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ISNAR WORKIN PAPERS ~. ~~';4.4.' 

Th SN workinp'apers series is a flexible instrument for sharing anal.'s 
-infrmaidaoa I~ oi4cganization and malnagemnent problems oftheigiulra],researc sytrasI eveoJoang countries., ~ :2 '44~.... 

Inth4ureof its actUvi tiess . direct assistanceto national agricultural reseach'4 
ra .''~43 'systems, training, and research -.ISNAR geeaeV aneo~fri.w

and Maierls which eventlally become the formal' prdut fispblaij'XQ2" 4, 

program. The workn nac iaessre 
.. 4

shsprogram in several important. 

1. These papers are intended to be a rapid means of presenating the res'ults'of
 
work andLexperienc~s that are stll,in'progress, 
 ut are already produi'cing j."4
4resul Lsthatcould be oru'eto others. U47' ' 44 

~, 2,1They are intended to be an effective vehicle for widening the discussion of 
.con tin'uing work, thereby'increasing the quality of the final products. Critical 4444 

comment is welcomed,.4'< 
.'4 4'44444 

3.Teseries provides an oule ordufsing materials and i'nforniation which,because of their limited coverage, do not meet the requirements of" ge',eral '4'''audience" publication.' ) 
' 

'~<"'The series is intended mainly for diffusion of m'aterials produced by ISNAR staff 
but it is aliso available fort the publication of documents produ.ced by other 

".' 

institutions, should they wish to take advantage of the opportunity.< ''' .I,><4 



].Iff,11 ._JItA1SIA ,~ ll# E O R E PA GItI 

Alos none ha caee plns The evlato ofpronli fe oml 

e~c sy, ' 4 ' ' 
inopesn tms(ARS), toa pua a st 6016 th pblc uns he rcev 

ne.Mn NARSatal u eo 0 -5 r o'oe-fr 

decisionsre;ar t aeer andpo tingslm ng etlklyhv to me in~the yarsTuchinfo;' aion i' ii evlaipayere m l atnn itan . 
Th icoeyo 6 wrsotese qetion rulle onamaice o-'eta tuaacin r eear ch maaiz~nagc es recri plannin reguang oanagmnreotxurcs nd/ori "personelsuhouldbniar the'olnofter nin piio P's'A' 

Almsn he phanes t esarchuat sftendscreoe naersone to payeso littleauenutic, ran neot res Th nwrmyb~bt ea cad 

ngeis 

mtresearch orgniatodaye conatrneeawth salofrtes pblions 


Thngeet eqauals"pern el mhll mn" Most a n ctionwagichis,: 
fund heaeve 

resutaneroeanyenARnath putndoe figres ofresearc maareot-n -mupcmonigsrSaadnAria4e hmatiompraneoftethe infor reon the peopnleaiabe,tomanagement funton. frgetrWoaeteJpm fte r 
A hre Tht fretlow rgnerl wfact n rnlsar e thta atigeeforeanwhsatin 

~the yeargiain'srniusi fr anngad vluto 
riesourfe~s 


acti) feo 

(1 hema ar th gs asti.ofany requsea "ogn'nint o 

thndorreearch mana~ers Thoupldnin give metofhhumann'
mcore"anagir ths to o ter iss fprortiesj,'' 

atem,-(hy, eoscou l bve maast reeeove buauratddtica' stiatte huedtio h termu"esoenn~elmaageent";anicany 
(4gan seiorl nthmidofsayshulryhrdtsrngh isouicsngresearch managers, n 

adiitaieron~e ,i an d~tx miarly pesneJivsos,tobloadmte' 
reutniPoraJ t on th agnao taporesv eseac mneri t>1BA 



11 1 VANCE0F GQO0 i'JNFO It 1ATI1 OOHEIN 0N IIU MAN~ 
~~ RESOUJRCES 

__hy_______ uvuoniuaunonhuman resources a criticial resource in the 
hann o he res~j ger er ar t re *esn 

~ ~lY 	 Most imortant, t provide the basis~for good recruitmnt, training, and~ 
crreer planning andI for good personniel evaIuation.-Wi thout information, 

444~~1~1~ the performUnc'of7these crticalmanagement functions is impossible.1~I 

(2) To st~rethnh cs 
to authorize more andc 

fo mae resources. Policymakers are more lIkely 
better personnel for research when they can base *I 

* ~ their decisions on well-researefhed, well-documented, and weii-argued~ 

42be 
() 

cases, "~Wishlists" are not likelyto be persuasive. ,
prsnthcsforreform Similaily~policymakers art iTo prmn th as iot lielytimpressed with vague calls for organizational change, -for inpo ed~ 

7 ~service conditions for researchers, or for moire regular budgeting aid~i 
financial disbursemn procedures, The burden of proof is on research4~1 
managers to make str'ngargpme6nts. I II~ 

iE lLO 1MNI)ILI. ENTI 0 F A HUMAN RESOURCES INIORMATION U 
SSTEMNI4.*~~~ 	 Y 

ofawider Management Information System (MIS). Ifit is,; iulMI woul be4 . -* 

hfr'ily to have at les bi lal dniibecmoet, FigureI summrizes<4 '-A
these four/TIhe two columns show the bssto which good information can be put,
while the four'rows show th'i subjects an MIS ideally' covers, 474 

(1) 	 ACRIS -Current Research Information System.g What projects are 
actuall~y being carried out? What a6 thi objtti~s w1 er 44t 

taking piace, when did they begin, when will they end, and Ahat are7 I 

~their expected out~puts? * 

4 
-

paper.

(2) A 1IIU.S Human Resources Information System, The subject of this 

4 

(3, A FRIS -- Finan~cial Resources Informa tion System. How much are 
different programs and projects actually costing? One6of the major ~4~ 


:1:1- challenges to ares.earch manager is to allocate to specific activities thcI~> 
 { 

* '4 ~budget which'most NARS spend O'n personnel,-' 4 ~ U 

(4 A PRIS Physical Resources Informaition System What buildings and~I -

equipment are available for the implem'entationi of'research? I * 

I < 4 

4 



~2~'~ -PLANNING&---- -,-- -MO IORN & --

~x ~is'~'i ~~'PRO GRAMMING EVALUATION 'V. 

PROJECT 	 STRATEC!YIMAT '<r' 

TATIC OUTPUT 

TACIC IMPACT 

R~ECRUITMENT 
PEOPLE 	 CAREERS i PERFOMANCE< 

TRAINING 
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Whatdoehes oneof comonet inilomad n sytem,, of'eampe, 

.ttn.te Ecehoenu brsae. (8) eis lredym "i d bs 
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Aresea rch na agerm-u'st-dealwith"Fourmnin'is iiiithedev'elopinentf> 
> of a HIRIS Each is summ~arized here and theh discussed mor ul'nScis 

(1) 	 ' Connt. ,pnrseirchmaagr want't inclide in a HRIS more Jawt .than they an relaally1 Personncl manaiger'', partiqularly, often~
jr~-~-~ want to coUlct and stodata on all subjectL now covered in individual,~.

,'ersonal fles.rSuch an approach melfns t'ha thema wind up with 75'-H--	 100 variables onfamily backg~round, education, career ssoad<,

civil service status, The alternative is to pare 6uch a!islist"~down to 
 -(2) 15- 2 5ofthe mostesse~ntial variables.7>-

()Data collection and updating, These two issues are clearly interrelated.First 	any good URIS requires valid and reliable benchmiark, 
-A 

ino~ain u od 	 htv7ifrfk .i collected must be'Y
updated at appropriate interval~ The following questi6his will therefore ~-~-~ 

P 	 require answers. I
 

(a): Source. Where are m~ost personnel data likely to be found?
 

4-(b), Methiods. Whatarethe best ways to get tit these data'? 
(c) 	 Personnel. What are the 

~ici~~ 'i~fnfdecisions over how-
111118 data tre to be colleotoIj and updated?) 

(d) 	 Non-Per3onneI Costs. What inputs other tiihn personnel are 1,eeded>
to make a IIRIS operational? .

(3 aamngmnWa apn t nomto fe thsbeScollectedor updated)? Two issues are likely to be particularly important
 
und-- heading. '
(a) 

'I (- The organizationtil home for HRISactivi ties, What are the relative 
- merits (and demerits) of locating URIS work in a central personnel

*division, in a planning division, ina separate MIS-unit, and /,or in a
- da ta processing unit?9	 

-- -

(b) Centrali,,,tioh vs. decentralization, Where in the NARS should 
-most dain cheeking and entry occur? 

(4) 	 Data use. The end-product of all BRIS work. Who are the main users? 
>~What types of reports and data are officials putside thle research 

- -

ortfnization likely to want? How can institutes/stations be encourage d 
< 

toeboth suppliers and users of information? ~ ~ 



V;TI I E C0TENTO FAfl~I 
T'~he9trti nirjAmn ere musibe a~conlitznent to!!begin smhall, Lots of4thins aoutreseart,pe''onnel a~r e njt4'14iknw. Butteiimanag~er has to 

~erforrned . and what data are needed to perform them? The~ followig list of~''Ftunctions-is a basic one: f ', <'" 

S 

recruitment planning:.-,
trainingplannlng 
career planning; 
personal evaluation;
training admin~istration*
salary/benei diitain A 
i,,.nsion/irasurance administration~;lave administration, 

F', 

Iffollow 
Each of these functions requires different data. The lists of data which are intended to be illustrative and not definitive Each research.organization must decide what it wants and needs to know, Informatlon that maybe required at the national level may not be required at the institute/station leveland vice versa~. 

Furthermore, as noted above, the research manager responsible fordecid(Iin g op the content of adevelopi ng URIS shoulId niot try to include too much,Ilis/her focus must beon' basic or minimum information.There are likely to beenough problems in just getting the databaseb'stablished and ru'ing, and new
and more detailed information can always be added later. 'THINK SMALL".~ 

"< 

Blasic Information for ltccruitmert Planning. This art of the URISincludes inf'ormation on current research personnel. The research'manager needsto analyze whb he has before he can mh1ke judgnments about who he needs, Only~seven matin variables are;Iikely to be 'i~eded. 

"' 

(1) Names, 

(a) Primary Name, In some countriesi this namne will be the'last'oqne. In others, it willb thcis aeo n in the rmiddle. ~' '' 

(b) Secondairy Naime(s), 

F 

(2) 
'easier 

Age, It is usually best to list by birthday. Sorting is likely to be 
if-years are listed fis.Teefr 8Jl 1942 becomes 

* 

42.07.18, 
( Sex ., 

(4) lighest Degree. The planner is usually more interested inhhighest degree than in lower degrees. ~ 
<'" 



.61 

(5 Dicilie T e in which the highestnlegaae w1s earned. 

4.(6 . 6Comhmo1i ty or Subjct Specialization. 

C'~ rin sintel. 

Basic In'formnation feti'RIAIN1NG PLANNING; This part of the
URI ahluds ll he boe Irifoiition (seven main variables) p1 us information~~

Son most recent training. '. 

(8) 	 Most Rccent ShoJt-term Training, 

) Year., ..	 'ft 

lHasiclnforiiatlon toi CA RE E'R PLANr , GThis part ofth RIS
includes variables nos. 1-7 t6hove plus more detailed information on career, nd 
current position.'' 

.(9)Date Entered Service This date rmay be'that of entry to 
government service, or that of entry t~ithe 'agricultural research 
organization. 	 '> 



(10) 	 Past Postings, Tiis information is useful in the assignment fstaffV.-{
to "more favorable vs "less favorable" geographic locations. For
ech 	past posting.......... ......
 

'(a)> Location.,
 
S (b) Yearseg 197941983).


'(c) Total years ak this location (e.g,, 4). 

(11) 	 Current Pstiig. 

- "~) Stepin-gradc (e g.,basic salary)'4'" 

BfBasicl nformation for i11RSONAL VAiAiION, This pat'ftl
HIRIS includes variables nos. 17 and 11 !boveolu onthe 1"6\1ii>iginformatio
activities in'the period under review, Many of t he'se lastd t'A'are fairly subjective, 

; 44. ::i ! , : +! : 4',.+ +-. ... . '+ -(12) Service.44/"4> 	 ' 2' 

(b) Other institute/slationmfangeinent wsks ' '4

(13) 	 Leadership.,'4 

(a) Projects headed, 4~4,24V4~ .(-4 4~(b) Traininggiven
, i!y + ]f/:+17 1:+++I +3.:	 A 

"-- Ii+,:I: -,+::!(t+ 'l 1% +"4'r'"'~i'$ l"' 4 4,, 4 

1 +++[yl'4,,++i: 445-++v;i , +1- ' : 



0, 

d'idThedrna foup. mrafng nso deei wa le idtT)afih 	 no 

~ abouttachdo these subjects, how often he needs to know it,'and what the costs arPlikely to be of trying to e'nterthis information into a HRIS. j0;21t 
Ineal aainthe basic att~ude'' manager must be: "HN 

S AL~nr'ab velistof 4variablesis notpalngoe 

V.A COL4iA'XCI iN' AND)UPJ)A'I'ING 

~Sou re. W here are mo tdata on humani resources likely tobefound?~Thein ost obvious loca tio0n is persona 1411es, All NARS m ainta in' such filIesofteiiwith considerable breadth and pth ofd tai~ is miat fnd in themo 
data on family memb, s (inicluiding prentis),school records, militat, and: .religious servie, andl evnmp hwn weeoelv 

RgruclIlecio o asic data from il es is the firststep in' the
establishmient ofa new HRIS, Much of the inf'ormationlitdaoevrube 

n.-14 -- is likelytWobe there somewhere.K 
Nevertheless, dependence on personal files presents three problems with -'which the manager must deal.

'~: '-(ai) Completeness. Sonie data are alwaysmissinig from personal files.Data to be used fo.- personal evaluation --that is, variables nos. 12-"~14 are particularly likely to beinsufficient.
(b) 	 Currency. Somec information in files isa lways out of date. MostNARS do not give institutes/stations/scientissincentivest

provide data at regular intervals, Ifrewar~ds likesalarr increases ;:and promotions do nottdependon k r* a snlfiecrnt 
techances ar er igh h updating 'o be sys ei, 

(c) Location. Personal files at national headqu'arters are alwaysdiffe renLt from those A~t i nsti tu tes/statio ns. In some NARSin f~matona naial-head quatersmay be of good quaijy. B~utin othersjnstitutestatibn in formaticizimayh e betterbe causl'~
K personnel admlinistration is handled ther 
 idWor because1incntives to provideanta to'n'ation'al heid uartc s are weak. 

'- 'at- 44VwW-'j.'2k 



-------

4 c~lurse oui~cse l
elinbler~aor. ccninwcs6 tis'!iisuse, 

~Mothois.The proccu of gai(rn dt forpersonafle~s can be' 
re ire co'p,ul ou inftrm hr~~Jr~l~vh'~b~ 
r' u'"' 11dlotb iirnd~~htiiond brinode'4 f~iabIR~le my maytibe1iso 

time required to locate e en~b;icdt; b 

kinds of quesiha~ei ieyt imn rttThirst collects ba'elidg ' 

(benchimiark'data on vaibe o,-1priilry-hs-o eidupdaites, ariq for varibles nos'. 2-l'4.-z r~R~~' ~fk~4 

'just as witi"'pero fies. hoevr qdtidoniai res preeci t evra 
4problems withwhich the research manag mustddal- , '~- """' 4 

qusinarsand for nsurnr it tis the' 
4' ~national headquarters ofthe research orgainization-.4alffiuh"'

then considerabl travel hhedq uar Dtx 
4" 

beinecessary',
The other is institut6gstations, tli mspes- :a thouighi th'4n$: -::'''''

',4'considerable time will have to~ be spen 'at'the beiiig 1 
4
 

-4' ' 6!ving insti tute/stntion na nageri n IIRIS acivtis
"inv 

','(b) Inetvs hfnetvsc egvn to Individual scientists to~ 
"---"- encourage' them to fill out questionnaires? E re ~~uget
4 ' that scientists are often very reluctant~ to' participate in 'what they,~ 

'44regard as "useless surveys"!."'h'e'rspolfserii 'rm'a le 7q eto n ie islk llyt be low,- "'±p4 

Financial incenives ire one possib'e soluition'Iut'are not lieyt
4444 ~be adzhiistraitively possible. In most'vivil seric qpyioninents 

'money cannob orsuch prg ql~,f 6xiil~i 
7 

?btSprvsono trv 1S t0,o osomewhliefoil otffe~" t '44 

q44-uestionnaireI i feaible, 'Sanrandearee 6:a h
 
~ "-~  -that ~ rois is, salaries will not~b.pi-'ii -ue2ioziai'rps are 

ret.~urnedu. Thieproblem with tislas1 annroach'rt'sthAt-'cay~ilse'rvi'ce 44 

miore major Cause;,' '-'4 

~ "'Prequeny'Io'te~ s1'oiIdqu'ssuonnai res be'sent out? Thbe'most. 
44'4~44~~4-4~4~44on answer is on~ce a year'4Oil x'ctoniccm(ne' 

Swill Llie'research mana'ger 'need mre.frequent upae So 
informnation.' 4 44~ 4' ~44444 44 '44444'4



te~ ;nIe sonnel. Wha a fita m icaton ofthow HRIS dataare'to
be colect&ni j3dae?, 

P~~rtp~h qejqiodependsoil awesgvand"mchod"Iuestq e immedatel aboveiprimary de ~ urerienceis tobe 

serc, '6everb~ta wrkwiI be less Only ni'w datLa ki Iha~e to be de It itl, 
andtee new daamaybe incomplete and/or out of date. lep~e 

SReliance On questionniaires reqre m arftfwork. Not~only mus 
Torsnnl riles b~e gon~e tb.fkugh ~at the beginning to611ct basic d1a~a' but Aquestin fdlieum s tln beda~dadreponses mon tored, Tedisn f 

r.bla 0H2between the national head quarters of a NARS anfd istitutek Istdtiois will
 
.a A determnine how mu~ stftm
 

~r ~if iptcrviews with individual .c;-ntist have to beiri ueihra 
:K~~?~~~the beginnjng (to collectbehchmnark data) aind/6riinnual (to col~ct new dat)the staff 'osts may be considerable 

~,~nedcrlNon-Personnel Costs. What reso~urce inputs other than pe~soneI are 
neddto make a'IIRIS operationnl? 

S Once again, answerl ti qusto dpend op answers gve o hs~re n mtos u-son asdaoe Three obvious cate "'ries of' ~ ~potntia n~~peronil epenses are involved in "tt nupa 

(a) Ua dc aorTravel, I s i a etoemphasize quest innai re as a ~~~
likely, to be unavidablc, Questionnaires must be explincd and- 7 

-~di stributed,' both funQtion' often be t~efbiiid in persbn. Non-*
respondents must be chased, And if the, ii'dating process is to be an
annual one, then dataccll, ction can'bec he almost :con ijiiojj 

Mb Training, A rolated point. Ifinsti utessain to La~ ajor,role t6i data collection an~d d~~e thnofciso 
r 
~s n~fut~-! 

Sstationsmzust4_e involved right inig, ih*y hquildSparticipatlein the design of tb e URIS j 'thtr'ialsofi~ nd'iidhe 

(c Microcomputers.A I-IRIS in the enri, staes is likely to be
boh p. andI penci sand microsapr mostL 

ae n 
Iut R willbasnt to~~: ~ ~ think About ffikinth trnito t 6as soon aposCber, 

- The~manar'cr of a1IflIS whu use s ia eIir b
InLich morfe quick ly tn s'e'aich in g for dathajip'roducnU bles an~d,- -chiirtsandX2 updating ifiormovtion, 

-

'~.The icosts forinicros are not large,4.066high capoity icrio is 
9K$10,000. Smnaller microsfrue6 insti tutes /stations Willco'sEt ss

~~ ~than $40Q()edch '-~ 
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10 9 ' ~ 

hedquarers. ild te'ofi 'ntorIZIi acivt9~Hliklwers ~ 
diiin n h'pahnng i'sin'i~edt proesin 

bef
dviszio i eprt 

.;Th~esecn isoe'.'etrlztd s dece~ntraizaton Shud~i~US~data~ be checked and efter~d (oht ite~ 1r n 0 
nationaulalevel or at the inttt/tto I? .. Av 

~An Orginizational-I9Ione9! for is wihudutone of the most inpCaitrb ngthe reseb'rchimaagr responsible for'7a 
failure of all HfIS~ctiitieS.t.ft~ uce 

'~49v99PT9 iTer- are at 1,ast fU r~pos~ible loctionfr IIRIS activities~ 

'~(a) 

1 
The personn~el divisio9 n.4 Probably the' best "honme' for a H1RIS,'Most ~ 

. 
9' fte dta r'likel] to be'in thls dMsiofi as areihoT th users&

ofstesdata 'are y~ ~ a~ r mot~ Aandl uses'. r .9~ 9' 

"3fth#nreareBut two disadvant, estp ocating 6'HRIS in a personine1 
division, The first is heCoo5nrtinwvth a wNRide IMJS~ 
information on~prjee 6tenf' nd 66itjA~ whicih e mnager.wil

~need o 6valtuatig tih' a iv6ofhisl/, if t~he4foreirpersonnel.,,13t
.MIS anpd the HlRIS are in difrrt656Ae c imii catii9' 9 

beteenthe';w'il bebie.anaddi tidii9alniailagement pr'o'blem. 
'Th second disd tgis an ttitudi one withinminany9~'~.perspnne Idi isi s A' noted abo 6$Seetion k ,Wich Lnt r fe 

~ ~ .voncern 9pri~marily wit i espess k s__1ii otV'd h sa~~~l rpsiildsin lavst6 n<With planning or'eaUto. esne~ib V~ ~>.responisibility for a ERIS, thereforq N' fee 
.to make speci a] eff~rt4otd'novci it' iwK from aFttention"to suich 
purelit~hdmninstratiye funictionsi', 99-99. d 

Ueyeres'bnit rr te'isd~ntage ofni' ti ersonnel~j~i'~~....A'~div~sionThe HRIS will be clo, eIyi ttaAuiinit ,'7' -ien evgoirtinog NHRS1n9wi9'de 
rVU99a'..n99999.e pri mary d aaai n nld t wai 1 more Fo r:plaiah n-gtinW

-for ndministrative purposes,9 "~~'-9'. ' 9 ~~~. ' 
;'.'On th~e otherlihand Most 6the 'is ofaT Ssoldb o 

+~44~~ ~ ~ i~" fnlioris performed mainly in th personnel diVision ,Recruimient 
* 99~99Y fu99:'~.r~trani ng, careersIand evaluation arei all issues whiich fall within
 

~ ~'9~j>'~ 9~9the mnanda te of such divisions
 

http:HfIS~ctiitieS.t.ft


oa proces ewem.i Onee 
-- toQsa~,.~s,"oooconnu~i rt d, d,-sbaveclth0 z 

......gaini~rcrocompuewsape. 
~1'fiS a~ret men o6to hijo 

T o Lde a 0-1fl vop PrbsI~ A '1a deNaIISI ehpmto a 

i. II ni, in' era l n6 -, 
.f I - 1 r 

probem fiche proamptis are beirstuid4Mi seareS unit'. 
wben"n sIaf mr sep~r Cortprfss6 rsemond ,t alt s liely, 
her planig,pernnelprasn fi aaipeandsns.oAtnd sc

aft NUSclusi I I suafy 	 and tDP diiy Micrs ae''rgtdbls - tinformahti11 anpisiucssaijendWth ~v '' iid a 

wo 	 nanwtimav tsstoncL 
Chigll~)i Oncdata have een se. etocollg6efcte Vbv~ 

d) Thed "ut pro checkdisorbot om etn e s des rable'!hoirobb c 

shoudtion chri us Itioie ndh'ee, o ,the l~retrei
genelpossibili ties, h nficainal lh,eve (sing e',asona fle)~ 

Sdiviionst. 4dlra heid~iil ~~~ 

Astrondivsinne'd,nbtjibc fpr cc ngedinomtnsyesii ~ 	 s noeau~smircompules re bleshnq se'o iare today 
= If'sn 46-'prfsicfa t&i uRsoerarcthe simle 

*mo croc-omput hWdveiZ Qhs'r therIo.n 1f fhinooi thiek 

ntut for ea visons'. inro toosganinorationiVemaehe easan 'andt6kane'tdfforad a 
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~'v'and b~uilding LIPit nag as a progrese an ;l-aae 

(b Institute St ation.In largeNAR$, particularly,,abig part of 
ip1ndproecn

prparw6cp jnc omust b'e'performed on a'decentr aliz~d basis, 
PIL g, moioin Ceva uat on,"ad rjetenti ication/ 

~ sa~~~ttftto~t~rfi~~~~~~~~; h eed the info:iAation'and 

The uses of HRISarc~btdis~sedthrou ls 'he remainder'
ofhis paper therefore uprovidesa6 inl f ,Sotus l data come from:i ;'$4\"~NARS in Asia., The purd6eof incl g tesesanples ist a aflavor of the

S manyAnd va~ried uses to which 6goqd RI can be put., W 

Re~ruitmnr Nanning 

'fi'e graph below shows tecrntage distribution of scientiqs at one 
research institute. 

For the recruitment planner, this graph should cause concern. There is f%<.
cleairly a~ bulge in t~ho middle. 58% of scientists are bewenages 36and 45, 

.Why are there n. inore you ng scientists?.Most importa nt, what will the,'~
age profile of this institute look like in ten'3years? Is there a danger that probable\
government'restrictions oinnew recruitment, perhaps for 'budgetary reasons,-wilH 
mean that the age distribution will increasingly b'ecome an invierted pyramid?'
How might such an inversion affect prornotions? Might some, scientists choose tol' 

,,, 

leave the NARS because their promotions are blocked?' '" ' K 
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This gra)h shows the current age az d sex distributions of scientists in 
tin NARS. 
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rnp ea]thepftsnlstaf'pyraninid? And ihB .....
~ ~~4i~~ea~l-,y cameb tQ be regairded simiply'a sie ecnzn 

Stgpo'l 'h raph shows the distribUtion of siin NARS by grade in 
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Thed'l'w oinous Feature ofthe graph is the changing balance betweenjunioradsenior scientist.In 1983, the ratio was more than 6:1. But b 1990 '.because
of limited recruitent and largely automaic promotions (on the asis of' 

42v 

seniority)-thrwilatalbemrseirtajnotf. The personnel,pyramid will have become top-heavy, 

WhanmighL the research managerdo todealiwith thsiuaion? A firststep could be Ltget agreement on the ideal shape of the NAA staff pyramid, and,Lospccify what percenta~e ofstaffshould be at eachgracde level. Asecoi4d step '<v4-CciU d then be to develop job descriptions and to specify theciriteria for movement
between grades. 

P ersonalEvaluation 

The labst bar graph, on the next page, shows the published ou tput of 
scientists by'dcpartment in one research institute. 

-

Both the institLute director and the department heads igiht use suc~>.-- data in the evaluation of their personnel. Why are somne-department-s apparently~")~more productive than others? Is the balance between books, ar~jcles, papersr 
44. ~~~reports, and extension publications the right onpl4T< : 
 ,:: 
 4-1-:: 
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« ~ Further--s ince the~se datz are e atd frorn individual scientist data
whc scetssare w.1riting the mot~st? Xre ttes scientists who do write thle
motreally the iost valuable and piroductive members of the research team?

W-Ahat othier crft~ria for evaluation should be considered? ""' 
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IX. CONCLUSION 

The above examples illustrate how al-IRI1S can be used to generate data
On fourof the basic human resources management functions ( p p-S),
Rlecruitment planning, traitiingplanning,career planning, and personal
evaluation are at the center ofgood human resources management. Such7
f'unctions cannot be performed in the absence of information. GOOD DATA AREESSENTIA L PIEREQ UISITES P01? GOOD DJECISION -MAKING. 

This paprr provides aCllECKLlSTofdecisionsa NARS manager
responsible for building a THUS must take. ft con i.ains' few prescriptions. EachNA1Sis different -- find each NAMS mnifa ger opera tes i n his/her own political
and orga nizationalI envi ronment. Th e einph asi s in the pitper i s therefore on.,
issues rather than on solutions, 

(I') Strategy (pp. 1-3). -

Agreement on the place of at uRIS in at wider mnangement information 
system, 

(2) Cont-?t (pp. 5-7)., 



... U n,> ,ofD, CIc prDatt ange functions to be perfored (p.5),
Eight listed., " 

Identification of basic iformationrequred to perfornthese functz7ions'~J~ ~ (pp.5.7). Fo-dr'een stuggestedLvaribles,
 

S Importance fbeginnigsmal>{
 

-() Data-Collecti n ard Upciating~p.-)
 

surveys. 1National heiidquarters vs. institutes/stations. 

Determination of efficient methods to'collect and update information(p.8). Personal files. Distribution and frequency or questionnaires, OdSineentivesforscientistis to fill them out., 

Planning for personnel and non-personnel costs of data collection and
updatingg(p.9), Tfravel, training, and microcomputers. 

; 

(4) DatOa Management (pp. 1012), 

Identification of an organizational "homne" fora HI§ 101 The
personnel division, the plannring division, an MIS unit, te data
pr~cessing division. 
Agreement as to how cantralized or decentralized HRIS operations are to 
be (pp). 11-12). Data checking, data entering, data security. L 

(5) *Data Use (pp. 12717). 

Establishment of procedures to encourage use at both the national and
znstitute/station levels. 
Expmples of data use for recruitment planning, training planning, 

career planning, and personal evaluation (pp. 13-17). 
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