly External / Managing Information?: Organize both internal 

resources 

6. Leadership: Creating team building in his/her team 

7. Strategic thinking: Participates in objective setting 

8. Project management: Contribute on project within time frame 

Success factor: 

1. Adopt quick change 

2. Transparency and traceability in production management 

3. Managing capability 
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CHAPTER SIX 

CONCLUSIONS AND RECOMMENDATIONS 

 

6.1 Conclusion 

 

This chapter presents the summary of the findings presented in the chapter four according to 

the study objectives. This chapter also presents the conclusions and recommendations to the 

study. The study concludes with recommendations in terms of organizational placement and 

arrangements of the job evaluation function. Every Chapter concluded with a brief summary 

of the main aspects. The study found that majority of the staff positions role and responsibilities 

were overlapped. The study were made within the sewing production area and it covered all 

the staff level job analysis, evaluations through the questionnaire and interview sessions to 

make sure that every positions has self-governing roles and responsibilities to avoid conflict 

and ensure job satisfaction. In addition, the study found a big level non-educated and less 

educated people in the production management. 

 

Considering job evaluation, the study found that job evaluation ensured that job classification 

is done according to the functions and positions, job evaluation ensured that staff are 

placed/deployed according to the requirement and skills, job evaluation ensured jobs at that 

knit composite industry are aligned to specific functions, job evaluation revealed that reporting 

system is in accordance with the grades and tasks performed, job evaluation constructed 

grading of salary structures, job description (JD) that corresponds to the task and functions of 

the jobs. Furthermore, the study found that all respondents feel so good when they accomplish 

their task, they like the competence of their supervisor, they have good working relationship 

with their supervisors and among their team. They have many achievement as a result of 

working in this organization, they always praised for doing a good job, and there is job 

satisfaction and job security in the organization. They have variety of job responsibilities, they 

have a good working relationship with their subordinate. There is opportunity for additional 

training and skills development and have an opportunity to lean and develop new skills. 
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The study concluded that a large number of manpower involved in the organization and the 

floor management staffs has a significant contribution to manage people and achieve 

organization goal. The participants has a vast role and those roles are designed and rationalized 

based on the organization requirement and staff skills and experience. This rationalization 

ensured more involvement of employees and more job satisfaction. The study concluded all 

respondents were reliable enough to offer steadfast and satisfactory information in relation to 

job evaluation and employee job satisfaction. Despite the fact that most of the staffs had 

achieved only primary and secondary level education. They had not any university or higher 

educational degree but they had experience in matters relating to job evaluation and that 

information given helped in showing a clear picture on employing job description and 

modification on positions to attained job evaluation and job satisfaction thus helping to lower 

staff turnover and improve job satisfaction. 

 

The study uncovered that job evaluation is a fundamental instrument is authoritative 

administration that has been received to enhance employees’ satisfaction and organizations 

stability. It additionally settled that job evaluation helps to enhance efficiency of the 

organization. Viability and effectiveness of employees job valuation, increment employee 

confidence, thus it would not be anything but difficult to judge employee spirit by the level of 

execution and profitability. 

 

6.2 Recommendations 

 

The study recommends that job evaluation ought to be accomplished all the more every now 

and again through benchmarking with comparable organizations in the business with going 

business sector rate to guarantee employees stay aggressive and lessen turnover of the 

employees. 

 

The limitations faced in during this project were founded on unwillingness to share what 

respondents termed insecurity to their positions and they were very defensive during 

questionnaire and interview sessions to give their feedback. They were thought that this might 
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have negative impact on their job and those are treated negatively by management. 

Respondents were reluctant to share information they thought if shared all to others so there 

might some risk. In traditional concept all were conscious about job security. Considering all 

perspective project were good outcome and were be more effective if every staffs responded 

without any concerned. 
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ANNEX 01 

BARS Questionnaire 

Question 1: Tell about a time when an employee approached you with concerns. How did you 

handle the situation? 

Question 2: Give an example of a time when you had to quickly change project priorities. What 

steps did you take to initiate change? 

Question 3: Tell me about a time when you had to represent your organization to an external 

party. How did you act in order to represent your organization’s culture? 

Question 4: Think of a time when you had to work on multiple works/tasks simultaneously. 

How did you manage your time? 

Question 5: Give an example when you observed that your two subordinate were involved in 

a conflict and that create very critical situation. How you handled it? 

Question 6: Supposed one particular shipment was going to fail delivery lead time due to 

unproductivity of your concern floor. How you addressed this situation to management and 

what action plan did you take to meet shipment deadline. 

Question 7: Think of a time when you had to make a financial decision. How did you respond 

and manage? 

Question 8: Describe through the specific steps you have taken when implementing an 

organization-wide process or initiative. 

Question 9: Describe a situation in which you needed to make a business decision. What 

specific steps led you to your conclusion? 

Question 10: Describe a time when you have utilized your understanding of cost-benefit 

analysis. How did you use the analysis? 
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ANNEX 02 

Employees Evaluation Form (using BARS method) 

Employee Name: Department: 

Title of Position: Date of interview: 

 

Competencies: 

1. Follows procedures consistently 

 

 

2. Works efficiently / makes good use of time 

 

 

3. Completion of tasks / check lists 

 

 

4. Ability to take directions from management 

 

 

5. Ability to take decisions 

 

 

6. Cooperation and collaboration skills 

 

 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 
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ANNEX 3 

Operation Bulletin (Before Change) 

Operation Bulletin 

A Renowned Textile Industry 

Style SM1092 Description V-neck Short Sleeve 
Order Qty 30000 Working Hour 8 hr /day 
Buyer ABC Machine SAM 7.16 
Target   Manual SAM 1.25 

Sl Operation MC 
Type 

MC 
SAM 

Manual 
SAM 

TGT 
@100% 

Calculated 
Manpower 

Allocated 
MP 

1 Care Label Attach SNL 0.12   500 0.36 1 
2 Placket Attached Position Mark MNL   0.25 240 0.74 1 
3 Placket Rolling & Mark SNL 0.32   188 0.95 1 
4 Placket Attach SNL 0.4   150 1.19 1 
5 Placket Attach and Nose Tack SNL 0.27   222 0.80 1 
6 front and Back Part Match MNL   0.15 400 0.45 1 
7 Shoulder Join 4TOL 0.3   200 0.89 1 

8 
Nose Neck RIB Measure and 
Cut MNL   0.2 300 0.59 1 

9 Nose Neck RIB Tack with Body SNL 0.32   188 0.95 1 
10 Nose Neck RIB Join 4TOL 0.32   188 0.95 1 

11 Neck T/S 3TFL 0.25   240 0.74 1 
12 Placket Close & 1/16 Upper SNL 0.32   188 0.95 1 
13 Placket Close & 1/16 Lower SNL 0.32   188 0.95 1 
14 Placket BOX SNL 0.4   150 1.19 1 
15 Neck Piping FB 0.23   261 0.68 1 
16 Main Label Attach SNL 0.32   188 0.95 1 
17 Sleeve HEM 3TFL 0.33   182 0.98 1 
18 Sleeve and Body Match MNL   0.15 400 0.45 1 
19 Sleeve Joint 4TOL 0.45   133 1.34 2 
20 Arm Hole T/S 3TFL 0.32   188 0.95 1 
21 Side Seam 4TOL 0.7   86 2.08 2 
22 Sleeve close and Open Tack SNL 0.37   162 1.10 1 
23 Body Hem 3TFL 0.33   182 0.98 1 
24 Button Hole BH 0.3   200 0.89 1 
25 Button Attach Mark BS 0.27   222 0.80 1 
26 Button Push BS 0.2   300 0.59 1 
27 Sticker Remove MNL   0.5 120 1.48 2 

      7.16 1.25   25 30 

 Total SAM 8.41      
 Target @100% 214      
 Machine Operator 24      
 Manual Operator (helper) 6      
 Thread Cutting (helper) 6      
 Total Manpower 36      
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ANNEX 4 

Operation Bulletin (After Change) 

Operation Bulletin 

A Renowned Textile Industry 

Style SM1092 Description V-neck Short Sleeve 
Order Qty 30000 Working Hour 8 hr /day 
Buyer ABC Machine SAM 7.73 
Target   Manual SAM 1.25 

Sl Operation MC 
Type 

MC 
SAM 

Manual 
SAM 

TGT 
@100% 

Calculated 
Manpower 

Allocated 
MP 

1 Care Label Attach SNL 0.25   240 0.74 1 
2 Placket Attached Position Mark MNL   0.25 240 0.74 1 
3 Placket Rolling & Mark SNL 0.42   143 1.25 1 
4 Placket Attach SNL 0.4   150 1.19 1 
5 Placket Attach and Nose Tack SNL 0.27   222 0.80 1 
6 front and Back Part Match MNL   0.15 400 0.45 1 
7 Shoulder Join 4TOL 0.3   200 0.89 1 
8 Nose Neck RIB Measure and Cut MNL   0.2 300 0.59 1 
9 Nose Neck RIB Tack with Body SNL 0.42   143 1.25 1 

10 Nose Neck RIB Join 4TOL 0.32   188 0.95 1 
11 
Neck Neck T/S 3TFL 0.25   240 0.74 1 

12 Placket Close & 1/16 Upper SNL 0.4   150 1.19 1 
13 Placket Close & 1/16 Lower SNL 0.4   150 1.19 1 
14 Placket BOX SNL 0.4   150 1.19 1 
15 Neck Piping FB 0.23   261 0.68 1 
16 Main Label Attach SNL 0.4   150 1.19 1 
17 Sleeve HEM 3TFL 0.33   182 0.98 1 
18 Sleeve and Body Match MNL   0.15 400 0.45 1 
19 Sleeve Joint 4TOL 0.45   133 1.34 2 
20 Arm Hole T/S 3TFL 0.32   188 0.95 1 
21 Side Seam 4TOL 0.7   86 2.08 2 
22 Sleeve close and Open Tack SNL 0.37   162 1.10 1 
23 Body Hem 3TFL 0.33   182 0.98 1 
24 Button Hole BH 0.3   200 0.89 1 
25 Button Attach Mark BS 0.27   222 0.80 1 
26 Button Push BS 0.2   300 0.59 1 
27 Sticker Remove MNL   0.5 120 1.48 2 

      7.73 1.25   27 30 

 Total SAM 8.98      
 Target @100% 200      
 Machine Operator 24      
 Manual Operator (helper) 6      
 Total Manpower 30      

 


