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.' orrili, Olive Lemon. wThe Determination of taetors
ntributing to Job Satisfaction and Dissatisfaction

f Secondary School Teachers in Dacca City."
npub1ished Doctor of Education research study !o. 1,

Institute of Education and Researchg University of
r	 !CC8 1969.

v:	r.	•
D

OL tre robie

''his study was a determination of factors eontri-

I -'at i rid to Job satisfaction '	. ''-- Ile

&oo1 teachers in Dacca  EaL 3.

f these factors with those identified in the United
."

totes as contributing to Job satisfaction and dissatis-

faction of teachers in that culture.
/

ur'poe of Ite

fter an extensive review of available literature

, it was determined that, beesuse of the emphasis

laced on education and the role it plays in economic

dev.1oment, a great many well trained and capable tcr

will be ns.d.d in East Pakistan if universal primary
S

education is to be realised in the near future. It
I ikely that peepie of superior ability will remain in or

tti''c	•	ecti	t	 111 '

S
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inceeed if those presently engaged in teaching are

satisfied with their jobs. The satisfaction of tesciere
Is considered to be * major coern of education in East
rakistón; therefore, the purpose of this study was to
identify factors ièiieh are associated with job satisfac-
tion and dissatisfaction of secondary school teachers in
- aeca, Fast Pakistan and to compare these factors with
:.actors identified by Johnson as contributing to eatis-.

N t.	nc ci; rr I -f'-c-, Lr of t;•c;-erc in the United1.

M

et x

T orsberg and Associates conducted a study of

industrial workers in the United States, identifying

urteen motivational factors contributing to job satis-

rction and to job dissatisfaction. They were Achieyeisert,

:dvancement, Interpersonal Relations, Job Security,

rconal Life, Policy and Administration, Possibility of
''rowth l, Recognition, Responsibility, Salary, Status,
$upervision, Work Itself, and Working Conditions. Johnsr"

made a similar study using the.e same factors as a basis
fr his investigation and found that factors influencin
satisfaction and dissatisfaction of teacher, corresponded
closely to those affoctim, the tei1r	&' intrF1

•	workers.

Viii
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Collection of Data
In order to determine whet factors contribute to

itisfaction and to dissatisfaction of teachers in flacca,

East Pakistan, an instrument was constructed for gathering

The same format was utilized in this study as was

employed by Johnson in his study of teachers in Cerogis,

. S. A. and the same fourteen predetermined motivational

ctwe formed the basis of an attitude inventorr

instrument designed in two parts to collect information

;out feelings of (1) satisfaction and (2) dissatisfaction.

Ti..e instrument was pre-tested at the tTnivereit

T 1bortoX7 School, Institute of Education and Research,

7nivsraity of Dacca. Minor revisions were made and

<'rmission to gather data in the schools was obtained from

the Director of rublic Instruct'.-i.

urce of Data

Ped on Cochran's Small Sample Theory, a sample

of' 120 teachers 'was obtained from a population of

pproxiaately 400 secondary school teachers who by

Baccalaureate degrees and who were teaching in the 3€!COflC3-

ni schools in the city of Dacca. A table of random num-

bers was used to select ten schools from a list of Dacca

city schools. Only 117 techera completed the irvertory,

ix
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but no effort was made to contact the three who did not

finish becaw.e no names were obtained at the time the test

was administered.

Analysis at Data

After data were collected, a tabulation was made

yetiding total responses to each statement on the Satin-

faction Inventory. The two categories of responses, those

who were tested at .05 level of confidence by use of the

Chi-square test to determine if a significant differerce

existed. Motivational factors contributing to satisfac-

tion and to dissatisfaction were then determined on the

basis of the significance test. Thes* factors influencing

satisfaction were compared with factors of dissatisfaction

and the Sign Test for Paired Observations was employed to

determine if a significant difference existed between

the two lists.

The factors contributing to satisfaction and di esatis.

fnction of zsauhsrs in Dacca were compared with those

influencing satisfaction and dissatisfaction of teacher:

in the United Stat.s and the Chi-square teat was used to

determine significance. They were tested at .05 level of

confidence.

X
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Findings

Major findings of the study were:
I. Ten of the fourteen predetermined motivational

factors contributed to satisfaction. When ranked by total
number of responses to sets of statements measuring each
fictor, these were: Achieveent, Interpersonal Relations,
Job Security, R.cognition, Responsibility, Possibility of
rwth, Work Itself, Supervision, Advancement, and Policy

rrid Administration.
2. Thirteen of the fourteen factors were sources of'

S

6iB3ti5feation. Ranked In the same manner, these were:
rilary, Working Conditions, Status, Policy and Administra-

tion, Responsibility, Possibility of Growth, Recognition,
T ersonal Life, Advancement, Work Itself p Job Security,
upervision, and Achievement.

3. When factors of satisfaction were compared with
those identified by Johnson of teachers in Georgia, they
wore found to be very elmilar. Three out of the four
highest ranking factors were common to both groups of
teachers, these were: Achievement, Interpersonal
Relations, end Recognition. Six out of the bi$est eight
factors were common to both groups. The other three
factors were Work Itself, Supervision, and Responsibility.

xi
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4. In comparing factors contributing to dissatis-

faction, it was found that two of the highest four

factors in each list were coon to both groups; these

were Working Conditions, and Status. Salary was the only
other factor out of the eight highest that was conon to

both groups, showing that between teachers in the two

countries, the factors of dissatisfaction were lees

s1n±irr than those contributing to satisfaction.

5. The factors contributing to satisfaction of

tee era in Dices were not significantly different from

hose leading to satisfaction of teachers in the 'Unitorl

tst.s, neither was there any significant difference

between the two countries in factorsof dissatisfaction.

Cnc1siona

The primary conclusions were:

1. Teachers in both countries have basic needs

ind desires which must be fulfilled before they are happy

in t.1er work.

2 • Satisfaction of teachers in both eountr•

r- :u1t v from similar factors.

3. Dissatisfaction of teachers in botr

results from similar factors although more differences
•1'

we 	rvnh TP t!r w t	ct,r ,1"	tfct.ir.

a
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4, Generally speaking, teachers receive stisfnction

when there is in opportunity for self actualization, when
they are recognised for , efforts and accomplishments, when

relationships with colleagues are compatible and hanionious,

,, rheri they feel secure in their jobs.

5. Teacher* become dissatisfied when salaries are
Insufficient to obtain basic needs, 'when facilities and
conditions of work are poor and inadequate, when status

Is low, and when administrative policies are autocratically

rare P re inefficiently implemented.

6, The administrative climate in the sct.

:n Important role in determining whether or not teachers

are satisfied or dissatisfied.

• Aspects of supervision were relatively unimpor..
^ teachers in 1)eccs but were strong diaisatiafiers

in the United States.

. A such higher proportion of teachers in Paces

responded to negative statements of dissatisfaction than

tachers in the United States1 It suggsat 
'"r nwt)ber of teachers in Dacca teach, not ce

ty want to but because they have no alternativr.
.

xiii
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Recommendations

The following recommendations were mad:
1. Information from this study should be passed on

to the East Pakistan Planning Commission for their con-
sideration in educational development.

2. Information should be made available to the
Pirector of Public Instruction so that attention can be
given to problems of teacher satisfaction and dissatisfsó-
t ion.

39 Teachers should be given representation
p.).1 cy making groups especially regarding matters concern-

ing then.

i. Administrators of schools must establish and
-intain a productive administrative climate in which
tach.rs can perform their work.

5. Teachers should be granted freedom to plan for
?nd carry out projects within their classrooms.

6. Teachers should be fanilisris.d with educational
Coals and their role in the achievenent of such.

7. Teachers should be recognised and rer7irc	for

efforts and accomplishments.
, A program of teacher improvement must be planned

and implemented to assist teachers in rriaing the qw4ity
P their teaching.

S
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9 •	6m.1n1 trztor r--rid supervisors	ouiwork
cooperatively together to achieve better working condition.,

1g-her salaries, increased ettus and teacher represen-

tation in policy asking groups.

10. Research should be carried out to learn more

about the causes and effects of satisfaction and

i85ti8faCtiOfl in work.

11. Information about satisfaction and productivity

of workers from other educational enterprises and from

t:t	should be apoied to the totni edlx.nti.
S
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CHAPTER 1

INTRODU CTIU

The Problem

hat factors contributing to job satisfaction ant to

dissatisfaction of secondary school teachers in East
Pakistan may be determined and described, and to what
extent do these factors correspond with those which have
been identified in the United States as contributing to
teacher job satisfaction and to dissatisfaction?

n

Te Furpose of the Study

The purpose of this study was to identify factors

which ore associated with job satisfaction and dissatis-

faction of teachers and to test other related hypotheses

in the hops that through the research involved, information

could be obtained which would contribute to educational

progress in East Pakistan. More specifically, the study
was designed to:

1. Identify factors which contribute to job satis-
faction of secondary school teachers in the city of Dacca.

2. Identify factors which contribute to job dissatis-

faction of secondary school teachers in the city of occ.
0
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2
3. Compare the findings of this study with the

findings of Johnson in his study of job satisfaction and
dissatisfaction of te,Ither8 in t:o United States.

Value of the Study

Considering the emphasis on education and its role
In economic and social development of East Pakistan, the
questions posed in the problem are important ones and merit

U
serious attention. Educators as well as professional

r'aonnel in other related fields generally agree that to

•	improve the standard of living is one of the country'
greatest needs. There is also well-nigh uniform consensus
that education of the country's people is a primary factor
in the achievement of this and other related goals. This
I been affirmed and emphasised in a special report on
the Pakistan Commission on National Iducation which states
that "our greatest need as a people is to improve con-
stantly our standard of living, which at the moment is
among the lowest in the world." The Report also states the
importance of education in economic growth and social
welfare by saying that it is axiomatic that the educational
system of a country should meet the individual and collec-
tive needs of the people of that country... The educstionl
ytrn Is tYc intrvnt	oci:tv	to cui; i1
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3
peopie to lead productive public lives and fu]l personal

lives," (559 pp. 9. 10.) Consequently, if the educational

system is to meet the individual and collective needs of the

people of Pakistan it must be expanded and the quality of

education raised. A greet many w.11trained and qualified

teachers will be needed if this expansion is brought about.

An evaluation of the present educational situation in

;t Pakistan reveals this need. According to the best
figures available the population is currently around 70

'flion. Of this number, over 19 million are school agc.

:±idrn between five and fourteen years. Projec1ing

present demographic figures, the population will rise to

nearly 90 million by the year 1975 at which time the

rnaab.r of children (ages five to fourteen) will have

increased to approximately 26 million. (6, pp. 9, 36-37.)

n 1967, the most recent year for which school enrollment

figures are available in Rant Pakistan, there were

5,532,654 students enrolled in classes one through ten,

(85, p. 11,) out of a total of 19 9 052,000 children who were
eligible for enrollment in those classes, or about 29 per

cent of the potential enrollment of school age children

were actually enrolled in the schools of Fast Pakistan.

This means that there were about 13.5 million children
•u}tve e, 	but. iere i o enroi ec in c1	1.

a

a

Dhaka University Institutional Repository



4

(85 9 p. 11; 861 pp. 9, 36. 370 The pzo3ect.d potential

enrollment of classes one through eight for 1975 is

estimated at 19,584,000. As.ing present enrollment

trends, this will be only about 33 per cent of those who

should be enrolled. (47, pp. 17.18.)

If five years of universal primary education is to be

realised by 1975 9 it will necessitate the handling of an

additional 12053000 children. To handle this number

(assuming a ratio of one to every twenty ..fiv* pupils) an

additional 502,120 teachers will be needed. The number of

•	primary teachers needed by 1975 would, therefore, be at

least four times the number who were in service in 1965.

Even it a wide ratio of one teacher to each forty pupils

rere used, this would still mean that 313,820 new teachers

or a total of 650,000 teachers would be needed by 1975.

(48, pp. 17-229)

Corresponding figures showing the projected number of

scoriry school teachers needed by 1975 are also far in

excess of those already in service. To maintain a ratio of

one teacher for every twenty-five pupils at 80 per cent

enrollment or allowing for a 20 per cent dropout, 339,975

additional secondary school teachers would be required.

pp . 20-22.)
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5

In view of the present situation it is evident that

there is a long, long way to go before a sufficient number

alifi•d teacher's will be available in East Pakistan,

is also evident that there are still many unanswered

questions relating to teachers and to the teaching

situation. One important question having a direct bearing

on the present problem is that of motivation. The degree

tc which teachers find satisfaction in their work will

c. termine to a great extent the quality of teaching and

cr 1 en- th of time teachers remain in the educatiorI

as well as positive and negative influac on.

prospective teachers.

Considering the need for greater numbers of well.

trained and qualified teachers in the educational field,

u.'ogrees in meeting this need can be made through a study

of the teacher and the conditions under which he performs

his work. Since no study of this nature has yet been made
In 1ikistan it was anticipated that information from this

study may be utilised in meeting the physical and psycholo-

gical needs of the teacher. If this can be accomplished

and It teachers are better satisfied with their profession,

it will serve to attract capable persons to the teaching

profession and will also assist in retaining the well-

trained and effective teachers presently •ngec In the
teaching profession.

C

0
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6
Delimitation*

The study was delimited to deal only with a deter..

intion of factors accounting for job satisfaction and

job dissatisfaction of secondary school teachers in

selected schools in the city of T)acca, East Pakistan.

Limitations

The only available information from the Johnson

study was that presented in the text of his report. To

the extent that other data were needed, the nonava•ilability

of information tended to restrict this study.

Another limiting aspect was that because Pakistani

experts in the field of education anticipated some

difficulty in obtaining objective reports from subjects if

the content analysis method were used, a different method

of gathering data was employed and this limited the manner
in which the analysis of data was executed.

Hypotheses

This study was conducted either to retain or rect

the following hypotheses:

1, Factors leading to job satisfaction will not be

any different from those leading to dissatisfaction.

S
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7
2. ?ajor factors contributing to job satisfaction

In this study will net be any different from those contri-

buting to job satisfaction of teachers in the United States

as determined by Johnson.

3. Yajor factors leading to job dissatisfaction of

teachers as 4eterminsd for this study will not be any

different from those which accounted for 4ob dt1.

faction in Johnson's study.

e Ci ri it I on Of Te rm

icrns	j 1oyeQ In tns 5tuy wr.ch may cause *a

misunderstanding are defined as follows:
Ashi.vesent---eucc•ssful completion of a job, solu-

tion to problems, vindication, and seeing the results of

one's work.

Advancse11t---an actual change in statue or position

of the person.

-obj.ctive elaente of the total job situa-
tion in which the respondent finds a sourse for his good

or bad feelings about the job,

1jjh Attitude Deriod...a period in which the

individual reports his feelings as above normal.

1wktt1tud. i*riod .. --s period in which the

respondent reports his feelings as below nornl.

0

S
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8
Interersops1 Relations--feelings, attitudes and

mutual enjoyment experienced in the interaction between

the individual and some other person.

Job S*tisfactjpn......a job situation in which an

individual's job meets his need disposition.

Job Pissetisfactipn .—s job situation in which an

individual's job does not meet his need disposition.

Job 8ecu1ty-..'a job situation in which the objective

signs of Job tenure or stability are present.

Job Ins.ciuityr.a job situ U or. in h Ic t the

ftjctive signs of job tenure or stability are hsnt.

Yeongj Life—any one or more aspects of the job

that affect an individual's private circumstances in such a

way that the effects influence his feelings about the job.

Yoaajbility of qrowt-a job situation in which there

is evidence that a change in status may be increased or
docresed*

iteCg flitiofl..r...ejther formal or informal acknowledge-

ments conveying approval or sanction of an act or of

different acts collectively,

ILesDonaibilitv...events or circumstances in which the

0

r

individual reports satisfaction from being given authority

either for his own work or for the work of other's,

S
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specified amount of money for any sequence

of events in which compensation plays a role.
School Policy and ALnistationu.-...r.gulations and

their enforcement in which some overall aspect of the school
or school system was involved.

tia .. In event in which some sign or appurtenance
of rank or position is either mentioned or inferred.

$uperyjsjon- ..-the overseeing of ons's work where
competence or incompetence, or fairness or unfr.irnes of

the supervisors are mentiond.
•	4ork ts1f--'the actual prfornicc of the .cb, '

tasks of the job.
Wq94pns... '.any reference to physical

conditions or environmental characteristics of a job
situation, the amount of exertion, or the facilities and
equipment available for use during employment.

S
S

S
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CHAPTER II

i yIgW OF LITERATURE

An examination of literture considered to have

relevance for the study can be classified inta two cat..

goriss as follows: (1) that which deals directly with

Job satisfaction and (2) that which, although not concerned

directly with job satisfaction, is concerned with the

importanc* of education in national development, avail...

b11ity of teachers, teacher salaries, working conditions,
nd other such areas which have a significant relationship

to teacher job satisfaction or dissatisfaction and to
teacher motivation.

'u, little literature dealing with the first of
t!so two categories is available. Especially is there a
shortage of this kind of information for East Pakistan,
There is, however, a great deal that has been written which
has relevance in category two. Considering this, the

review of literature includes all known studies which have

been made on job satisfaction and as many of the others as

ma to have special application and meaning for the study

as described above for category two. Studies falling under

category two are cited first, in part one of the review;

thosedealing directly with job satisfaction are reported
In part two	 SI

S
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Part One

Of special interest as a basis for establishing the

importance of education for Last Pakistan are * number of

studies and reports by development planners and professional

scholars ithich indicate that many assumptions have been
made about the reason. why some countries remain under..

developed and others achieve industrialization and an

advanced state of technology. Galbraith has discussed
some po8aibilitiea, many of which have been advanced by

other economists before him. He believes, however, that

the exact causes are not known and that it may be due to

number of factors, each contributing in a different way

and to a greater or lesser extent in different countries

throughout the world.

dome basic issues which have been designated by

GaItrith as probable causes of poverty include the

following aspects. It may be that people are poor because

they want to be. A little ambition and desire would go a

long way, he says, to improve the sorry state of affairs

in many countries; yet, there are few people who do not

desire economic improvement. Some say that certain

countries are just naturally poor; however, this does not

explain why Switzerland and Israel have both achieved

Dhaka University Institutional Repository
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comparative wealth when both countries are poor in natural

resources. Poverty may be due to the colonial oppression,

but in Australia, the United States, and Canada, colonial

rule did not exclude contemporary prosperity and many areas

of Latin America have not prospered even though colonial

influence has been absent for a long, Long time. Class

exploitation is another situation assumed to cause poverty;

yet, there are numerous examples, such as exist in India

and Pakistan, where many email land owners remain poor or id

their poverty cannot be attributed to enrichment of lanc-

lords. Insufficient capital may be a partial factor

because low incomes allow no savings to serve; still,

countries like Iraq, Saudis Arabia, and Vensusla have much

wealth in oil and minerals and there is no lack of capital,
but the psopie remain poor. Over-population may he a
ajor cause of poverty. India and Pakistan have both been

cited as poor countries which are also overly populated;
nevertheless, there are other countries which offer a

contradiction to this cause. The Amazon Basin is sparsely
populated and people are poor while Southern Brazil is
densely populated and much more prosperous. Incompetent
economic policy which causes either extreme inflation or
complete stabilization may contribute to poverty, but under
either policy, poverty has rerr.ined in many Latin American

S
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nation.. The last cause discussed by Galbraith is

ignorance. It is difficult, he says, to detect whether it

cause or result of poverty; nevertheless, it is a

crtinty that ignorant people tend to cling to obsolete

and inefficient methods used in agriculture and industry

while enlightened people are always devising new and

better ways of doing things. At any rate, if poverty is
•ssed to result froa $ number of causes which vary frcr

•	country to country, then an eclectic philosophy of the

remedies for eradication will surely be developed.

egard1ess, says GaLlbraitb, "people are the commor

i tr 4	gr.ea..,no Improvement is possible with

u1;irruc	'ie, and advance is certain where people

are liberated and educated." The conquest af literacy

comes first; people must have a part in economic progress.

(13, pp. 14.22.)

"The progress of a nation," states Fredrick Harbisons

"depends first and foremost on the progress of its people.

Unless it develops their spirit and human potentialities,

It cannot develop much else—materially, economically,

politically or culturally." Be believes that the "basic

problem of most of the underdeveloped countries is not

poverty of natural resources but the und.rdevslope.nt of

teir hurrin roourc*. t (i, T.

S
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Other main points made by Harbison are: (1) The

goals of any modern society are political and social as
well as economic, (2) A country needs educated political
leaders, lawyer., engineers, judges, doctors, managers,

teachers, artists, journalist., etc., to spur economic

development, and human development is the necessary

condition for achieving thea, (3) Human resource develop-
Tent is probably the most realistic and reliable indicator

of the stage of modernization and growth of any country
because it is a necessary condition for socil, political,
cultvral, and economic growth. (la, p. 61.)

Purns expressed the conviction that the investment
in human capital and the training and educating of people
has not been sufficiently emphasised nor recognized as
tho catalytic and crucial agent in national development"

crid that "a lack of adequate investment in human resource

development will, in underdeveloped oountriee, prove to be
is serious a handicap as the lack of investment in natural

resource development." (4, pp. 1 9 3.)
Other experts believe that in many developing

countries, technical projects cannot successfully 1
carried on because of the shwtage of skilled and well-
trained manpower. They see the bottleneck in economic and

social development to(iy, not as one of cital resources.,

r
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but as one of untrained and unskilled people. In a Policy

Conference on Economic Growth and Investment in Education,
bean Runk said, in his address at the opening session, "I

U ink it we look at the problems of developient in country
after country outside the West, we shall find that people
are the bottleneck, and this means that education has a

crucial role to play." (32 , pp. 2.3i.) Preston has also

listed the unavailability of skilled people as a problem.

equal to the lack of material resources in East Pakistan
r!d that the training of them mill be "one of the most

sc , rioux bottlenecks in attempting to expand vocatfontl
education," (92, pp. 64-65.)

Jan Tinsberger has pointed out that one of the
purposes of the educational systems of today is to provide
students with specific skills needed as a result of tech-
nological and organizational d.velope.nt; that with the

great increase in the number of occupations, an ever
Increasing quantity of skills is needed and the quality of

those needed skills must also necessarily rise. The

furtherance of these skills, he said, has become the

object of deliberate action of both formal and infoz'rui
education. (35, pp.

Ellena and Englenan emphasized the need for and
çortnc c±' C3tirU	icti On in L.	r't. lc) '.

I
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"Man's Tomorrow." They say that half of the jobs held by

Americans today did not exist forty years ago and further.

vocational shifts are to be expected. In most cases the

cduetional system gives too little attention to retraining

and reeducation of its citisens in a competitive world of

increasing cosnlexity where civic responsibility continues

to grow and increase, 'It is not unreasonable to prec1et

that half the children born this year will have to be.

trained at It sat three tines for different Vocations duri31

teir Ut. time, ... perhaps America's greatest di.cLioi

.- rtconing is preparing people for the twenty- firt

century is starting education too late and stopping it too

soon **(49, p. 522.)

The important position that education now occupies
A. ti€ world quest for economic developeent has been well

Illustrated by Jean Jacques 3ervan$thrib.r and discussed

by James ?4onaham in an article published in The leader's

.fliest. In the book,	Jeti Americij, (The American

Challenge) Srvan-Schreiber pointed out som, startling

events taking place in Europe and declared that the lack

of education was the crUx of the problem. (69, pp. 75400

For several years American industry has been invading

the European continent until at the present time

rcn firm in Frn	ctrn1 Ir)	i- cet of ti

0
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petroleum m..rket, 65 per cent of the telecommunications

equipment, and 45 per cent of the synthetic rubber. It

is in the areas of technology and management that the

greatest invasion has occurred. American firms are now

producing 50 per cent of the semi-conductors, 80 per cent

of the computers and 95 per cent of the miniature integrated

circuits used in computers. Some alarmed people have

suggested that American firms be excluded from Europe;

t1t the inc.utries should be nationalized or at least

that investiments should be restricted, but Sez'ven.$chreiber

says this is not the solution to the peoblem. If industry

were nationalised it would simply force the managers and

technicians to migrate, committing a scientific and

intellectual suicide. He quotes the following statistics

to substantiate his point of view that education,

,--specially in the sciences and technologies, is the .anawer.

U.S. industry produces twice as much goods and
services as the Common Market countries plus Britain.
Its production capacity is two and a halt times that
of the Soviet Union, with only seven per cent of the
earth's surface and six per cent of the world's
population, the United States produces 33 per cent an
much as the rest of the world put together. Halt the
passenger miles flown each year are flown by U. S.
airlines. Americans own almost three out of every
five automobiles in the world. Per-capita productivit
is 40 per cent above that of Sweden (the next highest),
60 per cent above that of Germany, 70 per cent above
France, and 80 per cent above Britain. The profits of
General Motors along - $l.8 billion	equal those of
the ten biggest enterprises in France, the ten i'gezt.
in Germany, and tIe ten bigest in England, 811
comb the(,
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Serven . Schreiber, in explaining the reasons for the

accomplishments, cited a study comparing education in nine

•	developed countries which included the six Common Market

countries, plus the United States, England, and the Soviet

Union. It we; found that America, with roughly the same

population, had four tines as many college graduates as the

Common Market nations	4500,000 compared to 101,000. It

also had over three times as many people graduating wItY

ecience degrees. Agriculture and industrial workers

comprise 56 per cent of the population in France and are

represented by only 12.6 per cent of the college students.

In Belgium there are 11.5 per cent, ten per cent in Holland,

and 7.5 per cent in Germany. In the United Stata, three

to five times as many children from these classes have

access to higher education. Of all people in the 11. S.

etwaen the ages of twenty and twenty-four, 43 per cent

are attending colleges and universities. This is compared

jith 24.er cent in Soviet Russia and between ,d and 16

cent in European countries.

S.rvan .Schreiber concluded that this great quantity

of human capital would easily account for American P:c-

dcmin*nce in science and technology. He says that jf
Europe wants to close the technological gap it must

improvca it	dctirn.	c	re' ith c	'.	ryio

t
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of the Committee for Economic Development who conducted a

study in 1962 and concluded that, "among the factors of

economic expansion, at the very top of the list is

education." (69, pp, 75.800

In discussing Pakistan's manpower shortage, M. B.

Farook.i stated that any systematic development or affective

utilization of human resources has been virtually neglected
in Pakistan and that what manpower training has been done

I so haphazard that the shortage of technical manpower

lr tI	cute. He believes that, while a greit del of
't.tent.n Is given to the planning of industries, *very

ttle has been paid to the development of personnel

required to man these industries. It obviously has not

en realised, he says, that it takes much longer to turn

a technical or professional worker than to build a

f ctory or erect a will.. A direct quotation from Parooki

foii,w!
It i', therefore, necessary that the deve1o;ent

of human resorces, roth in quality and quantity,
proceeds along with the planned development of material
resources, (2, pp. 21u'230

After studying problems in developing countries, t'e

Coimnitte for Economic Development in the United States

has sumeed up the convictions of many experts when they

issued the following statement:

C

U
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We cannot emphasise too strongly our belief in

the importance of improved education to the economic
and social progress of a developing area. A. we have
already said, the greatest economic resource of any
country is its people. No investment will be more
rewarding than investment in improving the capabilities
of the people. Nothing will do more to increase the
freedom of the people and their participation in
national life, or to strengthen and stabilize
democratic processes. (4, p. 1.)

From the ideas and concepts Just related,, it may be

concluded that one of the basic requirements for the

advancement and progress of any country is an adequate

source of well—trained manpower. Without it, the services

required in industry, in agriculture, in cosnnerce
•	education, and even in conducting affairs of religion and

state, are not adequately available.. Considering this, it

is evident that investment in human resources have been

too long neglected and that more attention should be

ascribed to them.,

iction a	Force fOx'
cetjn Desirs .and Neda

There seems to be an almost universal desire, on the

part of underprivaliged parents, for a better way of lire

for their children than that which they have themselves

Education is generally seen as the means whereby the

individual's goals may be achieved and a higher level of

living attained. The basic objectives underlying the

n
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dsye1oj.nt of both India and Pakistan,* states Porter,

"is to provide a batter way of life for the masses." He

says that both countries see economic growth an a means to

an end—that of freeing the individual from poverty and
privation; consequently, much effort is being exerted to

Improve education, particularly at the secondary level.

(72 9 p. 201.)

In Pakistan, the Commission on National Education
J

has recognised the importance of education for social as
wc1i Ps ecOnORIC dev.lop.urt of the country. It has

I	 S

strs the responsibility which education must assume

In order to meet the needs and desires of the people.

These are far broader and hav, many more implications for

education than just the training of individuals forn
productive work. The report states:

The educational system is the instrument a
society uses to equip all it people to lead productive
public lives and full personal lives, according to their
talents and interests. This system must be such that
gifted individuals have full opportunity to develop
their skills; it must give scope for the development
of all the vocational abilities needed for the creation
of a progressive and democratic society.

Our educational system must play apart in the
preservation of the ideals ich led to the creation
of Pakistan, and strengthen the concept of it as ctk

unified nation...
The first consequence which follows from this

historical fact is that we must strive to create a
sense of unity and of nationhood among the people of
akistan. Education has an important role to play

in the promotion of this feeling of solidarity, a

Ll
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firm basis for which exists in the set of common hopes
and aspirations which led to the creation of our
country and which still inspire the lives of our people.
ie lay stress on the necessity to develop an educational
program* at the different levels which will cultivate
this sense of unity and nationhood. (83, pp. 10-11.)

"Economic and social progress are not a matter of

technology or physical resource endowment alone," states

Nicholas DeWitt, in commenting on education in Pakistan.

He believes that both economic and social progress deper.

upon the development of individual character traits and

human skills nd that Pakistan is making an error of not

emphasising the role of education. (8 9 pp.

Hamm emphasizes this aspect also by pointing out that
national development is not an easy task and that change in

the social structure, in basic values, beliefs, and conduct

must be brought about and that theee changes, in a process

of evolution without revolution, come about slowly.

Social change is often more difficult and requires longer

time than teaching the techniques and mechanics of

operating a machine or an enterprise; nevertheless, he

believes that Pakistan is making progress toward these

social changes and that this will be furthered by educa-

tional institutions. (89, pp. 9-10.)

S
S
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The financing of education is one of the greatest

problems to be encountered in any nation. The Federal

Government of the United States spends around ten billion

dollars annually and underwrites about 80 per cent of the

research and development projects in universities. This
amount is beyond and above the mount invested in education

by the fifty state governments, by all of the county

goyerneents of all the states, and many private societies,

•	religious groups who maintain educational institutions,

and individuals who contribute to education in one way or

another. (67, p. 31) Dean Rusk reflected the view of

most Americans when be said, "Education is not a luxury

which can be afforded after development has occurred;

it is an integral part, an inescapable and essential part,

of the development process itself." (32, p. 260

Henry Luce 111 0 c m - eating on financial problems

in England, deplored the fact that the expected increase

in age from 15 to 16 years for compulsory education had

been postponed for two years - to 1971 -- in an effort
to save money. The expected savings, about $80 million
each year, he says, are a pittance when it is realized that

not many British youth continue on in schoo1in' after age
15 but go directly into the labor force in positions which
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offer little training and toward careers premised on their

lack of education. "It seems clear that if Britain is not

going to drop out, even as an insular powers in this

technological and competitive age of change," said Luce,

"she is going to have to swiftly jack up her educational

system, and she cannot afford to save a few million quid

by not educating 15 year olds," (66, p. 79.)
In discussing the problems involved in financing

education in Pakistan, Nicholas DeWitt emphasised the feet

that education is the largest single business enterprise

in all countries in terms of both complexity and tptal
-3t. The hope of the planning agencies, he says, is that,

under conditions of high scarcity of physical facilities,

the educational plant once established will somehow main'

tain itself.. The real cost, however, is not in the initial

investment but in the recurring expenses of operation and
maintenance. "In Pakistan under present and foreseeable

circumstance, the revenues of provincial budgets are in a

tight squeeze which makes them plannfng agencies) reluctant

to spend more on education than they are already committed

too* Dewitt goes on to say that in 1964 "Pakistan spent

probably only slightly over two per cent of its gross

national product on education. Education suffers from

fragmentation, imbalances, and misplaced priorities.'
63-64.)	 S.
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Regardless or thes. difficulties seen by DeWitt,

there has been some increase in total expenditures for

education. According to the Revised Third Plan, and
discussed by Desgupta and associates, the allocations for
education have almost doubled since 1964. In 1967-.68 there
was a total of 37.4 crores of rupees allocated for educa-
tion and training in East Pakistan as compared to 19.6
crores of rupees allocated in 196364. The amount silo-.
czted for education in 1967-68 was 7.79 per cent of the

total annual development program budget. This percentage
rose from 6.19 in 1965-66. (47, pp. 1..21.)

Education is not the only field where there is a

of trained and educated personnel, nor is Pakistan
the only country where the shortage exists. In an article
entitled, [e1D W.ntej4: £nzinaera And Bc1g n&iMtB * Ronald
Schiller said that the shortage of personnel in the United
States is most critical among engineers and scientists, but
people trained in physics, chemistry and mathematics are

also in short supply. The National Science Foundation

estimates that, in order to maintain economic growth, the
United States will need 1075000 trained scientists by
1970. This is 71,000 nore t)-an were avail-able ifl 1960.

n
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Many explanations have been offered for this shortage of

engineers, all of which have implication, for education.

Some experts complain that the caliber of science instruc-

tion in the high schools is .0 low that bright students

lose interest • Others may that many high school graduates

are too scientifically illiterate to get into engineering

schools. Another reason given is that engineering lacks

prestige and that the engineers have "become the faceless

men of the industry they largely created." Still others

believe that engineerin. ;nd science courses cU for much

harder work than students e ? JCt or,	t0 that not
N

ri

all young men are willing to make the sacrifice of long

hours of study and at least one additional year to secure

a university degree in these fields. (75, pp. 45-4$.)

Regardless of which of these reasons is the real cause for

the shortage of trained personnel, educational systems,

both in the United States and in Pakistan, should try to

identify the causes and correct th.m because the same

factors responsible for shortages of engineer, is likely

to be at least partly responsible for shortages of teachers.

The more critical the shortage of educated and

trained psopie becomes, the greater the burden fall1n to

education. In order to educate more people in the future,
greater numbers of teachers will be needed and the supf.ly
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is already drastically low in Pakistan. A study was

recently completed by Sebmeding, Metinuddin and Asadullah

in which they attempted to examine five facets of education.

Thea. were (1) to find the number of teachers in service

between 1947 and 1964 and the percentage of these that were

trained, (2) review the history of teachers salaries in

East Pakistan, (3) emphasis, the relationship between

trained teachers and the six* of salary, (4) answer several

questions related to teachers' salaries, and (5) present

recommendations., The first aspect has relevance to the

topic presently being discussed; others will be referred

to later. (76, pp. 3-284)

They found that in 1947 the total number of teachers
in :Al school	s 99,986.. Of this total number only 38

r cent were trained, In 1964 there were 124,084 teachers,

an increase of 24,098 teachers., of whom 61,908 or 50 per

cent were trained. Thus In 17 years there had been a gain

of only 12 per cent in the number of trained teachers.

These researchers qualified this figure by stating that

while they found 50 per cent of the teachers to be

"trained" it may reasonably be suspected that the ntaber

of "well trained" teachers would be considerably lower.

They said that not enough teachers are joining the

.

0

Dhaka University Institutional Repository



23

profession to handle enrollment increases; also, that the

quality of those joining the ranks appears to be quite low.

(76 1 pp. .10.)

The success of the secondary education program is of

great importance in the total educational process and,

according to }luq, it seems to depend on the supply of

qualified teachers. He says that the shortage is most

pronounced in technology and the sciences; he places reepon-

tt	r this situation on the external examination
:Lt the end of the course because it promotes only

:..:c.il enry and ability to reproduce. This system,

•y	rc.c€s unqualified teachers and it is likely

that these poorly trained teachers go forth to teach with

the same low standards, using the same inadequate methods

;'itb their students and thus a vicious cycle is perpetuated.

(579 P. 52.)

A concept closely associated with the general
complaint about the examination system is one related to

teaching methods. Gunnar )Tyrdal, noted sociologist and

economist who has recently completed an extensive study

of causes and effects of poverty in Asia, says that the

goal of teaching in most of these countries is to enable

students to pass examinations rather than to assist them
In gaining knowledge. Myrdal believes that "teac1ing in

fl
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South Asian school, at all levels tends to discourage

independent thinking and the growth of that inquisitive and

experimental bend of mind that i.e so essential for develop-

ment." He says that the difference in motivation between

students in this culture and most Western cultures is only

relative but it is exceedingly important from the stand-

point of national development. (29 9 p. 1645.)

In a consideration of educational problems Dr. Shafia

thatun has emphasized as other educators have also Cone

the importance of ducatioa in producing skilled craftsmen

and technicians. She says that importance should Ie

attached to education which will contribute to a supply of

manpower and that this means full tine education for all
children between the ages of six and fourteen year. of

• To meet this demand many teachers are needed.

('1 9 pp. 23.31.)

Another important factor pointed out by Khatun is

that while it is important to increase the total allocs.

tion of resources to education, it is also important to

use those availabl, in the most economic way. The short

supply of trained teachers at all level, is a primary

cause of low efficiency of education in the country. "The

short supply of teachers, combined with inefficient

teaching," she says, is brge!y responsible for one of

0
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the most unfavorable features in education--the high

dropout rats." 31nqe a high dropout rate is obvious
wastage of resources, it should be avoided by planning

teacher education programs aimed it meeting the qusntita..

tive and qualitative demand.

After working closely in some areas of education and

training, Erwin fisuim supported the need for higher quality
and greater quantity of personnel in the educational

institutions of Pakistan. Substantial gains have been made
In recent years, he states, but a need still exists rar

upgrading the teaching profession and Increasing tile sp 1

of teachers because the most serious obstacle to the further

expansion of technical education in East Pakistan is the

ortage of trained teachers to staff the institutes. He
calls attention to this need because more and bettor

trained personnel are needed in the early stages of develop-

ment of an institution, as is the case in Pakistan at the
present time, than after it becomes well established.
(90 pp. 12..130

Essentially the same shortage of trained technicians

has been reported by Waterston who believes that the shift

from generalist to specialist will be slow. The govern-

ment must take steps to raise the statue of technicians by
raislrj= saThr1	and increasing promotional op.orturrit lee.

S
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This will help to attract the number and quality of
personnel required to carry out development programs. It
will take years, he says, to meet the growing demand of
technicians even though facilities are being expanded and
new agricultural, technical, and engineering schools are
being established. (37, pp. 117.118.)

A situation which may have increased the problem of
teacher shortage occurred when a great number of Hindu
teachers left Pakistan after independence. According to
uq, this left an abnormal shortage of qualified teachers;

however, be also says that the teaching profession is
unattractive to most educated youth and, except for a few

who are solely dedicated to the teaching cause, they are
not Joining the ranks of teachers. Other causes for the
shortage as reported by him are that (1) salaries have not
kept up with those of other profession., (2) the young

teacher lacks recognition both within and outside the
school syst.m....the young teacher is not allowed to experi-
ment nor have a say in the decisions on educational matters,
(3) both position and status need to be improved and better
and closer relationships established between teachers, and

(4) better facilities for both teachers and students are
needed, especially well equipped libraries, well managed
cafeterias, scholarships rind more recreational fciJ.1ti.e.
58, pp. lO-l.)

0
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"The most important single factor on which the

success of the new program in secondary education will
depend is the supply of qualified teachers," states
Andrew Preston in summing up some educational problem; in

East Pakistan. Other problems as seen by Preston are

(1) inadequate financial support, (2) low economic status,

(3) limited opportunity for protesona]. advancement,
(4) shortage of principals and directors who are trained.

U
in educational administration, and (5) inefficient
organiaation and administration of the Ministry of Educa-
tion. (92, p. 65.)

Wr7w"- MM
One of the most controversial issues of all those

related to teaching is that of salaries. In East Pakistan
this issue is both controversial and important considering
its relationship to improvement of teaching. In addition,
important and equally critical educational problems are
believed to stem from low salaries. A question which
should be raised is, "how low are the salaries of teachers
in Pakistan?" Studies indicate that they are generally
very low.	 .

The average annual per capita income in East
Pakistan was 316 rupees, as reported in a study by
Schn'edftuu and associates. The salaries of teachers wer

M
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above the average but still law when compared with the

salaries of construction workers who were among the highest

Paid workers in occupations not requiring formal education.

According to the study referred to above, "the average

monthly wage for four of the seven categories of construe.

tion workers exceeds the highest average salary paid

monthly to the highest level or teachers. The lowest paid

construction worker, theCoolie, still makes more than

the lowest level of teachers, and nearly as much as the

trained non-matriculate , assistant teacher. (76, p. 17.)
The effects of low salaries on the educational

system as rer:orted in the study cited above were that low

salaries (1) do not attract superior people to join teach.

ins, (2) demean the teaching profession, (3) mean poor
teaching, and (4) mean poor supervision. This implies that

one aspect of improving the satisfaction of teachers is to

improve their salaries. (76, pp. 21.22.)

Another interesting study was conducted by Kagoti

who interviewed teachers in various school. of East

Pakistan to determine specific effects related to salary.

The following list of conclusion, shows that teachers

reported essentially the same thing that many educators in
R-Ast T dEtr1 have her j.red:ictinc for omc time; that oi

11
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salaries create conditions which make it next to iiipossible

to carry on top quality educational programs. Conclusions
werei

(1) Teachers of all schools could not generally make
ends meet when relying only on salaries. (2) Even
when teachers had property income, the majority still
had to seek outside employment to meet family expenses.
(3) Compelled to seek outside employment, teachers
found it difficult to do an optimus job of preparing
for teaching. (4) In general, teachers found it
difficult to be regular and punctual in their arrival
and departure from school due to the demands of outside
employment. (5) If family expenses and other elements
were held constant, in general the lower the salaries1
the greater the amount of tin, required for outside
employment. (6) Urban teachers were placed in the earns
salary range as rural teachers for the same training
levels, but urban teachers had higher expenses.
(7) In comparing salary increments, it was found that
rural teachers were at the top of the pay scale while
urban teachers were at the bottom. One reason given
for this was that urban teachers tend to move in and
out of the profession while rural teachers stay in the
profession longer and thus are qualified for higher
salaries through annual increment raises. (8) Urban
teachers were influenced to leave teaching because of
the greater opportunity for more remunerative employ-
ment in the urban areas, and (9) It was generally
expressed that if salaries were high enough to meet
family expenses, better trained persona would be
attracted to teaching and would be less inclined to
move out of the profession. (59, pp. 19-20.)

In view of what has boon reported in the two studies

cited above regarding the effects of low salaries, it is

interesting and worth noting that the Commission on

National Education is aware of many problems in the 6c-
t&ong3. system which stem from low salaries and that it is
Convtrcec they hcu1d be corrected. Ti (Omrni5.iOr. }s
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recommended that the teacher be allowed the security of

tenure, a seals of pay commensurate with his status, an

environment which honors him for the contribution he

makes to society, social recognition consistent with his

qualifications, and a salary fixed at a level so that the

teacher will not feel compelled to undertake private

tuition or other activities likely to undermine his
usefulness.	gy, pp. 101I.)

Other educators writing on education in East Pakistan

commented on the low salaries paid to teachers. Lops

reported that salaries are lower in Zast Pakistan than in

West Pakistan and that generally they are too low to

attract young, energetic people. Only those emotionally

committed to education will remain in the profession.

Others will sin for employment where they can support their
families satisfactorily in the neighborhood of schools,

without having to engage in other work or charge pupils for

individual tutoring. (6I, p. 29.)

Preston lamented the fact that salaries of teachers

are so low and unattractive that properly trained and

qualified people could not be attracted to the profesc.
(92 0 p. 65.) Curie also pointed out that professional
people of sufficient intellectual capa city could not be
ettracted to the teaching profession when salaries compared.
o unfavorably with theee available to people of the eam
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educational qualifications in other walks of life. He

recalled that when he first visited schools in East

Pakistan he met see teachers who were teaching in schools

started by their local communities, whose monthly salaries

were ten rupees. Th. villagers ... so pier were they,

that this was considered a good wage. It is not possible,

however, to get people, of very high quality for this

(c?,	, L!,.. )
0

ecurij	w1ity ductian

Many educators and development experts believe that

S	husan resources are developed, it must be dom throughif

the educational system in the country. Because of the

great desire to equip all people with some useful skill

which will make each one self ..supporting, there is a

danger that education may be viewed by some as only the

acquisition of skills or the accumulation of specific facts

and information required to carry on acme line of remunera-

tive work. It must be remembired, however, that there are

Important objectives of education other than the training
of manpower for specific jobs. The fulfillment of personal

needs, including the desire for self actualization, tLe

changing of attitudes, values, and beliefs, and the

furtherance of some ethical and aesthetic goals, may also
be Considered to be objectives of educ8tion, at least to

M
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the extent that they further social and cultural develop..

mont. (12, pp. 29 . 3; 17 9 p. 63; 32 9 p. 1750

A amber of educators have voiced concern about the

future of education in view of the fact that there appears

to be a definite trend toward a practical education based

prlaarily on Job preparation. Arrowmeith has warned that

education must not be regarded as merely the acciuiation

of facts and knowledge, or the deve1ont of skills, but

that it must be looked upon as an institution for develop-

ing the individual; that looming should not advance at the

enso of man It is also his conviction that the true

cuestor is drifting from the University scene and what he

calls 5the high art of t.asht" is being lost. The only

true purpose of education, he says, is what It always has

been-the molding of men rather than the production of

knowledge. (42, pp. 1314430
Ins discussion of educational problems in a changing

society, Marani coemented on the amount of money that the

Federal Goverment of the United States spends on education

which is about ten billion dollars annually. She emphasised

the danger, among a nation of people dedicated to pro;.-r

of letting education be 1.4 by, rather than leadtng, t€

drive for progress, Education, she .sys, is not a panacea
for r'li	Tt h	rtrv to eovoor t	 t

LI
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mental processes whereby man can work out alternative

solutions to problem*. Financial under-writings cannot

guarantee this • Neither can it reduce tension or achieve

goals. What is required for education is an open and

free atmosphere where teachers are dedicated to the solution

of problems and not to the accumulation of facts and the

operating of machines, (67, P. 31.)

*Educations" says Lewis, "is the process through

hieh ignorance is displaced by knowledge and where the

ind ... controls the body and emotions, and forms the

character and personality of the individual." According

to this definition, education i.e more than the development

of skills, and the objectives are broader than the training
f manpower. Lewis points to three influencing factors

Ich help to determine the end product-...uthese being the

innate capacity of the individual mind, the quality of

cducstion to which it is subjected and the will of the

individUal, If any of these are inferior or are lacking,

mental development will not reach its potential; therefore,

the kind of education which displaces ignorance with

knowledge and allows the mind to rule the emotions is tI

type which thould be encouraged and toward which all ahouL

strive. (65, p. 21,)

fl
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In discussing the job at tuation in theUnited States

and the value of an education in securing a job, A. B.

Raskin, has expressed much the same philosophy about the

true purpose of education. Me says that, although education

does train and create skilled manpower and side in retaining
for other occupations for which the individual was not

originally prepared, it must be kept flexible in order to
be effective. He quotes Robert H. Hutchins, former

chancellor of the University of Chicago and now president
of the Fund for the Republic at the Center for the Study of

Democratic Institutions, who has stated thati

the more specifically education is directed to jobs,
the mars ineffective it is bound to be. What education
can and should do is help people become hucan ... th.
object of education is not menpt.ter but manhood...
'he man who is truly educated, rather than narrowly

trained, is ready for anything. He has developed his
hunn powers and is able to use them and his understand-
ing of the world to meet any new problem he has to face.
H. Is prepared by his education to go on with his
learning. (31, pp. 101-102.)

During the A11-Pakista Science Conference which was

convened at Dacca in March of 196e, Mr. Hashim Than

delivered the Presidential Address and called attention to
the increase in number of students now enrolled in the
schools of Pakistan. His concern was that the educational
standards might not be maintained in the face of this great
influx. He said, however, that the government is fully

11
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its beat not to sacrifice quality for quantity. (91, p. 2.)
The imprtanse of high quality secondary education

has been recognised by Siddiqui, who says that advanced

countries recognise this stage to be critical in determining

the effectiveness of the educational system,, In Pakistan

It is the stage where most of the skilled manpower of the

nation will be trained, where the quality and standard of

the future experts in various sector, of national life will
be determined, and where the foundation for the development

of qualities of leadership of the young people will be laid.

(78, P, 10.)

Hanson and Brembeck maintain that "if good education

Is to be produced it must be produced in the thousands of

classrooms where teachers wW pupils work together day by

day." In order to achieve good education, the planning for

it must reach and involve all segments of the educational

enterprise, especially those at the level where teaching

and learning actually take place. Unless there is a
deliberate decision to include personnel at this teacher..

learning level it will not actually happen. More emphasis

should be placed, they say, on planning which will involve

the classroom teacher. (17, pp. )07..30I.)

Li
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According to some writers, better planning is needed

in Pakistan in order to produce quality education. Robert

English reports that educational budgeting, cost accounting,

and teacher programing do not really exist in the Depart..

aent of Public Instruction and that there are practically

no projections on cost per pupil. Th. Education Depart-

meat has all the seas general administrative problems

prevailing in other depArtments hers and which are common

in other developing countries." These include the "lack

of trained personnel, ... lack of communications with, and

lack of delegation of responsibility to the field organisa-

tion; and lack of modern management methods, systems and

standards." Until these inefficiencies are deleted and

more adequate planning is done, he says, even average

quality education will be difficult to achieve and maintain.

(50, p. 70
An additional facet and one *rtially responsible for

low educational standards, is the age old problem of

attitude; regarding the necessity, on the part of the

educated and those in status positions, to perform physical

work. Preston identifies the need for change in both

practice and attitude. Be has stated that the oduct:Lo1

standards are poor, when compared with those in most coun-

tries; conscuently jxoductivity ! ION. To rcrod the

LI
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situation he maintains that programs are necessary which

enable students to understand !lsjcr problems and merits of
a technological society; they should be allowed to partici-
pate in experiences which contribute to industrial growth.
This would involve the application at scientific principles
in practical situations and would mean that technical know-

ledge must be suppleaent.d with skills and competencies.

rt implies changes in attitude about physical labor as well

.s the acquisition of the skills. (92, pp. 69.73.)

Myrdal emphasizes the same problem and associates the

obliteration of negative attitudes about manual work with
popular education. He believes thatz

Throughout South Asia there is a traditional
contempt for manual work, and the educated tend to
regard their education as the badge that relieves
them of any obligation to soil their hande....This
attitude constitutes a large part of the problem of
the "educated unemployed." Without doubt, the down-
grading at manual work, and, in particular, the practice
of using education as an excuse to avoid its is a very
serious obstacle to developeent.

In South Asia there is a broad Inverse correlation
between the prevalence and severity of this prejudice
and the level of popular education and literacy: the
prejudice tends to be strongest in those countries
where popular education is least advanced. An important
corollary to these observations is that one reason for
pressing on with literacy campaigns and asking schooling
of children universal is to eradicate this prejudice
against manual work, which is so damaging to economic
development. (29, pp. 1646..1647.)

fter studying the educational problems in Pakistan,
::C&.m t;u.r]e 3t . tPc ¶i tr'	ua.L Ltv •Dffer1. i,r.	a y	i.j'.)l
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is low but that "it could hardly be otherwise * The teacher,

scantily rewarded and ill prepared for his demanding task"

has to perform in an extremely poor physical environment.

Curl, says that the most damaging factor contributing to

the high drop-out rate is that "the child's first year in

school is an experience he dose not wish to repeer." if. is

'ill-taught in overcrowded and ramshackle rooms by harrassed

and incompetent teachers who rely on the weapon of fear to

maintain order." (9. pp. 6}.4l,.)

?orkjn/ C,ndttioM

The physicsl and emotional environment in which school

is conducted is on important influence on the quality of

teaching carried on by teachers and the level of achieve.

:ient obtained by pupils. Preston recognised the influence

of $ poor and uninspiring school environment when he blamed

dull school buildings, harsh methods of maintaining dud.

plin, and indifferent teaching by poorly paid, ill

qualified, and frustrated teachers for creating an etaos

ph.re which is not conducive to healthy mental and emotional

growth. Be said that as a result of this envaronment,

Children in Pakistan leave school at the earliest possible

opportunity. 192, p. 19.)

If this extremely poor physical environment has such

an effect on pupils, it stands to resson that it would hve

Dhaka University Institutional Repository



a

an equally depressing effect on the teacher. Crunden has

said essentially the same thing about the conditions in the

schools and has listed this as the primary cause of the high

drop-out rate. ($7, p. 27.)
Two other prominent educators have also emphasised the

lack of facilities and the need for a better physical

environment. ScUm stated in a discussion of the problems

and prospects associated with school buildings, that the

existing plants were generally very poor and obsolete; that

teachers often work in over-crowded classrooms; and that in

..ast Pakistan only 7.4 square feet of floor space is avail.

able per pupil at the high school level. (77, p. 140
Khsn listed over crowding in the institutions as the

primary factor responsible for deterioration in educational

standards of the schools of Pakistan. (91, p. 20

In a study conducted by Shahid to obtain reactions of

secondary school teachers toward their profession, a host

of problems were identified; many were related to undesir-

able conditions under which teachers work. They molded

such problems as (1) improper lighting and ventilation,

(2) unbygenic seating arrangements, ) poor salaries not

commensurate with qualifications, (4) lack of security in

service, and (5) interferences by local political groups.

(94, P. 3.)
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A more inclusive but somewhat similar list of

problems has been compiled to be presented for considera-
tion by the All-Pakistan Teachers Confederation. Included
in the list are some problems related to working conditions
of teachers as well as other general problems. They are:
(1) poor pay, (2) low status in society, (3) insecurity of
service, (Ii) poor school environment--most schools are ill
I htd, ill ventilated, damp, unsanitary, overcrowded,

dilapidated buildings with unsatisfactory and inadequate
furniture and equipment,, (5) unsatisfactory relationship
with managing committee, (6) lack of proper text and
reference books, (7) poor working conditions	teachers
usually do not have benefit of provident funds, pension or
retirement gratuity, (*) poor professional preparation,
(9) lack of adequate professional literature, (10) lack of
valid instruments of educational measurement, (11) lack of
well organised teacher associations, (12) lack of initiative
of teachers to promote their own professional growth and
statue of their profession., and (13) officers of the

ducation Department are Inspectors rather than educational
leaders. (55, p. 25.)

Sehateding and Associates h?ve pointed out thit in a
developing country where the responsibility of the teacher
in the classroom is so important the picture is dismally

.

D

Dhaka University Institutional Repository



U

46

the same; untrained, ill-equipped, barely educated teachers,

attempting to do an all but impossible Job with little more
resource than the force of their personalities."

(76 0 p. 40
It cannot be asaum.d, hmov*r l, that with improved

working conditions the quality of teaching would also

improve. One writer has recently stated in an article on

RquaUty on gducation, that physical conditions are rela-

tively unimportant • What is important, is quality teachers

and capable students. He said many educators have long

suspected, that to the extent that school, do influence

what students learn, the facilities are the least important
factor in the equation. If quality of teachers and

capabilities of students are held constant, luxurious

hysical facilities contribute little to the development

of intellectual skills, and inadequate facilities do little

or nothing to retard them. (46, p. 279)

Even if the above belief is accepted, a logical

question to be raised is: to ithat extent do poor working

conditions and poor facilities affect the quality of

teaching and is it possible to maintain high quality

teaching with working conditions as poor as they appret1y

are in Pakistan? In view of so many complaints by teachers

cmd vrif1ctirm through research ) it can be concluded that

Ll
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working conditions of teachers are poor and that these
conditions may contribute to poor teaching.

Partly because of the increased value being placed on
education in recent years and partly because of other con-

, society in general is waking many new .duca-
tiona]. demands affecting the lives of teachers. In some
cases these new demands are creating problems in the eduu-
tiorz*l field. Although some way be legitimate because of
Poor rcI careless teaching, inadequate facilities, and
ln;.ro2.rE5ive educational systems, there are others which
may be quite unjustified and unfair to the average class..
rDom tcher.

In a speech delivered at the All-Pakistan Science
Conference in March 1968 Dr. Anis Qu.tdwai referred to some
of this. demands. H. says that from every side teachers
are being criticized and confronted with suggestions,
expectation., and pressure. These criticisms and complaints
are coming through various channels such as the press,
professional journals, and Parent-Teacher Meetings, and
from people in many different walks of life. Some of these-!,
criticisms, Quidwai points out, which are directed at
education, are being mde by administrPtors P-nd coVlLee

siderations
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university professors, many of whom could not cope with

problems the average teacher must face • The task of the
teacher, be says, "is bewildering and discouraging, often
producing a feeling of futility and inferiority."
(93, pp. 1..39)

Gene Ackerman reported such the same situation in a
discussion about new pressures on teachers in the United
States. Say. Ackerman, "teachers everywhere have felt the
strong impact of an aroused public and as a result, educa-
tion in the United States has begun to live in a glass
house." Society is demanding the beet education possible
for children; it is not satisfied with anything but the
best. Because of this, he says, teachers are being
recuired to increase their knowledge. New ways must be
found to handle subject matter; a greater understanding of
behavior is important, and improved teaching methods and
procedures are needed to aid in the solutions to problems.

They are, therefore, having pressure placed upon them to

return to school to incrsse their professional growth.
(39, pp. 156-.1600

Dean Laux has pointed out that the role of the
teacher is changing in recent years. He questions wLether
or not professional responsibility is being eroded or only
being revised, "One of the characteristics of large

M
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within the structure tend to develop specialised and

routine	 H. says, also, that because of

modern efficiency, the teacher's role is reduced to that

of a clerk. He sees the teacher as becomir only a resource

person, but thinks that this may be a good sign in that the

teacher is learniiv to function differently in order to

Tromot* a different kind of learning where emphasis is

sidfting away from the memorisation and storing of old

knowledge to techniques for developing access to new
:ri:icdgs. (62, pp. 26546.)

?i.thin this generally critical framework the imporu.

tnce of vocational guidance and counseling as a means of
:.eting the dand of a rapidly changing social structure

nnot be overlooked. Wv.ch direction and guidance is

necessary in a developing society where once plentiful

Jobs no longer exist, but are being replaced by new and

different ones, or where once unacceptable jobs are now
among those subscribed to by society, If we are to fit

young people into professions and vocations which are

compatible with their abilities and aptitude., where th.ir

can be satisfied and happy, and when, they can also mke

a contribution to society, we must begin with a good

guidance program in which each student is coneiderec

n
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according to his individual characteristics. R p roys and

Hashmi support this concept In statements which identify a

lack of counseling as one of Pakistan's greatest problems.

They point to the importanc. of "conservation, training,

and intelligent use of the country's human resources" and

indicate that society must find ways at identifying talent

and training the individual is order that he may take his

ul place in society. (44, p. 39.)
If the guidance and counseling of students Is left to

Lecher as it is in many deloptng countries where a

•	counseling service has not became fcirly well established,

R still greater burden is placed on the tsoh.r. Any worthy

teacher must do more than organize and present subject

matter* H. must also act as confident and guide to those

who have problems. When he Is loft alen* to assisee fuU

responsibility for all phases of education, the burden may

be greater than the teacher can bear. The individual

teacher who is keenly aware of his responsibilities, but

idia, bcaus, of tie., a*pbi1itiea, training or some other

reason, cannot help solve the many problems and most the

needs of a demanding publie, may find teaching a frustr-

ting and dissatisfying experience. (44. pp. 39-40.)
.

-
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In sumearizing the literature reviewed thus far,

several relevant aspects were identified. )lultitudinous

professional educators and authorities in the field of

national development believe that progress in education is

closely related to progress in economic develoent.
People are considered to be the most important resource in
any country and inadequate investment in education will

prove to be as serious a handicap as inadequate investasnt

in natural resources. The Commission on National Education

in Pakistan has recognized the role of education in national

development and has emphasized the need for education and

training of its citizens as * necessary step toward economic

nd social development.

The need to extend educational opportunities to large

numbers of children who hay, never previously been enrolled

in school is creating many economic problems, especially in

relation to financing; the cost of education Is continually

rising in most countries, In Pakistan the amount allocated

to education is gradually increasing but there 1* still a
serious lack of funds.

Teacher* are in shart .uci.1y 1r. rrainy cour!trc

ing Pakistan, Because of the lack of well qualified

teachers to nn the teacher traininr institutes, there are

n
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no teachers to train prospective teachers and a vicious

cycle is created. It has been found that the per cent of

trained teachers is increasing very slowly and many more

will be needed immediately if universal primary education

is to be achieved. The shortage of teachers is a serious

obstacle to further expansion and the supply of teachers

available may determine the success of the program in

secondary education. Poor and inefficient teaching methods

contribute to the high drop-out rate which is obviously a

wastage of resources; measures should be taken to curb the

drop-out rate in order to conserve resources and expand

educational opportunities.

One cause for the shortage of teachers is poor

renun.ration; with salaries so low few potentially good

teachers are attracted to education. Also, the statue of

teachers is low. These two conditions demean the teaching

profession. The Commission on NationLi Education is keenly

aware of this problem, however, and has recommended that

salaries be raised and security of tenure be allowed.

Many problems are associated with the task of secur-

ing quality education. Some of these include (1) th.

danger that education Will be regarded as only the acui2i-
tion of skills with no regard for the role it plays in
meeting other needs, (2) planning for education is too
frequently done at the top levels without giving.
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consideration to subordinates, (3) lack of emphasis at the

secondary level, (4) the great influx of students is taxing

the educational system, (5) traditional attitudes regarding

the status of work which create an unwillingness to perform

manual labor are slow to break down, and (6) better

planning for quality educatio* is needed in Pakistan but

this is difficult in the face of poor ecimnunication facili-

ties, lack of personnel and lack of modernnenageommt
methods.

Poor working conditions create dissatisfaction among

teachers and students and contribute to teacher absenteeism,

dropout of pupils and poor and indifferent teaching. It

should not be assumed, however, that a rise in the quality

of education would automatically accompany improved working

conditions,

The last aspect to be reviewed in this section

Identifies a growing tendency by the public to criticize

teachers and educators. Even in the face of rapidly

increasing burdens on teachers, they are being criticised

for many current problems, many of which are unrelated to

education,

D
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Part Two

YOUvstton pn 1J2t
P torma ncs

A vast amount of writing on motivation has been done
down through the span of time and particularly in recent
years. The writings of all psychologist, are important in
a general way but se have more relevancy than others for
this stucy. ";nly a small number Will be reviewed here in
order to express differing concepts.

In their book, Individual j	Krech,

Crutchfield, and Ballachey give a very interesting explana-

tion of why people work under hardships, give long hours to
their work, or why they conduct themselves in different ways
in relation to their jobs, their lit.'& work, or in situa-
tions of lesser magnitude. As explained by these psycholo..
giete, persistence in action (motivation) is the product of
certain wants and needs which seas to be in som way
related to cognitive thought and experience. ?an is soti-.

vated by positive drives to obtain or achieve things and

negative drives which seek to avoid certain unpleasant

aspects of life. In a positive sense when man desires
something—an attractive object, he desires it to do
something to it or with it. And what be desires to do with

or to the object depends upon a particular need. For
0
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examples a hungry man sees an apple which he desires to eat

to satisfy his hunger need. In a negative way he desires to

stay away from a dangerous object to avoid pain or to main-

tain a sense of security. (23 8 68-102.)

frch and Crutchfield in the J.Unwats at hvchglov

make some interesting cements on human motivation. "The

nature of man's motives," so they say, "has concerned

people over many centuries." "As different cultures have

held different conceptions of human nature, so have their

views of motivation changed." Man has been variously

regarded as a pawn of fate of the Gods; or depending on

ones frame of reference, as a machine, an animal, a rationsl
being, an irrational being, and as a product of his environ-

ment. But the modern version is that man is motivated by

(1) his need and desire to stay alive, (2) by his desire to

keep safe end be secure, () by the mod to have pleasure

and enjoyment, and (4) by the need for change and novelty

In experience. Within these four areas of concern man's

motives vary somewhat, depending on whether these needs

exist and whether or not they are provided in deficiency

or in abundance. Thus man's motives go beyond the bare

satisfaction of his basic needs to include positive go1

of varied simulation. (22, pp. 6-8.)

Jerhaps the above concept of motivation is another

ry of recognizing the need of men for self actualization

0
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as referred to by Maslow who emphasises throughout his

writings that man's desires are never satisfied; that he

is always wanting something. When one need is fulfilled

another one emerges to take its place; consequently, man

is a "wanting animal and rarely roaches a stats of complete
satiaftetion." It Is necessary, therefore, to consider the

relationship of all motivations to each other. The fact
that we presently have unfulfilled desires means that other

existing wants have previously been satisfied. Re believes,

I connection with this ides, that two important concepts

have never been properly explored. These are, first, that
the human being is never satisfied except in a relative

fashion, and second, that wants seem to arrange themselves

in some sort of hierarchy of strength, (27, pp. 69-92.)

His basic theory is that man's needs are manifested

according to a priority system of human organismic insuf-
ficienejes, The most basic of all are physiological needs

for such things as food, shelter, sexual gratification,

sleep and activity. When once the physiological needs are

reasonably well satisfied, a set of safety needs is mani-
fested which includes any threat or danger to the individual.
it it exhibited by an almost universal need for a r*iytbmia

and urThtrb,d routine, good health, and the absence of

such things as physical assait, tyranny, quarreling, and

divorce or separation,
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If the physical and safety needs are gratified, the
love, affection, and belongingnesa needs emerge. These

need., never felt until the physical and safety needs are

more or lees satisfied, will be exhibited by the absence of

friends or affectionate relations with people. The indivi-

dual will strive for a place in a group and the attainment

of loving, friendly relationships with other people. This

ve :ed is not synonymous with sex which may be multt-

oeternird and analysed on a purely physiological basis.
Maslow believes that these love and belonging needs are the

ones most often lackirAg among neurotic people; consequently,

he plases such emphasis on their achievement.

The next iweds to arise are the esteem needs which

are classified in two categories. First, there are such

wants as the desire for strength, for achievement, adequacy,

mastery, and competence, and for independence and freedom.

Second, there is the desire for prestige, status, dominance,

recognition, and appreciation. Satisfaction of these self

esteem' needs leads to feelings of self confidence and worth

but thwarting of these needs leads to feelings of inferiority

and helplessness; they in turn give rise to discouragement

or to compensatory or neurotic trends. Paslow says that

these esteem needs were largely neglected by Freud but were

haaized by Adler and his followers and that Ro:er,

Ll
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Fromm, and others are helping us understand the importance
of basing aelf..estea on real capacity, competence in per-
forming a task, and on deserted respect rather than on the
opinions of others.

The highest desire to be felt and the last to emerge
Is the need for self actualization. It may be referred to
as man's desire for self-fulfillment and the tendency for
him to become actualized in whatever he is potentially	S

J

capable of or may become. Even under conditions where the
above mentioned needs are net, the individual is not setie.

•	fied and may be restless and discontented unless he is
doing what he is best fitted for. Maslow reminds us that

"a musician must make music, an artist must paint and *
poet must writs, if he is to be ultimately at peace with
himself," We could include also in this group, that gifted
teachers must teach; that through the determination of
situations from which satisfaction results, it will likely
be poisible to maintain the gifted and competent teachers
in the teaching profession.

Maslow also believes that an important aspect of
need-fulfillment is the presence of certain conditions
under which needs and desires may be strived far and
attained. Such conditions as freedom to speak, freedom to
do what one wishes as long as no harm is done to others,
freedom to express oneself, freedom to investigate and seek

Ll
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for information, freedom to defend oneself, justice, fair-
ness, honesty, and orderliness in the group, are examples
of pro-conditions for basie need satisfactions, (27, pp.
69.92.)

Sargent and Williamson emphasize the role of culture
in determining motivation, They nay that the specific pat-
terriing of motives are always social; that likes and dis-
likes, wants and desires are influenced by the society in

ich one lives; consequently, motives are somewhat diffi-
U

cult to identify and classify. They have developed a scheme,

shown below, which includes security related motives,
n	afuiliative and status motives, and integrative and creative

needs. The item, in the left column show individual-
centered striving for goods and power, those in the middle
column center around social relationships but with an ego-
centric emphasis, the right band column conttins the inte-

grative, more inter-personal and leas individualistic needs.

Security related	kftiliative and
- unotive	 it&ts needs

Security -	 'regariouanes
Self-preservation_

Social aprvl
Conformity
Status
Self-aese : ri
Doinnce

Integrative and
ctive. n.e.eds

Cooperation

Sympathy
Affection

Parental desire'
Filial desires
3ex

xperiencn

D

Self ctu1iz&tion
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The lines linking motives and also the spacing show the

clustering and combining of motive.. They go on to say

that motives are far too càmp1x and intricate to be

portrayed accurately in such a schema; however, it is

their belief that, in the Western culture, the drives and

basic physical needs ar. seldom eritical and that "for most

people in all societies of the world, motivation involves

more than the need for security, affiliation and approval.

The urge to work and play with other human being, to enter

into deep affectional relationships, to marry, have

children and create things of lasting value—all of these

things are characteristically jusaan." (33, pp. 195-200.)

Aliport believes that behavior is motivated by

traits which form the basis of the personality structure.

To him each individual has a unique and complex personality

with its own characteristics; ther'i are no coemon features.

The traits are not hypothetical constructs but systems in

the individual which furnish energy for action and may

represent this uniqueness of the individual, There are

many overlapping traits which are active at the sene time

and because of this, the behavior of the organism may, from

external observations, appear to be inconsistent. The

past is not as important as the present or the future.

Behavior can I)e determined ty knowing the hopes and

.
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aspirations of the person and what he is trying to accom-

plish at the resent time. As the child grows and becomee

aware of himself he develops many proprilte functions or

tensions such as self estesm and self-identity. These

continue to expand sa he develops and become more aware of

himself as a person. Through this growth, the biological

motivations or the child give rise to adult motivations

which are not energised in the past but only by what goes
on in the present. (1, pp. 95.'10.)

Ailport's principle of Functional Autonomy expresses

t.:c concept that as the organism at first develops, its

.chavior is controlled by primary motives; however, as

tension is reduced, the organism does not terminate the
tension-reducing behavior but continues to act because he

has learned to like it; because it has become functionally

autonomic—the past e not important beesuee past motives

have become autonomous. The man, who at first plays golf

because be is ordered to do so by his physician, continues

to play after he is phyvically rehabilitated because be has

learned to like it, not because of any innate or repressed
aggression.

Motivation is classed under two hsadiis; first,
that which is preservative in nature and is sustaining to

tension reducing behavior, and second, that which is nor-

preservative and has no relationship to biological motives.
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When the individual matures he should be able to indulge

less in tension reducing behavior and allow conscious

motivation to direct his actions or, to express this idea

in a different way, be will be able to indulge in behavior

which is autonomous in nature and which 411 be socially

satisfying to him. (1 9 pp. 95.10$0
No 0. Williamson, who is interested in measuring

motivation of student., has pointed out that no satisfac-

tory way has yet been devised to do this. He says also
that it Is often impossible to change individual motivation.

He calls attention to the persistent high-ability students

who are also under achievers; nevertheless, he says, we
have Is armed about some aspects of motivation as a result
of research which has been conducted and we are in the

process of understanding much me. Williamson disagrees

with now students and theorists of human behavior about

the problem of motivation. Most people, he says, assume

that each individual has an urge to optima growth and

well roundedness, but be thinks there may be some indivi-
duals who want to restrict their d.v.loI*ent to the stage

which is most pleasurable to them and to the activiU4c

which they can do best. In a sense, the urge to gain

happiness and satisfaction may lead to more narrowed

efforts and activity; instead of the happy life being one-
which embraces a wide range, of interest., activities, arid

.
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responsibilities,, it would be one which would restrict

effort end be based on narrowness instead of breadth.
(39, pp. 210.2130

Murray has accused psychologists of tying away from

and neglecting the whole iroblem of happiness. Although

the crucial role of dissatisfaction and of satisfaction are

Implicit in such that Is written about motivation, activity,
and reinforcement, he believes that satisfaction can and

should be measured. Because satisfaction is an affective

state, it 1s likely to be manifested objectively as well

as subjectively and is no more difficult to diagnose than

anger or anxiety. It is the most precise indication we

have, he says, of whether or not needs are being met.

(2, pp. 455.4569)
Murray' a theory of motivation centers around needs

and presses. Needs represent a force in the organism Eiich
is centered In the brain and organises perception, apper-

ception, inte].lection, conation, and action. These are

then transformed by the brain into an unsatisfying situa-

tion. The need produces activity, and maintains it until

the environment is altered: and tension is reduced. Basic

tendencies are inherent in the organism but different

patterns develop because of different experiences as needs
are built up through the culture. The unconscious is

emphasised to the extent that the organism unconsciously
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selects from his environment the things which suit his
personality. These factors become conscious as the indivi-

dual matures; he can exercise conscious control over his
motives and can make conscious and rational choicee. People
don't behave just to fulfill needs, however, there are
environmental forces called Presses such as danger, lack of
food, rejection, and physical and social inferiority that
represent the determinants of behavior. The press of an
object in what it can do to or for an object; what a person
feels is not always objective reality but subjective and
existing in fantasy. In short, the organism behaves
because of needs which create tension; ways are found to
reduce tension and create satisfaction and because tension
reduction is satisfying he may find ways to select needs

which can be satisfied. (16, pp. 257-293.)
"Motivation is concerned with the 'why' of human

behavior," states Ahmed who raises some important questions

which he thinks should be investigated. Questions meriting
attention are: Why does one man work diligently and

another attempt to avoid work, or why does one man find
happiness in performing a job while another is diecontenteci
In reflecting on these questions he concluded that people
are influenced more by a group of factors rather than by
single issues. "Ordinary positive incentives,' he says,
"such as an increase in pay, i'aec by the boss, recognitioi

S
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by fellow-workers, promotion, or a combination of these

rewards, are used because they are not only effectiv, but

because they also give pleasure and satisfaction to the

Individual." (1,0, pp. 17400

tvtton Rs3,sted to
nist re, ti on

In recent years several writers end educators have

Indicated that changes in administrative practices are

taking place in many types of institutions and that these

changes may bring about a general upgrading of productivity.

One author, writing on local school administration, says

that "new patterns of staff relationships require many

changes in school administration and their pace will

quicken rather than abate in the years ahead." }'e believes

that these new processes and understandings about policy

formation are needed to upgrade the status of teachers and

improve conditions under which they work; this in turn will

enhance the quality of education. ($0 8 pp. 19410

Another writer, discussing the need for change in

administrative policy and procedure., has pointed out that

if Pakistan wants to "forgo ahead by breaking the vicious

cycle of poverty and ignorance, we will have to give more

attention to public administration." He believes there is

such a close relationship between technology and public

administration that change is .n.vitabls; it must come

U
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about and it is only a "question of whether administrators
Will lead the way in the drive to achieve modernization or
whether they Will lag behind until forced by technological
pressures to improve their administrative practices.'

(51, p. 6.)

Boasain has emphasised the importance of good human

relations in management. H. says that the traditional

methods of admi ni stration—of dictation and passing down

orders, has been supplanted by a new concept and the

success of an administrator is now measured by the "degree

of willing cooperation he can obtain from those under his

supervision." Other aspects commented on by him are:

(1) the men in charge should give credit where credit is

due, (2) show genuine appreciation, not cheap praise,

(3) good management requires understanding and sympathy

between worker and supervisor, and (4) the administrator
can be human, without relinquishing discipline.

(56, pp. 17-19.)

In his book, MM Human side gt jnternris., Douglas

McGregor shows, through illustrations, that every manager

is dependent upon those below him, organisationally, for
the productivity of the unit --be it church, industry,
school or the military, and that there is no way in a free
enterprise society to enforce managerial authority. He

developed a theory of administration which he called the

S
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I and the Y theories. Administrative advocates of the I
theory asata# that the average individual dislikes work and

will avoid it if he can; that most people must be coerced,

controlled, directed and threatened with punishment before

they will exert adequate effort to achieve organisational

goals; that people prefer to be directed, and that they

have little initiative and wish to avoid responsibility.

Persons subscribing to and practicing the ! theory assume

that the expending of physical and mental energy is as

natural as resting or playing; that man will exercise self.'

i'ection and self-control in an effort to reach goals to

icb be is committed; and that efforts directed toward
organizational objectives can contribute to individual
satisfaction. They assume that the average person will not
only accept but aeek responsibility, that the ability to
exercise a high degree of initiative and creativity is
widely, not narrowly distributed in society; and that
under many conditions, the intellectual potentialities of
the average individual are not fully utilized. (25, pp.
21.23.)

From the I and T theories of McGregor, Scott Myr

developed a conceptual model to illustrate what he call s

t.e otivation cycle and the effects of different adminis.

trtIve styles on managers. In the model, administrators

re grouped into three classes. Those subscribing t
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theory I are known am "reductive" administrators, those

supporting theory Y are "developmental" administrators and

the "traditionalists" are those whose practices fall some.

where between, (71, PP. 5P170.)

According to Myers' concept, employees working under

"r*ductivsPodministrators have arbitrary and unchallenging
goals; are consumed with interpersonal conflicts; the work.
irg atmosphere is one of restriction, disapproval, and
r;niehmont; and asintinanee seeking, hostility and

cynicism are prevalent everywhere. Employees working under

"traditional" supervisors have confused and inconsistent

ols, but somewhat more relaxed interpersonal relations.

General demeanor ranges from dignity to apathy and despair,
but individuals have more positive attitudes than those

supervised by "reductive" bosses. In contrast, .the

*developmental" administrative climate fosters clear and

challenging goals; interpersonal relations reflect

confidence; systems are clear and helpful, and individuals

experience self actualization in an atmosphere of motivated

achievement.

Myers concluded that (1) motivation is closely

related to supervisory style of the administrator, (2)
motivation is inhibited by developmental bosses, (3) motiva-

tion is highest in top-level management, (4) several styled

of management are found at all levels, (5) manager. prefer.
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developmental over reductive boss.., (6) most reductive

supervisors are not aware of their tendency to inhibit

motivation and (7) motivation in strongest when the manager

is aware that he 1s achieving whet he has the capacity and

desire to become.

The influence that authoritarian supervisor's exert

on their subordinates has been studied and reported by

Elan and Scott. These writers have differentiated between
U formal authority and informal authority; they believe that

superiors who command the loyalty of their subordinates

re such more likely to establish effective informal auth.
.

r1ty over them and thus be able to exert more influence.

(3. pp. 140..156.) The process of exerting influence seems

ngly operates in a cycle as demonatreted in a study

eport.d by Blau and Scott. The study indicated that the

more one is accepted as a leader, the more numerous are his

attempts to influence and the more he Influences the more

successful he is; consequently, the more successful he is,

the more he is accepted as a leader. The implications from

this are that superiors who command the loyalties of a

group"-those who are liked, accepted 1 and respeeted-have

more control over group ambers than those who are not able

to secure loyalty. They have more confidence in their

.bility to make decisions and they make more attempts to

influence subordinates. Since effective supervision is
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ultimately measured by performance of subordinates, the

conclusion is that the supervisor who secures loyal coops.

eretion will have a more productive group than the

supervisor who doe. not. (3, pp. 140.1560

Blau and Scott also reported on a study carried out

at the Survey Research Center which determined the effects
of authoritarian practices. It was found that group
roductivity was negatively affected when the workers were
closely supervised by their forMen and even when the fore-

en were closely supervised by their superiors; also, that

closeness of supervision was inversely related to the

aaoimt of Job satisfaction reported by workers. They

concluded that pressures were transmitted from level to

level which affected the worker's ability to produce,

(3, p. 1500

Supervision as it related to productivity was reviewed
by Sales who called attention to a widely made assumption:

that onp]oyees work harder for sone supervisors than for

others; however, he says, no one has yet clearly stated the
basis for this assumption. His opinion is that

Authoritarian supervision, in general is
charech.ria.d by the relatively high degree of power
wielded by the supervisor over the work group. As
contrasted with democratic supervision, both power and
all decision-making functions are absolutely concen-.
trated in the person of the authoritarian * Democratic
supervision, on the other hand, is characterized by a
sharing of power end by participative decision-making.

13
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Under democratic supervision, the work group becomes
in some ways co-equal with the sure rviaor; respon..
eibility in spread rather than concentrated.
(74, pp. 275-277.)

Contr.y and his associates, conducted twenty-nine

questionnaire studies end concluded from these that eft.c-

tiv. supervisors differ from ineffective ones in many

respcts. They coemunicate more information to their

subordinates; are considered to be more helpful, are not
arbitrary in their decisions and judgements; and have a

sympathetic approach to workers. (7, P. 151.)

Implications 	the studies and writing related to

administration which have been cited above have special

utility and meaning for educational administrators who are

responsible for maintaining a productive climate in the

school system and, indirectly, for the achievement of

satisfaction of teachers and others who came under their

supervision.

In a discussion of motivation and management, Daniel

Griffiths has stated that Positive incentives are more

effective than negative ones and that at present, the three

most positive forms of incentives are giving praise,

improving facilities, and increasing job satisfaction. He

$UUssts that the satisfaction one receives from work may

be the greatest incentive for high quality performance.

!e briefly reviewed Talcot Parson's five components of
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satisfaction which ai'.s (1) s3f respect or the establish.

sent of realistic level, of aspiration end provision for

their attainment, (2) recognition or acknowledgement for

work accomplished, (3) satiation of wants or doing a good

Job for what we get out of it regardless of whether it is

salary, recognition, or some other need, (I,) pleasure or

the complete enjoyment of work, and (5) affection or genuine
rriend.hip between professional associaten. Oriffiths

3 points out that when these components are not present in

a work atmosphere, low morel., bickering, backbiting and

low production result;. (15, PP, 36-380

Job Stisfaction.
Dissatisfction

The importance of motivation in performing work has
D	 been emphasised by most psychologist., leadership theorists,

and students in the field of management and supervision.

Many of these experts either imply or state explicitly

their belief about the positive relationship of satisfaet-

ion to motivation; believing that satisfaction Is obtained

as a result of reduced tension aroused by some internal or

external stimulus. McKinney suggests that satisfaction

Involves the removal of the motivating condition and the

relaxation of tensions aroused by desire. The activities

which satisfy motives are learned, he says, and tend to

be repeated in similar situations in the future. If an
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Individual is highly motivated because of some desire or
need, he will likely strive to achieve the object or
situation which will fulfill his need. When desires are
obtained, tension is reduced and a feeling of satisfaction

results, (26, p. 130

According to the above theory, a highly motivated

worker is one under  certain amount of tension who is

performing some activity in order to reduce it and thus

bring about satisfaction. We may say then, that a satis-

fied worker is usually a highly motivated individual under

a certain amount of tension, Although some psychologists

say that much creative work has bean done by people who

were motivated by deep internal tension, Cris Argyris

believes that, while this may be true in certain situations,

pressure beyond a certain point is likely to cause friction

in the organisation. H. says executives have recognised

that when pressure is great the subordinates try to avoid
It by "passing the buck or hiding their errors." aployees,

he says, should be given the opportunity to work where

individual creativity, happiness and growth can flourish.

(41 9 pp. 63-44.)

Pournet,	 nc Fryr	.1ivt	•c'	ry

aspects of job-satisfaction in an atteipt to discover a

combination of factors that account for satisfaction
work. They believe that the factors contributing to or

.
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Influencing job satisfaction may be divided into two types.
One type would inclie all characteristics of the indivi-
dual such as education, intelligence, sex, age, and
individual differences. The second type would consist of
characteristics Of the job such as organisation and manage-
ment, supervision, social environment, communication,
responsibility, and recognition which have traditionally
been considered important to the work situation. These
authors, after reviewing H•rsbergs study átzssa an

iaportant point made by him and his associates: that
factors change according to the individual's needs. When

basic needs are satisfied, items such as security, recog-
nition, and responsibility become more important than when
tey are deprived. The consequences of job satisfaction
:cb as performance, sba,nteeis&s, and turnover will part-
ially depend upon each individual', needs in relation to
factors of the job. t53, pp. 16*1710

In writing about education's responsibility in
developing human resources, Harbison says there is a high
correlation between any country's economic productivity
and its educational dev-elope.nt. ?any aspects includin:
natural resources, foreign markets, and outside assistarc
are important and contribute to both economic and educa-
tional development. It is difficult to specify any one
factor or sat of factors that are responsible. Even bi
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Investment in financial resources will not guarantee

economic growth. "AU we can predict," he said, "is that

a well-educated and motivated people will do extraordina..
rily w.U,' and in some instances, even with very limited
natural resource.. (19, p. 14.9.)

Baroya implies the importance of satisfaction in
work when he encourag•s teachers to improve themselves

and find ways to grow professionally. In the process of

growth, the individual should find personal satisfaction

in what he is doing; otherwise, "when this satisfaction is

not forthcoming, one may think that his labour is wholly

1O.t. His love of teaching may wan.." (43, pp. 17, 459)
A discussion of the significance of positive

n ttituces in the ditor11 Notes f Thacher's World stated

that teacher sFouic co t'it.1r evi1Late his own attitudes.

The most important factor in promoting personal succes and

happiness is the way one feels about onst i Job, other
Peoples aLt Q$ self. A teacher who has a sincere

desire for service and a love for students and colleagues

Will find a happines, that fosters success. When an

individual meets with a measure of success more happinec

In felt and a chain reaction is started. (79, p. 5,)

The Importance of meeting paycholo4cal needs has

been pointed out by Yroom who asserts that a Job which

allows the individual to exercise some initiative and

0	 -

Dhaka University Institutional Repository



76

judgement , provides for the dev.lojment of aptitudes and
makes possible some knowledge of results, is more ego-

satisfying than the job which does not permit the indivi-

dual some measure of self actualization. (1 9 pp. 157477.)

Sargent and Williamson, in discussing essential

element& which must be provided by Informal groups in order

to maintain group structure, have indicated that some

measure of individual satisfaction is fundamental. They

believe that productivity of the group is also related to

individual satisfaction and that it may be in the form

of either psychological or monetary reward, but unless

t eie is some measure of personal fulfillment, the group

will usually disintegrate. (339 p. 377.)

Faun**, Hardin anA .Jacobson studied the effect of

automation on satisfaction of workers and determined that

the workers' attitudes about the job greatly affect the

degree of satisfaction received. If the work is regarded

by the individual as being important, a greater degree of

satisfaction is achieved. Also, the more important the

work is considered to be, the more readily a change In

behavior can be initiated, They found, too, that the

level of responsibility and skill required to perform

Job influences the individual's attitude about the impor-

tance of work and, consequently, has an important relation

ship to job-&ti :f' eti	tJe	t.t' t t.Li:
0
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changes the.* aspects of Job content, it may affect the

meaning of job-satisfaction and Job change." (11, pp.

776.)

Vance Packard, in his book, MM ElglUg

lamented the effects of automation on workers. He

criticises the efficiency emgime.rs for their time and

motion studies which her* sclantifically broken down jobs

to their lowest terms and have turned once rewarding and

self-fulfilling jobs into simple motion.. (30, pp. 261

262.)

Likewise, Az'gyris has evaluated the effects on workers

of many present day organizational procedures, He believes

that in many instances, workers are placed in positions

which require them only to be submissive and that for this
submission they are rewarded by being given seniority and

other benefits, but they must also look to the leader for

their rewards, punishment, and direction. In doing this

they will be given no opportunity to use individual

aptitudes or abilities consequently., they will not find

much satisfaction in their work., (2, p. 14.) To the

extent that this decrease in individual responsibility
and opportunity to participate in decision-.making does

affect productivity and the degree of satisfaction (as is

believed by other writers previously cited) then these

M
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and organi esti ons.

An individual experiment to determine how factory

workers really felt about their jobs was conducted and
reported by Swado.. H. worked for a predetsrmined time

in a factory along with other workers and at the end of

the experimental period he said that

A came as something of a shock to discover that the
one unifying force among all those men, so different
from one another in ethnic background, educational
attainment, and personal ambition, was hatred of their
work. But if I was surprised to observe that among
the men on the aaembly line there was a near unanimity
of contempt for what they did and a shame at their
inability to earn their livings in a better way. I was
doubly surprised that my middleclass friends found it
difficult to accept this.

Swados believes that boredom is a common link, although

largely bidden or unrecognized, between the professional

man and the working man; that the educator should be

cognizant of the effect on Individuals of jobs that have

become systematized and routine in the interest of produc-

tion and efficiency. We can, according to him, discern

two main tendencies: first, that in building a modern
industrial society with a constantly rising standard of

living, the work of more and more people will beeee€

standardized, second, "sensibility is blunted and indivi-

dual creativity stifled by forcing man and woin to
11 of their rdult lives t, tasks be'et tir . uran

S
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dignity....aade palatable not by social utility or their

relation to any existing human desire, but solely by their

wage." (34, pp. 13.19,)

A study was conducted by Henson to determine the

relationship of Job-activity to job satisfaction of school

counselors. He found that guidance counselors were

generally considered as equals by ether staff members and
that the greatest mount of Job satisfaction resulted from

such aspects as providing students with job Information,,
establishing and maintaining relationships with staff

1r!enbers, interest and emotional involv.ments in the job,

from the training they received, and from the status they

enjoyed. The sources of greatest dissatisfaction were

from general working conditions much as administrative

duties and the mount of paper work attached to the job;

or, to state it briefly, the most satisfaction resulted

from intrinsic aspects of the job and the least satisfac-

tion from extrinsic aspects. (54, pp. 790793.)

Champagne and Xing conducted a study to determine

what factors about a Job were moat important to peep1e

classed in the poverty group in the United States and wf-
consequently received Job training under the Manpower are'

Training Act of 1962. The researchers used sixteen

motivational factors ordered in paired comparisons.

Subjects were directed to select the one item in eac
0
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pair which they considered most important and which would

help them to do their but on the job. The five factors

moat important, listed in rank order were: (1) duty to do

one's best, (2) persons]. satisfaction, (3) working cond.i-

tione, (4) steady work, and (5) pay. The fact that most

of these people had always lived in poverty may account, to

* measure, for their lack of fear of job severance, repri-

mand, or low pay; nevertheless, it is interesting to note
U

that praise from the boss was awe important than praise

from co-workers and that a fair boas was more important

than praise from the boss, chanes for promotion, chance

-	for a raise, or even pay received. (45, pp. 430.431.)

A study was conducted by Miller to determine job

tisfaction of national union officials because of

-,parent signs of unrest and dissatisfaction among both

high and law-level union officers. Re found that

Dissatisfaction at the lower-levels of union
officialdom represents increasing differences
between what is expected and what is obtained.,,,
lower-level officials' expectations in most of the
specific needs areas are much more divergent from
their perceptions of reality than is the case for
the higher-level echelons, if the lower-level
officials' situation is to be changed, it would
soem that either lower-level officers will have to
change their expectations, or higher-level officers
will have to change the opportunities for satisfac-
tions among the lower ranks of national union
officials. (6, p. 271.)

As early as 1945 researchers were concerned about

the relationship between satisfaction and work. Richard

I
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Centers carried out a study to examine the differences in
values attached to work by people in different occupations.
He found that among white collar workers, as opposed to
manual laborers, various aspects of the work itself were
more important reasons for liking their jobs than the
economic rewards received. When these two groups of workers
were asked to choose from among ten hypothetical jobs, the

business and professional group was such more likely to

elect the ones which were "described as providirg oppor-

tunities for self-.ezpression, ladership, and interesting

experiences and less likely to choose those pictured as

offering security or high pay." (5, p. 21.)

Two other studies were made, one by Jurgensan and

ne by Lindahi, to ascertain the differences in values

attc hod to work by various groups of workers. Jurgeneon

found that

The mechanical workers assigned the highest
mean rank to security, second highest to advance-
mentq, 

advance-
ment and third highest to type of work. The sales
and clerical workers (combined) assigned the highest
rank to type of Work, second highest to advancement,
and tnird highest to security. Pay received a higher
rank among the mechanical than among the sales and
clerical workers. (21, p. 2,)

Lindahi found that

Among the office workers th g,-hest average
rank was assigned to interesting work; the factory
workers chose security. (24k P. 2].)
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In a 1957 survey and follow-up by the U. S. Office

of Education to determine the causes of teachers leaving

the profession, it was found that leading reasons were

military service (24 per cent for men) and homemaking

(53 per cent of the women). It was also found that

beginning teachers received their greatest satisfaction

in the human relations area in situations connected with

their work; their greatest dissatisfaction resulted from

the salary rates. Of the teachers who intended to return

to teaching a second year., the majority were most interes-
ted in intrinsic rewards. (63, P. 441.)

Saleb and Otis conducted research to determine the

influence of ace on job-satisfaction during ..'retfrement

years. They discovered that among those tested, job-

satisfaction increased as age increased up to the pr..

retirement years (age sixty) when, at this time, it

declined. These researchers reported that the results

of their study supported ether reviouly conducted

investigations,* isosons for this decline were thought

to be related to either actual or anticipated blocking

of opportunities for selfactualisation and psycholog5 c 1

growth through such factors as achievement, sdvancemex,

recognition, and responsibility. Pro-retirees at age

sixty usually do not have ready access to such sources of

11
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satisfaction because they have little opportunity for

salary raises and promotions. Also, younger men are

generally selected to till new position.; therefore, they

feel frustrated and dissatisfied. (731, pp. £26...429.)

Phyllis Kemp carried out * study to determine the

r.lationaip of 3obsatisfaction to professional comeitment

of Extension Agents in Kansas. She found that the l.i.l.

of job-satisfaction was consistent with the degree of

comitment to the job; wh*n coitnt was high, satisfac-

tion was generally greater. She further found that the

Agents who ware committed to their jobs also tended to

belong to more professional organizations,, do more profes-

sional reading and attend m• national and state meetings

thn the non-coinidtted group. (60, pp. 171.4770

.. study vras conducted in Last Pakistan by Shahid to

obtain reactions of secondary teachers about specific

aspects of their jobs. The most relevant of his finding.

area

1. Seventy five per cent rated their salaries as

very low when compared with other profession, requiring

equal qualifications.

2. Only .58 per cent were satir.;d I t."

a1*rie,.

S

0
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3. Almost two thirds or 66.2g per cant found it

noseseazy to engage in privet, tutoring to supplement their

income.

4. Only 1.76 per cent reported they would continue

tutoring it they were given sufficient pay.

5. Thirty-four per cent reported feeling secure in
their jobs while twenty-rive per cont reported not feeling

cure at all.

be Fifty-one per cent sometimes think of leaving

the profession while 40.12 per cent never think of leaving.

7. Reasons given for thinking of leaving the

')fsion were (a) poor salary, 62.24 per cent, (b) low

public esteem, 5.10 per cent, (e) leek of old age security,

S.19 per cent, (d) less recognition but more responsibility,

14.28 per cent; the rest did not reply. (946 pp. 11, 530
Of part icular relevance and interest to any considers-

tion of motivation and job performance are two studies

conducted in recent years in the Uflited States. in etc)'

of these studies, one conducted by Herzberg jLt ja (20,

pp. 3.142,) and the other conducted by Johnson, (90,

PP- 3-1410 an effort was made to determine factors

accounting for job satisfaction and job dissatisfactin,
rc th influence which each of these variables had on

:tiv'tjo to work and job performance.
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Rarsbrg' a study conducted in 1957 sought out the

attitudes and foilings of certain groups of industrial

workers with regard to factors accounting for job estisfac.

tion and dissatisfaction. Johnson, using essentially the

same format as Herzberg, attempted to identify the factors

accounting for Job satisfaction and dissatisfaction within

certain groups of the teaching profession. Given below
are the primary methods nd f1ndtns of the t'3o stics.

Fferzberg'p ''tudy
Tndu5tria2. Workers

The central question investirnted lrt this ty	,

"'?hat do people in the various categories of industry

(.ngiue.rs and accountants) want from their jobs?" In

tt.mpting to get answers to this question, the primary

ypotbisis to be tested was that there were certain factors

relating to the performance of the job which tended to give

the worker satisfaction, and certain others which tended

to cause him to be dissatisfied or unhappy with his work,

but that these were not necessarily the same. In other

words, the positive aspects of satisfying factors were not

necessarily, in their negative form, dissatisfiers,

second hypothesis tasted in the study was that there is

hierarchy of needs (physical and psychological) which
influences one', attitude toward	job and tends to

D

D
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give satisfaction or dissatisfaction according to the

degree to which this full hierarchy of needs is not.

To teat these hypotheses, representativ, urban

industrial workers from nme different companies in the

Pittsburgh area were selected to constitute the sample;

the interview technique was employed * Each respondent

was asked to identify periods of time or occurreias,

while he was working, when his feelings about his job were

exceptionally high; and others when his feelings were

exceptionally low. He was then asked to account for the

to these periods of high positive
t..........................nga and to do the sass for periods of

time when his attitudes and feelings about his job were
negative • These first-level and second-level criteria
ere then taken as the bade of job satisfaction and

dissatisfaction and tabulated to give the results of the

study.

The findings of Nersb.rg's study generally support

his major hypotheses. Factors affecting job satisfaction

and dissatisfaction are both qualitative and quantitative.

Not only do different kinds of factors account for satis-

faction or dissatisfaction, as the case night be, but also
the number of satisfyers or dissatisfysra is an important

determinant. Attitudes are a potent force in productivity.

and the degree to which physical and psychological needs
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are being mat definitely contributes to attitudes,

motivation and other aspects of Job performance.

The primary factors which sake people productive and

happy in their Jobs ares (1) achievement; (2) recognition

for achievement, or fbi' work well done; (3) the work itself;

(4) responsibility; (5) advancement; and (6) a satisfactory

salary. ?actors of lesser laportance are: possibility for

growth, good interpersonal relations with subordinates,

status, interpersonal relations with superiors, inter-

personal relations with peers, good technical supervision,

good policy and acinistrrntiou, good working conditions,

desirable personal life and, finally, job security.

In the 220 interview sequences making up the study,

achievement on the Job ranked first as a factor accounting

for Job attitudes and motivation, It was mentioned by 41

per cent of the interviewees; recognition was mentioned

as a motivating factor by 33 per cent of the respondents

and job security by only one per cent. (20, pp. 3.441.)

,J ,l'1	 .,•
In1ur*.!i !4J..

Closely related to Hcrab.rg'e study and Contic tir

the comparison of this present inter-cultural stud-,

conducted in Dacca., was a companion study by Johnson as

already cited above. Investigating the attitudes and
feelings of public school teachers in Georgia, Johnson

S
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followed almost the same identical methods and procedures

as were employed by Herzberg in his study of Pittsburg

industrial employees.

The main purpose of the study was to identify 1 in an

educational situation, certain factors which had previously

been associated with job satisfaction and dissatisfaction

In an industrial setting and to apply them, as they were

perceived by public school teachers, to the educational

enviromsnt. More specifically, the Johnson study was

designed to identify the factors associated with and

c.rt g for periods of high and low job satisfaction in

, comparing these with the factors which Herzberg.

and his associate., in their study of accountants and

engineers in industry, had previously identified as

influencing motivation to work.

Assuming that the same factors accounting for

motivation to work in industry had application and

validity also as factors accounting for motivation in

teaching, Johnson constructed an appropriate data-gather-

ing instrument and administered it to the teachers in

separate faculty meetings at their separate locations

work, The instrument was designed in three parts. i

first consisted of two open ended questions in which

teachers were asked to describe a time when they felt
cetio(Jly )Qd In their tehj, slturtiotr: C
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tines when they felt exceptionally bad. Results from these

reports were obtained by content analysis carried out by

the researcher and independent coders who were knowledge-

able about Hsrsb.rg' • study. These reports yielded infor..

nation about factors responsible for satisfaction and for

dissatisfaction. The second section included fifty-six

pro-tested items to be checked by subjects to indicate

whether certain situations or conditions were or were not

present at the time they were satisfied or dissatisfied.

The results from this part were used to determine the kinds

of situations, circumstances, or occurrences having had

greatest effect on satisfaction and dissatisfaction of

teachers. The remaining section of the instrument was for

'athering biegrephiesi information needed to iseks compari-

sons between male and female teachers and between element..

tary and secondary teachers.

From a tabulation of the data, Johnson found five

motivational factors to be statistically significant in

contributing to satisfaction of teseh•ra in the united

States. These weret achievement, interpersonal relations,

recognition, work itself, and responsibility. Four

f$t1u.i.upliCy and administration, working conditions,

statue and personal life..-were statistically significant

as job diesatisfisra.
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The following items were selected the greatest

number of times as contributing to either satisfaction or

dissatisfaction:

1. The item selected by most teachers as
affecting their satisfaction was: )y principal
supported me in my decisions,

2. The item selected by most teachers as
affecting their dissatisfaction was: Once a policy
was not in the school, it was not followed consistently.

3. The item selected most frequently by high-
school teachers as affecting their satisfaction was:
Teachers in the system were able to live in a camnunity
which offered desirable cultural activities for the
entire family.

4. Th* item selected most frequently by
lementary-school teachers as affecting their satis-

faction was: ?y principal supported me in my decisions.5, The item selected most frequently by high-
school teachers as effecting their dissatisfaction was:
Once a policy was set in the school, it was not followed
consistently,

b. The item selected most frequently by
elementary-school teachers as affecting their diauti.-
faction was: Teachers were not informed of the results
of a supervisor', visit,

7. The item selected most frequently by male
teachers as effecting their satisfaction were: The
system provided more teacher benefits than most in
the area, and I knew to wham I was responsible.

S. The item selected most frequently by female
teachers as affecting their satisfaction was: My
principal supported me in my decisions.

9. The item selected most frequently by male
teachers as affecting their dissatisfaction was: My
salary was not adequate for me to participate in
cultural enjoyment as often as I would like.

10. The item selected most frequently by
female teachers as affecting their dissatiafactio:
was; Once a policy was set in the school, it w
not followed consistently. (90, pp. 3..138,)

In terminating the review of literature, one
concluding article is especially relevant and is includec

as further evidence of the importance of motivation and
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the implications which are present for economic develop-
ment. In April 1968,	published an article in
the section, Spotlight on Business, entitled"Motivating
People: Money Isn't Everything." It was written
specifically about the problem faced by American indus-
trialists and businessmen in their efforts to increase
productivity. They believe that the answer is not to be
found in new and better equipment, but is basically one of
motivation of workers; many now believe that people hold
the key to increased productivity, (70, pp. 49.50.)

rrom the time of the First Vend War up until about

130 It, seamed evident that people worked only to feed and
clothe themselves and that the way to jet awe out of them

was to exert pressure and tongue-lashings by tough,
dictatorial bosses. I3etween the 19308 end the 1950s,
however, there was a growing awareness that people worked
because of loyalty to an organization; therefore, the way
to increaseproduction was to pipe in soft music, organize
company softball teams and give increasingly larger fringe
benefits., But nothing has really worked so Lax. One
personnel manager, lamenting this tact said, "We 1
found the magic motivator...it it exists at all."
few people think they have discovered the solution. The
irticle says that

.

0
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• small band of behavioral scientists, most of them
from leading U. 3# universities, has been insisting
for some time that there are better ways to motivate
people. They have names little-known outside the
bookish world of motivational research: Fredrick
Herzberg, 44, of Cleveland's Case Western Reserve
University, or Renis Likert, 64 9 of the University
of Michigan. But they are beginning to make, an
impact on industry, and today 200 companies are, in
varying degrees, following their advice. Says the
gangling Herzberg of his packed consulting schedule:
At last we are being heard. Industry is lietening.
What Herzberg and Liku't have been saying for a long

time about motivating people is similar to what many ether
theorists are beginning to believe. Three main points are
emphasised by Herzberg and Likert. First, that eompanies
should begin to think sore about satisfying psychological

needs such as responsibility and achievement; at the same

time, however, they should continue to provide for physical
needs of employees, Second, companies should fit the job
to individual talents of the worker instead of fragmenting
jobs into systematized and meaningless actions that afford
no real utilization of talents and capabilities. And last,
the total philosophy of management must be altered. Te
Victorian and stereotyped manager *0 retains the attit
that workers are lazy, must always be directed, and not
allowed to make decisions must "get off his autocratic
pedestal and seek advice from employees in running the
business, encouraging, ..participvtive mrngneent.'
(70 9 pp. 49-50.)
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Herzberg classes money and fringe benefits as

"negative motivators" which, when absent will unquestion

ably cause unhappiness but will not necessarily produce

greater happiness or productivity. Herzberg, Likert and

others have worked closely with some large American

companies, assisting them to introduce and implement their

motivation theory and "to enlarge jobs and make them more

meaningful and more interesting in order to increase
U	efficiency." (70, pp. 49.500

The motivational aspect, so important a factor in

Increasing productivity in industry in the United States,

should also be viewed as important in East Pakistan. It,

seemingly, has implications for both general economic

vcopent nr	dutr1i1 r:t	well as for education.
U

w& ry
	 384842

Summarising the literature reviewed in pert two,

a general assumption is that atn is motivated by objects

in the environment and that the culture in which he live&
helps to influence his wants and needs, A modern concert

of need fulfillment is that man's desires go beyond the
bare satisfaction of basic needs to include positive goals
for self actualization and that he rarely reaches a state
Of complete satisfaction; when one need is filled another
emerges to take its place so that he is constantly striving
to satisfy some need. There is some opposition to the

Dhaka University Institutional Repository



94
concept that all individuals strive toward optima growth.

There may be, according to a few theorists, some people
who restrict development to the state which is most
pleasurable to them; that the urge for satisfaction and
pleasure may restrict rather than promote effort. The
unconscious is emphasized by some who believe that the
organism unconsciously selects from the .nviroment the
things that best meet his needs but that he can exercise
conscious control over motives. Certain forces in the
environment such on danger, hick of food, or rejection also
determine behyior.

otiyation is closely related to administration in
that administrative practices can act as either inhibitors
or motivators to human need fulfillment • Sam adainis-
tratora who are arbitrary and dictatorial, and who believe
that workers must be threatened with punishment before they
will put forth effort, have an inhibiting effect on
initiative and creativity. They create an atmosphere of
restriction and disapproval and cause workers to be hostire,
cynical, and aggressive. On the other hand, the adminis-
trator who is democratic and considerate of workers
establishes an environment of good will and coopers U. m

where creativeness and initiative thrive, where workere
feel free and confident, interpersonal relations are
satisfying and self actualization is achieved.
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Researchers ho" found in studying the effects of

supervision on workers, that group productivity decreases

when people are suprvised closely; close supervision is

Inversely related to Job satisfaction, and positive Incen-

tives are more effective than negative ones. Securing

satisfaction from work is an important element in produc-

tivity; therefore, an important aspect of education. It

In difficult to specify any eat of factors which would

produce satisfaction but it is generally agreed that

highly motivated people can rise above great obstacles to

attain individual and group goals. The importance of

ieeting psychological needs should consequently be

omphasis.d.

Studies indicate that a meazrs of individual anti.-

:''action is fundamental in order to maintain informal group

structure; that the workers attitudes about the relative

importance of a Job and the amount of responsibility and

skill required to perform it influence the degree of

satisfaction received. A negative aspect of work which

produces frustration and dissatisfaction is the breaking

down of Jobs into simple and meaningless tasks w:i c

require no opportunity to use individual ereativr

aptitudes. Some researchers believe that dissatisfaction,

boredom, and disinterest in work is as prevalent among

professional people as among the unskilled workers.
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Studies indicate generally that workers are more

Interested in psychological rewards such as opportunities
for self expression and interesting experiences than )4h
pay and job security. It was found that age is a factor

influencing satisfaction of workers. Satisfaction
generally increases up to near the time of retirement then
begins to taper off. Commitment to a job also raises the
level of satisfaction. In East Pakistan there was general

a	dissatisfaction of secondary school teachers about some
aspects of their jobs; low and insufficient salaries was
the most frequently mentioned element.

ersberg's study of job satisfaction among Indus-

trial workers in the United States indicated that factors

iffecting job satisfaction may not, in their opposite form,,
be the ones contributing to dissatisfaction. He found
that factors primarily responsible for satisfaction and

happiness are achievement, recognition, work itself,

responsibility, advancement, and satisfactory salary.

Johnson's study of teachers in the United States
was patterned after the study done by Hersberg. He found
five motivational factors to be statistically significant

in contributing to satisfaction, These were: achievement,
interpersonal relations, recognition, work itself, and
responsibility. ?ow' factors ... ' policy and administration,

.
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working conditions, status and personal life--were

statistically significant as job diesatiafiers.

Personnel managers and administrators of large

business concerns are beginning to recognize that workers

today want more from a Job than Just financial security;

they are beginning to think mare about psychological needs

such as responsibility and achievement. Compenies should

fit the Job to individual workers instead of frageentiu,g

jobs into meaningless task.; administrators and managers

should give workers some opportunity to assume an active

role in decision making.

On terminating this review of literature, it was

concluded,-on the basis of what has been written, that

very littie is known about what contrtbut•s to teachers'

happiness and satisfaction or to their dissatisfaction;

consequently this study was designed to determine the

factors which account for job satisfaction and dissatis-

faction of secondary school teachers in the city of

Dacca.	 .

0
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CHAPTER ui:

)W11OD OF THE STUDY

In order to determine what factors contribute to

job satisfaction and to job dissatisfaction of secondary

school teachers in the city of Daces, East Pakistan, the
two fourteen motivational factors were utilis*d as were
identified by ft.rsberg in a study of industrial workers

in the United States and later employed by Johnson in his

study of teachers in Georgia, U. S. A. The, fourteen

motivational rasters to be tested were: (1) Achievement,
(2) Advancement, (3) Interpersonal Relations, (4) Job
Security, (5) Personal Lit., (6) Policy and Administration,
?) Possibility of Ormith, () Recognition, (9) Respon.'.
ibility, (10) Salary, (11) Status, (12) Supervision,

(13) York Itself, and (14) Working Conditions.

The fourteen factors above formed the basis of Sri

instrument designed for use in gathering data. It was
patterned after the one used by Jchneon but adapted for

use in East Pakistan and was constructed in the form of an

attitude inventory schedule. It consisted of statements
to be appraised by the respondents and was constructed in
two parts. Pert one was mAdp up of fifty-six Positive

I
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statements designed to reveal high or favorable attitudes

about the motivational factors being tested. Each one of

the fourteen factors was represented by tow' statements

which constituted the basis for determining whether or not

a particular motivational factor contributed to satis-

faction * Part two consisted of a like number of similar

but negative statements, four representing each of the

fourteen factors, Every set was designed to reveal low or

unfavorable attitudes about the particular motivational

factor being tested, and thus, formed the basis for

determining if a ipecific factor contributed to dissatie-

faction of teachers,
The statements referred to situations which seemed

to affect either satisfaction or dissatisfaction of

teachers and thieh are found in most educational or

teaching snvironts. When these statements were

arranged in the instria.nt they were numbered as items

one through fifty-six and had no designation to connect

them in any way to the motivational factor each repre-

sented*

In order to secure four meaningful and relevant itei

to represent each motivational factor, aft statements were

obtained to represent every factor, a total of eighty-four.

cme of the eighty-four items were formulated by the

writer using Rersb.rg's definitions ofJob-attitude
M
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factors, (20, pp. 44 .50,) the others were items used by

Johnson in his questionnaire which were considered to be

relevant to this study. In cases where the need was

apparent, item. from Johnson's study were restated and

adapted to correspond with work experience, of teacher. in

East Pakistan. Each of the eighty-four statements were

then listed positively and negatively, in pairs, under the

motivational factor each represented so that there were

fourteen categories, each consisting of six pairs of

statements. The positive items, designated as "a" on the

list,, were designed to determine factors contributing to

Eati;faction and the negative items, listed as "b", were

designed to determine factors contributing to dissati a-

raction. This list of items was rated for appropriate-

-esi, relevancy and ability to measure attitudes of

teachers in East Pakistan. The rating was done by a panel

of educational authorities of both sexes who were familiar

with the study and who were also familiar with teachers

and teaching situations in East Pakistan, They were

instructed to rate each set of six items from one to six;

one being assigned to the most relevant and six to the

relevant. Data from the rated lists were then tallied ar

the four items to receive the lowest scores in each of the

fourteen categories were utilized in the inventory Inst ru-
ment, h 1it of i he tate;nt.j	were rat.) v the
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educational experts for relevancy and semningfulness,
and the motivational factors these statements were

designed to measures appears in Appendix A,

All positive items selected to measure satisfaction

were arranged in a Satisfaction Inventory in such a manne'
that there was no reference to any motivational factor;
the negative items, designed to determine dissatisfaction,
war's included in a separate Dissatisfaction Inventory,
and were listed In the same order as those in the

Satisfaction Inventory. The items were so arranged that

each participant could indicate the strength of his
feelings by marking one of three intensitlee, "contributed
greatly," "contributed somewhat," or "contributed not at
all," if a similar occurrence or condition had been

Present during his teaching experience and which had
contributed to job satisfaction or to job dissatisfaction.

The Instrument was pre-tested to determine if items
were clearly stated, if the form utilised was convenisi't
and understandable, and if the directions were clear anc
explicit. Subjects used for the pro-test included the
nine secondary school teachers who had Baccalaureate
degrees at the University Laboratory School, !nstittt '
of Fducation and Research, '1niveri.tv of Dacca.

[J
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After the pr's-teat was administered, the instru..

arit was evaluated and minor revisions weft made in the

directions preceding the statements for marking the

Inventory (Appendix B). The revised instructions, as

they appeared on the instrument administered to teachers,

are shown in Appendix C as a part of the total Satis-

faction-Dissatisfaction Inventory.

Before the instrument was administered, specific

a	instructions for markir4g it were carefully explained.
Subjects were asked to react to the items on the Satin..

f.ction Inventory by thinking of specific situations,

occurrences, or circumstances when they had felt success-

ful in their teaching jobs. They were then to mark only

the statements that referred to conditions or events they

had experienced and which, consequently, had affected

their personal feelings of success and satisfaction. If

a statement referred to a situation they had experienced

and if it had also contributed to satisfaction, they were

instructed to indicate the degree of satisfaction they

experienced by marking either C0" (contributed greatly)

or "CS" (contributed somewhat), If a statement ws

identified as one related to the experience of a r oi-

dent but which did not contribute in any way to his
feeling of satisfactions he was asked to *ark "CNAA"

(contributed not at all).. If a subject had not
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experienced a particular occurrence or circumstance

referred to in a statement, he was instructed to leave all

choices unmarked and pass on to the next item. Respondents

were instructed to use the same procedure in filling out

part two of the Inventory except that they were asked to

think of events and circstances during their teaching

experiences when they had not been satisfied with their

jobs and which, consequently, had contributed to d.issatis .
-faction.

Source Q! Data

Because it was necessary to secure a arn1e of

teachers who could read and understand English, the

subjects included only secondary school teachers who had

Baccalaureate degrees. Based on Cochran's Small Sample

Theory (6, P. 750 a sample of 120 teachers was obtained

out of a population of approximately 400 secondary 'school

teachers who had Baccalaureate degrees and who were

teaching in the secondary schools in the city of Dacca.

This was dons by randomly selecting ten out of a total

of fifty-two secondary schools of Dacca city. Of the

schools selected, six were government schools and four
were non u goveint aided schools. A table of random

rnaabera was used to select the ten schools from a iit of
schools procured from the Department of Educational

11

Dhaka University Institutional Repository



104

Research, Institute of Education and Research 1 University

of Dacca; it was verified by the Department of Public

Instruction. Appointments were then made with the head-

masters and headmistresses of each selected school and the

Satisfaction-Dissatisfaction Inventory was administered to

teachers at each selected school.

Only U7 teachers completed the Inventory but no

effort was made to contact the three who did not finish

the test because names were not obtained from the subjects
when they responded to the questionnaire. All Inventor'

Instrents were secured from the teachers as each

completed the test.

After the Inventory Schedule was administered, the

response.. of the participants were tallied to yield data

showing the total number of subjects who indicated any one
of the three categories available, "contributed greatly,"

"contributed somewhat," or "contributed not at al l.," fo:r

each of the fifty-six items on both the Satisfaction

Inventory and the Dissatisfaction Inventory. The total

number of responses made to each item for "contribute

greatly" and "contributed somewhat" was then found., The

hypothesis, that there was no difference between the

observed frequency distribution of the two categories of
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responses end the corresponding expected frequency dietri.

bution, was tested at .05 level by use of the Chi-.square

test, the expectation being equal probability.

(Appendix I).)

When applying the Chi-square test it is assumed that

the frequencies are connected by a smooth and continuous

curve but when the numbers are snail the curve is not con

tinuous; therefore, when amputation is from a 2 x 2 table

(when df w 1), when the observed frequency is email, or

when the sample is email, the usual computation of Chi..

quare gives too large a value and the chances of its being

e-lled significant are greatly increased. The error can

be offset by applying Yates' Correction which consists of

cubtracting .5 from each differenc* of fo.fe before the

Iffersnce is squared (14, pp. 2 .. 259.) This correction

was made in computing the Chi-square for this study in

order to offset the error and decrease the chance of

accepting values as einifient when there va no 8ipnifj-

cant di! ference.

The procedure deacribec above furnished dt showing

the total number of responses in each of the three

categories to all fifty-six items on both the Satisfactior

and the Dissatisfaction Inventory as well as the value of

Chi-square for each item. When it was found that the

frequency of the first category (the total ntri' cr
0
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responses to "contributed greatly" and "contributed

was greater than the frequency under "contri-

buted not at all" and when the hypothesis was rejected

as a result of the Chi-square test, then the particular

item being tested was identified as one contributing to

satisfaction or to dissatisfaction, as the ease might be.

Individual items contributing to job satisfaction

and those contributing to job dissatisfaction of secon-

dary school teachers in Dacca were compared with those

reported by Johnson of teachers in the United State.,

This comparison was made by listing the individual items

selected as contributing to satisfaction and to dissatis-

faction in each of the two studies according to the number

of responses made by teachers. No statistical comparison

was made because raw data from the Johnson study were not
available.

Motivational factors contributing to job satisfaction

were determined on the basis of the number of individual

Items which proved to be significant as a result of the

Chi-square test. A factor was designated as one account-

jag for satisfaction when any three items out of t'e four

representing it were found to be significant. Kotv-

tional factors contributing to dissatisfaction were

s.letd In the sane manner,
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The first hypothesis was tested by use of the Sign

Teat for Paired Observations * This test was used because

of its general applicability to situations where $ null

hypothesis may be evaluated in terms of the binomial

distribution. A value of a is obtained which is then

compared with the table value in order to determine

significance. According to the terms of the test, the two

sets of observations are paired and when the difference is

positive a plus sign I. recorded, if the difference Is

negative a minus sign is recorded. If the null hypothesis

true, no difference is expected between the two groups

t if too many plus or minus signs occur, the hypothesis

can be evaluated in terms of the binomial distribution.

The null hypothesis is then rejected at the five per cent

level if the obtained value of a is equal to or greater

than 1.96. The formula appears in Appendix E. (10,

pp. 288.291.)

The motivational factor, which contributed to satis-

faction and those contributing to dissatisfaction of

secondary school teachers in Dacca, as identified in this

study, were compared with the motivational factors contri-
buting to job satisfaction and to job dissatisfaction of

teachers in the United States and reported by Johnson.
This comparison was done by ranking the factor.

[1
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contributing to satisfaction or to dissatisfaction in each
of the two studies. Ranking was done according to the total
number of responses to each factor by Pakistani teachers
and by percentages of responses to each factor by United
States teachers. Percentage of responses was not used to
rank factors in this study because the number who responded
to one sot of statements measuring a specific factor were

not necessarily the same as those responding to any other

t. Factors with the highest rank were assumed to exert

the greatest anount, of Influence or satIsNictior or

c 1. seatiefaction.

The second and third hypothesis were evaluated by

use of the Chi-equare testo The same conditions of theee

tests existed as were true for the test used to detumine,

the significance of individual statements and which were

explained  In detail previously, except that a formula for

Chi-square was used ithich p.rmitted direct calculation

without first computing the expected frequencies of the

independent values. The formula, applying Yates' correc-

tion for continuity is shown in Appendix F. (14, pp.
2J-25.)

0
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CHAPTER IT

FINDINGS OF THE STUDY

A total of one hundred seventeen subjects completed

the 8stisfaction/Dissatisfaetioa Inventory. They comprised

the total number of faculty members who had Baccalaureate

degrees from the ten randomly selected secondary schools

in the city of Dacca who were present at the time the
fl

instrument was acinist.rsd. Data obtained from the

survey were recorded and a tabulation was made, yielding

the following information about each of the fifty-six

statements in the Satisfaction Inventory and the fifty-

six statements in the Dies*tisfaction Invintorya (1) the
number who responded to "contributed greatly," (2) the

S	umber who responded to "contributed somewhat," (3) the

total number of responses to "contributed greatly," and

"contributed somewhat," (4) the total number of responses

to "contributed not at all," and (5) the value of Chi-

square., From the value of Chi-square the repressntativc

statements contributing to satisfaction or to dissatie.

faction were identified by comparing the obtained value .
of each statement with the table value for correspond ir.'

degrees of freedom at .05 level. If the obtained value
of any statement was higher than the table value,
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indicating that the number responding was too great to have
happened by chance, the stston.nt being tested was identi-
fied as one contributing to satisfaction or to dissatis-
faction * depending on which part of the test was being
considered, when any three statements our of the four
representing each motivational factor were found to contri-
bute, that specific iiet.ivationsl factor was identified as
rc 'tributing to satisfaction or to dissatisfaction.

Ihe finding, are presented below in the following
order:

1 • Motivational fastors, representative attementa,
and their contribution to job satisfaction.

2. Comparison of individual Items that contribute
to job satisfaction and to job dissatisfaction of teachers
in Dacca, East Pakistan with those reported by teachers in
the United States.

3. Identification of motivational factors Contri-
buting to job satisfaction and those contributing to job
dissatisfaction of teachers in Dacos, East Pakistan.

4 • A comparison of motivational factors contri-
buting to job satisfaction with those contributing to j&
dissatisfaction of teachers in Dacca, East Pakistan and
dntn reted to hyrotheals number one.

'*N^
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5. A comparison of motivational factors contri-

buting to Job satisfaction and to job dissatisfaction of

teachers in the United States with teachers in Deccti, Feat

Pakistan and data related to hypotheses two and three.

tation :L 7ctors,
$tateiet,

d Thojr Con1ribution to
q S.tistn.ction

bl.s one through fourteen show the results of the

t:fction test and include (1) the total rnbr of

responses to 'eontribnted greatly' and 'contributed
somewhat' (designated as C on the table.), (2) the number

of responses to "contributed not at all' (designated as CN
on the tables), (3) the total responses to 'contributed"

and "contributed not at all" (designated as T.R. on the

tables), (4) table values of Chi .u.qusre for corresponding

degrees of freedom, (5) the value of Chi-square, and

(6) identification of significant items (designated as

B for significant and NB for not significant),
S

The Achievement factor was represented by items I

15 9 19 9 and 43. They referred to successful completion
of assigiesents, acceptable solutions to problems, ar

being able to know the results of one's work (Table I).

All four statements were found to be signifies nt; there-
fore, this factor is designated as one contributing to

tJ5fcti)r,
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The Advancement factor was represented by items

2, 16, 30, and 44. As is shown in Table XX, the state-
ments in this category referred to coma change in statue

which might be forthcoming or that responsibility would

increase and would lead to advancement • Three out of the

four statements wore found to be significant. Item 44,
"I always received an advancement in status and salary if

I expected it," was the statement for which no significant

difference was found; nevertheless, Advancement was still

identified as a factor contributing to satisfaction since

only three were required to be significant.
The motivational factor, Interpersonal Relations,,

was represented by items 3, 17, 31, and 45. Statements in
:i. group pointed to situations where satisfying Inter-

between two or more persona resulted. Table III
shows that, of these four, statements, items 17, 31, and

43 were all significant and Interpersonal Relations was

selected as a faster contributing to satisfaction since

only three out of four items were required to contribute

before any factor could be accepted. The statement that

was not significant was item 3, "Changes in tssdiinr

assignments were made with consideration for the emj
welfare,"
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The Job Security factor, represented by Items A,,

18, 32, and 46, described situations or circumstances where
there were objective signs of freedom from worry about the

permanency of work. Job Security was identified as a
factor contributing to satisfaction because each of the

four statements representing it were found to be signifi-

cant (see Table IT).
1 er'soni4 .1f'e, the fifth factor tested, was repr.-.

ceted by !tems 5, 19, 33, and 47. The statements
involved some aspect .of work which caused an individual's

feelings about his job to be affected. Two statements

were (Table 1) shown not to be significant; these are
items 19, 01 was generally satisfied with the educational
opportunities available for my own children," and 47,
"my family's needs can usually be s*tisfied from what I
earn teaching." Because only two statements were

significant, Personal Life did not rove to be a source

of satisfaction to teachers.
0

Th. factor, Policy and Administration, was

represented by items 6, 20, 34, and 48, which denoted
effective organisation and management and beneficial

effects of policy (Table VI). Item 34, "Administrative
decisions and policies were quickly and accurately trans-

mitted and interpreted to the teaching staff," was not

N41044^
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TAUt VI
POLICY AND AlUISTRATlON FACTOR AND REPRESENTATIVE ST1tELWrS

MEASURING SATISFACTION

Representative Statements	C	C) T.R.	Tb.V. Chi-.sq.	SINS

6b teachers were involved in 64	34	98	3,8	8.58	$formulating school policy.
20. The school system dealt	65	41 106openly and fairly with its
teachers.

34. Adairistrative decisions	62	42 104
and policies were quickly and
accurately transmitted and
interpreted to the teaching
staff.

3.8	4.99
	S

	

3.47
	WS

48. There were many adminis-
trative policies which were
beneficial and helpful to
the teachers.

59	33	92 3.8	6.79	8

U

I-.

(

	

0
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significant; however, because the other three statements

were shown to be, Policy and Administration proved to be

a contributing factor.

The next factor was Possibility of Growth • The

statements involved objective evidence that an increase

in professional growth and improvement was a possibility

(Table VII). It was measured by items 7, 21, 35, and 49.

All four proved to be significant; therefore, this factor

T*$ identified as one contributing to job satisfaction.

The factor, Recognition, was tested by items 8, 22

36, and 50. ?ror Table VIII it can be seen that these

statements referred to situations where some kind of

reward or praise was received. Recognition was selected
as a factor contributing to satisfaction although item

50 proved not to be significant. This was, "Credit is

given to teachers when they deserve it."

The factor, Responsibility, was measured by items

9 9 23, 37, and 51. Thea. statements (Table II) made

reference to circumstances where satisfaction was gained

by having increased responsibility for some aspect of work.

Three out of the four statements representing t}is frct.or

were significant; consequently, Responsibility ';:

Identified as a factor contributing to satisfaction even

though item 23, "Teachers were allowed to help select
resource	teri1, did not contribute.

S
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TABLE VII

POSSII3ILIU OF GROWTh FACTOR AND REPRESENTATIVE STATEFS
$EA31ThtIE SI TISFACTIO}

-I-

Repr.aentativ. Stat.ents	 C	CN T.R.	Tb.V. Chi-eq.	SINS

7. The school system provided 79	23 102	3.8	29.66	S
opportunities to learn new
teaching techniques.

21. In-service courses were	80	12	92	3.8	48.79
offered by the school system
for the purpose of professional
development.

35. Opportunities were avail_ 67	35 102	3.8	9.42	S
able in the system for me to
grow professionally.

49. Time was allowed for pro- 62	40 102	3.8	4.32	S
fessional study and improvement.

-	V

I-.

1-

'VI

Dhaka University Institutional Repository



TAbLE VIII

RCOCPIITIOR FACTOR AND RK?RZSEWTATIYE STAMEN1S 99ASMUXG SATISFACTION

Representative St*taments	C	CR T.R.	Tb.7I CM-sq.	S/NS

8. Students appreciated most 100	4 101'	3.8	8 .78	Sof the things teachers did for	-
them.

22. The administration usually 66 30	96	3.8	12.76	Sgave recognition to teachers
for individual, contributions.

36. Teachers are generally	82 22 104	3.8	33.47	8recognised for successful and
competent work.

50. Credit is given to teachers 54 42	96	3.8	1.26when they deserve it.

S

/
•41

I
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TABLL IX

RESPOISIBILITY FACTOR AND Rj9FRE3PXTATjvx 8TAThMNT8 MEASURflG SATISFACTION

Representative Statements	C	CN T.1.	TL-.V. Chi-sq.	S/NS

9. Teachers had an oppor.	76	28 104	3.8	21.24	Stunity to suggest needed
improvements in the school	 -
program.
23. Teachers were allowed to	55	39	94	3.8	2.39
help select resource materials,.

37,, 1 bad enough freedom for
making decisions which affected
my classroom.

51. I was sometimes given new
and additional responsibilities.

82	24 106	38
	30.65	S

86	14 100	3.8	50.41	S

4

II

Dhaka University Institutional Repository



124

The factor, Salary, was measured by items 10, 210

3, and 52. Statements were related to events where corn..

penution for work was * major consideration. Table X

shows that none of these items were significant and that,

in most eases, only a email number responded to them;

in addition, the values of Chi-square were very low. Thus,

Salary is definitely not a factor of job satisfaction.

The Status factor was represented by items 11, 25,

39, and 53. These statements referred to situations or

occurrences in which improvement of, or gain in prestige

could have resulted from work (Table XI). Only one, of

the four statements proved to be significant. This was

item 11, *Teachers were respected as a professional group

by the citisena of the coemunity," indicating that Status

is not a factor contributing to satisfaction.

Items which measured the Supervision factor were
12 9 26, 40, and 54, These statements centered around the

behavior of a supervisor where fairness and competency

were critical issues. Of the four statements hater

in Table XII, three were significant and Supervision was
accepted as a contributing factor even though Item LO

"Teachers were always informed of the results of the

supervisor's visits," was not a astisfiar,
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TABLE

SALARY FACTOR AND RAFE3INTATIVE S?A?EPEN?3 1A8URING SATISFACTION

Representative Stateaents	C	CN T.R.	Tb.V. Chi-sq.	S/NS

10. My salary was aatisfac-	2	18 44	3.8	1.11tory when compared with other
teachers' salaries in the same
area.

24 0 y salary was coaparabla	45	55 100	3.8	0.81	NSto what I could earn in another
area of work.

3$.. My salary is adequate to	22	34 56	38	2.16	NS
meet moat family needs.

52. I feel that teachers are	21	27 4*	3.8	0.52
well paid considering the
amount of work they do.

a

/
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TltbLL U
STATUS FACTOR AND RPRESZ1TA?IVE $?ATEKiJITS MEASURING SATISFACTIOW

Representative Statements	C	CN T.R.	Th.V. Chi-sq.	S/t48

11. Teachers were respected	68	36 104	3	9.24	5
as a professional group by
the citizens of the eoemuidty.

25. The general public looked 54	50 104	3.8	0.09
upon teaching as a profession.

39. I felt that my position in 38	31	69	3.8	0.05	13
the coemunity allowed em to live
as I wished.

53. My position as a teacher	29	43	72	3,8	0.23
allowed am some privileges
(office, secretary, transportation)
I could not have obtained
otherwise.

/

I-a

A
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LWLU XII

SU?ViSI0N FACTOR AND RPRESEWTATXVE s!rAT4EnS ASURXWO SATISFACTION
-L

Representative Statements	C	CM T.R.	Tb.V. Chi-sq.	SAS

12. My principal knew how to	113	17 100	3.8	L.225
he1p me when I need.d help.	 -

26. AM teacher whose work	 25.lc)
was unsatisfactory was told
why and given an opportunity
to comet it.

0. Teachers were always	45 42	A?	3.1	0.05
informed of the results of the
supervisor's visit.

54. The supervisor was fair	63	25	U	3.1	15.56	S
and showed no favoritism to
Individuals.

1-

/

a
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Work Itself, measured by items 13 9 27, 41, and 55,

was found to be a factor of satisfaction since all items

were significant. The statements mentioned situations

that were pleasing end challenging and which would give

teachers an opportunity to be creative and resourceful in

their teaching (Table XIII).

Items 14 0 2 9 42 1 and 56 represented Working Condi-
tions, the last factor to be tested. The statements made

reference to the physical condition and facilities of

employment and the amount of work required of the teacher.

Table IV shows that the only significant statement listed

under Working Conditions was "Classroom interruptions were

at a minimum 	the school." Since a significant difference

was found for only one item, the motivational factor

iorking Conditions, does not contribute to job satisfaction.

of secondary school teachers in East Pakistan,

2t3RtiOflL5l. Factorj
i?.epresett ye tatçmente
9id Their txtbut12n to
1ob Diesatiafaction

The results of the dissatisfaction test are shown on

Tables fourteen through twenty-eight. The following

Information is included in each table: (1) the tot1

number of responses to "contributed greatly" and "contri-

buted somewhat" (designated as C on the tables), (2) the
number of responses to "contributed not at all" (designate

.
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tLJLj:	JA,

WORK ITSELF FACTOR AND ftEPRKSRTATIfl STATEMENTS WASURING SATISFACTION

Representative Statements	C	CM T.R.	Tb.V. Chi-eq.	SAS

13. I could recommend teach-	67	35 102	3.8	9.42ing as a good career to others.

27. Teaching assignments in	78	20	98	3.8	33.15my school were suited to the
interest and abilities of the
individual teacher.

41. The course of study in
the system placed enough
emphasis on content and
fundantajs.

55. 1 felt that teaching
was a challenging profession.

6].	15
	

76	3.8
	

26.64	S

66	20
	

86	3.8
	

23.55	S

/

S
g
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TALL XIV
10RKThG CONDITIONS FACTOR AND RKPiSENTA'IIYE STATKNTS

MEASURING SATISFACTION
p -

Representative Statements	C	CN T.R.	Tb.V. Chi-.eq.	sftS

14. Classroom interruptions	62	20	82	3.8	201.50	Swere at a minimum in the
school,

28 I was satisfied with	48	58 106	3,8	0.76my working hours.

42, I was provided with	23	30	53	3.8	0.68equipment and materials
necessary to carry out
quality instructions.

56, Buildings and facilities	54	55 109	348	0.00were adequate for most school
activities.

0

I
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as CN on the tables), (3) the total responses to

"contributed" and "contributed not at all" (designated as

?.R. on the tab]...), (a,) table values of Chi-square for

corresponding degrees of freedom, (5) the value of Chi-
square, and (6) identification of significant items
(designated as 3 for significant and 53 for not significant.

The achievement factor was represented by items 1, 15,
29, and 43. As is shown in Table XV, there were three
significant statements which referred to situations where

the teacher may he,e felt unsuccessful in his work, lacked
tc'st, or was not allowed to use initiative and

r'rcfu1ness. The only statement which did not contri-

bute to dissatisfaction was item It "I generally did not

accomplish my work with vigor, enthusiasm and pleasure,"

but since the other three factors were significant, the

factor, Achievement, was identified as a motivational

factor contributing to dissatisfaction.

The Advancement factor was measured by items 2 9 169
30, and 44. 5tatsnents in this group centered around

situations and circumstances in which the teacher felt

there was no opportunity to advance, either prfeesiori1ir

or in status, or where he felt there was no future in

teaching (Table IT].), AU four statements were signifi-

cant; consequently, the factor, Advancement, was shown to

be a dissatiefiep.
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TAbbE AV

ACHIEVEIENT FACTOR AND REFREBENTATIVE STAT!ENTS MEASURING DISSATISFACTION

I1.presentativ. Statements	C	CN	T.R. Tb.!. Chi-eq.	S/NB
-.4

1. I generally did not	38	40	78	3.8	0.01	NS
accomplish my work with vigor,
onthusiam and pleasure.	 -

15. I felt that teaching	50	30	eo	3.8	4.1
had not given me as great
an opportunity for self-
realization as some other
job I might have secured.

29. I felt that I was not	52	28	80	3.8	661	S
improving my teaching ability
and even if I had I would not
have been rewarded for it.

43. I was never allowed to	65	22	87	3.8	20.28	8
try any new ideas in my
school.

.4

a
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TAW.i, AVI

£DYAJICOIET YACTIZ AND RIMMMATIV9 STATIMTS MEASURING DISSATISFACTION

Representative Statenenta	 C	CN	T.R. Tb.V. Chi-sq.	SAS

2. 1 did not feel that I h;d	6 5	1%	3.8	4.0
a good future with the school
system.

16. 1 do not belie,. I would	30	26	76	3.6	6.96	S
have been considered for a more
desirable position •ven if an
opening had occurred for which
I was qualified.

30. I felt that there wore
not enough chances for no to
advance professionally
within the school system.

44. I failed to receive the
advancement in statue and/or
salary I expected.

66	20
	

66	3.8	23.55	$

78	12	3.8
	

S

0

PS'

A
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Interpersonal Relations, the third factor tested, was

represented by item. 3 1, 179 31, and 45. Table XVII shows

that, out of these four item., numbers 17 which stated,

"Teachers in the school did not work well together, and
item 45 0 I felt that I was isolated from the main group
of t.ach.rs, w were not significant as dissatisfisra. These

were the only two statements out of the fifty-six included

in the Dissatisfaction Inventory, other than item 1 under
Achievement, that were found not to contribute to

dissatisfaction; therefore, Interpersonal Relations was
the only one of the fourtean predetermined categories that

did not result in becoming a factor affecting dissatis-

faction.

The statements testing Job Security, it ems li, 1 9 32,

i.d 46, described situations and occurrences where a

feeling of insecurity was present and where objective
signs of job security were absent (Table XVIII). All four

statements were found to be significant; as a result, the

factor, Job Security, was designated as a factor of dissatis....

faction.

Personal Life, the fifth factor tete3, wp tc, re;'.r-

•ent.d by items 5 1 19., 33, and 47w Tke strel
described aspects of work which caused an individual's

feeling, about his work to be affected negatively.. Table

XIX hits these statements and shows that all tour were

S
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TABLE &VII

XNRPERS0NAL RELATIONS FACTOR AND ItPRESEWrA1[IVE STATW4EJTS
MEASURING DISSATISFACTION

Representative Statement.	C	CR	TJ. Tb1Vo, Chi-eq.	SINS

3. changes in teaching	57	17 - 74	3.9	20.55	S
assignments were frequently
made with no consideration
for the employees' wishes
and welfare.

17. Teachers in the school	51	37	Sd	3.5	1.92	US
did not work well together.

310 I did not receive any	62	22	54	3.8	15911	3constructive help from my
supervisor.

15. I felt that I was isolated 33	37	70	3.5	0.13	NS
from the main group of teachers

U

'-a
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TABLE LVIII

JOB SECURITY FACTOR AND RPRESEKTATIYE STATEF4ITs MEASURING m38*TIS?AC'rIOR

E.pres.ntatiye Statements	C	CP	Tot, TbJ. Chi-sq.

1. Satisfactory performance	47	23	70	34	7.56	S
on my part did not result in
continued employment.

18. I rarely felt secure in 57	27my teaching position.,

32. I often worried about	56	26	*2
loosing my job when problems
would arise,

46. 1 felt there was no future 69	19	*8
In the school syatea even
though I was willing to work
and learn.

10,01

3.8	10.26	S

34	27.28	$

U

0'
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AtLLA ALt

PERSONAL LIPS FACTOR AND RZPRZSEIITATIVE STA TE tTS € ASURING DISSATISFACTION
- -P
Representative Statements	C	Gb	T.R. Tb.V. Chi—sq.	8/NB

5. The comunity I had to	54	30	84	3.5	6.30	.8
live in did not offer any
desirable cultural activities
for my family*

19-. I was dissatisfied with	73	15	85	3.8	36.92	&
the educational opportunitiesthat were available to my own
children.

51	22	10	3.8	15.31	833. I was allowed no oppor.
tunity to participate in
conmunity activities outside
the school.

47. It is difficult to	51
secure the things my family
needs from what I earn teaching.

U	92	3.8	51-75	S

Li

0
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significant; therefore, the factor, Personal Life was

found to contribute to dissatisfaction.

The factor, Policy and Administration, was measured

by items 6, 20, 34, and 4. The statements, listed In

Table IX, revolved around situations or circumstances where
Ineffe

ctive organisation and management and unfair policies

In the school caused dissatisfaction. All four statements

are shown to be significant and Policy and Administration

was identified as a factor contributing to dissatisfaction.

The factor, Possibility of Growth, denoted conditions

where no evidence of ' opportanity for professional iaprove

ment or promotion was present. These •tatnta are

listed in Table UX, and show that this factor. was repre-

sented by Items 7, 21 9 359 and 49. Since each ens of

these statements was significant, Possibility of Growth

was identified as a factor contributing to dissatisfaction.

Recognition, the next factor tested, was measured by

Items a, 22 2 36, and 50. The statements (Table XXIX)

described situstions where teachers received no praise or -

reward for their efforts, and where someone else was given

credit for work accomplishments. The subjects responding

to these statements indicated by their replies that Recog-

nition was a factor contributing to their feeling, of dis-

satisfaction since all tow statements were significant.
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11 "ILL LX

POLICY AND AE1ThISTRA TI ON FACTOR AND UPREMTATM STATWENTS
MASURIN0 DISSATISFACTION

-	a	-
Representative Statements	C	CH	T.R. TbJ. Chi-eq.	SINS

6. Teachers were seldom	66	26 - 92	3.8	16.53	S
Involved in formulating
policies for the school.

204 The school system did	76	it	94	34	34.56	S
not seem to deal openly and
fairly with its teachers.

34. Administrative decisions	65	15	80	3.8	30,01	S
and policies were neither
quickly nor accurately trans-
mitted and interpreted to the
teaching staff.
48. There were many adminis-
trative policies which were
harmful and detrimental to the
teachers.

69	13	82	3.8	36.89	S

NO

.
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TABLE XXI
POSSIBILITY OF GROWT1 FACTOR AND RME391ITATIYE 3TATMENTS

RA8URI NO DISSATISFACTION

Representative Statements	- C	CN - T.R. Th.?. Chi-.aq.	$/NS

7, The school system provid 67	25	 3.8
no opportunity to learn new
teaching techniques.

21. In-service courses for the 45	23purpose of professional develop-
ment were never offered by the
school system.

35. Opportunities were not	71	15available in the system for a
to grow professionally.

68	3.8
	

6.49	3

86	3.8
	

35.17	S

49. There was never any tine
allowed for professionsl
study and Improvement.

U 20 108	3.8
	

41.56	S

CD
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TABLE 1111
V 

RZCOGNXTZCN FACTOR AND R.PR1SENTATIV STATIEWtS MEAStIJG DISSATISFACTION

Representative Statements	C	CN	T.[L. Tb.V. Chi-sq.	S/Ne

8. Students did not appreciate 60	32	92	3.8	7.92
the things teachers did for
then.

22. The administration old not 66	20	86	3.	23.give any recognition to
teachers for individual contri-
butions.

36 Teachers are very asIde.	79	15	94	3.8	42.22	S
recognised for successful
and coapetent irk.

50 The supervisor always	65	13	78	3.8	33.35	S
takes credit for any ac.o.p1ish
aents in the school.
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The factor,, Responsibility, was measured by items

9 9 23, 37, and 519 The statements, shwn in Table 171119

made reference to conditions where no increased respon-
sibility in the school wee authorleed nor opportunity

given to take part in policy formation and decision making.

A large number of subjects responded to these statements,

indicating that all four caused dissatisfaction in work*

A s a result, Responsibility was a factor affecting teachers'

:rcelings of disastisfsiction.

The Salary factor was responded to by the largest

majority at subjects answering any set of statements.

They indicated by their replies that all four items shown

In Table UIY which included number 10, 24 9 38, and 52,

''re causes of dissatisfaction. These statements were

elated to the amount of compensation gained from work.

They described situations and circumstances in which low

and insufficient remuneration caused feelings of din satis.

faction, All four statements had high values when tested

by the Chi'square teat indicating that salary is definitely

a cause of dissatisfaction of teachers.

The Statue factor, represented by items 11, 25, Y,
and 539 was measured by statements which referred to
situations or occurrences 1whero no Sapzov.msnt or rise In

prestige was gained as a result of being a teacher (Tabi

LIT), A high percentage of subjects also responded to

S
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TAI3Lb [XIII

RESPONSIBILITY FACTOR AND REPPNSfTATIVE STATEMENTS MEASURING DISSATISFACTION

Representative Statements	C	CN	I.E. Tb.V. Chin-eq.	SINS

9. Teachers did not have an	76 22	93	3.8	2866	3
Opportunity to suggest needed
improvements in the school programs

23. Teachers were never or seldom 65 17	82
allowed to help select resource
materials.

37. I did not have enough tree— 68 22
d= for making decisionswhich
affected my classroom.

51. I was never given any new	63 19
responsibility.

	

3.8	26.%	S

	

3.8	22.30	5

82	3.8	22.55	S

0

Dhaka University Institutional Repository



TABLL JLIV

SALARY FACTOR AND UPURSMATIVE STATUMN73 WASUNO DISSATISFACTION

Representative Statements	C	CN	'I .R. Tb.Y. Chi-sq.	3/113
-7

10, !4y salary was not satisfac.. 94	4. 98	3.8	6083	Story when compared with other
teachers' salaries in the same
area,

24,. My salary was not compar.	63	15	96	3.6	45.81	Sable to what I could earn in
another area of work.

38. My salary is not adequate	91	4	95	38	77.85	$to supply basic family needs.

52. I feel that teachers are	94	5	99	3.6	76.22	Spoorly paid when the amount of
work they do is considered.

U

0
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?AJL1 LVI
STATUS FACTOR AND RKM33WMATIVI 3T*TM1NT$4ZASU}tING DIS8ATISFACflO

Representative Statements	C	CN	T.R. Tb.V. Chi-sq.	SAS

11, Teachers wore not respected 78	110	96	3.as a professional group by the	 -
citizens of the co*nunity.

25 The general public did not
look upon teaching as a
profession.

39. 1 did not feel that *7
position in the coiunity
allowed me to live as I wished.

53. I did not have any
privileges as a teacher that I
could not have obtained in
another profession.

70	24
	

3 4.8
	

21.514	8

72	16
	

U	3.8
	34.38	8

58	20	78	3.8
	

17.55	S

U
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these statements and all tour were found to be signifi..

cant causes of dissatisfaction; therefore, Status resulted

in being a dissatiefler.

The oiztecss of the factor, Supervision, as a cone-

queues of the teat of significance, was that it is a

contributor to dissatisfaction. It was measured by items

12 9 26, 40, and 54. The statements in this category

centered around negative and unfair behavior of a super-

visor where fairness and competency were critical issues

in determining dissatisfaction of teachers. The statements
are listed in Table XXVI where it is chain that all four
are significant.

The items measuring the factor, Work Itself, were 13,
27, 41, and 55. The statements mentioned situations and

ccurrences in relation to work and teaching which would
cause dissatisfaction with teaching itself. The state-

ments are listed in Table XXVII which shove that all four

were significant as disutiafiere, thus, indicating that

Work Itself affects dissatisfaction of teachers.

The last factor to be tested was Working Conditions,
represented by items 14 0 2, 42, and 56. These items re
listed in Table XXVIII they make referenc, to physical
conditions and facilities available in the schools and to

the mount of work required of teachers, As was true with
most statements testing the other thirteen motivational

Dhaka University Institutional Repository



U

TABIA .1VI

SUPERVISION FACTOR AND &PRL$NATITh STATE1TS )KAS(IIO DISSATISFACTION

-A.-

Representative Statements	C	CN	T.R. Th y. Chi-.eq.	SAS

12. )y principal did not know	60	26. 86	3.8	12.66	Show to help se when I needed
help.
26k, Teachers whose work was
unsatisfactory were never told
why and were not given anopportunity to correct it,
40 'teachers were never
informed of the results of
the Supervisor's visit.
54. The supervisor was unfair
and showed favoritism to some
teachers.

50	22	72	3.8
	

10.12	$

62	16	'78	3.8
	

25.96	S

55	19	74	3.8
	

16.55	S

-j

0
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TABLE lUll
WOR& ITSELF FACTOR AND R PUSZNTATIVE $TAT3(S NEASOUNG DISSATISFACTION

Reyreaentative St*tsts	C	CU	T.R. Tb.V. Chi-sq.	S/NS

1310 I could not recuid	70	20	90	3.teaching as a good career to
other..

27. Teaching assignments in my 75	15	90	3.8	36-68	Sschool were not suited to the
interests and abilities of the
individual teachers.

41. The eourae of study in the 41	19	60	3,8	7.35	Se)'stm did not place enough
emphasis on content and funda-
mentals.

55. I felt that teaching was	52	25	77	3.8	8.78	Snot a very challenging profession.

U

0
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TABU* £XVUl

WORKING CONDITIONS FACTOR AND ftEPR8hTA TI YB STATE1lTS
MAS tJR.I NO DISSATISFACTION

Representative Statements	C	CN	T.IL. Tb.Y. Chi .-sq.	SAS

IC, Classroom interruptions	59	21	80	3.8	17.11	Swere so frequent it was difficult
to complete assigiments

28. 1 was not satisfied with
my working hours.

42. 1 was not jrovid.d with
enough materials and equipment
to carry out quality instruc-
tions.

6. Buildings and facilities
were poor and entirely
inadequate.

79	16	95
	

3.8	40.46
	

S

73	17	90
	

33.61	$

81	15	96	38	44.01	S

11

Dhaka University Institutional Repository



150
factors, a significant difference was found to exist for

all four items, causing Working Conditions to be selected

as a factor contributing to the dissatisfaction of teacher.

In East Pakistan.

RP). :05OT-TIj f) IJ jTI 11'L	T1

thê:1 (tb!J. !	____
I') 14fI )

Items affecting job satisfaction and dissatisfaction

of teachers in the United States were identified by use of

an Attitude Inventory Schedule, similar to the one

designed for use in this study. The tamn number of items

were used in the instr.ut for the Johnson study as were

used in the Instrument for this study; however, the

statements were not the same in !&U cases, due to changes

made in some statements in order to relate them to teach-

ing experiences of subjects in Dacca. It is not possible,

because of these changes, to compare item for item; never-

thelese, a great amount of insight into teacher satis-
D

faction and dissatisfaction can be gained by an examina-

tion of the kinds of situations, occurrences., or circumstan-

ces in the teaching enviroxent which produce satis-

faction and dissatisfaction as indicated by the resj'oes

made to statements describing these situations.
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In order to make a comparison of the elements

producing either satisfaction or dissatisfetion, the

nine items most frequently responded to in each study were

selected for presentation. This number was selected

because Johnson used this same number of statements in his

comparison between responses of male and female , teachers

and between responses of secondary and elementary teachers;

also because only nine items on the Dissatisfaction

Inventory were responded to by forty per cent or more of

the teachers in the United States; this was the percentage

of responses required in that study in order for any item
to be selected for presentation in the text of the report.

Zjj&emgntg Meaaurinz
tiaEaction

The nine statements measuring satisfaction which were

responded to most frequently by teachers in Dacca, Beet

Pakistan and in the United States, are listed in Table XXU

in rank order according to the number of responses made by
-	racca teachers and percentage of responses mad. by United

tates teachers. Percentages of responses made to items

in this study were not utilised in ranking because t

subjects responding to one statement were not necee s r ly

the same subjects who responded to any other statement.
An examination shown that, of the nine statements responded
to most frequently by teachers in T)acca, three represented

.
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Teachers in the school worked
well together.

24. I felt seewe in my teaching
position.

17.

Pq

TAL'i,E XXlX

sw.CTgD RErMZNTATIVZ STAThNENTS COW RIBflNG TO SATISFACTION 0? TSCRER3
IN DACCA AND THE UN.D STATES RANKED ACCORDING TO

FHEQUNCT or RE3PONS

-

flacea Last Pakistan	 Ceoral&. U. 8. A
Item.	 Item
Noi.	Statements	 NoStatements

lb I generally accomplish my work
with vigor, enthusiasm, and
pleasure*

di Students appreciated most of
the things teachers did for them.

15. I felt that l vas part of the
regular school group.

38. My principal supported i in my
decisions.

48. I knew to áca I was responsible

1. Teachers were able to live in a
coemunity Which offered desir-
able cultural activities for the
entire family.

'a. I always felt seemse in my
teaching position.

--

11 • The system provided more teacher
benefits than most in the area.

'-a
Ui
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U

TABLE ilU (continued)

item	 item
	I'VvTh

No.	Statements	 No.	Stateit*nte

29. 1 felt that I was improving
my teaching ability and that
this would be rewarded in due
time.

51. I was sometimes given new and
additional responsibilities.

15. I felt that teaching hadgives
me a greeter opportunity for
self-realization than any other
job I could have secured.

5. I was able to live in a community
which offered desirable cultural
activities for the entire family.

31. Teachers in the school worked•wsU together.

14 * There was a future in the system
for any	who wanted to work
and learn.

32. Parents usually appreciated the
work teachers ware doing.

42. 1 had enough freedom for making
decisions which affected my
classroom.

0
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the Achievement factor (Table XXIX). Items 1 1 15, and 29

all referred to situations where some kind of personal

attainment was possible, indicating that teachers feel

satisfied and happy when they are making progress toward

or have achieved some goal, or when they feel they are

developing skills and improving their ability to tsach.

Two other statements out of the nine, items 17 and 451,

pointed to situations whore acceptance by a group of co

orkers resulted in pleasing and rewarding relationships.

The four remaining items represented Job Security (item 1),

Personal Life (item 3)1 Recognition (item d), and
.Responsibility (item 51). It can be concluded that

teachers in Dices tend to be satisfied when they live in a

cm,nunity where their efforts are recognised; when they are

van new and challenging responsibilities, and where the

family members can obtain wholesome and enjoyable living

condition.

When items responded to by the largest percentagQ of

United utates teachers were evaluated, it can be noted

(Table XXIX), as Johnson indicated in his analysis of

statements, that most of these items dealt directly id.t.1

or were related to Achievement, Interpersonal RClation2,
Recognition, and Policy and Administration,. He said that

the climate set by administrators has a great effect upon

satisfaction of tescth.rs, Likewise, teachers need freedom
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to make decisions in their classrooms; they want to know
to wham they are responsible, and, in order to feel secure
in their job., they need to know they will be supported in
decision, they make about school matter..

When all statements are considered, it is evident that
teachers, regardless of where they live and work, have some
common feelings about their jobs. They all show concern
about some specific aspects and indicate that satisfaction
Is likely to result if they can gain acceptance and
recognition in group situations where interaction among
group members is pleasing and harmonious; when the policies
and practices of administrators create a challenging yet
relaxed and secure ataos*i.r., and when they can achieve
some measure of security and well-being for themselves and
their familieL.

Statemeittw tevealfljg
DisaatJ,pfact,t on

The nine statements revealing dissatisfaction whic:
were responded to by the greatest number of teachers in
both Dacca, East Pakistan and in Georgia, U. 5. A. are
listed by rank order in Table XXX. After analyzing the
list of statements produced by teachers in Dacca, it can
be readily noted that four of these nine statements
represented the motivational factor, Salary. The four
s
tatements measuring salary (items 10, V, 38, and 52)
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TABLE xxi

SELECTND RSPUSE?4TA?IYE STATE)4ENTS_CONTRThUTUIO TO DISSATISFACTION OF
TEACHERS IN DACCA AND THE (JNIflD STATES RANKED ACCORDING

TO FEQUENCT OF kESPONSE

J ;rfl
Item	 Item
No.	Statements	 No.	Statements

10. My salary was not
when compared with
teachers' salaries
areao

satisfactory
other
In the same

224 Once a policy was
school it was not
consistently,

set in the
followed

50. My salary was not adequate for
52. I feel that teachers era poorly	me to participate in cultural

paid when the amount of work	enjoyments as often as I would
they do is considered.	 like.

341• My salary is not adequate to
supply basic family needs.

49. There was new any time
allowed for professional
study and improvement.

4 Teachers were not involved in
formulating school policies.

47. The housekeeping in the
school was not good.

a'

0
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!JALLE XXX (contjnuec)

Dacca. Ep t Pakistan	 0!or&a. U. S. A.Item	 ItemNO.	Statement.	 No.	Statements

24. My salary was not comparable
to what I could earn in
another area of work.

47. it is difficult to secure the
things my family needs tram
what I earn teaching.

36k. Buildings and facilities were
poor and entirely inadequate.

29. I was not satisfied with
my working hours.

36. Teachers are very seldom
recognized for successful
and competent work.

49. Teachers were not informed of
the results of a supervisors
visit.

4. I did not know to whom I was
responsible.

40. Post teachers did not accom-
plish their work with vigor,
enthusiasm and pleasure.

37. Children did not appreciate
most of the things teachers
did for them.

7. The system did not seem to
deal openly and fairly with
its teachers.

0

p-I
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referred to situations where the lack of monitary reward

could iced to dissatisfactions, either because family

needs could not be set, because they received an unfair

amount when the work they performed was considered, when

what they earned was compared with other teachers, or

because teachers felt they could have earned more in some

other line of work. One other statement, item 47 which

represented Personal Life, was closely associated with

lack of salary. It showed that dissatisfaction resulted

because their personal lives were negatively affected

when they could not provide their families with basic

necessities. Two statements, items 2$ and 56, represented

Working Conditions and showed that dissatisfaction was

caused by poor and inadequate buildings and facilities or
because teachers wore not satisfied with the hours they

were required to work. The two remaining statements

represented Recognition (item 36) and Possibility of

Growth (item 49) which both pointed to specific situations

where dissatisfaction resulted either because of a lack of

recognition for successful work or bcsuie teachers were

never given any responsibility to prove their competec.

When all statements are considered, it show that tiv

out of the nine items refer to situations where the lack

of adequate income is the main sowoe of dissatisfaction;
therefore, evidence is that poor salaries and low economic

Dhaka University Institutional Repository



159
status are by for the greatest sources of dissatisfaction
of teachers in Dacca, last Pakistan.

An evaluation of the nine statements, compiled as a
result of total responses of teachers in the United States,
shows that dissatisfaction in that culture is caused more
by negative aspects of administration and supervision than
from any other source. Teachers indicated that dissatis-
faction resulted when they were given no opportunity to
help formulate policies or when policies, once set, were
not followed; they believed administrators were unfair in
their dealings with teachers and that the supervisory role
was incompetently performed. Only one statement (item 50)
referred to unhappiness as a result of salary and this did
not involve	necessities of life but cultural enjoy-
ct o wh1h were not available to the extent they would

have liked. One statement (item 47) pointed to dissatie-.
faction caused by poor housekeeping in the school. Other
than these two last mentioned elements, all negative
conditions of teaching in the United States involvec oie

aspect of policy, administration, or supervision.
When all conditions of dissatisfaction are considered,

it seems evident that school officials should establish a
productive administrative climate in the schools, plan for
better supervision of teachers, Improve the general working

I
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conditions 1 and find some way to raise the salaries of

teachers. Theae assures are necessary if it is believed

that teacher satisfaction and happiness is important to the

development and furtherance of education.

it U`-
Motivational factors contributing to job satisfaction

of secondary teachers in Dacca, East Pakistan wore selected
LI

on the basis of the maibsi' of significant statements

representing each factor. When any three out of the four

statements measuring any one particular factor were found

to be significant, then that factor was identified as one

contributing to satisfaction.

It was found that ten out of the fourteen factors

tested contributed to Job satisfaction of secondary school

teachers in East Pakistan. Of these ten factors which

proved to be causes of satisfaction, it can be seen from

Table XXXI, which ranks factors alphabetically according

to the number of significant statements, that Achievemert,

Job Security, Possibility of Growth, and Work Itself all

rated the samet all measuring statements proved to be	.

significant. This sugg•sts that these tour factors are

nor* important sources of satisfaction than the six
remaining factors (Advancement, Interpersonal Relations,
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'rABL! UU

MOTIVATIONAL FACTORS AND SIGNIFICANT STATDNTS
CONTRIBUTING TO SATISFACTION

Item ffiambers of Representative
Motivational Factors	 Statements

*Achievement	 1+	15+	29+	43+

*Job ,Security	 4+	1+	32+	46+

*possibility of Growth	7+	21+	35+	49+

*Work Itself	 13+	27+	41+	55+

*Adyancensnt	 24	16+	30+	44

*Interpersonal Relations 3	17+	31+	45+

*Policy and	 6+	20+	34
Administration

R.eognition	 +	22+	36+	50

*R.*ponslbility	9+	23	37+	51+

*Supervision	 12+	26+	40	54+

Personal Life	 5+	19	33+	47

Statue	 11+	25	39	53

Working Conditions	144	2*	42	56

]ary	 10	24	3*	52

S

*otivetional factors contributing to satisfaction
of secondary school teachers in Dieca, East Pakistan.

+Siniflcnt repreentative stternents.
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Policy and Administration, Recognition, Responsibility,
and S*p.rvieion) which each had one nons1gnificant

statement, indicating that there was a situation or
occurrence which did not result in satisfaction; thus, a
lesser amount of sati*faction resulted from these six
factors.

The four factors which did not contribute to Job
satisfaction were Personal Life, Salary, Status, and
orting Conditions. Although none of these four factors

Proved to influence satisfaction of teachers in East
Pakistan, the data on the table show some important
differences. Out of four representative statements
measuring Salary, not one proved to be significant. This
strongly suggests that, while all teachers receive acme
kind of remuneration for their work, the salary they
receive from teaching is the least important of all the
fourteen predetermined factors in creating satisfaction.
Likewise, the factors, Working Conditions and Status, had
only one significant representative statement each, indica-w
ting that neither of these factors resulted in satisfaction
for teachers. The factor, Personal Life, had two sigrL i. -
cant representative statement a, indicating that tea ci
receive a greater measure of satisfaction from circus-
stances in their personal life than from conditions of
salary, working conditions or those involving status;

.
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still, it was not important enough to cause Personal Life

to be designated as a source of satisfaction.

Because some statements were responded to a greater

number of times than were others and because some sets of

statements representing particular factors were responded

to by more subjects than were other sets, it seems Impor-
LI	 tant to look at these responses and what they may mean in

terms of satisfaction, A large number of responses would

seem to indicate that some factors are more important

sources of satisfaction than are others. It also suggests

because of such a email number of responses to particular

statements that, while some situations and circumstances
niy exist in the teaching environment, they are not

ouces of satisfaction. Table lUll was constructed to
w the number of responses indicating a contribution to

satisfaction for each statement in all sets representing

each factor. The responses to each set of statements was

then totaled and the tutors were ranked according to

total responses to sets of statements, If it can be

assumed, as the writer believes it can be, that the number

of responses indicates concern about some particular .
aspect of teaching, then the information in the table s1ow;

that the factor, Achievement, was the greatest contributor
to satisfaction of teachers in East Pakistan, Interpersonal

Relations was second; Job Security, third; Recornftion,

Dhaka University Institutional Repository



LI

164
TABLE XXIII

RANK ORDER OF MO'IlVATIONAL FACTORS CONTRIBUTING TO
SATISFACTION BY TOTAL NUMBER (P R1SPONSES TO

SETS OF STATEMENTS REPRESENTING
EACH FACTOR

Number of Responses to Statements

First Second Third Fourth Total
Factor	 Item Item	Item Item	keep.
-	 .-
Achievement	 106	84	86	72	348

Interpersonal	53	94	65	96	308
Relations

Job Security	80	86	59	78	305

Recognition	100	66	82	54	302

Reeponsibi lity	76	55	82	86	299
rosstbi1ity of
	

79	80	67	62	288
rorth

Lrk Itself
	

67	78	61	66	272

Supervision	 83	68	45	63	259

Advancement	 77	79	67	31	254

Policy and
	

64	65	62	59	250
Administration

Personal Life	4	60	 2	22
t?crkin,g Conditions	62	48	23	59	192
Status	 68	54	38	29
Salary	 26	45	22	21	114

I

Dhaka University Institutional Repository



165
fourth; Responsibility was fifth; Possibility of Growth,

sixth; then Work Itself, Supervision, Advancement, Policy

and Aciniatratton, Personal Life, Working Conditions,

Status, and last Salary. These last four factors did not

rate as contributors to satisfaction and the number of
responses indicated that of all the fourteen predetermined

factors, Salary rated the lowest as a source of satisfaction,

with Status second lowest, Working Conditions third lowest,

and Personal Life fourth from last: next in importance to

the it of the eontr1butir factors.

The analysis of data related to motivational factors
contributing to Job dissatisfaction revealed that, out of

the fourteen predetermined factors tested, thirteen contrir.
but.d to Job di seati efaction. The only factor which did

not prove to be a diesatiafier was Interpersonal Relations.

Motivational factors are ranked alphabetically accordix

to the number of significant etatsments representing esc

factor (Table ZUlu). This ranking shows that there is

no essential difference in the first twelve factors liate,

in to far as their influence on Job dissatisfaction of

teachers is concerned; all four measuring statements were
significant for each factor. The thirteenth factor,
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TABLE flUII

O?IYATIONAL FACTORS AND SNIFXCANT ST*TBMNTS
COPVtRThUTINO TO flI!S'PIFACTWN

Item Number. of Representative
Motivational, Factor.	Statements

*Advancement	2+	16+	30+	44+

*Job Security	4+	t+	32+	46+

Personal Lift	 5+	19+	33+	47+

*Policy .nd	 6+	20+	34+	48+
Acini stra tion

*Poseibiiity of Growth	7+	21+	35+	49+

*Reeognition	 22+	36+	50+
*R.sponsibi]ity	9+	23+	37+	51+

*Sslary	 10+	24+	3*+	52+

*Status	 11+	25+	39+	53+

	

12+	26+	40+	54+

Work Itself	 13+	27+	41+	55+

*Working Conditions	14+	2+	42+	564

*Achjey.eat	 1	15+	29+	43+

	Interpersonal Relations 3+	17	31+	45

*Motivational factors contributing to dissatisfac-
tion of secondary school teachers in Dacca, East Pakiatmi.

+Significant Representative 3tatementso
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Achievement, had three significant statements and .till

rated as a satiefier but should be considered to contri
but. to dissatisfaction to a lesser degree than the other
twelve factors because of the one non-significant state-

ment. Out of the fourteen factors predetermined to

measure dissatisfaction * only Interpersonal Relations was

shown not to have any effect.

Because responses to dissatisfaction statements were
n	

o numerous and because large number, of responses seem to

indicate concern about certain situations and circumstances

in the teaching environment, it is important to gain more

insight into the factors producing dissatisfaction. In

order to do this all factors have been ranked according to

'e total number of responses indicating a contribution to

lssatisfaetion, This ranking is shown in Table XXXIV

along with the responses to individual items in each set

of statements. From this table it is posetbie to see that

some statements were responded to by many more subjects

than were others. It is also possible to see that some

sets of statements representing particular factors were

responded to by more subjects than are others • T

strongly suggests that these factors with the hi'. t
total responses are the ones causing the greatest amount

of dissatisfaction, If it can be assumed that responses
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TABU UXIV

RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO
DISSATISFACTION BY TOTAL NUMBER Cr RE8PON5S

TO SETS OF STATEMENTS REPRESENTING
EACH FACTOR

Number of Responses to Statements

First Second Third Fourth Total
Factor	 Item Item	Item Item	}esp.

Salary	 94	83	91	94	362

orking Conditions	59	79	73	81	292
status	 • 78	70	72	58	278
Folicy and	 66	76	65	69	276

Administration

	68 	63	272

	

7].	88	271

270

266

259

238

229

227

205
Interpersonal	57	51	62	33	203

Relations

Responsibility	76	65
Pcnsibi1ity of
	

6?
Growth

ecognition	 60
	

66

Personal Life	54
	

73
Advancement
	

65
	

50

Work Itself
	

70
	

75

Job Security	 47
	

57
Supervision	 60

	
50

Achievement	 38
	

50

79
	

65

58
	

81

66
	

78

41
	

52

56
	

69

62
	

55

52
	

65
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Indicate concern, then the factor, Salary, is the greatest

cause of dissatisfaction to secondary teachers in East

Pakistan. Working Conditions Is second; Status, third;

Policy and Administration, fourth; Responsibility,, in fifth;

Possibility of Growth is sixth; then Recognition, Personal

Life, Advancement, Work Itself, Job Security * Supervision,

and Achievement are sources of dissatisfaction, in that

order. Interpersonal Relations, not rating as a diesatis-

fier, was the only factor which did not contribute to
CiSEti afaction.

a

T4$KE '*

An examination of the factors affecting satisfaction

nd the ones influencing dissatisfaction of teachers in

!)acca, East Pakistan shows that, while there are many

similarities in the two lists, there are also some dif-

ferences. When all factors contributing to satisfaction

and those leading to dissatisfaction are compared without

benefit of rank order, it is possible to determine more

similarities than differences, The two sets of factors

were paired and listed alphabetically in Table lU!. Py

this arrangement It can be seen that, of the fourteen

factors predetermined to measure satisfaction and dissatis-

faction of secondary teachers in Dacca, nine were comnon

S
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TABLE XXXV

FACTORS CONTRIBUTING TO JOB SATI3TAC20I AND
JOB DISSATISFACTION

-	 --
ractors Contributirg to	Factors Contributing to

Satisfaction	 Dissatisfaction

A chisv.aent	 Asbievmv*snt
Advancement	 Advancement

170

Interpersonal Relations

Job Security

'o1icy and Administration

Possibility Of Growth

Recognition

Responsibility

Supervision

Work Itself

Job Security

Personal Life
rolicy and Administration

Possibility of Growth

Recognition

Responsibility

Salary

Status

Supervision

Work Itself

Working Conditions

Dhaka University Institutional Repository



171

to both satisfaction and dissatisfaction. These were

Aehi.vai.nt, Advancement, Job Security, Policy and Adminis-
tration, Possibility of Growth, Recognition, Responsibility,

Supervision, and Work Itself. Only five, including

Interpersonal Relations, Personal Life, Salary, Statue, and

Working Conditions, were found not to contribute both

positively and negatively to teachers' feelings about
their jobs.

The first hypothesis of the study stated that factors

leading to job satisfaction will not be any different from

those leading to dissatisfaction. In order to find it the

factors of satisfaction are significantly different from

the factors of dissatisfaction, the Sign 'Zest for Paired

Observations was applied and a value of Z was obtained to
compare with the table value at the 5 per cent level of
significance as was discussed in Chapter III under

Analysis of Data. (10, pp. 2.291,) According to this

test, a null hypothesis is rejected at the 5 per cent
level when the obtained value of Z is equal to or greeter

than 1.96. When the two sets of paired factors were

observed and the value of Z was calculated, it was foun

to equal 1.07; therefore, the first hypotheis of this
study is retained and it is assumed that the factors lead-

ing to satisfaction are no different from those leading to
dissatisfaction.

S

Dhaka University Institutional Repository



172
Even thouth this assumption is meds and the hypothe-

sis is retained, it is suggested from the paired list, that
some factors causing dissatisfaction are different from
those leading to satisfaction. In order to gain a more
complete understanding of elements in the teaching situa-
tion which cause either satisfaction or dissatisfaction
to teachers, the information from Tables XXXI and XXXIII
which ranked the factors according to the number of
responses made by subjects, was combined to facilitate an
evaluation of similarities and differences (Table XXXVI),
When ranked, the four factors contributing to job satis-
faction for the greatest number of people were not the
some as those contributing to job dissatisfaction.
ichievement, Interpersonal Relations, Job Security, and

'conition ranked in that order on the satisfaction list,
while Salary, Working Conditions, Status and Policy and
Administration ranked highest as disastisfiers. This
indicates that the greatest number of teachers in tace.,
East Pakistan gain satisfaction from a somewhat different
set of factors than those which produce dissatisfaction.
It can be assumed, because of this difference, th. t.
teachers in Dacca receive satisfaction through eo

aspects of achievement such as successful completion of
assignments and solving school problems, through assuring

and fulfilling relationships with colleagues, because they

S
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TABLE LUVI

FACTORS CONTRIBUTING TO JOB SATISFACTION AND DISSATISFACTION
RANKED ACC(DING TO RESPONSES

	

- --r	--
Factors Contributing to	Factors Contributing to

	

Satisfaction	Rank	Dissatisfaction

Achievement	 1	Salary

Interpersonal Relations	2	Working Conditions

Job Security	 3	Statue
Recognition	 4	Policy and Adfniatration
Responsibility	5	Responsibility
Possibility of Growth	6	Possibility or Growth
Work Itself	 7	R.conition

g
Advancement

10	Work Itself

U	Job Security

12	Supervision

13	Pch1cvEtent

upervision
Advancement

Policy and
Administration

Personal Life

0
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are free from worry about a lasting and permanent job,

and because they are praised or rewarded for the effort,

they put forth in teaching. It further suggests that.

while Working Conditions, Salary, and Status, do nothing

to make teachers happy, these sane factors cause a great

amount of dissatisfaction. Also, Policy and Administze-

tion is high on the list as a dissatisfier and when all

four of these factors are considered, it can generally be

concluded that dissatisfaction results from the low and

inadequate salaries teachers receive, the lack of status

they comsand in their ccunitlee, general working

conditions such as poor building, and facilities, and

long bow's spent on the job, as well as undemocratic

racedures utilized by the administrators which allow no

opportunity to help formulate policies or make decisions.

It should be pointed out that, although Personal

Life was not found to contribute to satisfaction of

teachers, it was also below the median on the dissatisfac-

tion list and while Interpersonal Relations was not showi

to contribute to dissatisfaction, it did contribute to

the satisfaction of many teachers as was indicated when

We factor received the second highest number of respons-..

The coonalities, apparent as a result of the test

of significance, should also be noted in this discussion

of factors based on rank order, ?able XXXVI shows that
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Responsibility and Possibility of Growth ranked fifth and
sixth, respectively, in both categories. Work Itself
ranked seventh as a satiefier but tenth as a diButisfier
while Supervision was eighth as * source of satisfaction
but twelfth as a cause of dissatisfaction. Advancement
maintained the ninth position on both lists while Policy
and Administration ranked tenth an a satisfier and fourth
in importance as a diesatiefier, Personal Life was not
found to contribute to satisfaction but was also near the
bottom of the dissatisfaction list. The relatively
neutral position on the list of the mejmity of the four'
teen factors being tested some to Indicate that * when
considered as a whole, many factors contributed somewhat
equally to ri)U-	t1sfiction	d dist1 sf'ction,

riaQfl of flptivtiona.1
ptcirp Contrtht[tjraE t

[ ot Satinfaction of
e chars in Dun . RalstIakist*n and ori& U 8 A.

The content analysis method was used by

collect evidence of motivational factors contr
satisfaction of teachers in Georgia, 0. 5. A. Subjects
were asked to report times when they had felt highly
satisfied and times when they had been dissatisfied with
teaching. A panel of Judges then analysed the reports and
placed each response in one of the fourteen predetermined

U
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categories. The judges were in agreement 95.9 per cent of

the time which was believed to be sufficiently objective

to provide reliable data. Sinci many subjects reported

more than one incident affecting their feelings of satis-

faction, the total percentage of reports for all fourteen

motivational factors exceeded one hundred., The factors

were then ranked according to the percentage of responses.

'ftc cont.cnt analysis method was not used to identify
otivc.tioni factors in this study because of the

difficulties anticipated in obtaining objective reports;

consequently, the two methods of selecting motivational

factors were different.

It was found in the United St*t•s that six factors

were responded to by between 29.4 and It per cent of the

3ubjects. They included Achievement, Interpersonal Rela-

tions, Recognition, Policy and Adnietration, Working

Conditions, and Work Itself. Responses to three factors

were between 92 and 8.1 per cent; these were Supervision,

Responsibility, and Status (Table XXXVII) • The next four

factors, Salary, Job Security, Personal Life, and

Possibility of Growth, were responded to by between 2

percent and 0.7 per cent of the subject.. The factor
Advancement, did not receive any responses, and therefore,

should not be considered as a factor leading to satisfac-

tion of teachers in the United States.
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TABLE JXXVII

RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO JOB
SATISFACTION OF TEACHERS IN DACCA AND IN

THE UNITED STATES

--i-
Dacca East Pakistan -	 Georgia U. S. A.
Contributing Factors -	 Contributing Factors

Achjeyetsnt	 Achievement

Interpersonal Relations	Interpersonal Relations

Job Security	 Recognition

ecognition	 Policy and Administration

Responsibility	 11orking Conditions

Possibility of Growth	Work Itself

Work Itself	 Supervision

Supervision	 Responsibility

dvancement	 Status

Policy and	 Salary
Administration

Job Security

Personal Life

Possibility of Orowt}

c 'r r,c Pr rt

0
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Ths relationship between the two categories of

factors, those contributing to satisfaction of teachers

in East Pakistan and those leading to satisfaction of

teachers in the United States t was ascertained by use of

the Chi-square test of significanco in order to test the

second hypothesis of the study. The hypothesis stated

tat major factors contributing to job satisfaction in

this study will not be any different from those contribu-

ting to job satisfaction of teachers in the United States.

The test of significance was applied as was discussed in

Chapter 111 under Analysis of Data (14, pp. 264.265.)
BecauseChi-square was computed from a 2 x 2 contingency

table with one degree of freedom for a email number of

fctore, Yates' Correction for Continuity was applied.

Sn using this test, the hypothesis is rejected if the

computed value of Chi-square i.e equal to or greater than

the table value for corresponding degrees of freedom;
when tested at .05 level of confidence, a significant

difference would mean that the difference in factors

could be accounted for by chance only 5 per cent of the

time The obtained value of Chi-square was 2.63 and •'1:
tested at the .05 level of significance, the table v&. u

is 3,84; consequently, Chi-square was not significant and
the bypthesie, that the factors leading to satisfaction

.
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of teachers in the city of Dacca in East Pakistan are no

different from those contributing to satisfaction of

teacher's in Georgia in the United States, was retained.

Regardless of the fact that the above hypothesis was

retained at .05 level of confidence, there are some dif.

feroncea and similarities which should be noted; cones-

quently, a table was constructed to show the fourteen

motivational factors, listed in rank order by percentage

of total response., which affected feeling, of satisfac-

tion of teachers in the United States as identified by
Johnson in his study (Table IZIVII). This table also

shows the motivational factors contributing to satis-

faction of secondary teachers in Dacca, ranked accor
cng to the number of responses indicating satisfaction

fr each set of representative statements. Percentages

of responses for this study were not used in the tabis

because the subjects responding to one statement or set

of statements were not necessarily the sane subjects iEio
D

responded to any other statement or set of statements.
After evaluating the six moat highly ranked factors

in the Johnson study (Achievement, Interpersonal Role

Recognition, Policy and Administration 1 Working Condi

and Work Itself), and after comparing them with factors
contributing to job satisfaction of teachers in East
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Pakistan, it seem evident that teachers in both cultures

find satisfaction from situations wher. they feel they

are able or allowed to solve school problems and success-

fully complete work assignments, because they are accepted

as a pert of the regular school group and have pleasant and
satisfying relations with their colleagues, where they
roceie .e kind of praise or reward for the work they do,

from situations where supervisors are effective in

organising and managing the school system, where they have

se.e part in formulating policies and making decisions,
and last, from situations of work which are &aflenng

and which afford an opportunity to be creative and
resourceful.

While may teachers in the United States apparently

.'.tnd satisfaction because of pleasant and convenient

physical environment and because of good facilities and

equipment for work, teachers in Dacca, resolve no satis-

faction from the conditions in which they work since

Working Conditions was not selected as a factor contri-

buting to satisfaction. Other factors which did not

contribute to satisfaction of teachers in East Pakiet-n

were Salary, Status, and Personal Life. While it is

true that these three factors did rank as eatiafiers of
teachers in the United States, they were all three low on
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the list, with Status receiving a greater percentage of

responses (8.1 per cent) than either Salary (2.2 per cent)

or Personal We (0.7 per cent). Since the two groups of

teachers received very little or no satisfaction from any

one of these three factors, it is suggestive that teachers
of both groups have either not encountered situations in

their work where they felt they had improved or they felt

) Satisfaction even though they had realised a gain in
roetjge. Also no satisfaction is gained even though they

may receive adequat* monetary compensation - or, their

salaries are so inadequate they are not able to feel any

satisfaction from the little they do receive. It further

suggests that some elements of their Jobs affect their

feelings in such a way that the personal aspects of life

do not result in utistactjo.
The factor ranked least important to satisfaction by

teachers in the United States was Advancement. In

actuality, it received no responses and should not L

thought of as contributing to satisfaction. Since ti -
Id rank as one contributing to satisfaction of

.c;cr in East Pakistan, it leedato an assumption t.t

teachers in the United States may gain no satisfact 1'm

from receiving advancement and promotions, from additional

responsibility which may be gained, or that they may not
be rewarded by promotions because of their ability to

S
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teach, but that teachers in East Pakistan do receive

satisfaction from the same kind or similar situations and

occurrences. Possibility of Growth ranked very low on the

United States list (only 0,7 per cent of the response.)

which again gives some evidence that opportunities for

professional growth is either present but not important

as $ source of satisfaction or that they do not have an

opportunity to grow professionally. This may be the Case,

because, as was reported by Johnson, (90, p. 92,) teachers

In the United States are not necessarily advanced because

of their ability to teach effectively. Yet in the city

of Dacca, teachers do apparently receive some opportunity

to grow professionally and thereby gain satisfaction from
It.

3 inc. Achievement was the most frequently mentioned

factor in both studies, it seems evident that teachers in

both cultures strive toward obtaining goals in their chosen

line of work and that they gain satisfaction from it.

Teachers work directly in face-to-face relationships with

other individuals and apparently this interaction is a

source of satisfaction to them; whereas, they may not.

able to see results at their work or feel rawsrde n

other aspects of their teaching lit.. Obviously, however,
It is important for teachers to work in a situation where
the supervisor is fair and considerate and where some

I
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opportunity is given to help formulate policies and make
group decisions Most individual., also want to assume
some responsibility for their work and receive recognition
when they successfully complete the aasignnte&

nai.pn of Jqtvationa1
re Contriuting t

TA U
echej's in Dacca
ak1stan and Ga2rgia.ede

The fourteen motivational factors listed in rank
order, éich affected feelings of dissatisfaction of
secondary school teathera in the city of Dacea, East
Pakistan are shown on Table XUVXU. It also shows the
motivational factors contributing to dissatisfaction of
school teachers in the United 5tats. Janson showed that
two of the predetermined factor., Policy and Administra-
tion, and Working Condition., were responded to by the

greatest percentage of subjects, 37.5 and 32.1 per cent

respectively. Pour factors, Interpersonal Relations,

Status, Supervision, and Achievement, were answered by
between 17.0 and 11.6 per cent. Six other factors
ranged between 5.J and 1.1 per cent of the responses.
These were Work Itself, Salary,, Recognition, Person1.

Life, Responsibility, and Job Security. Possibility of

Growth and Advancem, ent were the two lowest in rank and thus,
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TABLE XXXVIII

RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO JOB
DISSATISFACTION Or TEACHERS IN DACCA AND

IN THE UNITED STATES

Daces, East Pakistan	 Georgia U. S. A.
Contributing Factors	 Contributing Factors

Salary	 Policy and Administration
Working Conditions	 Working Conditions
Status	 Interpersonal Relations

Policy and
Administration

Responsibility

Possibility of Growth

Recognition

Personal Life

Advancement

Work Itself

Job Security

Supervision

Achieveinnt

Status

Supervision

Achievement

Work It..]!

Salary

Recognition

Personal Life

Responsibility

Job Security

Possibility of Crowth

dyancement
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were the least important causes of dissatisfaction.

(Table XXXVIII).

In order to test the third and last hypothesis of

this study, it was necessary to determine the similarities

or differences of factors contributing to job dissatis-

faction in the two cultures. Rypothecis number three

stated that major factors leading to job dissatisfaction'

of teachers as determined for this study wiU not be any

different from those which account for job dissatisfaction

in Johnson's study. In order to determine whether or not

a significant difference exists between the two lists of

factors, the same 	test was applied as was

discussed in Chapter III under Analysis of Data and which

was described previously in reference to the testing of

the second hypothesis • When Chi ..squ*re was calculated by

this test, the obtained value was .89. According to the

terms of the test, the hypothesis, that major factors
leading to job dissatisfaction of teachers as determined
for this study will not be any different from those which

account for job dissatisfaction in Johnson's study, was

retained since the obtained value of Chiscwn'e '	not

significant at the 005 level of confidence.
Even though the factors accounting for dissatis-

faction of the two groups of teachers, those in the United
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States and the ones in East Pakistan, were not signifi-

cantly different at the .05 ]..vl, some similarities as

well as several differences are discernible when a

comparison is made of the two sets of factors ranked accor-

ding to responses of subjects * These should be pointed

out as a means of understanding the sources of dissatis-
fl	 faction among the two groups of teachers.

Perhaps the greatest difference is that Interpersonal

slatioma, which ranked third highest as a dissatisfier

in the United States, did not prove to be a source of

dissatisfaction in Dacca. This suggests some consistency

among teachers in Dacca, East Pakistan because, on the

Satisfaction Test, Interpersonal Relations was found to

be a source of satisfaction to a great number of teachers.

This would seem to indicate that there are relatively few

situations in the teaching environment in Dacca where

Interaction among Individuals causes dissatisfaction. On

the other band, Interpersonal Relations was high as both

a satisfier and a dissatiefier of teachers in Georgia in

the United States; this suggests that the effects of

interaction among teachers and other individuai 1,.-., tt
S

culture may be the results of situational cond . rs
affecting either satisfaction or dissatisfaction depart.

ding upon specific circumstances,
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Another difference is that Salary, which contributes
to dissatisfaction of teachers in Dacca more than any

other factor, ranked fairly low in the Georgia study with

only 4.3 per cent of the responses and eight from the top.

This seemm to indicate that the amount of income received
Is more important to teachers in East Pakistan than to

LI
	 those in the United Stites because Salary as a factor of

satisfaction and dissatisfaction was not ranked high on
either list by teachers in the United States. It may be
that because teachers in the United States receive a
moderately high Salary, there are no feelings of dissatis-
faction created because of it; yet if they were to be
deprived of this amount, that deprivation might cause
dissatisfaction. This is probably the cane among teachers

0
	 in East P*kistans the fact that they do not receive an

adequate salary causes dissatisfaction to many, but it
higher salaries became a reality and teachers expected
this as a regular course of action, the Salary they,
receive would become a less Important source of both
satisfaction and diieatistatjøn.

Still another difference is that, while both
Responsibility and Possibility of Growth were rated 1w
in the United States, they rated high in lost Pakistan,
Indicating that negative aspects of these factors cause

dissatisfaction and that teacher, in !ast Pakistan feel

S
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dissatisfied when they are not given some opportunity to

assume responsibility and develop their own capabilities.

While Supervision, Achievement, and Work Itself

ranked in fifth, sixth, and seventh places respectively in

the United States study, receiving only a moderate percen-

tage of responses (120, 11.6 0 and 5.4), they were last on

the list of diseatiefiers in East Pakistan. This evidence

is indicative that more unhappiness and dissatisfaction is

caused among teachers in the United States than among

teachers in Dacca due to the quality of supervision and

assistance they receive, the amount of Mogress mads by

students, lack of achievement of educational objectives,

and the nature of the duties required of them as part of
t1. r rc uar school work. It may be that teachers in
• ccfe not concerned about these elements of teaching

and, consequently, feel no dissatisfaction,, or they may

be concerned but their situations are such that they

receive satisfaction and happiness from related

experiences,

ome similarities observable from the lists on
.b1e XIXYflI are that two of the factors., Policy

Administration and Working Conditions., rating first nc
second as dissatisfi pra with 37.5 and 3241 per cont of
tIlp rnes from tehr in t-e "Jnitedttc1.1

S
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both high on the list of dissatisfaction factors in this

study. This indicates that teachers in both cultures are

affected by policies and practices of administrators and

that this is $ great source of dissatisfaction; it

suggests that teachers, generally, would be happier in

their work if they had an opportunity to help formulate

school policies and make decisiona l and also if adminis-

trative practices were more democratic. Regarding the

conditions of work, it seems obvious that teachers in

Dacca as well as those in the united states are dissatis-

fied beesuse of such conditions as Ill-kept school

buildings, lack of space, and poor teaching aide and

equipvient. Undoubtedly it would add to satisfaction of

teachers it buildings and equipment were kept clean and

in good repair, if schools were less overcrowded and less

understaffed, and if better facilities and equiiert were

available for teaching.

The factor, Status, was high an both dissatisfaction

lists indicating that teachers in both cultures are

affected negatively because of the treatment they receive

from administrators and the germral public or by the lc:k

of regard for them and the activities they perform in tie

school. It implies that in order to create satisfying

situations where teachers could perform to the maximum of
their potentials, they should be regarded by their

LM
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supervisors as partners; they should be treated with
respect and consideration and should be allowed full

professional stature.

A sumnary of the findings of this study indicates

thit, out of the fifty-six positive statements on the

tiafaction Inventory, thirty-eight were found to be

significant according to the Chi-square test. The non-

significant statements were, gnerally, those measuring

motivational factors 'which did not contribute to satis-

faction. These significant statements formed the basis

upon which the contributing motivational factors were

determined. ?.n out of the fourteen motivational factors

tested were found to contribute to job satisfaction of

secondary sshool teachers in Bast Pakistan • These were

Achievement, Advancnt, Interpersonal Relations, Job

Security, Policy and Administration, Possibility of

Growth, Recognition, Responsibility, Supervision, ar'

torkir*g Conditions. The four idich did not contribute

to satisfaction were Personal Life, Salary, Setus, and

Working Conditions. Out of fifty-six negative statement

on the Dissatisfaction Inventory, fifty-three were found to

be significant. Only one item measuring Achievement and

two representing Interpersonal Relations did not
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contribute to dissatisfaction; consequently, Interpersonal

Relations was the only factor out of the fourteen tested

which was not a contributor to dissatisfaction of teachers

in Bast Pakistan.

When representative statmsnts affecting job satis-

faction of teachers in Dacca were compared with those

influencing satisfaction of United States teachers, it was

found that in Dacca, positive feelings resulted from

situations where a gain in prestige and achievement could

be realised and through satisfying interaction with other

people. Teachers In the United States gained satisfaction

from the same kinds of situations but also when policies

and procedures of administration were fair and when their

cconr Iishaents were recognised.

tatem.nts contributing to dissatisfaction for the

greatest number of teachers in East Pakistan centered

around the problem of inadequate salary. All four state-

ments. ranked high on the list, showing that this one

aspect causes more dissatisfaction than any other elent.

Statements referring to poor working conditions were next

highest, For United States teachers, most dissatisfac-

tion was a result of unpleasant and undemocratic polic:. .

of administration and supervision.

S
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When motivational factors contributing to astiefas.

tion were compared with factors leading to dissatisfaction,

it was found that some differences existed in the two sets

of factors; however, when these lists were tested by the

Sign I'*it for Paired Observations, the first hypothesis of

the study was retained and it was assumed that there is

no difference in factors leading to satisfaction and those

causing dissatisfaction. Nevertheless, when the two lists

of factors were ranked according to the number of responses

by subject., the ranking showed that satisfaction is caused

primarily by situations dealing with Achievement, Inter-

personal Relations, Job Security, and Recognition; whereas,

dissatisfaction is caused chiefly by Inadequate salaries,

low status, poor working conditions and policies of

administrators.

when motivational factors leading to satisfaction

of teachers in Dacca, East Pakistan were compared with

those causing satisfaction of teachers in Georgia in the

United States, it was found that the greatest number of

tc:s in both c1tx'es indicated that satisfaction was

:inec s n rc5u1t.	achieving goals and purposes and

through pleasant and compatible relationships with others.

United States teachers also gained satisfaction from

receiving recognition, from democratic administrative

Practices and procedures as well as acceptable working
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conditions, while Dacca teachers received additional

satisfaction from secure and permonent *,rk and by being

rcognis.d for sccosplishmenta. When the second

hypothesis was tested by means of Ght-equu'e, the

difference between the two sets of faetors was not signi-

ficant and the hypothesis, that major factors leading to

Job satisfaction in this study will not be any different

from those contributing to job satisfaction in the

Johnson study, was, therefore, retained.

Motivational factors contributing to dissatisfaction

of teachers in Dacca were compared to theee influencing

teacher dissatisfaction in the United States. It was

found that, when all contributing factors were considered

without benefit of any rank order, the two lists of

fctors were very similar. The only difference being

that Interpersonal Relations did not contribute to dissatis-

faction of teacher's in Dacca, East Pakistan while Advance-

ment did not contribute to dissatisfaction in Georgia in

the United States. Yet when the two list, of factors

were 	according to number of responses, similarities
were .tiU apparent, In Dacca, the nature of salaries,

working conditions, status, and administrative policies

eanase dissatisfaction for the greatest number of people,

while in the United States administrative policies,
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W019- 	condition., interpersonal relations arW status

were most responsible for dissatisfaction. Out of the

four most highly rated factors, thre* were econ to

both cultures. The third hypothesis stated that major

factors leading to job dissatisfaction of teachers in

this study would not be any different from those account-

ing for dissatisfaction of teachers inJohnson's study.

The difference between the two sets of factor, was

tested by Chi-square and it was found that no significant

difference existed; therefore the hypotli p s is wn

S
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CHAPTER V

U*(ART, CONCLUSION8, AND R3CO1NDATION$

The purpose of the study was to identify factors

associated with job satisfaction or dissatisfaction of

secondary school teachers in Dacca, East Pakistan and to

compare these factors with those identified as contribu-.

ting to job satisfaction and dissatisfaction of teachers

in Georgia in the United States.

Considering the emphasis on education and the role

it plays in economic development and the fact that a great

many well trained and qualified teachers will be needed in

t1-.-f, future in East Pakistan if universal primary education

Is soon to be achieved, a concern for the welfare of the

teacher and his satisfaction was considered to be of

primary importance,

The study was intended to deal only with a deter-

mination of factors accounting for job satisfaction and

Job dissatisfaction of secondary school teachers in the

city of Dacca, East Pakistan.

The literature reviewed mci ae wr1

reports by many educators and development planners who

believe that progress in economic development will take
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place only as progress In made in educating the people
f th country and that inadequate investment in education
y T.—rove to be a serious handicap. Many problems are

associated with the task of furnishing education; in

Pakistan, educational opportunities must be extended to
great numbers of here-to-fore unenrolled children and
financing becomes a special problem. I'.a* ore are in
short supply end many who are presently engaged in teach-.
ing are poorly qualified and untrained. Buildings and
other facilities are inadequate, working conditions are

poor and salaries are low. These all add to the dissatis-
faction of teachers and create further shortage since not
many potentially good teachers are attracted to the
rrofseion.

The second part of the review of literature dealt
with motivation as it related to teacher satisfaction
and dissatisfaction Many theories of motivation have
been explained but all have acme common elements. i
useful concept is that man to motivated by objects and

circumstance, in his environment and the culture in
thich he lives influences his needs which include the
desire for optimum growth and actualisation. Motiat1r
is closely related to administration and supervision in
that the practices and policies engaged in by the super-.
Ordinate can inhibit or motivate the human organirnn.
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Frustration and dissatisfaction cause workers to be

unproductive; however, this dissatisfaction can be

decreased to see extent if psychological needs are
fulfilled.

Two studies were dons in the United States which

indicated that both industrial workers and t*adt*rs are

affected by certain factors in the environment. Herzberg

identified fourteen motivational factors as being eontri..

butors to satisfaction and dissatisfaction of industrial

workers. Johnson used these same predetermined factors

to identify the causes of satisfaction and dissatisfaction
among teachers.

Data required to make the determination of factors

accounting for job satisfaction and dissatisfaction of

secondary school teachers in Dacca, East Pakistan were

obtained by employing the sams fourteen predetermined

motivational factors as a basis for an attitude inventory

instrument designed In two parts to collect i orrt1 on

about feelings if satisfaction and dissatisfaction.

Instrument was pretested at the laboratory

ititute of Education and Research, University

Of Dacca Revisions were made and permission to gather
data in the schools was obtained from the Director of
r ulic Instruction * The Attitude Inventory was then

S
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administered to groups of teachers at their respective

choo1s; subjects included one hundred seventeen secondary

school teachers who had Baccalaureate degrees from a

population of approximately 400 who were teaching in the

secondary schools in the city of Dacca.

After data were collected, a tabulation was made

which yielded total responses of subjects in all categories,

Responses to individual statements designed to measure

contributions of various factors to job satisfaction and

dissatisfaction were analysed by use of the Chi-aquare

test to facilitate the selection of motivational factors

affecting satisfaction and dissatisfaction of secondary

school teachers in Dacca.

The first hypothesis of the study was tested by

applying the Sign Tact for Paired Observations to determine

If a significant difference existed between the two lists

of factors, those leading to satisfaction and those causing
dissatisfaction* The second and third hypotheses were

tested by use of Chi-square to determine it a significant

difference existed between (1) factors contributing to

satisfaction of teacher's in Dacca and teachers in the

United States, and (2) factors contributing to disstic-

faction of teacher. in Dacca and teachers in the United
States,
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It was found as a result of the study that, of the

fifty-six positive statements designed to measure satis-

faction, thirtyøeight were significant. From the.e

significant items it was determined that ten of the four-

teen r*'.dit.rained motivational factors contributed to the

satisfaction of secondary school teachers in Dacca • The"

were Achievement, Advancement, Interpersonal Relations,

Job Security, Policy and Administrations Possibility of
Growth, Recognition, Responsibility, Supervision, and
Work Itself. The tour not contributing to satisfaction

were Personal Life, Salary, Status, and Working Conditions.
Of the fifty-six negative statements designed to

measure dissatisfaction, fifty-throe were found to be

significant. These significant statements were used to

determine that, of the fourteen motivational factors

tested, thirteen contributed to the dissatisfaction of

teachers in Dacca. The only factor not causing dissatis.'.

faction was the factor, Interpersonal Relations.

Representative statements affecting ,lob eatia f. ct 1or

± job dissatisfaction of teachers in Dacca, East Pakistan
crc, compared with statements causing satisfaction and

dissatisfaction of teachers in Georgia in the United Stat

In Dacca, teachers indicated that statements referring to

situations and cireuast9ncee of Achievement and Xnterp.r.

sonal Relations, were the ones producing satisfaction. In
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the United States then* same two aspects influenced

satisfaction as well as administrative policies and

procedures. Dissatisfaction of Dacca teachers was

indicated by respoimes to statements about Salary and

Working Conditions. The saw kinds of situations were

described in statements responded to by teachers in the

United States, except American teachers also indicated

tat administrative procedures and practices caused dis-

satisfaction.

)Iotivational rpetars contributing to satisfaction

were compared with f	influencing dissatisfaction

of teachers in Dacca. As a result of factors being ranked

according to total number of responses, the ones most

greatly influencing satisfaction were Achievement, Inter-

personal Relations, Job Security, and Recognition; the

factors causing dissatisfaction were Salary, Status,

Working Conditions, and Policy and Administration. When

hypothesis rnsbsr one which stated that factors leading

to Job satisfaction will not be any different from those

leading to dissatisfaction, was tested by use of the Sign

Test for Paired Observations, no significant difference

was found and the hypothesis was retained.

Motivational factors leading to satisfaction of

teachers in Dacca, East Pakistan were compared with factors
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influencing satisfaction of teachers in Oeorgia in the

United States. It was indicated by the respot.s of

te chore in both cultures, that satisfaction is gained

through Achievement and Interpersonal Relations. In the

United States, teaehsrs also gained satisfaction through

Recognition and Policy and Acinistration. While in

Dacca, in addition to the two factors mentioned above,

Job Security and Recognition were also important sources

of satisfaction. The second hypothesis stated that major

factors leading to job satisfaction in this study will

not be any different from those contributing to job

satisfaction in the Johnson study. No significant

differenee was found between the two sets of factors when

tested by Chi-square; therefore, the hypothesis was

retained.

When causes of dissatisfaction of teachers in Dacca,,

East Pakistan were compared with sources of diesatisfee-

tion of teachers in Georgia in the United States, it was

found that they were very similar. Out of the four

. igheit ranking dissatisfaction factors, three were sou

to both groups. Thea* were policy and Administration,

Working Conditions, and Statue. The third hypothesis

stated that major factors ]a ading to job dissatisfaction

of teachers in this study would not be any different

from those accounting for dissatisfaction of teachers in
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the Johnson study. This hypothesis was tested by use of
Ch i ..squsre. No significant difference was found between
tb. two sets of factors and the hypothesis was retained.

The findings of this study lead to certain conclusion.
ut	ti c1	tHf"action of secondary school

tc .'c.cr i. thc c.1'o	They are based on an

analysis of information obtained from subjects who partici-.

ated in the study and include the following propositions.

1. Teachers in both Dacca and the United states

have certain basic needs and desires * ich must be Al-

filled before they can be happy and satisfied in their
jobs.

2. Satisfaction of teachers in both Dacca and the

United States is influenced by a number of factors; the

most important aspect is Achievement. A. indicated by

responses to positive etatenta, teachers gain bappirss

and pleasure when they are allow*d the freedom to use

their initiative and ability in aolying school problems

and when they feel they are accomplishing their objectives.
It is suggestive that self'ectusiisation is an important
need which, when fulfilled, creates satisfaction.

3, Interpersonal Relations appeared as the second

:ost important source of satisfaction in Dacca as well as

.

D
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in the United States; however, it was also a strong

dlsaatisfier, being third on the list in the United
tates. This evidence point, to the importance of

congruent and compatible relationships among coworkers
s a way of creating satisfaction and preventing diseatis..

faction.

4. Teachers in Dacca find satisfaction from Job
curity because they look upon teaching as being

:rmanent and secw. • They apparently do not feel

threatened, nor do they feel in danger of being dismissed.
5. Recognition was a source of satisfaction to

teachers in Dacca and in the United States, It supports
the belief that people want to be recognised for their
N'orta and accomplishments in solving problem.,

. For teachers in the United States, Policy and
Aiinistration was an important source of satisfaction.
It was also the greatest cause of dissatisfaction. In

Dacca, it ranked low as a satisfier but high as a dia-
utistier. It is suggestive, neverthelss, that teaci era
from both Dacca and the United States place great value
in working where the policies and practices of administr_
tion are fair and democratic and ithers the administrator

is able to maintain a productive climate. It also
suggests that they become dissatisfied when opposite
conditions occur,
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7. Supervision was a weak source of both seti.-

ftction and dissatisfaction in Dacca; however, it was a

trong dissstisfi.r of teachers in the United States,

indicating that incompetency and lack of empathy on the

Part of supervisors about local problems and situations

rue unhappiness and concern in the United States.
. Salary was a relatively unimportant source of

atiafaction but the strongest of all the factors of

cissetisfaction to tead'isrs in Paces. The great amount

or concern about salary, as indicated by responses to

It on the Dissatisfaction inventory, suggests that there

is no aspect of the teacher's life which causes as much

unhappiness and displeasure as the low and inadequate

ir1Q5 (they feel) they are paid.

9. Working Conditions contributed nothing to

satisfaction but was a strong die satisfi.r in both Dacca

and the United States. Teachers indicated that lack of

materials, equipment, and facilities for teaching, long
.

working hours, and classrom interruptions were the

primary sources of dissatisfaction in relation to Work-

ing Conditions.

10. Statue had a great effect on teacher dies . -.

faction in both Dacca and the United State., suggesting

that teachers generally feel they are not accepted as

professional people nor given equal benefits.

S

Dhaka University Institutional Repository



205

11. Even though the difference between factors of

	

:n d	1isfaction of teachers in flacca

:re trt	ro	riticant difference was determined,

when factors were ranked according to the number of

responses, those contributing to satisfaction were

sufficiently different from those leading to dissatisfac-

tion that it strongly suggests a possibility of satis-.

f..ction resulting from situations and circumstances in

which there is an opportunity for self-actualisation:

where individuals can be productive and be recognised

for competency in an atmosphere of harmony and consonance.

And that dissatisfaction is caused by low and inadequate

salaries, long hours, poor teaching materials, equipment,

d facilities, when organization and management of the

:chool is incompetent and when policies ones established

are not followed consistently,

12. Factors of teacher dissatisfaction are similar

in both Dacca and America with the exception of salon

which was of great concern to teachers in Dacca but not
vrry important in the United States. It is suggestive

that because of the nature of the culture in which the

individual lives, needs and desires may be attainable i

one society when not attainable in another. This would

account for the difference in importance of salary. In
the United States teachers usually are able to secure a
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salary sufficient to furnish basic needs and are, there-.
., ro t not so concerned about nonitary rewards as teacher.

in Dacca where salaries are still lciv and many basic needs

are yet unfulfilled.

139 A greater number of teachers in !)aecs than in

the United States responded to negative statements

describing situations and circumstances which could lead

to dissatisfaction. Thismay be due to a greater degree

if general dissatisfaction among teachers in Dacca with

the teaching profession than is apparent in the United

States. Teachers in this culture may resort to teaiing

because no other recourse is available to them; whereas,

in the United States, they may select it because they
: rt to b t1-r'.

coriiejidati ons

The preceding conclusions imply some specific

courses of action, many of which are directly concerned

with administration in the schools; others are Involved

with the total aspect of educational planning. The

following recommendations are based on an evalwtion of

	

the results of the study.	 .

	

1. Infor'tion fr 	 be . .scd on

to the East Pakistan Planning Commission for their consi-

ration in general education development.
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2. Infor*ation should be made available to the

Director of Public Instruction and his associates in

order that attention can be given to eliminating specific

problem areas causing dieaatiefact.on and wmandi ng
conditions leading to satisfaction.

3. School systems should conduct research to obtain

information about causes and effects of Job satisfaction

and dissatisfaction; they should also utilise information

from other educational interprisee in the area of teacher
satisfaction.

4. Teachers should be riven representation in

Policy-"king groups, especially where decisions are
made affecting their welfare.

. Considering teachers' concern about the policies

and practices engaged in by superiors, school admin.tstra.
tore and supervisors should evaluate the methods and
techniques they use in dealing with subordinates.

69 Administrators must establish and maintain n.

productive, administrative climate based on princli' es
•;i Cer:ccratjc Jeib	rather than on autocratic

7. Administrators should lead the way toward

better teacher understanding about school administra-
tive and supervisory prohln. They should keep tec1ers
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Informed about regulations and policies governing certain
aspects of school life. If informed, teacher, would be
isis likely to criticise the administration or be
dissatisfied when negative situations occur.

. General educational goals should be familiar to
both teachers and administrators and each individual
should understand his role in attaining this, educational

ob 1e ctis.

9. Administrators and school officials should
establish some system of nexaonitary incentives. Some
teachers must be motivated by external means to put
forth optiane effort in teaching; t}refore, they should
he constantly encouraged and reminded of educational
goals; they should also be kept informed about progress
made toward goals.

10 9 Because it has been shown that teachers
generally are interested in self taprovoment and achieve-
mint of individual goals, the school system shoulc
provide some opportunities for self fulfilimint,

ii. Teachers should be encouraged to improve
eaching ability and be even freedom to work

new programs and experiment with new and different
teaching method;,

12, Jobs should be reconstructed to allow for
maxima use of creative ebiiti,; and tslents.
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13. Supervisors and administrators should promote

good relationships among the administrative staff,

teachers, students and community members. They should

assist in resolving problems, arbitrate differences by

democratic means, and diminish jealousy and rivalry among

teachers by being fair and equitable in their dealings
with all teachers.

34. Teachers should be recognised for the efforts
they exert and for accomplishments they attain, regard-.

less of the specific situation. Achievament in some

programs such as sports is more readily recognised and
rewarded than consistent everyday application of efforts
t the total learning situation.

15. All edtEstional personnel must work coopers-.
t. vely together in securing more adequste salaries,
improving working conditions in the school, and raising

the status of teachers in the community. Teachers must

keep in mind or be informed if they do not understand,

that a raise in salary usually comes as a result of
d1tiona1 training or by accepting some new reapon-

s i i ijties for work to be performed. To some extort,

teachers must bevdllLag to accept additional respor-

sibiliti., and perhaps work longer hours for increased

reward. Improved working conditions bring added respon-
sibility for care and maintenance of new facilities and
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•quint. And last, greater status in the eoiunity is

u rivally earned by individual effort rather than by being

btowed upon groups. Teachers must be willing to put

forth effort to earn increased statusand respect.

In conclusion, it sasna fairly certain that those

responsible for Improving the educational system in the

country must give sore consideration to the teacher end

the conditions under which he performs his work. If

teachers are dissatisfied with their lobs, they will

usually be unproductive in their teaching; consequently,
education will not be able to fulfill its obligation to
society and to the nation. If teachers are satisfied

and happy in their work they will likely be productive;

the quality of education in East Pakistan would be

rissd and social and economic goals would be nor.
readily obtainable.

0
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APPENDIX A

RIOINAL 5ThMEWI$ FROM WHICH INVENTORY
ITE3 WERE SELECTED

Pastors affecting job-satisfaction and job.diesstis..
ction and statements designed to teat the degree to

C t.(' C: iit	:

Achi!venent

1.	a. I felt successful In teaching the sae class
and subject year after year.

b I did not feel successful when I tauht the
same class and subject year after year.

2.p,. I generally accomplished my work with vigor,
enthusiasm and pleasure.

I generally did not accomplish my work with
vigor, enthusiasm and pleasure.

3. a. I felt that teaching had given me a greater
opportunity for self-realiution than any other
job I could have secured.

b. I felt that teaching had not given no as great
an opportunity for self-realisation as se
other job I might have secured,

4. *. I felt that I was improving my teaching abi1it
and that this would be rewarded in due time.

r. I felt that I was not improving my teaching
ability and evert If I hae I would rt L.vc	'en
rewarded for it.

5,	at I felt I had accuraj1i1-eu	tIn	.n
successfully completed an assignment.

b. I did not feel that I had accomplished any-
thing even though 1 completed all assignments.

D
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6.	a. I was allowed to initiate some new ideas and
practices in my school.

U. I was never allowed to try any new ideas in my
school*

t.	a. Promotions were given to teachers on the basis
of length of service with the system.

b. Promotions were not given to teachers on the
basis of length of service with the system.

20	a. I felt I had a good future with the system.

b. I did not feel that I had a good future with
the system.

30	a. I believe that I would have been considered for
a more desirable position had an opening
occurred for which I was qualified.

b. I do not believe I would have been considered for
a more desirable position even if an opening had
occurred for which I was qualified.

a. I felt that there were enough chances for me to
advance professionally within the school system.

b. I felt that there were not enough chances for
me to advance professionally within the school
system.

5. a. I felt that teachers were never demoted without
some justification..

. I felt that teachers were often demoted without
any justification.

6. a. I always received an advancement in status an/
or salary if 1 expected it.

b. I failed to receive the advancement in status
md/or s1ary 1 excted.
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IntgesenaJ. Relations

1,	. Changes in teaching assignments were made with
consideration for the employees' welfare and
wishes.

b. Changes in teaching assignments were frequently
made with no consideration for the employees'
wishes and welfare.

2. a • Teachers in the school worked well together.

k. Teachers in the school did not work well together.

3. . The supervisors in my school are willing to
listen to suggestions.

. The supervisors in my school are usually not
willing to listen to suggestions.

4. a.' I received a great deal of help from my
supervisor.

b. I did not receive any constructive help from
my supervisor.

5. a. My supervisor supported me when problems arose.

b. My supervisor did not support me when I was
confronted with problem..

6. a. I felt that I was part of the regular school
group.

b. I felt that I was isolated from the main group
of teachers.

Job 22eu4jj
1. a. Satisfactory perfornce -rsu1ted in continued

employment.

b. Satisfactory1,erformance on my part did not
result in continued .employment.

2. a. The schoolsystem provided more teacher benefits
than most school systems in the area.
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be ?4y school system did not provide as many teacher

benefits as most other systems did.

30	a, I always felt secure in my teaching position.

be I rarely felt secure in my teaching position.

4.	a. I felt that, regardless of many problems which
might arise, my job would not likely be endangered,

• I often worried about loosing my job when problems
would arise,

a. There was a future in the schOol system for any-
one who wanted to work and learn

i. I felt there was no future in the school system
even though I was willing to work and learn.

6.	a.. I felt that teaching was a relatively secure
type of work in which to be engaged.

be I felt that teaching was an insecure type of work
in which to be engaged.

1.4	a. I was able to live in a community which offered
desirable cultural activities for the entire
family.

b, The community I had to live in did not offer any
desirable cultural activities for my family.

2. a. I was generally satisfied with the education]
opportunities available for my own children.

. I was dissatisfied with the educational oppor-
tunities that were available to my own children.

3. a. I usually had an opportunity to participate in
community activities outside the school.

be I was allowed no opportunity to participate in
carrnunitv activities outside the school,

D
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a. My family's needs can usually be satisfied from

what I earn teaching.

b It is difficult to secure the things my family
needs from what I earn teaching.

as My position allowed my family members to have
desirable social contacts.

I y position did not allow my family to have any
: esjrab1, social contacts.

a. y position as a teacher eliminated many family
problems.

b. "any family problems arose because of my
position as a teacher.

1QUCY anti Adminiatratioi

11	a. Teachers were involved in formulating school
policy.

b Teehere were seldom involved in formulating
school policy.

2.	a. The school system dealt openly and fairly with
its teachers.

b. The school system did not seem to deal openly
and fairly with its teachers.

3. a. Even though a policy was set in the school, it
was possible to deviate from it on sjecific
occasions.

D
b. Once a school policy wits SOt in t1e school, It

we never possible to deviate from it even
though there were specific occasions when an
cute need arose.

4. 5. Administrative decisions and policies were
quickly and accurately transmitted and inter-
preted to the teaching staff.

b. Administrative decisions and policies were
neither quickly nor accurately transmitted and
interpreted to the teaching staff.

5.
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5.	a. Administrative work was well organized and

carried out effectively.

U. Administrative work was poorly organised and
ineffectively executed.

ô.	a. There were many administrative policies which
were beneficial and helpful to the teachers.

b. There were many administrative policies thich
were harmful and detrimental to the teachers.

Possibility for Growth

1 •	a. The school system provided opportunities to
learn new teaching techniques.

b • The school system provided no opportunities to
learn new teaching techniques.

2. a* in-service courses were offered by the school
iystem for the purpose of professional develop-
erLt.

b. in-service courses for the purpose of profess-
ional development were never offered by the
school system.

3. a. Professional activities and conferences were
encouraged by the administration.

b. Professional activities and conferences were
not encouraged by the administration.

4. a. Opportunities were available in the system for
as to grow professionally,

b. pportunities were not available in the system
for me to grow professionally.

5. rl.	, ime was *11uc 'or r. essirl	iz
improvement.

h There was never any time allowea for professional
study and improvement.

. ieaching is a good profession to be in if one
wants to develop skills and prepare for advance-
ment.
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b. Teaching is restricting to those who want to

develop skills and receive PevPreeert.

ççornition

14	a. My supervisor gave - credit when I did a good
job.

be Y. supervisor did not give	credit when I
did a good job.

2,	at Students appreciated most of the things teachers
did for then.

Students did not appreciate the things teachers
did for than.

3.	a. The administration usually gave recognition to
teachers for individual contributions.

b. The ackixUstrstion did not give any recognition
to teacher's for individual contributions.

a. Teachers are generally recognised for successful
and competent work0

b. Teachers are very seldom recognised for
successful and competent work.

a. Punishment is never given for inadequate and
careless work.

b. Punishnent to unz1l.v f7iver f'er nde'ipte Pre
careless work.

6.	a. Credit is given to t.ncer wI;en they dev it

h. The supervisor always taken credit for any
accorUfhents in the school..

Reetionsib iii t v

1.	a. Teachers had an opportunity to suggest needed
improvement, in the school progria.

h,

b. Teachers did not have an opportunity to suggest
needed tnprnvents in the school irorra,
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2. a. Teachers were allowed to help select rsaow'c•
materials.

L. Teachers were never or seldom allowed to help
select resource materials

3. a. I had enough freedom for tasking decisions which
affected my classroom.

U. I did not have enough freedom for making decisions
which affected my classroom.

a. I was allowed to work without much supervision.

b. I was never allowed to work without close super-
vision.

5. a. 1 was frequently given the responsibility of
supervising other people.

b. I was never given the opportunity to supervise
other people.

6. a. I was sometimes given new and additional
responsibilities.

b. I was never given any new responsibilities.

1.	a. My salary was satisfactory when compared with
other teachers' salaries in the same area.

b. My lalary was not satisfactory when compared
with other teachers' salaries in the same area,

2 •	a. y salary was comparable to what I could earn in
Mother area of work,

y salary was not	to wlial, I could cr:
in another area of work.

3.	a. My salary was adequate for me to prticiate in
cultural enjoyments frequently.

b. My salary was not adequate for me to participate
in cultural enjoyments frequently.

n
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4. a. I received an increase in salary even though I

did not expect it.

b. I did not receive an increase in salary even
though I expected it.

5. a. )y salary is adequate to supply most family needs.

b. Ty salary is not adequate to supply basic family
needs.

6. a. I feel that teachers are well paid considering
the amount of work they d.

:. I feel that teachers are poorly paid when the
amount of work they do 1s considered.

i •	a. Teachers were respected as a professional group
by the citizens of the community.

b • Teachers were not respected as a professional
group by the citizens of the community.

2. a. The general public looked upon teaching as a
profession.

b. The general public did not look upon teaching
as a profession.

3. a. I felt that my position in the comeunity allowed
we to live as Iwished.

b. I did not feel that my position in the couxiity
allowed me to live as I wished.

49	a. Teachers were accepted as co-workers by high
administrative officials.

b. Teachers were not accepted as co-workers b
high administrative officials,

. !y position as a teacher allowed me some
j; rivilegea (office., secretary, transportation)
I could not have obtained otherwise.
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b. I did not have any privileges as a teacher
that I could not have obtained in another
profession.

6.	a. Teachers in my community are looked upon as
important people

b. Teachers in my community are not considered to
be "y more in.'ortent thrn ord1mrr workers

•UjerVi zion

1. a. My principal knew how to help me when I needed
help.

My principal did not know how to help me when I
needed help,

2. a. Any teacher whose work was unsatisfactory was
told why and given an opportunity to correct it.

b. Teachers whose work was unsatisfactory were never
told why and were not given an opportunity to
correct it.

3. a. My principal supported me in my decisions.

b. 14y principal did not support me in my decisions.

4,.	a. Teachers were always informed of the results of
the supervisor's visit.

b. Teachers were never informed of the results of
the uperv1sor' visit.

8. The sijerviio.' w a s fair ano showed. n Thvoitir
to individuals.

I. The supervisor was unfair and showed favoritism
to some teachers.

6.	a. The supervisor in my school knew bow to delegate
work in a manner which pleased most teachers.

b. The supervisor in my school tried to do every-
thing himself.

0

.
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rk Itself

I.	i. I could recommend teaching as a good career to
others.

b. I could not recommend teaching as a good career
to others.

2. a. Teaching assignments in my school were suited to
the interests and abilities of the individual
teacher.

L. Teething assignments in my school were not suited
to the interests and abilities of the individual
teacher.

3. a. The course of study in the system placed enough
emphasis on content and fundamentals.

b. The course of study in the system did not plate
enough eaplaeis on content ad fundamentals.

4. *. I felt that teaching was a challen4ng profession.

b. I felt that teaching was not a very challenging
profession.

5. a. Teaching affords an opportunity to be creative.

b. Teaching is so routine it is often boring.

6. a. Teaching is an easy job.

b. Teaching requires so much time and effort that
I have sm. etirei thourtht of chn . r,-jriC jots.

'orkin& conitions

11	a. Classroom interruptions were at a minimum in the
school.

b. Classroom interruptions were so frequent it w,ir
difficult to complete assignments.

2.	a. I was satisfied with my working hours
h. I was not satisfied with my working hours.
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3.	a. I was provided with equipment and materials

necessary to carry out quality instruction.

. Z was not provided with enough materials and
equipment to carry out quality instructions,

4,.	a. The housekeeping in the school was good.

b. The housekeeping in the school was not good.

5.	iuildings and facilities were adequate for most
chool activities.

U. iuildinge and facilities were poor and entirely
inadequate.

a. Good physical and social surrounding made
teaching in my school more pleasant.

b. Poor phyeital and social surroundings made
teaching unpiesnt and dir.egmeable.
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APPENDIX B

JOP.$ATIS?ACI0N INVENTORY

Instructions: Please till in the blanks or check the
appropriate spaces as required to answer
the questions.

11	Name of school where you now teach?_______________

2. Your age in Tears?
Under 20
20 to 35
36 to $0______
Over 50

3. Sex? Male______ Female______

4. Years of teaching experience?
Two years or less______
Three to ten years_____
More than tan years____

I M4477
The following inventory consists of two sets of 56

items each. The first set relates to situations which may
have contributed to job-satisfaction some time during your
teaching experience. The second set refers to situations
that may have created dissatisfaction. Some may not apply
to you so do not feel that you must check each item.

Remember that there are no right or wrong answers.
Only your feelings about each statement are wanted. Do not
sign your name to the Inventory Sheets.
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ETh

As you read the statements in this pet, think of
days when you have felt extremely well satisfied to be
a teacher. If any situations similar to these apply to
you and have helped you to feel satisfied with teaching,
indicate the strength of your feelings by circling one
of the spaces to the right.

or examples Read the sample statement below.
1. Teachers generally had an	(CC) Cs "AA

opportunity to discuss
problems with the supervisor.

If you did have an opportunity to discuss problems
with your supervisor, decide if this helped to make you
feel satisfied with Leaching. It you decide that it did,
and if it contributed greatly to your satisfaction, circle
the letters CO (Contributed Greatly) as is shown in the
exLlnple above. If it contributed only to a email decree
then circle the letters CS (Contributed Scmeñ'at). If
it did not contribute in anyway to your feelings of
atiafaction, circle the letters CNAA (Contributed Not At

All). If you did not have an opportunity to discuss
problems with your supervisor, do not circle any letters,
just go on to the next item,
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P15A iI SYACIUf4 INYNTQRT

bead each statement carefully and as you read, try
to think of some days when you have felt very dissatis-
fied with teaching. If any situations similar to the ones
below apply to you and. have helped you to feel dissatis-
fied with teaching, indicate the strength of your feelings
by checking one of the spaces to the right.

'or example: Read the sample statement below:

1. Teachers did not have an	(CO) CS CNAA
opportunity to discuss problems
with their supervisor.

I you did not have an opportunity to discuss problems
'ur supervisor * decide if this helped you to feel

dissatisfied with teaching. If it did make you dissatis-
fied and if it contributed greatly to your dissatisfaction,
circle the letters CO (Contributed Greatly) as shown in
the example above, If it contributed only slightly or
somewhat to your dissatisfaction, circle the letters C3
(Contributed Somewhat), If it did not contribute in any
way or had no bearing on your dissatisfaction, check the
letters CNQ& (Contributed Not At All), If you did not
hay, an opportunity to discuss problems with your super-
visor do not circle any letters, Just go on to the next
item*

Dhaka University Institutional Repository



236

APPEDU C

jeT!	T;nT!TI:Y

fl T:)J4
J4:tr'S nesse till in the blanks or cheek the

appropriate spaces as required to answer
the questions.

None of school where you now teach?________________

2. Yrur age in Tears?
Under 20
20 to
36 to 50.
Over 50

3. Sex? Ps.je___ em*l.______

4 •	Years of teaching experience?
Two years or less______
Three to ten years -
More than tan year&I

IM *4117F ifl!. w

The following inventory consists of two sets of 56
Items each, The first eat relates to situations ihich may
have contributed to job-satisfaction same time during your
teaching experience, The second set refers to situations
tat may have created dissatisfaction. Sam May not apply
to you so do not teal that you must check each Item.

Remember that there are no right or wrong answers,
nly your feelings about each statement are wanted, Do not
gn your name to the Inventory Th.ets4
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.s you red the sttcrrent in this set, think of cy
when you have felt extremely well satisfied to be a teacher,
If any situations similar to these apply toyou and have
helped you to feel satisfied with teaching, indicate the
strength of your feelings by circling one of the choices to
the right.

For example: Read the sample statsint below.

1. Teachers generally had an	(co) Cs CtAA
opportunity to discuss problems
with the supervisor.

If you did have an opportunity to discuss problems
idth your supervisor, decide if this helped to make you feel
satisfied with teachfng. If you decide that it did, and
if it contributed greatly to your satisfaction, circle the
letters CC (Contributed Greatly) as is shown in the example
above. If it contributed only to a small degree then circle
the letters CS (Contributed Somewhat) as is shown in the
example below:

CO (Cs) CNAA1. Teachers generally had an
opportunity to discuss problems
with the supervisor.

It it did not contribute in any wey to your feelings
of satisfaction, circle the letters ONAA (Contributed not
at all), as is shown in the example below:

1. Teachers generally had an	CO CS (CNAA)
opportunity to discuss problem
with the supervisor.

If you did not have an opportunity to discuss problems
with your supervisor, do not circle any letters, just go on
to the next item, leaving all three choices unmarked as is
shown, in the example below:

1. Teachers generally had an	CG	CS CNU
opportunity to discuss problems
itTh tiievpervisor.
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1. I generally accomplished my work with CO CS CNAA
vigor, enthusiasm and pleasure.

2. I felt I had a good future with the	CO CS CNAA
system.

3. Changes in teaching assignment. were CO CS CNAA
made with consideration for the
employee's wishes and welfare.

4. Satisfactory performance resulted	CG CS CNAA
in continued employment.

5. I was able to live in a community	GO C$ C1AA
which offered desirable cultural
activities forth. entire family.

6. Teachers were involved in formula-'	CO CS CWAA
ting school policy.

7. The school system provided	CO CS CWA.A
opportunities to learn new teaching
techniques.

Students appreciated most of the	CO CS CWAA
things teachers did for them.

9. Teachers had an opportunity to	CO CS CNAA
suggest needed improvements in the
school program.

10. My salary was satisfactory when	CO CS CNLJ
compared with other teachers'
salaries in the same area.

II. Teachers were respected as a	CO CS CNAA
professional group by the citisene
of the community.

12. My principal knew hew to help me	CO CS CNAA
when I needed help.

13. I could recommend teaching as a	CG CS CNAA
c3rer to others.
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14. Classroom interruptions were at a
minimum in the school*

i. 11 felt that teaching had given me a
jreater opportunity for eelf-reali"

tion than any other job I could
have secured.

.L believe that I would have been
considered for a more desirable
osition had an opening occurred
or which I was qualified.

eachers in the school worked well
together.

I always felt secure in my teaching
position.

I was generail	ti$fied with the
educational opportunities avail-

1e for my own children.

school system dealt openly arA
fairly with its teachers.

21 • In-service courses were offered
by the school system for the
purpose of professional development.

22. The administration usually gave
recognition to teachers for
individual contributions.

23 • Teachers were allowed to help
select resource materials,

•.	:y salary was comparable to what 1
could earn in another area of work.

2. The general public looked upon
teaching as a profession.

26. Any teacher whose work was unsatis-
Ictory was told why and given an
OOrt1AtV	:rct

239

G CS CNAA

4.

lj.

1.

19.

CC CS CNAA

CG CS CNAA

CO CS CNAA

CO CS CNAA

CO CS CNAA

co CS CNAA

CO 03 CNAA

CO CS CN*A

.	=

CG GS GIAE

CO CS CNAA

CO CS CNM

LI
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34'

36.
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Teaching assignments in my school	CO CS CNAA
were suited to the interests and
abilities of the individual teacher.

I was satisfied with my working hours. CO CS CNAA

1 felt that I was improving my	CC CS C!(AA
teaching ability and that this
would be rewarded in due time.

I felt that there were enough chance CG CS CNAA
for as to advance professionally
within the school system.

.1 received a great deal of help	CO CS CNAA
from my supervisor.

felt that, regardless of many	CO CS CNA.A
problems which sight aria., my job
would not likely be endangered.

I usually had an opportunity to	CO CS CNAA
participate in community activities
outside the school*

Administrative decisions and policies CO CS CWAA
were quickly and accurately trans-
mitted and interpreted to the
teaching start.

Opportunities were available in the	CC CS CNAIt
system for me to grow professionally.

Teachers are generally recognised	CO CS C!AA
for successful and competent work.

I had enough freedom for making	CO CS CWAA
decisions iEiith affected my classroom.

My salary is adequate to supply most CO CS CWAA
family needs.

I felt that my position in the	CO CS CWAA
community allowed me to live as I
wiehe d.

Teachers were always informed of the CO CS CNAA
results of the supervisor's visit,
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41. The course at study in the system
placed enough emphasis on content
-md fundamentals.

L.2. 1 was provided with equipnimt and
materials necessary to carry out
quality instruction.

I • I was allowed to initiate some new
ideas and practices in my school.

44, I always received an advancement in
statue end/or salary if X expected
it.

45. I felt that I was pert of the
regular school group.

46. There was a future in the school
system for anyne who wanted to
work and learn.

47. My family's useft can usually be
satisfied from what I sun teaching.

4. There were many administrative
policies which were beneficial and
helpful to the teachers.

49, Time was allowed for professional
study and improvement

50. Credit is given to teachers when
they deserv, it.

51. I was sometimes given new and
additional responsibilities.

52. I feel that teachers are well paid
considering the amount of work
they do.

53. My position as a teacher allowed
me some privileges (office,
'cretnrv, trnrortt ion) I could
iD1

241
CO CS CNAA

CG CS C!AA

CO Cs CNAA

co Cs GNU

CC CS CNU

CO CS CNAA

CO Cs CNAA

co Cs CMA

CO Cs CNAA

CO Cs CNAA

co Cs CNAX

CO CS CNAA

CO CS CNU
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CO CS CNAA51,0

j

I..

S

The aujiervisor was fair and showed
eo favoritism to individuals.

I felt that teaching was *
challenging profession.

?uildings and facilities were
adequate for most school activities.

CO CS CNAA

CO CS CNAA

n
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ead each statement carefully and as you read, try
t. tink of days when you have felt very dissatisfied with
t.eiching. If any situations similar to the ones listed
below apply to you and have helped you to feel dissatisfied
;ith teaching, indicate the strength of your feelings by
circling one of the choices to the right.

r example: Read the sample statement below:

1. Teachers did not have an	(CO) CS CIIAA
opportunity to discuss
problems with their supervisor.

If you did not have an opportunity to discuss
with your supervisor, decide if this helped to

make you feel dissatisfied with teaching. If you decide
that it did, and if it contributed greatly to your diseatia.
Thction, circle the letters CO (Contributed Oreatly) as is
M-own in the example above. If it contributed only to a
small degree then circle the letters CS (Contributed Same-

at) as is shown in the example below:

1. Teachers did not have an	CO (CS) CVA
opportunity to discuss
problems with their miperviaor.

If it did not contribute in any way to yew' feelings
of dissatisfaction, circle the letters CNAA (Contributed
Not At All), as is shown in the example below:

1. Teachers did not have an	M C (!A)
opportunity to discuss
rroblems with their supervisor.

U you did not have an opportunity to discuss
.robleae with your supervisor, do not circle any litters,
st go on to the next item, leaving all three choices

uuiarked as is shown in the .x*mple below:

1. Teachers did not have an	CO CS CNAA
opportunity to discussOiT w5 ti
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,jjpeatafaction Iwentorv Itsma

1. I generally did not accomplish
my work with vigor, enthusiasm and
pleasure.

2. 1 did not feel that I had a good
future with the system.

3. Changes in teaching assignments
rere frequently mad* with no
consideration for the employees'
Ashes and welfare.

b.	:atisfactory performance on my
part did not result in continued
employment.

50	The community I had to live in did
not offer any àesirable cultural
activities for my family.

•	Teachers were seldom involved in
formulating policies for the school.

7.	The school system provided no
opportunity to learn new teaching
techniques.

Students did not appreciate the
things teachers did for them.

9. Teachers did not have an oppor-
tunity to suggest needed improve-
rents in the school program.

10. iy salary was not satisfactory when
compared with other teachers'
salaries in the same area.

11. Teachers were not respected as a
professional group by the citisens
of the community.

12. My principal did not know how to
help me when I needed help.

CO CS CNAA

CC CS CNAA

CO CS CNAA

CO CS CNAA

CC CS CMAA

CO CS CNAA

CO CS CNAA

CO CS ONAA

CC CS CNAA

C	Ci;h

CO CS CNAA

CO CS GNAA

.	 13. I could not recommend teaching as	CO CS CNAA
a good career to others.
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14. Classroom interruptions were so
frequent it was difficult to
complete assignments.

1 5, I felt that teaching had not given
me as great an opportunity for self.
realization as some other job I
might have secured.

16. I do not believe I would have been
considered for a more desirable
position even it an opening had
occurred for which I was qualified.

17. echers in the school did not work
well, together.

I E .	I rrE.i.y felt secure in my teaching
position.

19. I was dissatisfied with the
educational opportunities that were
available to my own children.

2.c. The school system did not seem to
deal openly and fairly with its
teachers.

21. In-service courses for the purpose
of professional development were
never offered by the school system.

22. The administration did not give any
recognition to teachers for indivi-
dual contributions.

Teachers were never or seldom
allowed to help select resource
materials.

24.	;y lary was not comparable to
what I could earn in another area
of work.

CO CS CNAA

CO CS CAA

CG CS CNAA

CO CS CMAA

CO CS CNAA

CO CS CN.AA

CO CS CNAA

CG CS CNAA

CO CS CAA

co Cs CNA

CO Cs CNAJL

ri

25	The general public did not look upon CO CS CNAA
teaching as a profession.

I
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26. Teachers whose work was unsatis-
	

CC Cs CNAA
factory were never told why and were
not given an opportunity to correct it.

27. Teaching assignments in my school
	

CO CS CNAA
were not suited to the interests and
abilities of the individual teachers.

2.. I Was not satisfied with my working
	

co Cs CNAA
hours.

Rk

I-

• I felt that I was not improving my
teaching ability and even it I had I
would not have been rewarded for it.

30. I felt that thai'e were not enough
chances for me to advance profess-
ionally within the school system.

31. I did not receive any constructive
help from my supervisor.

32. I often worried about losing my
job when problems would aria..

33. 1 was allowed no opportunity to
participate in community activities
outside the school.

34. Administrative decisions and
policies were neither quickly nor
accurately transmitted and
interpreted to the teaching staff.

35. T)pportunitiea were not available in
the system for me to grow profession-
ally.

36. Teachers are very seldom recognized
for successful and competent work.

37. I did not have enough freedom for
making decisions which affected my
classroom.

3. My salary is not adequate to supply
basic family needs.

CO CS CNAA

CO CS CNLA

CO CS CNAA

CO CS CNAA

CO CS CNAA

CO OS CNAA

Cc:

CG Cs CNAA

CO CS CNAA

CO CS CNAA

I
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CG C CNAA39. I did not feel that my position in

the community allowed me to live as
I wished.

40. Teachers were never informed of the
results of the supervisor's visit.

41. The course of study in the system
old not place enough emphasis on
content and fundamentals.

4.2. 1 was not provided with enough
materials and equipment to carry
out quality instructions.

43 • I was never allowed to try any new
ideas in my school.

44. I failed to receive the advancement
in status and/or salary I expected.

45. 1 felt that Iwas isolated from
the main group of teachers.

4b. I felt there was no future in the
school system even though I was
willing to work and learn.

47. It is difficult to secure the things
my family needs from what I earn
teaching.

4. There were many administrative
policies which were harmful and
detrimental to the teachers.

49. There was never any time allowed
for professional study and
improvement.

50. The supervisor a1wya takes credit
for any accomplishments in the
school.

51. I was never given any new
responsibilities.

CC CS CNAA

CC CS CNAI

CC CS CNAA

CC cs CNAA

CO CS CNAA

CO CS CNAA

CO CS CNA.A

CC CS CNAA

CG CS C$AA

CO CS CNAi

CG c CNAA

I
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52. 1 feel that teachers are poorly
paid when the amount of work they
do is considered.

53. 1 did not have any privileges as a
teacher that I could not have
obtained in another profession.

54. The sujervisor was unfair and
showed favoritism to some teachers.

55. I felt that teaching was not a
very challenging profession.

5. Buildings and facilities were
poor and entirely inadequate.

II

24

CO CS CNAA

CG CS CNAA

CO CS CNAA

CG CS CNAA

CO CS CNAA

n

S

I

Dhaka University Institutional Repository



APPNDXX D

CHI-SWARZ FORMULA UflLIZD TO DRTZFdaN3 5I(N1FICANCF

OF RPRESERTATIYE STAT?IRNT

2
fe

were

to w tht ebesry.d frequency

re - the expected frequency
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APPVDII $

520N flaT roiewt

(p +

where n is equal to the niber of paired observations

P is equal to 05

q is equal to .5
However, if n is equal to or greater than ten the mean and

standard deviation can first be calculated by the formula

Mpn

The value of * is then calculated by the formula

where I is equal to the observed frequency of plus or

minus signa l whichever is larger,

11
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APrE1IDIX 7

CRX.SQUARE FOR!IIULA UTILIZED IN TESTING

THE $EOND AND THIRD )tTPOSS

N( ADC -N/2)2
/t c	(A+B)(C+D)(A+C)(R+D)

where N total number of observations

A m number of factors selected by teachers in the

United States as contributing to either satin-

faction or dissatisfaction, depending upon the

test being carried out.

B - number of factors not selected as contributing

to either satisfaction or dissatisfaction by

teachers in the United States.

C number of factors selected as contributing to

either satisfaction or dissatisfaction !r

teachers in East Pakistan, depending upon v::.d

test was being executed.

D number of factors not selected as contributing

to either satisfaction or dissatisfaction by

teachers in East Pakistan,
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Names

Date of Birth:

Place of Birth:

Secondary
Education:

Olive Lemon Morrill

may $, 1916.

loke, Utah, U. S. A.

Roosevelt High School, Roosevelt, Utah,
U. S. A., 1931.1934

Degrees:	Bachelor or Science, Utah State
University Logan, Utah, U. S. A., 1955.

?aster of Science, Cornell University,
Ithaca, tew York, 1956.

Professional.
Organizations:

Junius Glenn Merrill,

Glenda Morrill Cutchen, Afton Morrill
. Eurt, and Carolyn Morrill.

Tecber, Ounnisom Valley High School,
Gunnison, Utah, Ti. S. A., 1946-52.

Education Specialist, Joint Iran-roint
IV Program,, Meshed,, Iran, 195233,

Private Teacher, Basel, Switzerland,
1953-54.

Elementary 'reacher, American Lependent
School, Teheran, Iran, 1955.56.

Extension Agent, New York State
Extension Service, Ithaca, New York,
1957-5&

Extension Agent, Hawaii State Extension
Service, Kaneohe, Hawaii, 195-60..

Assistant Professor, school of Home
Economics, Auburn tTrivrs.t , :uhr-
Alabama, 1960. 67.	 -

Delta kappa Gamma Society.
American Home Economic. Association.
Alabama Home Fconomics Association.
National Education Association.

Husband:
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