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ABSTRACT

Morrill, Olive lLemon., "The Determination of Faetors
Contributing to Job Satisfaction and Dissatisfaction
of Secondary School Teachers in Daceca City."
Unpublished Doctor of Education research study Ne. 1,
iI):m tu{;é;f Education and Research, University of

eeca, .

"‘Jor Advisor: Dr, Anis A, Cuidwai.

Statement of the FProblem

This study was a determination of rmm’ mnt.rl-

. buting to job satisfaction snd dissatisfaction of secondery
school teachers in Dacea, East Pakistan and a chini{hn
 of these factors with those identified in the United

States es contributing to job satisfaction and dissatise

- faction of teachers in that culture,

Purpose of the Study

After sn extensive review of available literature
was made, it wes determined that, because of the emphasis

+ placed on education and the role it plays in economie

development, a great many well trained and émbh teachers
will be needed in East Pakistan if universsl primary
sinaation 14 45 bs reilised in the near futwre,. Tt is
likely that people of superior ability will remain in or
be attracted to education and productivity will be

vii
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ineeased if those presently engesged in teaching are
satisfied with their jobs, The satisfaction of teachers
ies considered to be a ugjor concern of education in East
Pakistan; therefore, the purpose of this study was to
identify factors which are associated with job satisfac-
tion and dissatisfaction of secondary school teachers in
Dacca, East Pskisten and to compere these factors with
factors identified by Johnson as contributing to satis-
faetion uul dissatisfaction of teachers in the United
States, |

Method of the Study

Hersberg end Associates conducted 2 study of
industrial workers in the United States, identifying
fourteen motivational factors eontributing te job .uth-
faction and to job dissatisfsction, They were Achievement,
Advancement, Interpersonal Relations, Job Security,
Personal Life, Policy and Administration, Possibility of
, Orowth, Recognition, Responsibility, Salary, Status,
_Supervision, Work Itself, and Vorking Conditions, Johnsen
made a similar _ntudy using these same factors as a basis
fér his investigation and found that factors influenecing
- satisfaction and dissatisfaction of teachers corresponded

 elosely to those affecting the feelings of industrial
workers.,
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Gollection of Dsts

In order to determine what factors contribute to
satisfaction and to dissatisfaction of teachers in Dacea,
East Pakistan, an instrument was constructed for gathering
data, The seme format was utiliged in this study as was
employed by Johnson in his study of teachers in Cerogia,

H. 8. A, and the ssme fourteen predetermined motivational
factors formed the basis of an attitude inventory
instrument designed in two parts to collect information
sbout feelings of (1) satisfaction end (2) dissatisfoction,

The instrument was pre-tested at the University ‘ .
Laboratery School, Institute of Education and Research,
University of Dacea, Minor rwisiem were made and
permission to gather data in the schools was obtained from
the Director of Publie Instruction.

fource of Data

Based on Cechran's Small Sample Theory, a sample
of 120 teachers was obtained from a population of
" approximately 40O secondary school teachers who had
Baccalaureate degrees and who were teaching in the second-
anry schools in the eity of Daceca., A table of random num-
bers was used to select ten schools from a list of Dacca
eity schools. Only 117 teachers completed the inventory

ix
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but no effort was made to contact the three who did not
finish because no names were obtaimed at the time the test
was administered.

Analysis of Data —
After data were collected, & tabulation was made

yeilding total responses to esch stotement on the Satis-
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 a2 significent difference
existed, NMotivational factors contributing to satisfae- °
tion snd to dissatisfaction were then determined on the
basis of the signifiecance test, These fac¢tors 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 satisfeetion and dissatis-
faction of teathers in Deaceca were compared with those

" influencing satisfaction and dissatisfsction of teachers

in the United States and the Chi-square test was used to
determine significance, They were tested at .05 level of
confidence.



Dhaka University Institutional Repository

Findings

Major findings of the study were:

1, Ten of the fourteen predetermined motivational
factors contributed to satisfaction, Vhen ranked by total
number of responses to sets of mtuimt.u measuring each
factor, these were: Achievement, Interpersonal Relations,
Job Security, Recognition, Responsibility, Possibility ef
 Growth, Work Itself, Supervision, Advancement, and Policy

_and Administration. '

2, Thirteen of the fourteen factors were sources of -
dissatisfection., Ranked in the seme manner, thu; were:
Salary, Working Conditions, Status, Policy and Administra-
tion, Responsibility, Possibility of CGrowth, Recognition,
Personal lLife, Advancement, Work Itself, Job Security,
Supervision, and Achievement,
| 3. Vhen factors of satisfaction were compared with
those identified by Johnson of teachers in Georgis, they
were found to be very similar, Three out of the four
| huhm ranking factors were common to both groups of
teachers, these were: Achievement, Interpersenal
Relations, and Recognition. Six out of the highest eight
hﬁm were common to both groups, The other three
factors were Work Itself, Supervision, and ResSponsibility,



Dhaka University Institutional Repository

4« In comparing factors contributing to dissatis-
faction, it was found that two of the highest four
factors in each list were common to both groups; these
were Working Conditions, and Status, Salary was the only
other faetor out of the eight highest that was common to
both groups, showing that between teachers in the two
countries, the factors of dissatisfaction were less
gimilar than those contributing to satisfaction.

5. The factors comtributing to satisfaction of
teachers in Dacea were not significently different from
’ those leading to satisfaction of teachers in t&o ‘United
States, neither was there any significant difference
between the two countries in factors of dissatisfaction,

Conclusions

The primary conclusions were:

1., Teachers in both countries have basiec needs
and desires which must be fulfilled before they are happy :
~ in their work,
| 2, BSatisfection of teachers in both countries
~results from similer factors,
¢ 3. Dissatisfaction of teachers in both groups
. results from similer factors although more differences

were observable than with factors of satisfaction,

xii
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Le Generally speaking, teachers receive satisfaction
when there is sn opportunity for self actusliszation, when
they are recognized for efforts and accomplishments, when
relationships with colleagues are compatible and harmonious,
and when they feel secure in their jobs.

S5« Teachers become dissatisfied when salaries are
: 1n:urf1¢;cat to obtain basic needs, when faeilities and
egnﬂt:lt_fu of work sre poor and inadequate, when status . _
| hrlalu. M when administrative policies m'&utocutinllr
" made and inefficiently implemented,

i 6s 'The administrative climate in the school plays
&t mmm role in determining whether or not teachers
‘are satisfied or dissatisfied.
bt 7+ -Aspects of supervision were relatively unimpor-
tant. to teachers in Dacce but were strong dissatisfiers
in the United States.
| | 8+ A much higher proportion of teachers inm Dacea
e regsponded to negetive statements of dissatisfaction than
| . @61d teachers in the United States. It suggests that a
' greater number of teachers in Dacca teach; not because
they want to but because they have no alternative,
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Recommendations

The following recommendations were made!

1, Information from this study should be passed on
to the l!ht Pakistan Planning Commission for thelr cone
sideration in educational development.

2+ Information should be mede available to the
‘ Pirector of Public Instruction so that attention can be
'~ glven to problems of teacher satisfaction and dissatisfaé-
3. Teachers should be given representation in .
~ policy meking groups especially regarding matters .unurn-
ing them.

he Administrators of schools must establish and |
maintain a productive administrative climate in which
teachers can perform their work.

5. Teachers should be granted freedom to plan for
and earry out projects within their classrooms, :

6. Teachers should be familisrised with educationsl
goals and their role in the achievement of such.

7« Teachers should be recognised and rewarded for
efforts and accomplishments.,

&, A program of teacher improvement must be planned
and implemented to assist teachers in raising the quality
of their teaching. ;

xiv
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Qs Administrators and supervisors should work
cooperstively together to achieve better working conditions,
higher salaries, increased stotus and teacher represen-
tation in policy making groups.

10, Research should be cerried out to learn more
about the causes and effects of satisfaction and
~ dissatisfaction in work.

11, Informstion about satisfaction and mductivity
of mkm from other educational enterprises and from
industry should be applied to the total eduecational
“endeavour, :
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CHAPTER I
INTRODUCTION
The Problem

What factors contributing to job uturaeuu_u‘.md 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 te
teacher job satisfaction end to dissatisfaction?

The Purpose of the Study

The purpose of this study was to identify factors
which are esssociated with job satisfaction and dissatis-
faction of teachers and to test other related hypotheses
in the hope that through the research involved, information
could be obtained which would contribute to educational
progress in BEast Pakistan., MNore specifically, the study
was designed to: |

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

2, Identify factors which comtribute to job dissatis-
faction of secondary school teachers in the city of Daceca.
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3. Compare the findings of this study with the
findings of Johnson in his study of job satisfaction and
dissatisfaction of teachers in the 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 hporﬁnt. ones and merit
serious attention. Educators as well as professional
personnel u' other related fields generally agree that to '
improve the standard of living is one of the country's
greatest needs. There iz 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
has been affirmed and emphasised in a special report on
the Fskistan Commission on National Education 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 socisl
welfare by saying that "it is axiomatic that the educational
system of & country should meet the individusl snd collec-
tive needs of the people of that country... The sducational
system is the instrument a society uses to equip all its
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3
people to lead productive public lives and full persomal
lives." (55, pps 9-10.) Consequently, if the educational
system is to meet the individuel and collective needs of the
pecple of Pakistan it must be expanded and the quality of
education raised. A great many well-trained and qualified
teachers will be needed if this éxpansion is brought about.

An evaluation of the present educationel situation in
Bast Pakistsn reveals this need. According to the best -
figures available the population is currently around 70 3
million, Of this number, over 19 million are school age .
children between five and fourteen years. Projecting
present demographie figures, the population will rise to
“nearly 90 millien by the yesr 1975 at which time the
number of children (ages five to fourteen) will have :
increased to approximately 26 million. (86, pps 9, 36-37.)
In 1967, the most recent year for which school enrollment |
figures are available in Bast Pakistan, there were
5,532,654 students enrolled in classes one through ten,
(85, pe 11,) out of a total of 19,052,000 children who were
eligible for enrollment in those classes, or about 29 per
cent of the potential enrollment of school age children
were actuslly enrolled in the schools of East Pakistan.
This means that there were about 13.5 million children who
should have been but were not enrolled in school in 1967. °
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&

(85, pe 11; 86, pp. 9, 36~37.) The pro jected potential
enroliment of classes one through eight for 1975 is
estimated at 19,584,000, ' Assuming present enrollment
trends, this will be only about 33 per cent of those who
should be enrolled. (A7, pp. 17-18.)

If five years of universal primary education is to be
realiged by 1975, it will necessitate the handling of an
- additional 11.553.000 ehudm, To hndh this number
(nm 2 ratio of one to cnry Muty-ﬂﬂ pupils) an _
: ad;itm 50!_.130 teachers will be needed, The number of -
primary It.uels'crq needed by 1975»::14. therefore, be at
least fm times the number who were in service in 1965,
: 'E"nrn :lf & wide ratio of one teacher to each forty pupils
were mii.d. this would still mean that 313,820 new teachers
or a Mﬂ of 650,000 teachers would be needed by 1975,
(48, pp. 17-22,)

" Corresponding figures showing the projected mumber of
secondary school teachers needed by 1975 are also far in
_excess of those already in service. To maintain a ratic of
~ one teacher for every twenty-five pupils at 80 per cent
enr?il.nu or allowing for a 20 per cent dropout, 339,975
additional secondary school teachers would be required,
(48, 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 sufficlent number
of qualified teachers will be available in East Pakistan,
It is also evident that there are still many unanswered
questions relating to teachers and to the teeching
situation, One important question having a direct bearing
on the present problem is that of motivation. The degree
to which teachers find satisfaction in their work will
determine to a great extent the guality of teaching and
the length of time teachers remain in the educational %
profession as well as positive and negative taPilenses oa
prospective teachers. h'

Considering the need for greater numbers of well-
trained and qualified teachers in the educstional field,
progress 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 Pakistan it was anticipated that informetion from this
study may be utilized in meeting the physical and psycholo=-
gical needs of the teacher, If this can be accomplished
and if teachers are better satisfied with their profession,
it .wul serve to attract capable persons te the uhdﬂu
profession and whl also assist in retaining the well-

trained and effective teachers mnut;y engaged in the
teaching profession. : 3
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Delimitations

The study wae delimited to deal only with a deter-
mination of factors accounting for job satisfaction and
Job dissatisfaetion of secondary school teachers in
selected schools in the ecity of Daceca, 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 nmv’u}hhilityn
of information tended to restriect 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 ﬁthod
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 reject
the following hypotheses:

l, Factors leading to job satisfaction will not be
any different from those leading to dissatisfaction.



Dhaka University Institutional Repository

7

2, Major factors contributing to job satisfaction
in this study will not be any different from those contri-
buting to job satisfaction of teachers in the United States
as determined by Johnson,

3. Major factors leading to job dissatisfaction of
teachers ss determined for this study will not be sny
| aftcmt from those which accounted for job dissatis-
faction in Johnson's study.

Definition of Terms

Terms employed in t.h‘l study which may um.a
misunderstanding are defined as follows:

w-lmmmd completion of a Jjob, solu-
‘tion to problems, vindication, and seeing the results of
‘one's work. Sy

Advangsmeng---an actual change in status or positien
of the person.

Factorg---objective elements of the total Jjob situs-
tion in which the respondent finds a source for his good
or bad feelings about the job,

High Attitude period-~-a period in which the
‘individual reports his feelings as sbove normal.
 low Avtitude perigd---s peried in which the
respondent reports his feelings as below normal, 3
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8

interpersonal Relationg---feelings, attitudes and

mutual enjoyment experienced in the interaction between
the individual and some other person.

Jdob Satisfaction---a job situation in which an
individual's job meets his need disposition.

Job Dissatisfaction---a job situation in which an

indivicdual's job does not meet his need disposition.

Jdob Security---a job situation in which the objective
signs of job tenure or stability are present.

Job_Insecurity---a job situation in which the A

objective signs of job tenure or stability are absent,

Fersonal Life---any one or more aspects of the job
that affeet an individual's private circumstances in such a
way that the effects influence his feelings about the job.

Fosaibility of Growthee-a job situation in which there
is evidence thet a change in status may be increased or
decreased.

W&ﬂur formal or informal acknowledge-
ment, conveying approval or sanction of an act or of
different acts collectively,

Bespongibility---events or circumstances in which the
individusl reports satisfaction from being given authority
either for his own work or for the work of others,
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9
Sslary--~a specified amount of money for any sequence
of events in which compensation plays a role.

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

Stetus---an event in which some sign or appurtenance
of rank or position is either mentioned or inferred.

- Supervision---the overseeing of one's work where
competence or imnpmg or fairness or unfairness of 7
tht supervisors are uauom‘. .

Work Itselfw-e-the uml performance of the Joh,
tasks of the job.
s ; ng Condition reference to physical
conditions or environmental charscteristies of a job
situation, the amount of exertion, or the facilities and
' equipment available for use during employment.
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CHAFTER IIX
REVIEW OF LITERATURE

An examination of literature considered to have
relevance for the study can be classified inte two cate-
gories as follows: (1) that which deals direetly with
job satisfaction and (2) thet whieh, although net eoncerned
directly with job satisfaction, is concerned with the
importance of education in national mm, avail-
ebility of teachers, teacher sslaries, working conditions, -
and other such areas which have & significant relationship
to teacher job satisfaction or dissatisfaction and to
teacher motivation, _

Very little literature dealing with the first of
these two categories is svailable. 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 litersture includes all known studies which have
been made on job satisfaction and as many of the others as
seem to have speeial 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; i
those dealing directly with job satisfaction are reported
in part two,
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Part One

Of special interest as a basis for establishing the
importance of education for East Pakistan are a number of
studies and reports by development planners and professional
scholars Which indicate that many assumptions have been
made about the reasons why some countries remain under-
developed and others achieve industrialisation and an
advanced state of technology. Galbraith has discussed *
some possibilities, many of which have been advmooa‘by
other economists before him, He believes, however, t‘hat
the m?t ¢auses are not known and that it may be due to
& number of factors, each contributing in & different way
and to a greater or lesser extent in different countries
‘throughout the world.

Some basic issues which have been designated by
Galhrni.th 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 .
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comparative wealth when both countries are poor in natural

resources. Poverty may be due to the colonial eppression,
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 leng, 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 small land owners remain poor and
their poverty cannot be attributed to enrichment of lande-
lords, Insufficient capital may be a partial factor
because low incomes allow no savings to acrue; still,
countries like Irag, Seudia Arabia, and Vensuela have much
wealth in oil and minerals and there is no lack of capital,
but the people remain poor. Over-population may be a
major cause of poverty. India and Pakistsn have both been
cited as poor countries which are also overly populated;
nevertheless, there are other countries which of fer 2
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 comtribute to poverty, but under
either poliey, poverty has remained in many Latin American’
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nations. The last cause discussed by Galbraith is

ignorance. It is difficult, he says, to deteet whether it
is a csuse or result of poverty; nevertheless, it is a
certainty 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
assumed to result from a number of csuses which vary from
_eountry to country, then an eclectic philosophy of the |
remedies for ersdicstion will surely be developed, L5l
Regardless, says Calbraith, "people are the nm ‘ ":’3‘
Muur of progress,..no improvement is ponih.:fc:‘ with
unimproved people, and advance is certain where people |
are liberated and educated." The conquest of literacy
comes first] people must have a part in econents mmu. %
(13, ppe 14=22.) e
"The progress of a nation,"” states Fredrick Harbiibn;'
“depends first and foremest on the progress of its people.
Unless it develops their spirit and humsn potentialities,
it ecannot develop much else---materially, economically,
politically or culturally.” He believes that the "basic
prohlu'ot most of the underdeveloped countries is not a
poverty of natural resources but the underdevelopment of
their human resources,” (19, p, 149,) <t
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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 politiecal
leaders, lawyers, engineers, Jjudges, doctors, managers,
teachers, artists, journalists, etec., to spur economic
development, and human development is the necessary
condition for achieving them, (3) Human resource develop-

 ment is probably the most realistic and reliable indicator

I the stage of modernization and growth of eny country
; _buq‘uic it is 2 necessary condition for social, politiecal, .
*-:'«ltml. and economic growth, (18, p, 61.) :
| " Burns expressed the conviction that the investment
“in Mumsn capital snd the training snd edusating of people
has mot been sufficiently emphasized nor recognized as
j";"t.hc-‘c‘_aulytu and crucial agent in national development™
and/that "a lack of adequate investment in human resource
development will, in underdeveloped countries, prove to be
as serious a handicap as the lack of investment in natural
:_ruourco development.”™ (4, pp. 1, 3.)

Other experts believe that in many developing
countries, technical projects cannot successfully be
carried on because of the shortage of skilled and wellw
trained manpower, They see the bottleneck in economic and
social d.vulom today, not as one of capital ruom.u.-
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but as one of untrained and unskilled people. In a Folicy
Conference on Economic Crowth and Investment in Education,
Dean Rusk said, in his address at the opening session, "I
think if we look at the problems of donlopmt in country
after country outside the West, we shall find that mble
are the bottleneck, and this means that ecucation has a
‘erucial role to play.” (32, pp. 28-31.) Preston has aho
listed the unavailability of skilled people as a problem.
equal to the lack of material resources in East Pakistan
and that the training of them will be "one of the most
serious bottlenecks in attempting to expand vocational
education.” (92, pp. 6Lk-65.)

Jan Tinsberger has pointed out that one of the
Wnu of the educational systems of today is to provide
students with specific skills needed as a result of tech-
nological and organisational development; that with the
great increase in the number of eccupations, 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 informal
education. (35, pp. 75-76.) : L

Ellena and Engleman emphesized the nud for m
importance of continuous education in an artiele cntitltd :
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| "Man's Tomorrow." They say that half of the jobs held by
Jﬁﬁmt today did not exist forty years agoe and further
'vb‘ntiml shifte are to be expected. In most éuu the
educational system gives too little attention to retraining
m reeducation of its citizens in a competitive world of
incrndu complexity where civic responsibility continues
; te m and increase. "It. iz not unresscnable to predict
t!ut nm the children born this year will have to be
tuiud ‘at le ast three times for different Vocations during
- their life time, ... perhaps America's greatest oduuﬁml
“ghorteoming is preparing people for the twenty-first
4 century is starting education too late and stopping it too
soon." (49, ps 522,)
The mmn_t.poaitim that education now occupies
in the world quest for economic development has been well
" 4llustrated by Jean Jacques Servan-Schriber and discussed
: by James Monaham in an article published in The Reader's
Digest. In the book, Le Defi Americain (The American
Challenge) Servan-Schreiber pointed out some startling
events taking place in Europe and declared that the lack
of education was the erux of the problem. (69, pp. 75-80.)
- Por several years American industry has been invading
th- Eurepcu continent until at the present time
Mﬁm firms in France control 40 per cent of the
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petroleun market, 65 per cent of the telecommunications
equipment, and 45 per cent of the synthetic rubber. It
is in the areas of technology &nd "um--nt. that the
greatest invasion has occurred, Americen firms are now
producing 50 per cent of the semi-conductors, 80 per cent
of the computers and 95 per cenmt of the miniature integrated
circuits used in computers., Some alaimed people have
 suggested that American firms be excluded from Europe; :
~  that the industries should be nationalized or at least
that investments should be restricted, but Servan-Schreiber
says this is not the solution to the peoblem. Ir inﬂuti"yf
were nationalised it would simply force the managers and

technicians to migrate, committing 2 seientific and

intellectual suicide. He gquotes the following statistics

to substantiate his point of view that education,

especially in the sciences and technologies, is the sanswer.
Us8. industry produces twice as much goods and :
services as the Common Market countries plus EBritain,
Its uction capacity is two and a half 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 as
much as the rest of the world put together, Half the

passenger miles flown each year are flown Uy S
airlines. Americans own almost three out every

five sutomobiles in the world. Per-capita productivity

is 40 per cent above that of Sweden (the next highest),
60 per cent above that of Gcm:!, ‘per cent above
France, and 80 per cent above Britain. The profits of
umﬁ lotors along - $1.8 billion < equal those of

| iggest enterprises in Prance,  ten biggest
mm.udmtnum-tia!um' d, all Ak

pper 4
i
¢
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Servan-Schreiber, in explaining the reasons for the
accomplishments, cited & study comparing education in nine
developed countries which included the six Common Market
countries, plus the United States, England, and the Soviet
_ Union. It was found that America, with roughly the same

s pomnuea.‘hlﬁ four times as many college graduates as the

Common Market nations - 450,000 compared to 101,000, It

~ also had over three times 2s many people graduating with _

science degrees. Agriculture and industrial workers '

comprise 56 per cent of the population in Franee and are

~ represented by only 12.6 per cent of the college ssudents.

In Belgium there are 11.5 per cent, ten per cent in Holland,
~and 7.5 per cent in Germany, In the United States, three

to five times as many children from these classes have

access to higher education. Of all people in the U, 8,

between the "un of twenty end twenty~four, 43 per cent

are attending colleges and universities. This is compared

+ with 24 per cent in Soviet Russia and between L.8 and 16

per cent in European countries.

Servan-Schreiber concluded that this great quantity
of human capitel would easily account for American Pre-
dominence in science and technology., HNe Says that if
. Burope wants to close the technological gap it must
~ dmprove its education, He agrees with Edward P, Denison

=
.
L]
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of the Committee for Economic Development who conducted a
study in 1962 and concluded that, "emong the factors of
economic expansion, at the iory top of the list is
education.” (69, pps 75-80,.)

~ In discussing Pakistan's manpower shortage, M. B.
Farooki stated that any systematlc development or effective
utilisation of human resources has been virtually neglected
in Pakistan and that what manpower training has been done

' is so haphazard that the shortage of technical manpower
. 1s still acute, He believes that, while a great deal of
. attention is given to the planning of :I.ndu-t.rhi. ‘very

little hae been paid to the development of personnel
required to man these industries. It obviously has not
been realized, he says, that it tekes much longer to turn
out a2 technical or professional worker than to build a
factory or erect 2 mills A direect quotation frnn Farooki
follows:

It is, therefore, necessary that the development
of human resowces, both in guality and quantity,
proceeds alm with the hanad development of ntorhl

~ resources, (52, pp. 21~
| After studying problems in developing countries, the
Committee for Economic Development in the United States
has summed up the convictions of meny experts when they

1M the following statement:
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We cannot emphasize too strongly our belief in
the importance of improved education to the economic
and social progress of a developing area. As we have
already saild, the greatest economic resource of any
country is its people., No investment will be more
reward than investment in improving the capabilities
of the people. HNothing will do more to increase the
freedom of the people and their participation in
national life, or to strengthen snd stabilize
democratiec processes. (4, p. 1l.)

From the ideas and concepts just related, it may be
concluded that one of the basic requirements for the
- sdvancement and progress of any country is an adequate
mar« _c!vt nu-ﬁrnnd manpower, Without it, the services
required in industry, in sgriculture, in commerce,
Qduutioa, 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 lm neglected and that more attention should be
aseribed to them, |

There seems to be an almost universal desire, on the
part of underpriveliged parents, for a better way of lile
for their children .thaa 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

-
-
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development of both India and Pakistan," states Porter,

"is to provide a better way of life for the masses." He
says that both countries see economic growth as 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, p. 201.)

In Pakistan, the Commission on Natiomal Education °
has recognized the importance of education for social as
well as economic development of the country, It has
stressed the responsibility which education must sssume
in order to meet the needs and desires of the people,
These are far broader snd have many more implications for
education than just the training of individusls for
productive work., The report states:

The educational :I-t- is the instrument a
society uses to 1 its people to lead productive
1lic lives and personal lives, according to their
lents end 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 a in the
preservation of the ideals which led to the ecreation
of Pakistan, and strengthen the concept of it as a
unified na ON.coe

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
Pakistan, Education has an important role to play
in the promotion of this feeling of solidarity, a
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firm basis for which exists in the set of common hopes
and aspirations which led to the creation of our
i R R A
programme at the different levels which will cultivate
this sense of unity and nationhood. (83, pp. 10-11.)
"Economic and soelal progress are not a matter of
tochuluy or physical resource endowment alone," states
,‘ ' rliehtlu DeWitt, in commenting on education in r-u-m.
. He believes that both economic and social progress depend
upon the development of individual character traits and '
 ; human skills and that Pakistan is making an error of not
emphasiging the role of education., (88, pp. 48-49.)

Hemm emphasizes this aspect also by pint.iu' out that
national development is not an easy task and that change in
the social strueture, in basic values, beliefs, and conduct
must be brought about and that these 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 mechanies of
operating a machine or an enterprise; nevertheless, he
believes that Pakistan is making progress toward these

- soeclal changes and that this will be furthered by educa-

tional institutions, (89, pp. 9-10.)
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Fienctie o fducselon”

The finaneing 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 smount invested in nduaﬁon
by the fifty state govermments, by all of the county .
governments of all the states, and many private uc.‘;-.ttln.
religious groups who maintain educational institutions,
and individuals who contribute to education in one way or
another. (67, p. 31.) Deen Rusk reflected the view of
most Americans when he said, "Bducation 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. 26.)

Henry Luce III, commenting on financial problems
in England, deplored the fact that the expected incresse
in age from 15 to 16 years for compulsory education had
bmwstmdfwtmyoaumtelmmhuttm
to save money. The expected savings, about $80 uli!.an
each year, he says, are a pittance when it is realized that

not many British youth continue on in schooling after age
15 but go direectly into the labor force in positions which
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" offer little training and toward careers premised on their
lsck of education. "It seems clear that if Britain is not
going to drop out, even as an insular power, in this
uqmoluiul and competitive age of change," said Luce,
"she is going to have to swiftly jack up her educational
 system, end she cannot afford to save a few million quid

| by not idaeat:lu 15 year olds," (66, p. 79.)

' In discussing the problems invelved in nmﬁem
‘education in Pakistan, Nicholas DeWitt emphasised the tnu :
: phgt education is the largest single business enterprise i
| 4n all countries in terms of both complexity and total
“cost. The hope of the planning ageneies, he says, is that,
under conditions of high scareity of physical faeilities,
the educational plant once established will somehow maine
tain itself, The resl cost, however, is not in the initial
investment but in the recurring expenses of operation and
maintenance. "In Pakistan under present and foreseeable
¢ircumstances the revenues of provineial budgets are in a
tight squeese which makes them (planning agencies) reluctant
.%o spend more on education than they are already committed
to." DeWitt goes on to say that in 1964 "Pakistan spent
probably only slightly over twe jer cent of its gross
_national product on education, Education suffers from
fragmentation, imbalances, and misplaced priorities.”
188, pp. 63-64s) E:
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Regardless of these difficulties seen by DeWitt,
there has been some increase in total expenditures for
education, According to the Revised Third Plan, and
discussed by Dasgupta and assoclates, the allocations for
education have almost doubled since 1964, In 1967-68 there
was a total of 37.4k crores of rupees allocated for educa-
tion and training in East Pakistan as compared to 19,6
erores of rupees allocated in 1963-64, The amount 1119-

'?;-} ~ ¢ated for education in 1967-68 was 7.79 per cent of the

total annual development program budget. This m-nun
rose from 6.19 in 1“5—661 l#?' PP 1‘-21.’ i

eyt siicis
Education is not the only field where there is a
shortage of trained and educated personnel, nor is Pakistan
the only country where the shortage exists, In an artvicle
entitled, Help Wanted: Engineers and Seientists, Romald
Schiller said that the shortage of personnel in the United
States is most critical among engineers and uiﬂitists. but
people trained in physics, chemistry and mathematics are
also in short supply, The National Science Poundation
estimates that, in order to maintain economic growth, the
~ United States will need 1,375,000 trained scientists by
1970, This is 716,000 more than were available in 1960,
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Many explanations have been offered for this shortage of
engineers, all of which have implications for education.
Some experts complain that the caliber of science instruce
tion in the high schools is so low that bright students
lose interest. Others say that many high school graduates
are too scientifically illiterate to get into engineering
schools. Another reason given is that engineering lacks
_,prutigo and that the engineers have “"become the faceless
~_men of the industry they largely created." Still others _
; bnliﬂ_n_ that engineering and science courses call for lmii:?'
~ harder work than students expect or, are used to; that not
- all young men are willing to make the sacrifice of long
hours of study and at least one additional year to ucm
a university degree in these fields. (75, pp. 45-48,) ,
Regardless of which of these reasons is the real cause for
the shortage of trained personnel, educatiocnal systems,
both in the United States and in Pakistan, should try to
identify the causes and correct them because the ssme
factors responsible for shortages of engineers is likely
to be at least partly responsible for shortages of teachers.
The more eritical the shértage of educated and
trained people becomes, the greater the burden falling teo
odiuum In order to educate more people in the future,
greater numbers of teachers will be needed and the supply -

-
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is already drastically low in Pakistan. A study was
recently completed by Schmeding, Matinuddin and Asadullah
in which they attempted to examine five facets of education.
These 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) emphasize the relationship between
trained teachers and the sigze 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. 3-28.)

They found that in 1947 the total number of teachers
in 211 schools was 99,986, Of this total number only 38
per cent were trained, Im 1964 there were 124,084 teachers,
an :lnéruu of 24,098 teachers, of whom 61,908 or 50 per
¢ent 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 ressonably be suspected that the number
of "well trained"™ teachers would be considerably lower.
They said that not enough teachers are joining the
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profession to handle enrollment increases; alse, that the
quality of those joining the ranks appears to be gquite low,
(76, pp. 8-10.)

The success of the secondary education program is of
great importance in the total educational process and,

~ sccording to Hug, 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 respon-

8 sibility for this situation on the external examination

system at the end of the course because it rromotes only

mechanical memory and ability to reproduce, This system,
. he says, produces 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

: i:lth their students and thus a vicious cyele is perpetuated.

‘573 ’! 52.,

A conecept closely associated with the general
complaint about the examination system is one related to
teaching methods, Cunnar Myrdal, noted sociologist and
economist who hes recently completed an extensive study
of causes and effects of poverty im Asis, says that the
goal of teaching in most of these countries is to enable
ntmlont.i to pass examinations rather than to assist them
in gaining knowledge. Myrdal believes that "teaching in
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South Asian schools at all levels tends to discourage

independent thinking and the growth of that inquisitive and
experimental bend of mind that is 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 stande
point of national development. (29, p. 1645.)

In a consideration of educational problems Dr. Shafia
Khatun has emphasized as other educators have also done, =
the importaence of education in producing skilled craftsmen
and technicians. She says that impartance should e
attached to education which will comtribute to a supply of
manpower and that this means full time education for all
children between the ages of six and fourteen years of
age. To meet this mm Mm are needed.

'(‘]_-o ﬂiy 23-31.)

Another important factor polhm out by Khatun is
that while it iz important to increase the total alloca-
tion of resources to education, it is also importent to
use those available in the most economic way. The short
supply of trained teachers st sll levels is a primary
cause -.at_‘ low efficiency of education in the country. "The
short supply of teachers, combined with inefficient

teaching," she says, "ig huoly responsible for one of
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the most unfavorable features in education---the high

drop-out rate.” USince a high drop-out rate is obvious
iu‘uza of resources, it should be avoided by planning
@uehor education programs simed at meeting the quentits-
tive and qualitative demand, )

After working closely in some areas of education and
wm. Erwin Hemm supported the need for higher quality
and greater quantity of persomnel in the educational
institutions of Pakistan. Substantial gains have been made
in recent years, he states, but a need still exists for
upgrading the teaching profession and increasing the supply
of teachers because the most serious obstacle to the further
expansion of technical education in East Pakistan is the
shortage of trained teachers to staff the institutes, He
calls attention to this need because more and better
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.

(89, pp. 12-13,)

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 nwm—
ment must take steps to raise the status of technicisns by
- raising salaries and increasing promotionsl opportunities. -
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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 greast number 'ot Hindu
teachers left Pakistan after independence. According to
 Huq, this left an abnormal shortage of qum:hd teachers;
however, he also says that the teaching profession ‘is
unsttractive 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 professions, (2) the young |
teacher lacks recognition both within and outside the
school systeme--the young teacher is not allowed to experi-
ment nor have & say in the decisions on educational matters,
(3) both position and status need to be improved and better
and closer relstionships established between teachers, and
(4) better facilities for both teachers and students are
needed, especially well equipped um&u, well managed
cafeterias, scholarships and more recreational facilities. -
(58, pp. 10-18.) ‘ k.
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"The most important single factor on which the
success of the new program in secondary education will
dopohd is the supply of gualified teachers,” states
Andrew Preston in summing up some educational problems in
Bast Pakistan. Other problems as seen by Preston are
(i) inadequate financial a’upiam_. (2) laﬁ economic status,
(3) limited opportunity for profulleinl advancement,
" {4) shortage of principals and directors who are trained .
in educational administration, and (5) inefficient '
orgenization and administration of the 'ﬂuatry of uwa-'
tdon, (92, p. 65.) o
Effects of low Salaries :
: One of the most controversial issues of all those
related to teaching is that of salaries. In Bast Pakistan
this issue is hoih nntmrsﬁl and important considering
its relationship to improvement of teaching. In additienm,
important and equally eritical 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
Schmeding and associates, The salaries of teachers were, |
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above the average but still low when compared with the
uhmi of construction workers who were imng 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 eonstruc-
tion workers exceeds the highest average salary paid
monthly to the highest level of teachers. The lowest paid
_ eonstruction worker, the Coolie, still makes more than
~ the lowest level of teschers, and mearly as much as the
: tuino’d non-matriculate assistant teacher, (76, p. 17.)

The effects of low salaries on the educational
system as reported in the study cited above were that low
salaries (1) do not attract superior people to join tesch-
ing, (2) demean the teaching profession, (3) mean poor
teaching, and (4) mean poor supervision. This implies that
one aspeet of improving the satisfaction bf teachers is to
improve their salaries., (76, pp. 21-22,)

Another interesting study was conducted by Kagoti
who interviewed teachers in various schools of East
Pakistan to determine specific effects related to salary,
The following list of conclusions shows that teachers
reported essentially the same thing that many educators in
East Fakistan have been predicting for some time; that low

N
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salaries create conditions which make it next to impossible
to carry on top quality educational programs. Conclusions

were!

(1) Teachers of all schools could not generally make
ends meet when relying only on salaries. (2)
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 optimum job of preparing
for teaching. (4) In general, teachers found it
difficult to be regular and punctual in their arrival
and departure school due to the demands of outside
employment. (§) If family es and other elements
were held constant, in mcm. lower the salaries,
the greater the amount of time required for ocutside
loyment. (6) Urban teachers were placed in the same
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 rurud.n while rural teachers stay in the
profiession longer and thus are qualified for r
salaries th snnual increment raises. (&) Urban
teachers were influenced to leave teaching because of
the greater opportunity for more remunerative employ-
ment in the areas, and (9) It was generally
expressed that if salaries were high enough to meet
family expenses, better trained persons would be
attracted to teaching and would less inelined to
move out of the profession. (59, pp. 19-20.)

In view of what has been reported in the two studies
- eited 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 educa-
tional system which stem from low salaries and that it is

convinced they should be corrected, The Commission has
| N
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recommended that the teacher be allowed the security of
tenure, a scale 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 sctivities likely to undermine his
 usefulness. (83, pp. 10-11,) |
S Other educators writing on education in East Pakisten

ﬂ have commented on the low salaries paid to teachers, Leps
reported that salaries are lower in East Ptt&atnn than in
West Pakistan and that generslly they are too low to
;ttraet young, energetic people., Only those emotionally
conmitted to education will remain in the profession.
'Gthnrt will aim for employment where they can support their
families satisfactorily in the neighborhood of schools,
without having to on;n;tlia other work or charge pupils for
individual tutoring, (64, p. 29.)

Preston lamented the faet that salaries of teachers
~ are so low and unattractive that properly trained and
qualified people could not be attracted to the profession.
(92, p. 65.) Curle also pointed out that professional
people of sufficient intellectual capa®ity could not be

~ ettracted to the teaching profession when salaries compared

so unfavorably with those available to people of the sam®
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educational qualifications in other walks of life. He
recalled that when he first visited schools in East
Pakistan he met some teachers who were teaching in schools
started by their local communities, whose monthly salaries
were ten rupees. "The fuhmu lsss 80 poor were they, .
that this was considered a good wage. It is not possible,
however, to get people of very high quality for this
smount." (9, p. 64.) @)

Many educators and _mhp;nt experts believe that
if humsn resources are developed, it must be done through
the educational system in the country. Because of the
great desire to equip all norh 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 some line of remuners-
tive work. It must be remembered, however, that there are
important objectives of education other than the training
of manpower for specific jabl. ‘fhs fulfillment of personal
needs, including the desire for self actualisation, the
changing of attitudes, values, and beliefs, and the
furtherance of some ethical and aesthetic goals, may alse :
be considered to be objectives of education, at least ton

-
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the extent that they further social and cultural develop-
ment, (12, pp. 29-38; 17, p. 61; 32, p. 175.)

A number of educators have voiced concern sbout the
future of education in view of the faet that there appears
to be & definite trend towsrd a practical education based
primarily on job preparation. Arrowsmith has warned that
education must not be regarded as merely the accwmulation
of facts end knowledge, or the development of skills, but
that it must be looked upon as an institution for dw@lop- |
ing the individual; that leaming should not aﬁmc_ at the
expénse of man, It is also his conviction that the true
educator is drifting from the University scene and what he
calls "the high art of teaching” is being lost. The only
true purpose of eduestion, he says, is what it always has
been-~the molding of men rather than the production of
knowledge., (42, pp. 131-143.) _

In a discussion of educational problems in & ¢hanging
society, Marani commented on the amount of money that the
Federal Covermment of the United States spends on edueation
which is about ten billion dellars snnually, She emphasised
the danger, among a2 nation of people dedicated to progress,
of letting education be led by, rather than leading, the
drive for progress, Educetion, she says, is not 2 panacea

for all ills, It should strive to develop the mind and the
\
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mental processes whereby man can work out altermative
solutions to problems, F&ninctal under-writings cannot
guarantee this, Neither can it reduce tension or achieve
goals. inu_t is required for education is an open and
" free atmosphere where teachers are dedicated to the selution
of problems and not to¢ the accumulstion of faets and ﬂao
operating of nchml. (67, p. 31.)

"Education,” says Ms. #is the process tlu-m
uhhh mm'am is displaced by knowledge and where the
© mind ... mtnll_‘th-:hody end emotions, and forms the
_gharacter and personality of the individual," According
to this definition, education is more than the development
of skills, and the objectives are broader than the training

A of manpower. Lewis points to three influencing factors

which help to determine the end product--these being the
innate capscity of the individusl mind, the quality of
education to whi.c!lg‘it is subjected and the will of the
individual, If any of these are inferior or are lacking,
mental m.lopmm';’ will not reach its potential; therefore,
the kind of education which displaces ignorance with
knowledge snd allows the mind to rule the emoticns is the
‘type vhich should be encouraged and toward which all should
strive. (65, p. n,) '

{4
{
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In discussing the job situstion in the United States
and the value of an education in securing a job, A. H.
Raskin, has expressed much the same phileosophy about the
true purpose of education. He says that, although education
does train and ereate skilled manpower and alds in retaining
- for other cecupations for which the individual was not
originally prepared, it must be hpt flexible in order to
be effective, He quotes Robert H, fHutchins, former
chancellor of the m"rqu of Chicage snd now president
of the Fund for the Republic at the Center for the Study of
Democratic Institutions, who has stated that:

the more specifically education is directed to jobs

the more ineffective it is bound to be. What education
can and should do is help people become human...the
objeet of education is not manpower but manhood...

The man who is truly educated, rather than narrow
trained, is ready for anything. He has developed his
human powers and is able to use them and his understand-
ing of the world to meet any new problem he hss to face.
He is prepered by his education to go on with his
learning. (31’ PPe 101-102,)

During the All-Pakistan Seience Conference which was
convened at Dacca in March of 1968, Mr, Hashim Khan
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 1n the face of this great
influx, He said, however, that the government is fully

N\
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conscious of this great increase and is determined to do
its best not to saerifice quality for quantity, (91, p. 2.)

The importance of high quality secondary education
has been recognismed by Siddiqui, who says that advanced
countries recognize 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 sectors of netional life will
 be determined, and where the foundation for thc d.ﬂlomnf_.
of qualities of lesdership of the young people will be laid,
(78, ps 20.)

Hanson and Brembeck umm that "if good education
htoboprumdit-uthmmtnthothmuot
classrooms where teachers and pupils work together day by
day.” 1In 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 le arning actually take plui. Unless there is a
deliberate decision to include personnel at this teacher-
lcmiac level it will not actually happen. More emphasis
should be phm. they say, on plamning which will involve
the classroom teacher. (17, pp. 30?-308.) s
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According to some writers, better planning is needed
in Pekistan in order to produce quality education. Robert
English reports that educationsl .imdgot.:lu. cost accounting,
and teacher programming do not really exist in the Depart-
ment of Publie zmmu and that there are practically
no projections on cost per pﬁp‘u.f "The Education Depart-
ment has all the same general administrative problems
prevailing in other departments hou and which are common
in other developing uﬁﬂu." Thm include the "lack
of trained personnel, ... lack ‘or communications with, and
lack of delegation of mhiﬂty to the field organiza-
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 difhen’lt to achieve and maintain.

‘50. Ps 70,
An sdditional facet and one partially responsible for

low educational standards, is the age old problem of
attitudes regarding the necessity, on the part of the
oﬁnntod and those in status pgti,tim s to perform physical
work, Preston identifics the need for change in both

practice and attitude. He has stated thet the educational
standards are poor, when rfcolﬁrod with those in most coun-
~ tries; consequently pwuvity :13 low: To remedy the

g

\
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situstion he maintains that programs are necessary which
enable students to understand major problems and merits of
& technological society; they should be allowed to partici-
pate in experiences which contribute to industrial growth. :
This weuld dnvelve the application of seientific principles
in practiesl situations and would mean that technical know-
ledge must be supplemented with skills and aﬁpctcmiu.

It implies changes in attitude ebout physical labor as well
. as the acouisition of the skills. (92, pp. 69-73.) |

Myrdal emphasiszes the same problem and associates the
obliteration of negative attitudes about menual work with
popular education, He believes that:

Throughout South Asia there is a traditional
contempt for mamual work, and the educated tend to
regard their education as m badge that relieves
them of any obligation to ®soil their hands....This
attitude constitutes a large of the problem of
the "educated unemployed.” Without doubt, the down-
grading of menual work; and, in particular, the practice
of using education as an excuse to avoid it, is a very
serious obstacle to devel nt, :

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

~ After studying the educational problems in Pakistan,
Adam Curle stated that the quality offered in many schools -
3 \
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is low but that "it could hardly be otherwise, The teacher,
geantily rewarded and 111 prepared for his demanding task"
has to perform in an extremely poor physiecal environment,
Curle says that the most damaging factor contributing te
the high dropeout rate is that "the child's first year in
school is an experience he does not wish to repeer.,” He is
"ill-taught in overcrowded and ramshackle rooms by harressed
and incompetent teachers who rely on the weapon of fear to
maintain order.” (9s pp. 63-64.)

Horking Conditions
The physicsl and emotional enviromment in which schoel

is conducted is an important influence on the quality of
tesching earried on by teachers and the level of achieve-
ment obtained by pupils. Preston recognized the influence
of a poor and uninspiring school enviromment when he blamed
dull school buildings, harsh methods of maintaining disei-
pline, and indifferent tesching by poorly paid, 111
qualified, and frustrated teachers for greating an atmos-
phere which is not conducive to healthy mental and emotional
growth, He said that as a result of this envoronment,
¢hildren in Pakisten leave school at the earliest possible
epportunity. (92, p. 19.)

If this extremely poor physical environment has such
an effect on pupils, it stands to reason that it would hgve
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an equally depressing effect on the teacher, Orunden has
said essentially the same thing about the conditions in the
schools and hes listed this as the frimaery cause of the high
drop-out rate. (87, p. 27.) '

 Two other prominent educators have also emphasized the
lack of facilities and the need for a better physical
environment. Selim stated in a discussion of the problems
and prospects associated with school buildings, that the
'ui.uiu plants were generally very poor and cbuhu; that
teachers of'ten work in over-erowded classrooms; and that in
' East Pakistan only 7.4 square feet of floor space is avail-
able per pupil at the high school levels (77, P« lhs)
Khen listed over erowding in the institutions as the
pﬁury factor rupouhh for deterioration in educational
standards of the uhool.l of Pakistan. (91, ps 2.)

: In a study conducted by Shahid to obtain reactions of
secondary school teachers toward their prefession, a host
~of problems were identified; many were related to undesir-

sble conditions under which teachers work. They included
“such problems as (1) improper lighting and ventilation,
(2) unhygenic seating arrengements, (3) poor salaries not
commensurate with qualifications, (4) lack of security in
_service, and (5) interferences by local political groups.
"‘ah 3.) '

b Y
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A more inglusive but somewhat similar list of
problems has been compiled to be presented for considera-
tion by the All-Fakistan 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, (4) poor school enviromment--most schools are 111
lighted, 111 ventilated, damp, unsanitary, overcrowded,
dilapidated buildings with unsatisfactory and inadeguate
furniture snd equipment, (5) unsatisfactory relationship
with menaging committee, (6) lack of proper text and
reference books, (7) peor working conditions -- teachers
usually do not have benefit of provident funds, p.n_cion or
retirement gratuity, (8) 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 profeselonal growth and
status of their profession, and (13) officers of the
Education Department are Inspectors rather than edueational
leaders, (55, ps 25.)

Schmeding and Associates have pointed out that in a
developing country where the responsibility of the teacher
in the classroom is so important "the picture is di-nu? \
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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, pe be)

It cannot be assumed, however, that with improved
working conditions the quality of teaching would alse
improve. One writer has recently stated in an article on
Equality on Education, 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 schools 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
physicel facilities contribute 1ittle to the development

of intellectual skills, and inadequate facilities do little
or nothing to retard them, (46, p. 27.)

Even if the above belief is accepted, a logical
question to be raised is: to what axtent 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 apparently
are in Pakistan? In view of so many complaints by teachers
and verification through research, it can be concluded that
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working conditions of teachers are poor and that these
c¢onditions may contribute to poor teaching.

. Partly because of the increased value being placed on
education in recent years and partly because of other cone
siderations, society in general is making many new educa-
tional demands affecting the lives of teachers, In some
cases these new demands are creating problems in the eduea-
tional field, Although some may be legitimate because of
poor and esreless teaching, inadequate facilities, and
unprogressive educational systems, there are others which
may be quite ’nuut.u’ui and unfair to the average class-
room teacher, ' |

In a speech delivered at the All-Pakistan Seience
Conference in March 1968 Dr, Anis Guidwai referred to some
of these demands, He says that from every side teachers
are being eritiecized and confronted with suggestions,
expectations, and pressure, These eriticisms and complaints
are coming through various channels mh' as the wcil.
professional journals, and Parent-Teacher Meetings, and
from people in many different walks of life, Some of these
eriticisms, Quidwal points out, which are directed at
education, are being made by administrators and eoilogo and
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university professors, many of whom could not cope with
problems the average teacher must face. The task of the
teacher, he says, "is bewildering and discouraging, often
producing a tnnn; of futility and inferiority."

(93, PP- 1-3.)
ﬂom Ackerman reported much the same situation u a

discussion about new pressures on teachers in the United
| .a_tat,u.: Says Ackerman, "teachers everywhere hmrcit the
strong impect of an aroused public and as a result, -m

tion-;_a-‘t.ho United States has begun to live in a glass
house.” Society is demanding the best education possible
for children; it is net satisfied with anything but the
best, Beceuse of this, he says, teachers an' being
required to increase their knowledge. New ways must be
toui to haidh subject matter; a greater understanding of
hhavlor is importent, and ilprwod unhiu me thods and
pmodma are needed to aid in the solutions to problems,
They are, therefore, having pressure placed upon them to
. return to school to incresse their professional growth,
(39, w. 15‘-160.) .

_ Dean Laux has pointed out that the role of the
ufadur is changing in recent years. He questions whether
or m professional nwunty is being nrodod or only
being revised, "Onme of the characteristies of large
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orgenigational units,” states Laux, "is that employees
within the structure tend to develop specialized and
routine funections.” He says, also, that because of
modern efficiency, the teacher's role is reduced to that
of a elerk, He sees the teacher as becoming '.cnly a resource
person, but thinks that this may be a2 goed sign in that the
teacher is learninz to function differently in order to
promote a different kind of lesrning where emphasis is
shifting away from the memoriszation and storing of old
knowledge to techniques for developing access to new
knowledge, (62, pp. 265-268,) |

Within this generally critical framework the impor-
tance of vocational guidence and counseling as & means of
meeting the demand of a raepidly changing social structure
cannot be overlooked., Much 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 Jébn are now
among those subscribed to by soclety., If we afc to fit
young people into professions and vocations which are
compatible with their abilities and aptitudes, where they
can be satisfied and happy, and where they cen also make
a contribution te soclety, we must begin with a good
guidance program in which each student is considered
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eccording to his individual characteristics. Beroys and
Hashmi support this concept in statements which identify a
lack of counseling ss one of Pakisten's greatest problems.
They point to t_hc importance of “conservation, training,
and imlnu-t use of the country's human resources"” and
muuu t_hat society must find ways of identifying talent
and training the individusl in order that he may take his
rightful place in society. (44s po 39.)

If the guidance and counseling of students is left to
the teacher 2s 1t is in meny developing countries where a
cmulhc service has not become feirly well estshlished,
@ still greater burden is placed on the teacher, Any worthy
teacher must do more than organize and present subject
matter, He must also act as confident snd guide to those
who have problems. When he is left slone to assume full
responsibility for all phases of education, the burden may
be greater than the tescher c¢an bear, The individusl
teacher who is keenly aware of hie responsibilities, but
who, because of time, capabilities, training or some other
reason, cannot help solve the many problems and meet the
needs of & demending publie, msy find tesching a frustree
ting end dissatisfying experience. (4he pp. 39-40,)
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Summary

In summarizing the literature reviewed thus far,
several relevant aspects were identified. Multitudinous
professional educators and authorities in the field of
national development believe that progress in sducation is
closely related to progress in economic development.

‘ Mph are considered to be the most important resource in
~any «untry and inadequate investment in education uﬂl

~ prove to be as serious a handicap as inadequate investment
‘in natural resources. The Commission on National Education
in Pakistan has recognised the role of sducation in national
development and has emphasized the need for education and
training of its citizens as a necessary step toward economic
and social development,

The need to extend educational opportunities to large
numbers of children who have never mreviocusly been enrolled
in school is creating many economie pieblm, 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 is stil) a
serious lack of funds, :

. Teachers are in short supply in many countries inelud-
ing Pakistam, Because of the lack of well qualified
teachers to man the teacher training institutes, there are
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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 immedistely if universal primary education
‘18 to be achieved. The shortage of teachers is a serious
obstacle to further expansion and the supply of teachers
nvd.hbh may dotm'ﬁm the success of the program in
- secondary education. Foor 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-ont rate in order to conserve resources and expand
educational opportunities.

'ho cause for the shortage of teachers is poor
remuneration; with salaries so low few potentially good
teachers are attracted to education. Also, the status of
teachers is low, These two conditions demean the teaching
profession. The Commission on National Education is keenly
eware 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) the
danger that education will be regarded as only the acquisi-
mumllndthmnnﬂrwth rele 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 ecreate an unwillingness to perform
- manual labor are slow to break down, and (6) better
planning for quality education is needed in Pakistan but
this is difficult in the face of poor communication faeili-
‘ties, lack of personnel and lack of modern mensgement

. methods.

Poor working conditions ereate dissatisfaction among
teachers and students and contribute to teacher ‘abmudu,
drop-out of pupils and poor and indifferent teaching., It
should not be assumed, hmnr.' that a rise in the guality
of education would automatically accompany improved working

The last aspect to be reviewed in this section
identifies a growing tendency by the public to criticisze
teachers and educators. Even in the face of rapidly
increasing hmloan on teachers, they are being eriticiged
for many current problems, many of which are unrelated to
education.
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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 psychologists are important in
& general way but some have more relevancy than others for
this study. Only a small number will be reviewed here in
- order to express differing concepts.

In their book, Individual in Seciety, 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 conduet themselves in different ways
in relation to their jobs, their life's work, or in situs-
tions of lesser magnitude. As explained by these psycholo-
gists, persistence in action (motivation) is the product of
certain wants and needs which seem to be in some way
related to cognitive thought and experience. Man is moti-
vated by positive drives to obtain or achieve things and
- negative drives which seek to aveid certain unpleasant
aspeets of life, In a positive sense when man desires
something--an attractive cbject, he desires it to do
something to it or with it., And what he desires to do with
or to the object depends upon 2 particular need. For



Dhaka University Institutional Repository

55
example: 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 aveid pain or to main-
tein a sense of security. (23, 68-102,)

Krech and Crutéhfield in the Elements of Psvehology
moeke some interesting comments on human motivation. "The
nature of men's motives,” so they say, "has concerned
people over many centuries.” "As different cultures have
held different um.ptdm of human um, s0 !wn their
views of minudu ebmnd " 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 raum
 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 and be m. {3) by the need 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 wvhether or not thty are provided in deficiency
or in asbundance. Thus man's motives go beyond the bare
satisfaction of his basic needs to include positive goals
of varied simulation, (22, pp, 6-8,)

Perhaps the above concept of motivation is another
way of recognising the need of man for self actualization .
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as referred to by Maslow who emphasizes 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; econsequently, man
tun'mﬂuaﬂnlaﬂmﬂlymﬂnamuormﬂmg‘
satisfaction.” It is necessary, therefore, to consider the
relationship of all motivations to esch other., The fact
that we r:romtly have unfulfilled desires means that et-hw-‘
existing wents have previously been satisfied., Me believes,
in conneection with this ides, that two important eeat_:tptn' : | 1
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 'i
in some sort of hierarchy of strength. (3?; PPe 69-92,)

His basic theory is that man's needs are manifested
aecording to a priority system of human organismic insuf-
ficiencies, The most basie 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 ineludes any threat or danger to the individusl,
It s exhibited by an almost universal need for a rhythmic
and uriist.rbed routine, good health, and the absence of
such things ss physieal assalt, tyrsmny, quarreling, and
diverce or separation. .

- -‘.‘us* -
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If the physical and safety needs are gratified, the
love, affection, and belongingness needs emerge. These
needs, never felt until the physical and safety needs are |
more or less 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 pioph.. This

i love need 1s not synonymous with sex which may be multi-

determined and mlmﬁ on & purely phydeloﬁul basis,

- Maslow believes that these love and belonging ummm S
ones most often lacking ‘among’ neurotic people; eomqmt&r.
e he places much emphasis on their achievement.

The next needs to arise are the esteem needs which
are classified in two categories. First, there are litch
wants as the desire for -m;m. for uhhvmut. adeguacy,
mastery, and competence, and for independence and freedom,
Second, there is the desire rir prestige, status, mm;«.
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, Maslow says that
these esteem needs were largely mzhcud by l‘rml hut were
emphasized by Adler -nd his followers and that Rweu.
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Fromm, and others are helping us understand the importance
of basing self-esteem on real capacity, competence :Ln pers
forming a task, and on deserved 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 ro;- self-fulfillment and the tendency for
~ him to become actualiszed in whatever he is petentially
i capable of or may become, BEven under conditions where tlu
above mertioned needs sre met, the individual is not satise
fied and may be restless and discontented unless he is
doing what he is best fitted for. Maslow reminds us that
"2 musicien must make music, an artist must paint and 2
poet must write, if he is u'_ be ultimately at peace with
himself," We could include slso in this group, that gifted
teachers must teach; that through the determination of
situations from which satisfaction results, it will likely
be possible to maintain the gifted and competent teachers
in the teaching profession.

Maslow also believes that an important aspect of
need-fulfiliment is the presence of certain conditions
under vhich needs and desires may be strived for and
attained, Such conditions as freedom to speak, freedom to
do what one ﬂlh‘l;!l long as no harm is dome to others,
freedom to express oneself, freedom to investigete and seek
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for information, freedom to defend oneself, justice, fair-
ness, honesty, and orderliness in the group, are examples
of pre-conditions for basie need satisfactions., (27, pp.
69-92,)

Sargent and ﬁulh;nua emphasize the role of culture
in determining motivation, ‘!’hmfsq that the speeific pate
terning of motives are always social; that likes and dis~
likes, waents and desires are influenced by the soeiety in
which one lives; couoqmtly, motives are somewhat diffi-
cult to identify and eh-dry. ' They have developed & nhm.
shown below, which imcludes security related m:l.vu P
affiliative and status motives, and integrative and creative
needs. The items in the left colusn show individual-
centered striving for gdoda and power, those in the middle
column center around social rélatianshipu but with an egoe |
centric emphasis, the right hand 'ealm conteing the inte-
grative, more inter-personal and :l‘ns individualistic needs. *

Security related Affilistive and Integrative and
——dBOLAVRE ~Status needs Sreative npeeds

Security Cregariousness
Self-preservation
Sociel approval

Acquisitiveness: Conformity _

Competition — Status Parental desires
Agressiveness : Filial desires
Conflict ; Self-asse Sex

Self Actuslisation
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The lines linking motives and also the spacing show the
clustering and combining of motives., They go on to say
that motives are far too complex and intricate to be
portrayed accurately in mh & schema; hmnr._ it is
their belief that, in the Western culture, the drives and
basic physical needs are 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 wrge to work and play with other human being, to enter
into deep affectional nlnumh:lp-. to marry, have
children and ereate things of hlﬁn value--all of these
things are mnmunuany M " (33, pp. 1”-200.)

Allport believes thm b&huhr is motivated by

traits which form the Mli.p or; the personality structure,.
To him each individual has a unique and complex personality
with its own characteristics; there are no common futur:u.
The traits are not lhmt'houai 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 same time
and because of this, tlu ‘bchqur of the organism may, from
external observations, uppur to be inconsistent, The
mhm“hmummsmrmtmm;_
Behievior can be determined by knowing the hopes and

-
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aspirations of the person and what he is trying to accome-
plish at the present time. As the child grows and becomes
aware of himself he develops meny propriate functions or
tensions such as self esteem and self-identity. These .
continue to expand as he develops and becomes more aware of
himself as a person. Through this growth, the biologieal
motivations of the child give rise to adult motivstions
which are not energized in the past but only by what goes
on in the present. (1, ppe 95-108.,

Allport's Muiplo of Mﬁml hutonomy expresses
the concept that as t.ho organism at first develops, its
‘behavior is controlled by primery motives; however, as
~ tension is reduced, the organism does not terminate the
tension-reducing Mcr but continues to act because he
‘has learned to 1ike it because it has become functionally :
autonomic--the past is not important because past motives
have become autonomous. ;'ijho man, who at first plays golf
because he is ordq_uq u‘_ﬁo 80 by his physician, continues
to play after he is physically rehabilitated because he has
learned to like :lt, not because of any innate or repressed
- amusin. :

Motivation h uluud under two headings: first,
_that which is preservative in nature and is sustaining to
tension reducing bebavior, and seeond, that which is nom- -
preservative and hu no relationship to biolegical ‘utlvu:
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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 sctions or, to express this idea
in @ different way, he will be able to indulge in behavior
which is autonomous in nature snd which will be socially
satisfying to him, (1, pp. 95-108,)

E. G, Williamson, who is interested in measuring
motivation of students, has pointed out that no satisface
tory way has yet been devised to do this, He says also
that it is often impossible to change individual motivation.
He calls attention % the persistent high-ability students
who are also under achievers; nevertheless, he says, we
have learned about some aspects of motivation as & result
of research which has been conducted and we are in the
process of understanding much more, Williamson ¢isagrees
with some students and theorists of human behavior about
the problem of motivation. Most people, he says, assume
- that each individual has an urge to optimum growth and
well roundedness, but he thinks there mey be some indivie
mmmurﬁﬁium‘wm to the stage
which is most pleasurable to them and to the activities
which they can do best. In a sense, the urge to gain %
happiness and utiuﬁéﬁca may lead to more narrowed
efforts and activity; instead of the happy life being one -
which embraces a wide range of interests, activities, and
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responsibilities, it would be one which would restriet
effort and be babed on narrowness instead of breadth,

(38, pp. 210-213,) |

Murray has accused psychologists of shying away from
and neglecting the whole problem of happiness, Although
the eruclal role of dissatisfaction and of satisfaction are
implicit in much that is written about motivation, setivity,
and reinforcement, he b&lhtu that satisfaction cen 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 M.

(28, pp. 455-456.) '

Murray's theory of motivation centers around needs
and presses., Needs represent a force in the organism which
is centered in tho brain and organises perception, apper-
caption, intellection, conation, and action. These are
then transformed by the brain inte an unsatisfying situa-
tion, The need produces activity and maintains it until
the enviromment is altered and tension is reduced. Basie
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
emphasized to the extent that the orgenism unconsciously .
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selects from his enviromment the things which suit his
personality. These factors become conscious 2s the indivi-
dual matures; he can a_nrciu conscious control over his
motives and can make conscious and rational choices. People
don't behave just to fulfill meeds, however, there are -
envirommental torci- called Presses such as danger, lack of
food, rejection, and physical and soeial inferiority that
- represent the determinants of behavior. The press of an
- objeet is what it can do to or for an objeect; what & pu-m
feels is not always objective reality but subjective and
existing in fantasy, In short, the oruﬁi.li behaves
because of needs which ¢reate tension; ways are found to
reduce tension and create nﬁ-ﬂct&m and because tension
reduction is satisfying he may find ways to select needs
which ean be uticﬂ-d. (16,3 PPe 257-293.)

"Motivation is concerned with the ‘why' of humsn
behavior," states Ahmed who raises some importent 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 dou one man find
happiness in performing a job while another is discontented?
In reflecting on these questions he concluded that people
~are influenced m by a group of factors rather than by
single issues. "Ordinary positive incentives," he says,
"such as an increase in pay, Praise by the boss, recognitioy
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by fellow-workers, promotion, or a combination of these
rewards, are used becsuse they are not only effective but
beenuse they also give pleasure and satisfaction to the
individual.,” (40, pp. 17-20,)

In recent years several writers and educators have
indicsted that changes in administrative practices are
; um place in many types of institutions and that these
jLe changes may bring ebout a general upgrading of productivity.
One ahthor. writing on lml school sdministration, says
| that *m patterns of staff relationships require many
changes in school administration and their pace will
quicken rather than abate in the yvears shead.” He 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. (20, pp, 19=21,)
. Another writer, discussing the need for change in
administrative poliey and procedures, hes peinted out that
if Pakistan wants to "forge shead by breaking the vielous
eyele of poverty and ignersnce, we will have to give more
7 attention to publie administration.” He believes there is
E M @ close relationship between technology and publie
admindstration that change is enevitable; it must come
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about and it is only a "question of whether administrators
will lead the way in the drive to achieve modernisation or
whether they will lag behind until forced by technological
pressures to improve their administrative practices."

(51, p. 64) ‘

Hossain has emphasiged the importance of good human
relations in management, He says that the traditional
methods of administration--of dictation and passing down
orders, has been supplanted by a new concept ul-'tho
success of an -wmm 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 man in charge should give credit where eredit is
 due, (2) show genuine appreciation, not cheap praise,
(3) good management requires understanding snd sympathy
between worker and supervisor, and (4) the administrator
can be humane without relinquishing diseipline,

(56, ppe 17-19.) |

In his book, The Kumen Side of Enterprise, Douglas
Wr shows, through illustrations, that every manager
is dependent upon those below him, organizationally, 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
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X and the Y theories. Administrative advocates of the X
theory assume that the average individual dislikes work and
will aveid it if he can; that most people must be coerced,
controlled, directed and threatened with punishment before
they will exert adequate effort to achieve organizational
goals; that people prefer to be directed, and that they
have little initiative and wish to avoid responsibility.
Persons subseribing to and practieing the Y theory assume
that the expending of physical and mental energy is as
natural as r‘utiig or playingj that man will exercise u).t-
direction and self-control in an effort to reach goals to
- which he is committed; and thst efforts directed toward
organigational objectives can contribute to indivicdual
satisfaction. They assume that the av:tme person will not
only accept but seek responsibility, that the ability te
exercise a high degree of initiative and ‘mativzty is
widely, not narrowly distributed in society; and that
- under many conditions, the intellectual potentislities of
the aversge individual are not fully utilized. (25, pp.
21.23,) o

From the X and Y theories of MecGregor, Scott Myers
developed & conceptual model to 1llustrate what he calls
 the motivation cyele and m trneu of different adminis-
‘ trnwn ltylu on managers, In the model, administrators
‘ mmmmthmeluuu, Those subseribing to
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theory X are known as "reductive" administrators, those
supporting theory Y are "developmental™ administrators and
the "traditionalists™ are those whose practices fall some-
where between. (71, pp. 58-70.)

According to ll_nr-' concept, employees working under
"reductive® administrators have arbitrary and unchallenging
goals; are consumed with interpersonal conflicts; the worke
ing atmosphere is ome of restriction, disapproval, and
punishment; and u:lntnnau_ seeking, hostility and
i emdu are prevalent cnrﬁhrc. Employees working under
V-znaum* npcrﬂun have confused and inoamhtent.' ‘

: goals, but somewhat more relaxed interpersonal relations.
General demesnor 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 4s inhibited by developmental bosses, (3) motiva-
tion is iumat in top-level management, (4) several styles
of management are found at all levels, (5) managers prefer,
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developmental over reductive bosses, {6) most reductive
supervisors are not aware of their tendency to inhibit
motivation and (7) motivation is strongest when the manager
is awere that he is achieving what he bhas the capacity and
desire to become. |

The influence that authoritarian supervisors exert
on their subordinates has been studied and reported by
Blau and Scott. These writers have differentiated between
formal authority and informal authority; they believe that
superiors who command the loyalty ot' their subordinates
are much more likely to establish effective informal euthe
ority over them and thus be able to exert more influence,
{3. pp. 140-156,) The process of exerting influence seem-
ingly operates in 2 cycle as demonstrated in a study
reported 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 sccepted as a leader, The implications from
this are that superiors who command | the loyalties of 2
group--those who are liked, accepted, and respected-<~have
more control over group members than those who are not able
to secure loyalty. They have move confidence in their
ability to make decisions and they make more attempts to
~influence subordinates. Sinee effective supervision is
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ultimately measured by performance of subordinates, the
conclusion is that the supervisor who secures loyzl coop-
eration will have a more mduet:ln group than the
supervisor whe does not. (3, pp. 140-156,)

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 thit group
productivity wes negatively affected when the workers were
closely supervised by their formen and even when the fore-
men were closely supervised by their superiors; -1-.; that
c¢loseness of supervision was inversely related to the
amount 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. 150.)

Supervision as it related to productivity was reviewed
by Sales who called attention to a widely made assumption:
that employees work harder for seme 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
wialded by She BEpesviser Sver \he worh prev: o
contra with democratie supervision g:::’ power and
all decision-making functions sre absolutely concen-
trated in the person of the authoritarian, Demoecra

tie
supervision, on the other hand, is characterized a
mummwmdpun deecisi .
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Under democratic supervision, the work group becomes
in some ways co-e with the supervisor; respon-
z;‘b’u:g é,u’ ’:g;;:’ rather than concentrated,
»

Comrey and his associates conducted twenty-nine
questionnaire studies and concluded from these that effec~
tive supervisors differ from ha‘ffuﬁ_ﬂ ones in many |
respects, They ce-minu more information to their
subordinates; are considered to be more helpful, are not
arbitrary in their mmd@. mjmml; and have a
-sympathetic approach t-o=mhri_. BE & £ 15.' 151.) e

 Implications of the studies and writing related to
administration which have been eited above have special
utility and meaning for educational administrators who are
responsible for mainteining a productive climate in the "
school system and, indirectly, for the achievement of
satisfaction of teachers and others who come under their
supirvtlia. , 7

In a discussion of motivation and management, Daniel
Criffiths has stated that pesitive incentives are more '
effective then negative ones and that at present, the three
most positive forms of incentives are d.viu praise,
improving facilities, snd increasing job satisfaction, He
suggests that the satisfaction one receives from work may
be the greatest incentive ftrhm quality performance.

He briefly reviewed Taleot Parson's five components of
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satisfaction which are: (1) self respect or the establish-
ment of realistic levels of aspiration and provision for
their sttainment, (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
lhhn, recognition, or some other need, (4) pleasure or _
the complete enjoyment of work, and (5) affection or genuine
friendship between professional associstes. Oriffiths
points out that when these components are not present in
@& work atmosphere, Imr'mh. bickering, backbiting and
low production results. (15, pp. 36-38.)

Hssatisfaction
The importance of motivation in performing work has ;
bni emphasized by most psychologists, leadership theorists,
and students in the field of management and supervision,
Many of these experts either imply or state explieitly :
thogr 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., MeKinney suggests that sstisfaction
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 situstions in the future., If an
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individual 1s 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. 13.)

According to the above theory, a highly motivated
worker is one under a certain smount of tension who is _
performing uu. activity in ordolrito reduce it and thus
bring about satisfaction., We uy say then, that a satis~
fied worker is usually a highly motivated individual under
8 certain smount of tension.  Although some psychologists
say that much creative work has been done by people who
were motivated by deep internal tension, Cris Argyris
believes that, while this mey be true in eertain situations,
pressure beyond a certain point is likely to cause friction
in the organiszation. He says executives have recognigzed
that when pressure is grest the subordinates try to avoid
it by "passing the buck or hiding their errors,” Employees,
he says, should be given the oppertunity to work where
individual ereativity, happiness md growth can flourish.
(41, ppe 63-64.) Py

Fournet, Distefano, and Pryer have investigated many
aspacts of jobesatisfaction in an attempt to discover a
combination of factors that account for satisfaction in
work. They believe that the factors eéutrim:ln; to or
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influencing job satisfaction may be divided into two types.
One type would include 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 u‘“éruniution and mansge-
ment, supervision, social mimmnq. communication, |
responsibility, and recognition which have traditionally
been considered important to the work situation., These

 authors, after reviewing Hersberg's study stress an

important point made by him and his associates: that

. factors change according to the 1n¢hﬂ.du1'a needs, When '

basic needs are satisfled, items meh as security, recog-
nition, and responsibility become more important than vhen
they are deprived., The eemqmen of job satisfaction
such as performance, abnnt.uin, ud turnover will part-
ially depend upon each ind:l_vuul'- aped- in relation to
factors of the job. (53, pp. 168-171.)

In writing about education's responsibility in
developing human resources, Harbison says there is a2 high
correlation between any coﬁtry'l economic productivity
and its educational donlom. Hn} upoctu including
natural resources, foreign markets, and outside assistance
are important and contribute to both economic and educa-
tional development. It is difficult to specify any one
factor or set of factors that are responsible, Even high
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investment in financial icno\recl will not guarantee
economic growth., "All we c&n prediet,” he said, "is that
a well-educated and -utﬁatod people will do extraordina-
rily well," and in some instances, even with very limited

- natural resources. (19, p. 149.) |
 Baroys implies the hmt.anco of satisfaction in
work when he encourages teachers to improve themselves
 and find ways to grow professionally. In the process et“j-’
. growth, the individual should find mul utilfnct:loa
' 4n whet he s doing} othariise, “when this satisfaction 1;5
not forthcoming, one .nay think that his labour is uholiy

lost. His love of tnehing may wane." (43, pp. 17' UJ | ok

A discussion of the d.puaum of positive
- attitudes in the Editorial Notes ef Teacher's VWorld st.nm
" that a teacher should constantly waltut.n his own atutMs
i “ ‘The most important rnctor in wmtiag p.ruml succesas lnl
T happiness is the way one feels sbout one's job, other
people, and: m'c self. A teacher who has a sincere :
desire for service and & h\m for students and eoll.u'znu‘r‘
will find a happiness that fosters success. When an
b muum meets with 2 measure or success more happiness
"“ i g is felt and a chain reaction is started. (79s pe 5e)
sl The importance of meeting psychologieal needs has
been pointed out by Vroom whe asse¥ta that a job which
allows the individual to exercise some initiative and
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Judgement, provides for the dmldpunt 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. (81, pp. 157-177.)
~ Sargent and Willismson, in discussing essential
elements which must be pro'ddid by informal groups in order
to maintain group structure, l;an indicated that some
measure of individual satisfaction is fundsmental. They
believe that productivity of the group is also related to
individual sstisfection anfi thet it may be in the form
of either psychological or monetary reward, but unless
_ there is some measure of personal fulfillment, the group
- will usually disintegrate. (33, ps 377.)
Faunce, Hardin ud a.iuubm'cmd the effect of
automation on satisfaction of workers end determined that

' the workers' attitudes about the job greatly affeect 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 s change in
behavior can be initiated, They found, too, that the
level of responsibility end skill required to perform a
Job influences the individual's attitude about the impor-
tance of work and, m.qncntiy_. has an important relation-
ship to job-satisfaction, "To the extent that automation
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changes these aspects of job conmtent, it may affect the
meaning of jobesatisfaction and job echange."™ (11, pp.
75=76.) : j
Vance Packard, im his book, The Status Seekers,
lamented the effects of automation on workers., He
eriticiges the efficiency nhbmn for thtir: time and
motion studies which have scientifically broken down jobs
to their lowest terms and have turned onece rewarding and
self-fulfilling jobs into simple motions. (30, pp. 261
262.) ;

Likewise, Argyris 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 oppertunity to use individual
aptitudes or abilities; consequently, they will not find
much satisfaction in their mrkg_ {2, pe L4ks) To the
extent that this deeresse in individual responsibility
and opportunity to participate in decision-meking does
affect productivity and the degree of satisfaction (a=s is
believed by other writers 'pﬁvimly eited) then these
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organizational procedures are detrimental to both workers
and organizations.

An individual experiment to determine how factory
workers really felt about their jobs was conducted and
reported by Swados. He werked for s pre-determined time
in a factory' along with other workers and st the end of
the experimental period he u‘.‘ld that

As.t came as something of a ghock to discover that the
forece among all those men, so different
tm one another in ethnie background, educational
attainment, and personal ambition, was hatred of their
work. But itlu- SUrpY udwabmﬁutmﬁ
the men on the agsembl there was a near ty
of contempt for what they did and a shame at their
inability to earn their livings in a better way, I was
doubly surpriged that my midd a-chu friends found it
| ‘wﬂcult to accept this.
 Swados believes that boredom' iq a m link, although
largely hidden or mceem::-;d. between the professional
man and the working man; that the educator should be
cognigant of the effect on individuals of jobs that have
become systematized and routine inm uuz interest of produc-
tion and efficiency., We can, according to him, discern
two main tendencies: first, that in building a modern
industrial uéioty with a constantly rising standard of
living, the work of more and more people will become
standardized, second, "sensibility is blunted and indivi-
dual ereativity stifled by foreing men and women te spend
all of their adult lives at tasks beneath their human



Dhaka University Institutional Repository

4
dignity....made palatable not by soecial utility or their
relation to any existing human desire, but solely by their
wage.” (34, pp. 13-19,)

A study was conducted by Hanson to determine the
relationship of job-activity to job satisfaction of school
counselors. He found that mum counselors were
Muny considered as equals by other staff members and
that the greatest amount of job satisfaction resulted from
such aspects as providing students with job infarmation,
establishing end maintaining relationships with staff
members, interest and emotional involvements in the job,
from the training they received, and from the status they
enjoyed. The sources of greatest dissatisfaction were
from general working conditions such as administrative
duties and the amount of paper work attached to the job;
or, to state it briefly, the most satisfaction resulted
from intrinsic aspects of the JoB end the least satisfac-
tion from extrinsic aspects, (54, pp. 790-793.)

Champagne and King conducted a study to determine
what factors about & job were most important to people
c¢lassed in the poverty group in the United States end who
consequently received job training under the Manpower and
~ Training Act of 1962, The researchers used sixteen
motivational factors ordered in paired comparisons,
Subjects were directed to seleet the one item in each
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pair which they considered most important and which would
help them to do their best on the job, The five factors
most important, listed in renk order were: (1) duty to do
one's best, (2) personal satisfaction, (3) working condi-
tions, (4) steady work, and (5) pay. The fact that most
of these j:-oéph had always ]J.M in poverty may account, to
-8 measure, for their lack of fear of Joﬁ severance, repri-
mand, or low pay; nwmb&hu",“n is interesting to note
that praise from the boss us -un important than pruu
~ from co-workers and that a fa!r hnn was more important

~ than rreise from the hou. chanee for promotion, chance

for a raise; or even pay received. (A5, pp. 430-431.)

A study was condugted by Miller to determine job
satisfaction of national uniop officials because of
apparent signs of unrest and dissatisfaction among both
high and low-level unfon of ficers. He found that

Dissatisfaction at the lover-levels of union
officialdom represents increasing differences
between what is expected and what is obtained,...
lower-level officials' expectations in mest of the
&uiﬂc needs areas sre much more divergent from

ree metmntymuthnutar
the hi;h-rn- vel echelons, If the lower-level
officials' situst is to be changed, it would
seem that either lower-level officers will have to

change their expectations, or er-level officers .
will have to elun;- the opportunities for satisfac- ,
tions emong the lower ranks of mational union

off'icials, ‘68. P 271r) ‘ 7
As early as 1945 S"lltﬂh_iﬂ- were concerned about
the relstionship between satisfaction and work., Richard .
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Centers carried out & 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 groupes of workers
were asked to choose from among ten hypothetical Jobs, the
business and professional group was much more likely to
select the ones which were "described as providing oppor-
tunities for self-expression, leadership, and interesting
experiences and less likely to choose those pilctured as
offering security or high pay." (5, p. 21.) '

Two other studies were made, one by Jurgenson and
one by Lindshl, to ascertain the differences in values
attached to work by various groups of workers. Jurgenson

found that ' '
The mechanical workers assigned the highest
‘mean rank to security, second highest to 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 third highest to security. Pay received a higher
rank among the mechaniecal than smong the sales and
c¢lerical workers. (21, p. 21,)
Lindahl found that _
Among the off'ice workers the highest average

rank was assigned to interesting work; the factory
workers chose security. (24, p. 21,)

14l
{
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In a 1957 survey and follow-up by the U. 8, Office
of Education to determine the csuses of teachers lesving
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
'_Wu teachers received their greatest satisfactien
 dn the human relations area in situstions connected with
their work; their greatest dissatisfaction resulted from
' the salary rates. Of the teachers who intended to return
%1 %) Catthisg & Sosend year, the majority were most interes-
ted in intrinsic rewards. (63, p. Abl.) '

Saleh and Otis conducted research to determine the

. influence of age on jobesatisfaction during pre-retirement
' years, They discovered that among those tested, job-
' satiefaction inereased as age increased up to the pre-

retirement years (age sixty) when, at this time, it
declined, These researchers reported that the results
of their study supported other previously conducted
investigations, Reasons for this decline were thought
_to be related to either actual or antiecipated blocking
of opportunities for self-actualisation and psychological
growth through such facters as achievement, advancement,
recognition, and responsibility. Pre-retirees at age
dxty usually do not have ready access to such sources of -
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satisfaction because they have little epportunity for
salary raises and promotions., Also, younger men are
generally selected to fill new pesitions; therefore, they
feel frustrated and dissatisfied. (73, pp. 426-429,)

Fhyllis Kemp carried out a study to determine the
- relationship of job-satisfaction to professionsl commitment
of Extension Agents in Kansas. 5She found that the level
of job-satisfaction was consistent with the d-gx-u of :
commitment to the jobj when commitment was high, satisface
tion was generally greater. She further found that the
Agents who were eom:!:tt.od te their jobs alse tended to
belong to more professional organizations, do more p:nfu-
- sional reading and attend more national and state meetings
than the non-committed group. (60, pp. 171-177.) |

A study was conducted in East Pakistan by Shahid to
obtain reactions of secondary teachers about specifie
aspects of their jobs. The most relevant of his ﬂn_unga.
are: '

1. BSeventy five per cent reted their salaries as
very low when compared with other professions requiring
equal qualifications,

2, Only .58 per cent were satisfied with their
salaries, '
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3. Almost two thirds or 66,28 per cent found it
necessary to engage in private tutoring to supplement their

. income.

b Only 1,76 per cemt reported they would continue
tutoring if they were given sufficient pay.

5« Thirty-four per cent reported feeling secure in
their Jobs while twenty-five per cent reported not feeling
secure at all, ‘

6. 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
profession were (a) poor salary, 62,24 per cent, (b) low
public esteem, 5.10 per cent, (e¢) lack of old age suurttj,

~ 919 per cent, (d) less recognition but more responsibility,

" 14428 per centj the rest did not reply. (94, pp. 11, 53.)

Of particular relevance and interest to any considera~

tion of motivation and job performance are two studies
 conducted in recent years in the United States. In each
of these studies, one conducted by Hersberg et al (20,
PP+ 3<142,) and the other conducted by Johnson, (90,

PPe 3-141,) an effort was made to determine factors

accounting for job satisfaction and job dissatisfaction,
and the influence which each of these variables had on
motivation to work and job performance.

o
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Herszberg's study conducted in 1957 sought out the
attitudes and feelings of certain groups of industrial
workers with regard to factors accounting for job satisfaec-
tion and dissatisfaction. Johnson, using essentially the
same format as Hersberg, attempted to identify the factors
accounting for job satisfaction and dissatisfaction within
certain groups of the teaching profession., Given below
are the primary methods and findings of the two studies,

.;.-,,!,‘ Ak N ! : A28

The central question investigated in this study was,
"What do people in the various categories of industry
{engineers and accountants) want from their jobs?" In
attempting teo m‘mrl to this qmsu.on; the primary
hypothesis to be tested was that there were certain faat.m
relating to the performance of the job whieh tended to give
the worker satisfaction, and certsin others which tended
to cause him to be dissatisfied or unhappy with his uork;
but that these were not necessarily the seme, In other :
- words, the positive aspects of satisfying factors were not
necessarily, in their negative form, dissatisfiers. A
second hypothesis tested in the study was that there is a
hierarchy of needs (physical and psychological) which
influences one's attitude toward one's job and tends to
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give satisfaction or dissatisfaction according to the
| degree to which this full hierarchy of needs is met.

To test these hypotheses, representative urban
industrial workers from nine 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 occurrences,
while he was working, when his feelings about his job were
exceptionally highj and others when his feelings were
exceptionally low. He was then ssked to account for the
factors contributing to these periods of high positive
attitudes and feelings and to do the same for periods of
time when his attitudes and feelings about his job were

negative, These first-level and second-level criteria

were then taken as the basis of job satisfaction and

dissatisfaction and tabulsted to give the results of the

- study, ) :
The findings of Hersberg's study generally support

his major hypotheses. Factors affecting job utisfnt.idh"
end dissatisfaction are both qualitative and quantitative,
Not only do different kinds of !‘utgn account for satise

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

determinant, Attitudes are a potent foree in mtﬂﬁ R

and the degree to which physical and psycholegical needs
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are being met definitely comtributes to attitudes,
motivation and other aspects of job performance.

The primary factors which make people productive and
happy in their jobs are: (1) achievement; (2) recognition
for achievement, or for work well done; (3) the work itself;
(4) responsibility; (5) sdvancement; and (6) a satisfactory
salary. Factors of lesser importance are: possibility for
- growth, good interpersonal relations with subordinates,
status, interpersonsl relations with superiors, inter-
personal relations w&th peers, good technical npcrdaion,
good poliey and atinut.nuon. good working conditions,
desirsble personal 1ife and, finally, job security,

In the 228 interview sequences making up tho study,

' achievement on the job ranked first as a factor accounting

for job attitudes and motivation. It was mentioned by 4l
- per cent of the interviewees; mﬁiuoa was mentioned
as a motivating factor by 33 per cent of the respondents
and job security by only ome per cent. (20, pp. 3-141.)

Closely related to Herszberg's study and ;onmwtm
the comparison of this present inter-cultural study
conducted in Dncu.. was a companion study by Johnson as
already cited above, Imnluptin; the attitudes and
tuunn of publie school teachers in Georgla, Johnsen
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followed almost the same identical methods and procedures
as were employed by Hersberg in his study of Pittsburg
industrial employees,

The main purpese of the study was to identify, in an
educational situation, certain factors which had previously
been associsted with job satisfaction and dissatisfaction
in an industrial setting and to apply them, as they were
perceived by public school teachers, to the educationsl
envirorment, DlMore specifically, the Johnson study was
designed to identify the factors associated with and
accounting for portod's of high snd low job satisfaction in
teaching, compering these with the factors which Hergberg
and his associates, im their study of accountants and
engineers in industry, had previously identified as
influencing motivation to work,

Assuming that the same fadtors 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 of
work. The instrument was designed in three parts, The
first consisted of two open ended questions in which
tudh_m were asked to describe a time when they felt
exceptionally good in their teaching situations and &
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times when they felt exceptionzlly bad. Results from these
reports were obtained by content analysis carried out by
the researcher and independent coders who were knowledge-
able about Hersberg's study., These reports yielded infor-
mation about factors responsible for satisfaetion and for
dissatisfaction, The second section included fifty-six
pre-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,
n.:.mwmm-.p-nmuuudmmmum
of situations, circumstances, or occurrences having had
greatest effect on ut:_l.mcﬁoa and dissatisfaction of
teschers. The remaining section of the instrument was for
gathering blogrephical informetion needed to make compari-
sons between male and female teachers and between elemenw
tary and secondary teachers.

From a tabulation of the data, Johnson found five
motivational factors to be statistically significant in
contributing to satisfaction of teachers in the United
States., These were: ad;hm-m interpersonal nlation-;
recognition, work itself, and responsibility. Four .
factors-~policy and administration, working conditions,
status, and personal life--were statistically significant
as job dissatisfiers,
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The following items were selected the greatest
number of times as contributing to either satisfaction or
dissatisfaction:

ls The item selected by most teachers as
affecting their satisfaction was: My principal
supported me in my decisions,

2, The item selected by most teachers as
Mﬂfnﬂlm dissatisfaction wast Once a poliey
was set the school, it was not followed consistently.

3. The item uioet.«l most freguently by high-
school teachers as affecting their satisfaction was:
Teachers in the system were able to live in a community
which offered desirable cultural sctivities for the

entire family,
Le The item selected most uently by
elementary-school teachers as affe their satis-

faction waat principal supported me in my decisions,

S5+ The item selected most frequently high- |
school teachers as affecting their dissatisfaction was:
Once a2 policy was set in the schoel, it was not followed

emhunutz:
6o item selected most uently by
elementary-school teachers as their dissatis-

faction was: Teachers were not informed of the results
of a rvisor's visit, ;
+« The item selected most frequently by male
teachers as affecting their satisfaction were: The
stem provided more teacher benefits than most in
e area, and I knew to whom I was responsible.

€. The item selected most frequently by female
teachers as effecting their satisfaction was: My
princigd supported me in my decisions,

o« The item selected most frequently by male
teachers as affecting their dissatisfaction was: My

was not adeguate for me to participate in
cultural enjoyment as often as I would like.

10, e item selected most frequently by
female teachers as affecting their dissatisfaction
was: Once a policy was set in the school, it was
not followed consistentlys (90, pp. 3-135...)

In terminating the review of literature, one
concluding article is especizlly relevant and is included
as further evidence of the importance of motivation and

Fd RTERR TR S e A e



Dhaka University Institutional Repository

9
the implications which are present for economie develop-
ment, In April 1968, Newsweek published an artiecle 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, pps 49~50.)

‘ Prom the time of the First World War up until sbout
1930 1t seemed evident that people worked only to feed and
¢lothe themselves and that the way to get more out of them
was to exert jmmmhﬁhnww:
dictatorial bossess Between the 1930s and the 1950s,
however, there was a growing awareness that people worked
because of loyalty to an organisation; therefore, the way
te increase production was to pipe in soft music, organige
company softball teams and give increasingly larger fringe’
benefits, But nothing has really worked so far. One
personnel manager, lamenting this fact said, "We haven't
found the magie motivator--if it exists at all," Yet a

few people think they have discovered the solution, The
article says that
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a small band of behavioral scientists, most of them
from leading U, 5., universities, has gm insfsting
for some time that there are better ways to motivate
ple, They have names little-known outside the
kish world of motivational research: Fredrick
Herz Lk, of Cleveland's Case Western Reserve
University, or Renis Likert, 64, of the University
of Michigan, But they are ‘uiming to make an
impact on :lnmutr;;ﬁm! toda zhgo :amhg. au&in
varying degrees owing their advice.,
gangling Hersberg of his packed consulting i
At last we are ng heard. Industry is listening."
What Hergberg and Likert have been saying for a long
time about motivating people is similar to what many other
theorists are beginning te believe, Three main points are
emphasiged by Hersberg and Likert, First, that compsnies
should begin to think more sbout satisfying psyehological
needs such as responsibility and achievement; at the same
time, however, they should continue to provide for physieal
needs of employses, 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 unbuiﬁu. And last,
the total philesophy of management must be altered. The :
Victorien end stereotyped manager whe retains the attitude
that workers are lazy, must always be directed, and not
allowed to make decisions must "get of f his asutoecratie
pedestal and seek advice from employees in running the
business, encouraging...participstive management "

{70, PPe 49-50,)
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Hersberg classes money and fringe benefits as
"negative motivators" which, when absent will unquestione
ably cause unhappiness but will not necessarily produce
greater happiness or productivity., Hersberg, Likert and
others have worked closely with some large American
companies, assisting them to introduce and implement their
motivation theory end "to enlarge jobs and make them more
meaningful and more interesting in order to increase
efficiency.” (70, pp. 49-50.)

The motivational aspect, so important a factor in
inereasing productivity in industry in the United States,
should also be viewed as important in East Pakistan, If.',."
seemingly, has implications for both general economic
development and industrial growth as well as for educatioen.

! 384842

Sunmarising the literature reviewed in part two,
& general assumption is that man is motivated by objects
in the enviromment and that the culture in which he lives
helps to influence his wants and needs, A modern eemcpt.
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 satisfly some needs There is some opposition to the .
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concept that all individuals strive toward optimum growth,
There may be, according to a few theorists, some people
who restrict development to the state which is most
pleasurable to themj that the urge for satisfaction and
pleasure may restric¢t rather than promote effort. The
unconscious is emphasized by some who believe that the
organism unconseiously selects from the environment the
~ things that best meet his needs but that he can exercise
conscious control over motives., Certain forees in the
environment such as danger, lack of food, r‘an-- ulh
determine behavior, | el

Motivation is eclosely related to administration in
that edministrative practices can act as either inhibitors
or motivators to human need fulfillment, Some adminis-
trators who are arbitrary and dietatorial, and who believe
that workers must be threatened with punishment before th‘u':y‘
will put forth effort, have an inhibiting effect on
initiative and ereativity, They create an atmosphere of
restriction and disapproval and cause workers to be hostile,
eynical, and aggressive, On the othor_hand, the adminis-
trator who is demoeratic and considerate of workers
establishes an enviromment of good will and cooperation
where creativeness and initistive thrive, where workers
feel free and confident, 1mrporum1 relations are
satisfying and self actuslisation is achieved,
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Researchers have found in studying the effects of
supervision on workers, that group productivity decreases
when people are supérvised closely; close supervieion is
inversely related to job satisfaction, and positive incen-
tives are more effective than negative ones. Securing :
satisfaction from work is en important element in produce
tivity; therefore, an important aspect of education, It
is difficult to specify any set of factors which would
produce satisfaction but it is generally agreed that

highly metivated people can rise above great obstacles to

attain individual and group goals, The importance of
meeting psychological needs should consequently be
emphasised,

Studies indicate thet a measure of individusl satis-

faction is fundamental in order to meintain informal group
structure; that the worker's attitudes about the relative
importance of a job and the smount 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 inte simple and meaningless tasks which
require no opportunity to use individual ereativeness and

aptitudes. Some rese&rchers believe that dissatisfaction,

boredom, and disinterest in work is as prevalent smong
professional people as among the unskilled workers,

B S TR T s eIV,
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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 high
pay and job security. It was found that age is a factor
influencing satisfaction of workers., Satisfaection
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
dissatisfaction of secondary school teachers about some
- aspects of their jobs; low and insufficient sslaries was
the most frequently mentioned element., |

Hersberg's study of job satisfaction among induse
trial workers in the United States indicated that factors
affecting job satisfaction may not, in their opposite form,
be the ones contributing to dissatisfaction, He found
that factors primerily 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 teo be statistically significant
in contributing to satisfaction, These were: achievement,
interpersonal relations, recognition, work itself, and
responsitility. Pour factors--policy and administration,
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working conditions, status and personal life--were
statistically significant as job dissatisfiers.

Personnel smenagers 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 more about psychological needs
such as responsibility and achievement, Companies should
fit the Jjob to individual workers instead of fragmenting
Jobs into meaningless tasks; 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 little is known about what contributes to teachers'
happiness and satisfaction or to their dissatisfaction;
consequently this study was designed to d‘oum the
factors which account for job satisfaction and dissatis-
faction of secondary school teachers in the city of
Dacea,
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CHAPTER III
METHOD 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 Dacca, East Pakistan, the
same fourteen motivational factors were utilised as were
identified by Hersberg in a study of industrial workers
in the United States and later employed by Johnson in his
study of teachers in Georgis, U. S, A. The fourteen
motivational futou. to be tested were: (1) Achievement,
{2) Advancement, (3) Interpersonal Relations, (4) Job
Security, (5) Personal Life, (6) Poliey and Administration,
(7) Possibility of Growth, () Recognition, (9) Respon~
sibility, (10) Salary, (11) Status, (12) Supervision,
(13) Work Itself, and (14) Working Conditiens.

Bata Collection Device

The fourteen factors above formed the basis of an
instrument designed for use in gathering data. It was
patterned after the one used by Johnson but adapted for
use in East Pakistan and was constructed in the form of an
attitude inventery schedule., It consisted of statements
to be appraised by the respondents and was constructed in
two parts. Part one was made up of fifty-six positive

say o as b SRS AN, <



Dhaka University Institutional Repository

99
statements designed to reveal high or favorable attitudes
about the motivational factors being tested., BEach one of
the fourteen factors was represented by four 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, ELvery set was designed to reveal low or

.| unfavorsble attitudes sbout the partieular motivational
 factor being tested, and thus, formed the basis for

determining if a apa.lﬁc factor contributed to dissatis-

A faction of teachers,

The statements referred to situations which seemed
to affect either satisfaction or dissatisfaction of
teachers and which are found in most educational or

! teaching enviromments., When these statements were

arranged in the instrument 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 items
to represent each motivational factor, six statements were
obtained to represent every factor, a total of eighty-four.
Some of the eighty-four items were formulated by the
writer using Hersberg's definitions of job-attitude
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factors, (20, pp. Lkik+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, items from Johnson's study were restated and
adapted to correspond with work experiences of teachers 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 peirs of
 statements, The positive items, designated as "a" on the
list, were designed to determine factors contributing to
| satisfaction and the negative items, listed as "b", were
designed to determine factors contributing to dissatis-
faction, This list of items was raeted for appropriate-
ness, 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 8
instrueted to rate each set of six items from one to six;
one being assigned to the most relevant end six to the least
relevants Data from the rated lists were then tallied and
the four items to receive the lowest scores in each of the

fourteen categories were utilized in the inventory instru- .
ment, A list of the statements which were rated by the
¥
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educational experts for relevancy and meaningfulness,
and the motivational factors these statements were
designed to measure, appears in Appendix A,

All positive items selected to measure satisfaction
were arranged in a Setisfaction Inventory in such a2 manner
that there was no reference to any motivational factor;
the negative items, designed to determine dissatisfaction,
were included in a separate Dissatisfection .Imntory;
and were listed in the same order as those in the
Satisfaction Mnta:y. The items were so arranged that
each participant could indicate the strength of his
feelings by marking one of three intensities, 'emtﬁb'uua
greatly,” "contributed somewhat,"™ or "econtributed not at
all," 4if a2 similar occurrence or condition had been
present during his teaching experience and which had
contributed to job satisfaction or to job dissatisfection.

The instrument was pre-tested to determine if items
were clearly stated, if the form utilized was convenient
and understandable, and if the directions were clesr and
explicit, BSubjects used for the pre-test included the
nine secondary school teschers who had Baccalaureate -
degrees at the University Laboratory Schoel; Institute

of mat.ion and Research, University of Daceca.

¥
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After the pre-test was administered, the instru-
ment was evaluated and minor revisions wele 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 & part of the total Satis-

 faction-Dissatisfaction Inventory,

Before the instrument was administered, specific

instructions for marking it were carefully explained,

' Subjects were asked to react to the items on the Satis-
e _ 'rqetion Inventory by.thtnnn; 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

& statement referred to a2 situstion they had experienced

" and 4 v had also contributed to satisfaction, they were

instructed to indicate the degree of satisfaction they °
- ~ experienced by marking either "CG" (contributed greatly)

or "CS" (contributed somewhat), If a ststement was
identified as one related to the experience of a respon-
dent but which did not econtribute in any way to his
feeling of satisfaction, he was asked to mark "CNAA®
‘{contributed not at all), If a subject m’m



Dhaka University Institutional Repository

103
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 cireumstances during their teaching
experiences when they had not been satisfied with their
Jobs and which, consequently, had contributed to dtmul_-
faction,

Source of Data .

Because it was necessary to secure a sample of
teachers who could resd and understand English, the
subjects included only secondary school teachers who had
Bacealaureate degrees. Based on Cochran's Small Sample
Theory (6, p. 75,) & sample of 120 teachers was obmim!
out of a population of -lppmtaiy 400 secondary school
teachers who had Baccalaureste degrees znd who were
teaching in the secondary scheools in the eity of Dacea,
This was done by randomly selecting ten out of & total
of fifty-two secondary schools of Dacea city. Of the
schools selected, six were government schools and four
were non-government aided schools, A table of random
numbers was used to select the ten schools from a list d}’f
schools procured from the Department of Educational ;
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Research, Institute of Education and Research, University
of Dacca; it was verified by the Department of Publie
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 117 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 guestionnaire. All Inventory
Instruments were ucu.rod from the teachers as each
mﬁlated the test.

fnalysis of Data

After the Inventory Schedule was administered, the
responses 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,"
"eontributed somewhat," or "contributed not at all,” for

each of the fifty-six items on both the Satisfaction
 Inventory and the Dissatisfaction Inventory., The total
mmber of responses made to each item for "eontributed
greatly" and "eontributed somewhat" was them found, The
hypothesis, that there was no difference between the
observed frequency distribution of the two categories of
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responses and the corresponding expected frequency distri-
bution, was tested at .05 level by use of the Chi-square
test, the expectation being equal probability,

{Appendix D.)

When applying the Chi-square test it is assumed that
the frequencies are connected by & smooth and continuous
 ourve but when the numbers are small the eurve is not cone
timug therefore, when computation is from a 2 x 2 ubli
 (when 4f = 1), when the observed frequency is small, or
 when the mpli:h anall, the usual ea-m.ﬁm of Chi-
 square gives teo hrp a value and the chances of its being
called d.ni.ﬂ.un are greatly increased, The error ean
be offset by applying Yates' Correction which consists of
subtracting ,5 from each difference of fo-fe before the
difference is squared (14, pp, 258-259,) This correction
was made in computing the Chi-gquare for this study in

order to of!’iﬂ the error and decrease the chance of

© aceepting valuss as significont when there was no signifie
cant difference. ' %
The m;onluro described above furnished data showing
the total number of responses in each of the three
cntuaﬂu to all fifty-six items on both the Satisfaction
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 mmber of
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responses to "contributed greatly” snd "contributed
somewhat") 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 perticular
item being tested was identified as one contributing to
satisfaction or to dissatisfaction, as the case might be,

, Individual items contributing to Job' satisfaction
and those contributing to job dissatisfaction of secon-
dary school teachers in Daces were compered with those
reported by Johnson of teachers in the United States.

This comperison was made by listing the individusl 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 comparisen

was made because raw deta from the Johnson study were not |

available. A
Motivational factors contributing to job satisfaetion |

were determined on the basis of the nuwber of individual

items which proved to be significant e&s a result of the °

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

ing for satisfaction when sny three items out of the four -

representing it were found to be significant., MNotiva-

t!ml facteors contributing to diuuusfntioa were

ulmol in the same manner,
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The first hypothesis was tested by use of the Sign
Test for Paired Observations, This test was used because
of its general applicability to situetions where a null
hypothesis may be evaluated in terms of the binomial
distribution., A value of 3 is obtained which is then
compared with the table value in order to determine
significance. According te the terms of the test, the two
sets of observations are paired snd when the difference is
- positive a plus sign is recorded, if the difference is
negative & minus sign is recorded. If the null hypothesis |
{s true, no difference is expected between the two groun
but if too many plus or minus signs occur, the hypothesis
‘¢an be evaluated in terms of the binomial distributien.
~ The null hypothesis is then rejected at the five per cent
level if the obtained value of z is equal to or greater i
than 1,96, The formula appears in Appendix E, (10,
PPe 288-291.) |
| The motivational factors which contributed to satis-
faction and those contributing to dissatisfaction of i
secondary school teachers in Dacea, as identified in this
study, were compared with the motivational factors contri-
 butdng to job satisfaction and to job dissatisfaction of

teachers in the United States and reported by Johnson,
This comperison was done by ranking the factors
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contributing to satisfaction or to dissatisfaction in each
of the twe studies., Ranking was done scecording to the total
number of responses to each factor by Pakistani teachers
and by percentages of responses to each factor by United
Stutu _mehcrl. Percentage of responses was not used to
rank factors in this study because the mumber who responded
to one set of statements measuring a specific factor were
not maunrny the same as those rum:lu to any other

. set. Factors with the highest rank were assumed to mr&'

the greatest amount of influence on uturuﬁm or

'a.uu-tmu-.

The second and third hypothesis were evaluated by
mummmum '!hmcmumoftbn
tests existed as were true for the test used to determine
the significance of individusl statements and which were
explained in detail previously, except that a tomh for_
Chi-square was used which permitted direct ealcuhuu
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.
264-265.)

sl
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CHAFTER IV
FINDINGS OF THE STUDY

A total of one hundred seventeen subjects completed
the Satisfaction/Dissatisfaction 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
instrument was administered, Data obtained from the ‘
survey were recorded and a tabulation was made, ylelding

' the following information about each of the fifty-six

statements in the Satisfaction Inventory and the fifty-
six statements in the Dissatisfaction Inventory: (1) the
number who responded to "contributed greatly," (2) the :
number who responded to "contridbuted somewhat,” (3) the
total number of responses to "contributed greatly," and |
"contributed somewhat,”™ (4) the total number of responses
to "contributed not at 2l11," and (5) the value of Chi-
square. From the value of Chi-square the representative
mtuilnu contributing to satisfaction or to dissatis-

faction were identified by comparing the obtained value

of each statement with the table value for corresponding
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 statement being tested was identi-
fied as one contributing to satisfaction or to dissatis-
feetion, 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 motivational factor was identified as
one contributing to satisfaction or to dissatisfaction,

The findings are presented below in the following
order: >
1. Motivetional factors, representative mtmnts;
~and their contribution to job satisfaction,

2. Comparison of individual items that econtribute
to job satisfaction and te job dissatisfaction of teachers
in Deeca, East Pakistan with those reported by teachers in
the United States.

3. Identificetion of motivational factors contri-
buting to job satisfaction and those contributing to job
dissatisfaction of teachers in Dacca, Bast Pakistan, ;

Le A comperison of motivational factors contri-
buting te job satisfaction with those contributing te job
dimtilhﬁln of teachers in Dacca, East Pakistan and
data related to hypothesis number one,
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5¢ A comparison of motivetional factors contrie
buting to job satisfaction and to jJob dunt.iafnctiop of
teeschers in the United States with teachers in Dacea, East
- Pakistan and data related to hypotheses two and three,

TR T AT LT
Tob Tatisfactior

Tables one through fourteen show the results of the
setisfaction test and include (1) the total number of
responses to "contributed greatly™ and "contributed
somewhat” (designated as C on the tables), (2) the number
of responses to "contributed not at all" (designeted 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-square for corresponding
degrees of freedom, (5) the value of Chi-square, and
(6) identification of significant items 'tﬁuumted as
-8 for significant snd N8 for not significant),
- 'The Achievement factor was represented by items 1,

15, 19, and 43, They referred to successful completion
of assigmments, acceptable solutions to problems, and
being sble to know the results of one's work (Table I).

A four statements were found to be lmlﬁelnt; there-
: fon. this factor {s designated as one contrtbutm to
nﬁmmn.
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The Advancement factor was represented by items

2y 16, 30, and 44, As is shown in Table II, the state-
ments in this category referred to come change in status
which might be forthceming or thet responsibility would
increase and would lead to advancement., Three out of the
four statements were found to be significant. Ttem Lk,
"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 ‘- uun‘
identified as a factor contributing to satisfaction since
only three were nqund to be significant.

The motivational factor, Interpersonal Relations,
was represented by items 3, 17, 31, end 45, Statements in
this group peinted to situations where satisfying inter-
sctions between two or more persons resulted, Table IXI
shows that, of these four statements, items 17, 31, and
45 were all significant and Interpersonal Relations was
selected as a factor contributing te 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, "Chunges in teaching
assignments were made with consideration for the employee's
welfare."
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The Job Seeurity factor, represented by items 4L,

18, 32, and 46, deseribed situations or circumstsnces 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 esch of the
four statements representing it were found to be signifi-
cant (see Table IV),

Personal Life, the fifth factor tested, was repre- |
sented by items 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 V) shown not to be significant; these are ,
items 19, "I was generally satisfied with the educational
omnuuiu available for my own children,”™ and 47, ‘ byt ,
"my family's needs can usually be satisfied from what I .k ' 1
earn teaching.” Because only two statements were . |
significant, Personal Life did not prove to be a source
of satisfaction to teachers,

The factor, Poliey and Administration, was
represented by items 6, 20, 34, and 48, which denoted
effective organization and management and bemeficial i
effects of policy (Table VI), Item 34, "Administrative .
decisions and policies were quickly and accurately trans- £ 8
~ mitted and interpreted to the teaching staff,” was not : ¥)
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TABLIE VI

POLICY AND ADMINISTRATION FACTOR AND REPRESENTATIVE STATEMENTS
MEASURING MTISIAM(I

nmumun sut-uu R R ks TR ai-sq. S/NS

6. Teachers were involved in : & .
formulating school poliey. - i " e gy 2
20. The school system dealt 65 41 106 3.8 L.99 s

operly and fairly with its
teachers,

34+ Administrative decisions 62 k2 104 3.8 347 NS
ané policies were quickly and 3
accurately transmitted and

hn:;?modtothcmiu

48. There were adminis- | : il o8 6. 8
trative policies h were 4 : " 4 2 ”
beneficial and halpfu.l to :

the teachers.

61T
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significant; however, because the other three statements
were shown to be, Policy snd Administration proved to be
a contributing factor, |

The next factor was Possibility of Orowth. 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 sigu:lﬂcmi; therefore, this factor
was identified as one contribdbuting to job satisfaction,
7 The factor, Recognition, was tested by items 8; 22,

36, and 50. From 'hl;l. 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
9y 23, 37, and 51, These statements (Table IX) made
reference to circumstances where satisfaction was gained °
by having increased responsidility for some aspect of work.
Three out of the four statements representing this factor
were significant; consequently, Responsibility was
identified as a factor contributing to satisfaction even
though item 23, "Teachers were allowed to help select
resource materials," did not contribute.
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TABLE VII

POSSIEILITY OF GROWTH FACTOR AND REPRESENTATIVE STATEVERTS
KEASURING SATISFACTION

Representative Statements ¢ T.R. To.V. Chi-sqg. S/Rs
7. The school Tm provided 79 23 102 3.8 29.66 s
opportunities to learn new el

teaching techniques.

21s In-service courses were 80 12 Gz 3.8  48.79 5
offered by the school system :

for the purpose of professional

development.

35. Opportunities were avail- 67 35 102 3.8 Q.42 8
able in the system for me to
grow professionally.

49, Time was allowed for pro- 62 K0 102 3.8 L.32 =
fessional study and improvement.
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TABIE VIII
RECOGNITION FACTOR AND REPRESENTATIVE STATEMENTS MEASURING SATISFACTION

il it E .

s

ernme

Representative Statements C ©OF TR. TH.V. Chi-sq. S/Ns

N W‘fw L b 3.8 86.78 s

22, The administration 66 - .
P DlomnsCuSISY @38 8 M e
or individual contributions.

36. Teachers are ‘ . *
B R " W s mar s
competent work, : :

50. Credit is mhtuclun 2 ‘ . "
& kon AE B W w

et
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: TABLE IX
RESPONSIBILITY FACTOR AND REFRESENTATIVE STATEMENTS MEASURING SATISFACTION

e J et

Representative Statements 6 CR T.R.  Th.V. Chi-sq.  S/ES
'?. Teachers hai an : ' : | :
ity 4o E - 76 28 104 3.8 21.24 s
improvements the nhul -
23. Teachers were allowed to 3. -
help select resource materials. - . » e e s
37 I had freedom for 82 .

- m - 2, 106 3.8  30.65 S
my classroom.

51, I was sometimes given new 86 1 B
and additional responsibilitics. N e _3 .. N o

144
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The factor, Salary, was measured by items 10, 24,
38, and 52, Statements were related to events where com-
pensation for work was 2 major consideration., Table X
shows that none of these items were significant and that,
in most cases, only a small 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
oceurrences 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 citigzens of the community," indicating that Status
is not a factor contributing to satisfaction. :

Items which measured the Supervision factor were
12, 26, 40, and 54, These statements centered around the
behavior of = mpu-viur where fairness and competency
were eritical issues, Of the four statements listed :
in Table XII, three were significant and Supervision was
accepted as a contributing factor even though item 4O,
"Teachers were always informed of the results of the
supervisor's viliu,' was not a satisfier,
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TABLE X ;
SALARY FACTOR AND REPRESENTATIVE STATEMENTS MUASURING SATISFACTION

Representative Statements c CE T&R. Th.V¥. Chi-aq. S/NS
!ig.. salary was :gstn- 26 18 k4 3.8 1.11 NS
n m 3 ﬂ.r = ;
t.:’elnra' salaries in the same
arsa.
2k .
- My : Fe “:amnuo 45 55 100 3.8 0.81 NS
area of work.
38. is te to 22 . 5
zﬂ o B ndm 3 56 3.8 2 ;6
52, I feel that teachers are 21 8 0.
well paid consider the - ? -

amount of wark they do.

§2T
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TABLE XI
STATUS FACTOR AND REPRESENTATIVE ﬂiﬂlﬂl‘& MEASURING SATISFACTION

Representative Statements c CE T.R. Th.V. Chi-aqg. S/us
11. Teachers were respected 68 36 104 3.8 9.24 s
as a onal group by .
the citigens of the community.
25, The public looked 54 50 104 3.8 0.09 NS
um' “.ml & profession, ‘ '
39. I felt that tion i .8 . K
MMtyaum“n:t” » " ’: <o y
as I wished.

43 72 3.8 0.23

33. Ky position as a teacher 29
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TABLE XII
SUPERVISION FACTOR AND REPRESENTATIVE STATEMENTS MEASURING SATISFACTION

Representative Statements

¢ 0N TR To.V. Chi-sq. s/us
12. My prineipal knew how to 17 100 .8 .2 s
hqlp l-y when Ip:lndd help. o y - 5 52 -

26. Any teacher whose work 68 20 @88 3.6  25.0 s
was unsatisfactory was teld

why and given an opportunity

to correct it.

4O, Teachers were always 0.0 NS
informed of the results of the - - o e ’
supervisor's visit.

54. The supervisor was fair 63 25 g8 3.8 15.56 s

and showed no favoritism to
individuals.

Baanideo e a g Suge A

Let
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Work Itself, measured by items 13, 27, 41, and 55,
was found to be a factor of satisfaction since all items
were significant. The statements mentioned situations
that were pleasing and challenging and which would give
teachers an opportunity to be creative and resourceful in
their teaching (Table XIII).

Items 14, 28, 42, 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 XIV shows tlut. the only significant statement listed
Iﬁdor Working Conditions was "Classroom interruptions were
&t 2 minimum in the school." Since a significant dif ference
was found for only one item, the motivational factor
Working Conditions, does not contribute to job satisfaction.
of secondary school teachers in EBast Pakistan.,

"jumxmﬂ .
The results of the dissatisfaction test are shown on -

Tables fourteen through twenty-eight, The following
information is included in each teble: (1) the total
number of rumi to "eontributed greatly” and "contri- '
~ buted 'mt' (designated as C on the tables), (2) the
number of responses to "contributed not at all" (designated

~
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TTABLE XIIT
WORK ITSELF FACTOR AND REPRESENTATIVE STATEMENTS MEASURING SATISFACTION

Representative Statements ¢ CF TR. Tbh.V. Chi-sq. S/NS
13. I could recommend teach- 67 35 102 3.8 9.42 s
ing as a good eareer to others. g

27 Teaching assignments in 78 20 98 3.8. 33.15 8

my school were suited to the
interest and abilities of tht
individual teacher.

L1. The course of st in 61 15 76 3.8 26.64 s
the system placed

on content and
fundamentals.

was a challenging profession.

62t
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TABLE XIV

WORKIEG CONDITIONS FACTOR AND REPRESENTATIVE STATEMENTS

Representative Statements c CN T.R. Tb.V. Chi-sq. 8/NS
H, Classroom interruptions 62 20 @2 3.8 20,50 S
were at 2 minimum in t :

school, : :

28, I wes setisfied with - L8 58 106 3.8 0.76 NS
my working hours, :

L2, 1 was provided with 23 30 53 3.8 0.68 NS
equipment and materials

necessary to carry out

quality instructions.

56, Puildings and facilities 5, 55 109 3.8 0.00 NS

were adequate for most school
activities.

0T
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as CN on the tables), (3) the total responses to
"eontributed"” and "contributed not at all" (designated as
T.R. on the tables), (4) table values of Chi-square for
corresponding degrees of freedom, (5) the value of Chi-
square, and (6) identification of significant items
(designsted as 8 for significant and NS for not signifiecant.

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 have felt unsuccessful in his m&, lacked
interest, or was not 'anm to use tm.i.un and
resourcefulness., The only statement which did not contri-
bute to dissatisfaction was item 1, "I generally did not
accomplish my work with viger, enthusiasm and pleasure,"
~ but since the other three factors were significant, the
factor, Achievement, was identified as & motivational
factor contributing to dissatisfaction, ‘

The Advancement factor was measured by items 2, 16,
30, and L4, Statements in this group cemtered around  °
situations and circumstances in which the teacher felt
there was no opportunity to advance, either professionally
or in status, or where he felt there was no future in
teaching (Table XVI), All four statements were signifi-
cant; consequently, the factor, Advancement, was shown to
be a dissatisfier,
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TABLE XV
ACHIEVEMENT FACTOR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTIOR

Representative Statements c CN T.R. Tb.V. Chi-sq. 8/us
l. 1 generally did net LO -8 0.01 NS
accomplish my v?u-k with vigor, o " 3

enthusiasm and pleasure. ‘

15. I felt that teach 50 30 80 3.8 L.51 S

had not given me as grea
an opportunity for self-
mlzntia‘n as some other
Job Y might have secured.

2. 1 1:;1t that ﬁ&' met 52 2 80 38 66 s
prov teac a t .
audcnnilflylhadlmlldmz

have been rewarded for it.

L3. I was never allowed to 65 22 87 3.8 20,28 S

try any new ideas in my
school. T

T mya T el =~ Smabiam b R o a0 o netty Fuu, WL

2€T
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TABLE XVI
ADVANCENMENT FACTUR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

Representative Statements c CN T.Re TOb.V. Chi-sqg. s/us

2. I did not feel that T had 65 1 8 .8 J1 s
a good future with the school 9‘ , -

system.

16. I do not believe I would 50 26 76 3.8 6,96 s

have been considered for a more
desirable tion even if an
opening occurred for which
I was qualified.

30. I felt that tm_ were 66 20 86 3.8 23455 S

y 78 90 3. L6.9% 8

€€t
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Interpersonal Relations, the third factor tested, was
represented by items 3, 17, 31, and A5, Table XVII shows
that, out of these four items, numbers 17 which stated,
"Teachers in the school did not work well together, and
item 45, "I felt that I was isolated from the main group
of teachers," were not significant as dissetisfiers., 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; therefors, Interpersonal Relations was
the only one of the fourteen predetermined categories that
did not result in becoming a factor affecting dissatis-
faction, ; '

The statements testing Job Seeurity, items 4, 18, 32,
and 46, deseribed situstions 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 tested, was repre-
sented by items 5, 19, 33, snd 47, The statements
described aspects of work which caused an individusl's

feelings about his work to be affected negatively, Table
XIX lists these statements and shows that all four were



Dhaka University Institutiongl Repository

TABLE XVII

' INTERPERSONAL RELATIONS FACTOR AND REPRESENTATIVE STATEMEKTS
MEASURING DISSATISFACTIGN

—

Representative Statements €C ©CF T.R. Th.V. Chi-sq.

s/8s

3: in - i g - @
m‘ mﬂ, 57 17..7; 3.8 20.55

17. Teachers in the school
did not work well together.

31. I diéd not receive any 62
constructive help from my
supervisor.

45. I felt that I isolated | o W1
! B -:; ‘33 37 70 3.8 0.13

-+
3
&

3.8 1.92

N
2

3.8 18,11

§€t
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TABLE XVIII
JOB SECURITY FACTOR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

Representative Statements c CN T.R, 7Tb,¥, Chie-sq. S/NS
k. Satisfactory performance 7 o8 «56 5
e; part 314 gt result in i -~ -3 - .7 :

tinued employment. -
18, I rarely felt secure in 57 27 8L 3.8 10,01 S
my teaching position,
32, I mog':u:‘rhd about 56 26 82 3.8 10,26 8
loosing en problems
would u':;c,
46, I felt there was no future 69 19 @8 3.8 27.28 S
in the school

tbouﬂ”.mui tewrk

9€T
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TABLE XIX
FERSONAL LIFE FACTOR AND REFRESENTATIVE STATEMENTS MEASURING BISSATISFACTION

Representative Statements c CN T«Re Tb.Ve Chi-sq. 8/N8
5. The community Ihad to 54 30 & 3.8 o 6.30 8

live in did not offer
desirable cultural activities

for my family.

19, I was dissatisfied with g8 .8 3 s
the educational mun e " . - e

that were mmb to my own

children.

33. I was allowed no oppor- 58 22 80 3.8 15.31 s

tunity to participste in
comzity acti es outside
the school.

secure the things my femily
needs trn what I earn uuhh;. |

LET
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significant; therefore, the factor, Personal Life was
found te econtribute to dissatisfaction,

The factor, Folicy and Administration, was measured
by items 6, 20, 34, and 48, The statements, listed in
Table XX, revolved around situations or cirecumstances where
ineffective organization 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, demoted conditions
where no wldmi of ‘opportunity for professional hwon-
ment or promotion .na present. These statements are
limd in Table XXI, and show that this factor was repre-
sented by items 7, 21, 35, and 49. BSince each one of
these statements was significant, Fossibility of Orowth
was identified as a factor contributing to dissatisfaction.

Recognition, the mext factor tested, was measured by
items 8, 22, 36, and 50, The statements {Table XXII)
deseribed situations where teachers received no praise ore
reward for their efforts, and where someone else was given
cridit for work acecomplishments. The subjects nlmdlnt
to these statements indicated by their replies that Recog-
nition was a factor contributing to their feelings of dis~
- ltthrm!.on since all rm statements were significant,
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TABLE XX

POLICY AND ADVINISTRATION FACTOR AND REPRESENTATIVE STATEMENTS
MEASURING DISSATISFACTION

M

Representative Statements c CN T.Re ThoVe Chi-sq. S/NS

6+ Teachers were seldom 66 26 - - .
g 92 3.8 16.53 s
policies for the schoo

20, The school did S8 . '
o Mo “lmy ek 76 Ok 3.8 34.56 s
fairly with its teachers.

34k, Administrative decisions 65 15 80 3.8 30.01 s
and policies were neither :

y nor accurately trans-
mitted and interpre to the

teaching staff.

L8, There were adminis- 69 13 82 3.8 36.89 S
trative policies ch were

harmful and detrimental to the

teachers,

6€T
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TABLE XXI

POSSIBILITY OF GROWTH PACTOR AND REPRESENTATIVE STATEMENTS
MEASURING DISSATISFACTION

S e
Representative Statements € ©C§ T.R. Tb.V, Chi-sq. s/Ns
7+ The school systeam provided 67 25 92 3.8 18,27 3
no o unity to learn new -

techniques.
21, In-service courses for the LS5 23 68 3.8 6.49 8

purpose of professional devel
uummrdftndhyth:’-

Mmta. .

35. ties were not 71 15 86 3.8 35.17 s
available in the system for me :

to grow professionally.

49, There was never time 2g 20 108 -8 1.56 s
dimnd for profes 5 .'.

study and hpromnt.
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B TABLE XXII
,-'“ 4 _/,f,,-'i"‘f:" RECOGNITION FACTOR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTION
Representative Statements c CN T.8. Th.V. Chi-lﬁ. s/%s
/ 8. Students did not appreciste 60 32 92 3.8 7.92 s
5 / \ the things teachers did for
7 them. -
22, The administration did not 66 20 86 3.8 23.55 s

give any rec tion to
teachers for vidual contri-
butions.

36« Teachers are very seldom 7% 15 oL 3.8 42,22 s
recognised for successful

and competent work.

50. The supervisor always 65 78 3.8 . S
takes credit for any - ik
ments in the school.
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The factor, Responsibility, was measured by items
9s 23, 37, and 51, The statements, shown in Table XXIII,
made reference to conditions where no increased respon-
sibility in the school was suthorised 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,
As a result, Responsibility was a factor affecting teachers'
feelings of dissatisfaction, :

mnhryhetermnmnmubythm
majority of subjects answering any set of statements,
They ind!;uud by their replies that all four items shown
~ 4n Teble XXIV which included mumber 10, 24, 38, and 52,
were causes of dissatisfaction., These statements were
related to the amount of compensation gained from work,
They described situations and circumstances in which low
and insufficient remunerstion caused feelings of dissatis-
faction, All four statements had high values when tested
by the Chi-square test indicating that Salary is definitely
a cause of dissatisfaction of teachers. et

The Status factor, represented by items 11, 25, 39,
and 53, was measured by statements which referred t.o'
situations or occurrences vhere no improvement or rise in
prestige was gained as a vesult of being a teacher (Table
IXV). A high percentage of subjects also responded to
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TABLE XXIII
RESPONSIBILITY FACTOR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

Representative Statements c CK T.R. Tb.V. Chi-sq. S/RS

9. !::;tor:. did mt“ an % 22 9 3.8 28.66 8
opport suggest needed
hpmnm{n in the school program.

23. Teachers were never or seldom 65 17 82 3.8 26,95 S

2llowed to help select resource
materials,
37. I did not have enough free- 628 22 90 3.8 22.50 s

dom for ma decisions which
affected my classroom,

51. I was never given any new 63 19 82 3.8 22.55 s
responsibility.

£€n
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TABLE XXIV
SALARY FACTOR AND REPRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

Representative Statements c CH T.R. Tb.V. Chi-sq. S/Ks
10, znnhrymmtuume— G, & . ©8 3.8 80.83 5
tory compared with other

teachers' salaries in the same

ares,

3 ..h m - -
d MESTIALAET 0 ¥ % e e oo
another area of work.
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STATUS FACTOR AND REFRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

b

p—

Representative Statements 1 ; c' ; CN T.li. ﬁ.v. Chi-sq. S/RS
1l. Teachers were not respected 78 18 96 3.8 36.26 s
as a professional the =

citi-:. of the e-;":fu;f

25, The general public did mot 70 24 9 3.8 21.5 S
loock upon as a :

profession, :

39. I did not feel that my 72 16 &8 3.8 3,.38 3

position in the communi
allowed me to live as 1'31.»4.

53. I did mot have any 58 20 78 3.8 17.55 s
vileges teacher that I

e’:‘nll not h::..obtdmd in

another profession.

g7t
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these statements end all four were found to be signifi-
cant causes of dissatisfaction; therefore, Status resulted
in being a dissstisfier.

The outcome of the factor, Supervision, as a conse~
quence of the test of significance, was that it is a :
contributor to dissatisfaction. It was measured by items
12, 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
mlhtuinhblcl.ﬂxmuit is shown that sll four
are significant,

The items measuring the factor, Work Itself, were 13,
27, 41, and 55, The statements mentioned situstions and
occurrences in relation to work and teaching which would
cause dissatisfaction with teaching itself, The state-
ments are listed in Table XXVII which shows that all four
were significant as dissatisfiers, thus, indicating that
Work Itself affects dissatisfaction of teachers. ;

The last factor to be tested was Working Conditions,
represented by items 14, 28, 42, and 56. These items are
listed in Table XXVIII they make reference to physical
conditions and faeilities available in the schools and to
; thmtnfmknmﬂd#tud:m, As was true with -
most statements testing the other thirteen motivational
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TABLE XXVI
SUPERVISION FACTOR AKD REPRESENTATIVE STATEMENTS msnm DISSATISFACTION

Representative Statements € €N  T.R. Tb.¥. Chi-sqg. s/us
12, did not know 60 26. 86 3.8 12.66 s
B Dugwrtiol
helpe
26 Teachers whose work was 50 2 72 3.8 10.12 s
unsatisfactory were never told

and were not given an
opportunity to correct it.
40, Teachers were never 62 16 78 3.8 25.96 3
informed of the results of
the Supervisor's visit. :
Sh, The visor was unfair 55 19 74 3.8 16.55 5

and showed favoritism to some
tuehm.

4t
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WORK ITSELF FACTOR AND REFRESENTATIVE STATEMENTS MEASURING DISSATISFACTION

B.Mat:ln mm. ¢ cn T.R. Tb.V. Chi-sq. 8/Ns
13s I could not M“ 70 20 90 3.8 26.68 S
teaching as a good career .

27« Teaching assi nts inmy 75 15 90 3.8 38.68 s

school were not ted to the
interests and abilities of the
individual teachers.

4l. The course of stuﬁy inthe 41 19 60 3.8 735 8
mdﬂm&mw

emphasis on content and funda-
mentals.

55. I felt that teaching was 52 25 77 3.8 _ 8.78 8
not & very challenging profession. .
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WORKING CONDITIONS FACTOR AND REPRESENTATIVE STATEMENTS
FEASURING DISSATISFACTION :

Representative Statements c CN TeBe Tb.V. Chi-sq. S/NS

14. Classroom interruptions 59 22 - 80 3.8 17.11 s

~ were so frequent it was difficult

to complete assigmments.

- 95 3.8  L0.46 8

42. I was mot provided with . . |
H e F‘w 73 17 90 3.8 33.61 S
:10 ‘::n-y out quality instruc-

s‘*‘o Mldlm and facilities 81 b 1 : - -
v o B o 5 96 3.8 L4401 g
inadequate.

6%t
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factors, a significant difference was found to exist for
all four items, causing Working Conditions to be selected
as a factor contributing to the dipgsatisfaction of teachers
in East Pakistan,

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 same number of items
were used in the instrument for the Jehnson study as were
used in the instrument for this study; however, the
statements were not the same in mll cases, due to changes
made in some statements in order to relate them to teach-
ing experiences of subjects in Dacea., It is not possible,
because of these changes, to compare item for item; never-
thelens, a great amount of insight into teacher satis- ;
faction and dissatisfaction can be gained by an examina-
tion of the kinds of situations, occurrences, or circumstan-
ces in the teaching enviromment which produce satis-
faction and dissatisfaction as indicated by the responses

made to statements deseribing these situations.
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In order to make & comparison of the elements

produeing either satisfaction or dissatisfaction, the _
nine items most frequently responded to in each study were
selected for presentation., This number was selected
because Joknson 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 sny item
to be selected for presentation in the text of the report,

The nine statements measuring satisfaction which were
responded to most frequently by teachers in Daceca, Bast
Pakistan and in the United States, are listed in Table XXIX
~ in rank order according to the mmber of responses made by
Pacea teachers and percentage of responses made by United
States teachers, Percentages of responses made to items
in this study were not ubmlodtnrmkiubmm

: nbjmn responding to one statement were not necessarily
' th same subjects who responded to any other statement,
~ An exsmination shows that, of the nine statements responded
- %o most frequently by teachers in Daceca, three represented
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TABLE XXIX

SELECTED REPRESENTATIVE STATEMERTS CONTRIBUTING TO SATISFACTION OF TEACHERS
IN DACCA AND THE UNITED STATES RANKED ACCORDING TO
FREQUENCY OF RESPONSE

= = . s

Item Item °
No. Statements Ko. Statements

s I generall 1ish my work 38, 1 me i
S SIS, T St St = 1n

' 48, I knew to whom I was responsible

8. Students appreciated most of
the things teachers did for them. 1. Teachers were able to live in a
community which offered desir-

45: I felt that I was part of the able cul activities for the
regular school group. entire family.

17. Teachers in the school worked 2k, I felt secure in my teaching
well together. position.
teaching position, } than most in the area.

18, 1 felt secure in my 11, The sy deéd more teacher
e ol Y Rt e e

SRPIRE 7 R v, &L R PR TR T e R T e

2st



Dhaka University Institutional Repository LS

TABLE XXIX (continued)

Dacea, Fast FPakistsn Seorzia, U, S. A,
Item Item
No. Statements : No. Statements
29, I felt that Ib;.i: muu 31. Teachers in the school worked
: teaching a that well together.

would be rewarded in due
time. 4. There was a future in the system
for enyone who wanted to work

51, I was sometimes given new and and learn.

15.

Se

additional responsibilities.

I felt that MIW ?m

me a greater ty for
self-realigation than any other 42,
Job I could have secured.

I was able to live in a community

32,

- which offered desirsble cultural

activities for the entire family.

Parents usually appreciated the
work teachers were doing.

I had enough freedom for making
decisions which affected my
classroom,

€5t
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the Achievement factor (Table XXIX), Items 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 teach.

. Two other statements out of the nine, items 17 and 45,

pointed to situations where acceptance by a group of co-

workers resulted in pleasing and rewarding relationships,

© ‘he four remaining items represented Job Security (item 18),
' Personal Life (item 5), Recognition (item 8), and
 Responsibility (item 1), It can be concluded that

1 ti‘uhou in Dacea tend te be satisfied when they live in a
eommunity where their efforts are recognized; when they are
' given new and challenging responsibilities, and where the
. femily members can obtain wholesome and enjoyable living
.¥’I-ecad1tieul¢ |

When items responded to by the largest percentage of

. United itates teachers were evaluated, it can be noted
 (Table IXIX), as Johnson indicated in his analysis of
f- statements, that most of these items deaslt directly with
| or were related to Achievement, Interpersonal Relations,
: Bamttim, and Policy and Administration, He said thnt
thl climate set by administrators has a great effect upen

satisfaction of teaChers, Iikewise, teachers need freedom
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to make decisions in their classrooms; they want to know
to whom they are responsible, and, in order to feel secure
in their jobs, they need to know they will be supported in
decisions they make about school matters.
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 intersction among

. Broup members is ph;ung and harmonious; when the policies
and practices of administrators create a challenging yet
relaxed and secure atmosphere, and when they can achieve
aome -ciam of security and wellebeing for themselves and

their families.

The nine statements revealing dissatisfaction which
were responded to by the greatest number of teachers in
both Daeea, East Pakistan and in Georgia, U. S, A, are
listed by rank order in Table XXX, After snalysing the
list of statements produced by teachers in Dacea, it can

~ be readily noted that four of these nine statements

_ represented the motivational faeter, Salary. The four
Statements measuring salary (items 10, 24, 38, and 52)
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TABLE XXX

SELECTED REPRESENTATIVE STATEMENTS CONTRIBUTING TO DISSATISFACTIOR OF
TEACHERS IN DACCA AND THE UNITED STATES RANKED ACCORDING
TO FREQUENCY OF RESPONSE

. :
Item ; _ Item :
Fo. Statements No. Statements
10.2 was not satisfa 22, Once a ¢y was set in the
nmrrtdﬂthomr , school it was not followed
teachers' salaries in the same consistently.
area.
50 salary was not adegquate for
52. 1 feel that teachers are poorly 3 2 to participate in &‘tml
paid when the amount of my-ntcummaslnuu
they do is considered. .
38, salary is not adequate to L. Teachers were not involved in
:;pply basic family needs. formulating school policies.,
49. There was never any time k7. The housekeeping in the

school was not good.

95T
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TABLE XXX (continued)

and competent work,

== —— : : -
No. /  Statements Fo. Statement s
2L, My nl:r; was not comparable 49. Teachers were not informed of
: to what I could earn the results of a supervisor's
7 another area of work. ' : visgit.
&7. It is difficult to secure the 48. I dié not know to whom I was
things my family needs from responsible.
what I earrn teaching, ‘
; 40. Most teachers did not accom-
56, Buildings and facilities were plish their work with viger,
poor and entirely inadequate. enthusiasm and pleasure.
28. I was not satisfied with 37« Children did not appreciate
my working hours. most of the things teachers
did for them.,
36. Teachers are very seldom ‘
recognized for successful 7. The system did not seem to

deal openly and fairly with
ite teachers.

LST
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referred to situstions where the lack of monitary reward
could lead to dissatisfaction, either because family
needs could not be met, 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 ].n'ev:ldo their families with basic
necessities. Two statements, items 28 and 56, represented
'oru.ag Conditions and showed that dissatisfaction was
'-\'}I'lm“ by poor and inadequate buildings and facilities or
" becsuse teschers wers not satisfied with the hours they
“were required to work, The two remaining statements
represented Recognition (item 36) end Possibility of
Growth (item 49) which both pointed to specific situstions
where dissatisfaction resulted either because of a lack of
recognition for successful work or because teachers nxi
never given any responsibility to prove their competeney.
When all statements are considered, it shows that five
out of the nine items refer to situations where the lack
| of adequate income is the main source of dissatisfaction;
therefore, evidence is that poor salaries and low economie :
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status are by far the greatest sources of dissatisfaction
of teachers in Daceca, East 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 mut:lvi aspects of administration and supervision then
from any other source. Teachers indicated that dissatis-
faction resulted when they were given no epportunity to
help formulate policies or when policies, once set, were
not followed; they b.ou.ovod administrators were unfair in
their deslings with teachers and that the supervisory role
was incompetently performed. Only one statement (item 50)
referred to unhappiness ag a result of salary and this did
not involve basie necessities of 1ife but cultural enjoy-
ments which were not available to the extent they would
have liked, One statement (item 47) pointed to dissatis-
faction caused by poor housekeeping in the school., Other
than these two last mentioned elements, all negative
conditions of teaching in the United States involved some

' aspect of policy, edministration, or supervision,

tﬁn all conditions of dissatisfaction are conaidered,

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
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eonditions, and find seme way to raise the salaries of
teachers:s These measures are necessery if it is bdelieved
that teacher satisfaction and happiness is important teo the
development and furtherance of education.

Motivational factors contributing te job satisfaction
of secondary teachers in Dacea, East Pakisten were selected
on the basis of the mumber of significant statements
ﬂmnmu each faetor, When any three out of the four
statements measuring any one particular factor were found
to be significant, then that factor was identified 28 one
contributing to satisfaction,

It was found that ten out of the fourteen factors
tested contributed to job satisfaction of secordary 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 facters alphabetically according
to the number of significant statements, that Achievement,
Job Seewrity, Possibility of Growth, and Work Itself all
rated the same: 2ll measuring statements proved to be
significant. This suggests that these four fsctors are
more important sources of satisfaction than the six
r-dnu factors (Advancement, Interpersonal Relations,
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TABLE XXXI

MOTIVATIONAL FACTORS AND SIGNIFICANT STATEMENTS
CONTRIBUTIRG TO SATISFACTION

Item Numbers of Representative

Motivational Factors ' Statements
‘#Achievement 1+ 15+ 20+ 43+
#Job Security b 19¢ 32+ Wb+
*Possibility of Growth 7+ 214 35+ 49+
| #ork Itself 136 2 e S5
~ #Advencement ' 24 16+ 30+ Lb
#Interpersonal Relations 3 17+ 31+ 45+
*Policy and 6+ 200 3 48+
Administration
sRecognition 8+ 22+ 36+ 50
+*Responsibility 9+ 23 37+ 51+
*Supervision 12+ 26+ 40 5L+
Personal Life 5+ 19 33+ 47
Status ' 114 25 39 N
Working Conditions 14t 28 42 56

Salary 10 24 3¢ 52

#Motivational factors contributing to satisfaction
of secondary school teachers in Dacea, East Pakistan,

+8ignificant hm.unuuw statements,



Dhaka University Institutional Repository

162

Policy and Administration, Recognition, Responsibility,
and Supervision) which each had ome non-significant
statement, indicating that there was a situation or
occurrence which did not result in satisfaction; thus, 2
lesser amount of satisfaction resulted from these six
factors,

| The four factors which did not contribute to job
satisfaction were Personal Life, Salary, Status, and
Working Conditions. Although none of these four factors
proved to influence satisfaction of teachers in East
Pakistan, the data oa the table show some important
differences. Out of four representative statements
neasuring Salary, not one proved to be significsnt, This
strongly suggests that, while a1l teachers receive some
~ kind of remuneration for their work, the salary they
recedve from teaching is the least important of all the
rm Mtcmiud factors in creating satisfaction.
Likewise, the factors, Working Conditions and Status, had
only one significant representative statement each, indica~
r‘tm that neither of these factors resulted in satisfaetion
for teachers, The factor, Personsl Life, had two signifi-
cant representative statements, indicating that teachers
receive a greater measure of satisfaetion from circum-

stances in their personal life than from conditions of
salary, working conditions or those invelving status;
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still, it was not important emough 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 inn responded
to by more sub:loet'a than were other sets, it seems impore
tant to 100k 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

‘ Mtuu of such a small number of responses to particular
- statements that, while some situstions and cireumstances
-7 exist in the teaching environment, they are not

_. sources of satisfaction. Table XXXII was constructed to
show 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 factors were ranked according to
total responses to sets of statements. If it csn be
assumed, as the writer believes it can be, that the mumber
of responses indicates concern about some particular
aspect of teaching, then the infommation in the table shows
that the factor, Achievement, was the greatest contributor
to satisfaction of teachers in East Pakistan, Interpersonal
Relations was second; Job Security, third; Recognitiom,
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TABLE XXXII

RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO
SATISFACTION BY TOTAL NUMBER OF RESPONSES TO
SETS OF STATEMENTS REPRESENTING

EACH FACTOR

164

Number of Responses to Statements

- - v e .
 Achievement TRRGE G e Y
In;:lrfmgal 53 94 65 96 308
' Job Security + 80 88 59 78 305
Recognition 100 66 82 54 302
 ResponsiM lity 76 55 82 86 299
Fossibility of 79 &0 67 62 288
Growth
York Itself 67 78 61 66 272
Supe rvision 83 68 45 63 259
' Advancement 7 67 31 25
: Poiie. n:::rauoa 64 65 62 59 250 ]
Personal Life 8 60 6 23 128
Working Conditions 62 L8 23 59 192
Status 68 54 38 29 189
Salary 26 L5 22 21 11!.
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fourth; Responsibility was fifth; Possibility of Growth,
sixthj them Work Itself, Supervision, Advancement, Policy
and Administration, Personal Life, Working Conditions,
Status, and last Salary. These last four factors did not
rate 'u contributors to satisfaection and the number of

_responses indicated that of all the fourteen predetermined
' _?"fam. 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

‘Vtht last of the contributing factors.

Blesatisfactior
The analysis of data related to motivationsl factors
contributing to job dissatisfaction revealed that, out of
the fourteen predetermined factors tested, thirteen contri-
buted to job dissatisfaction, The only factor which did
not prove to be a dissatisfier was Interpersonal Relations,
Motivational faetors are reanked alphabetically according .
to the number of significant statements representing each
factor (Table XXXIII), This renking shows that there is
no essential difference in the first t\hln factors listed,
in so far as their influence on job dissatisfaction of
teachers is concerned; all four measuring statements were
limimm for each factor, The thirteenth factor,
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MOTIVATIONAL FACTORS AND SIGMIFICANT STATEMENTS
CONTRIBUTING TO DISSATISFACTION
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Motivational Fascters

Item Numbers of Representative

Statements
*Advancement 2+ 16+ 30+ L+
#Job Security L+ 18+ 32+ L6+
*Personal Lyfe 5+ 16+ 33+ L7+
*Policy and 6+ 20+ 34+ L8+
stration
*Possibility of Orowth 7+ 2 35+ A9
sRecognition 8+ 22¢ 36+ 50+
*Responsibility 9+ 23+ 37+ 514
*Salary 10+ 2+ 36 - S2¢
m 11+ 25+ 30+ 53+
*Supervision 12+ 26+ L0+ Sh+
#Work Itself 13+ 274+ M1+ 55+
*Working Conditions T+ 28+ L2+ 56+
#*Achievement 1 15+ 29+ 43+ .
Interpersonal Relations 3+ 17 31+ L5

Mnuom factors contributing to dissatisfacs’
tion of secondary school teachers in Dacea, East Fakistan,

+8ignificant Representative Statements,
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Achievement, had three significant statements and still
rated as & satisfier but should be considered to contrie
bute 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
m not to have any effect,

Becsuse responses to dissatisfaction statements were
ao' numerous md because large numbers of responses seem to
indicate concern abnut certain situations and circumstances
“in the ‘teaching gm«t. it is important to gain more
tnu;ht into the factors producing dissatisfaction., In
order to do um' all factors have been ranked according to
the total number of responses indicating a contribution to
dissatisfaction, This ranking is shown in Table XXXIV
~along with the responses to individual items in each set
of statements, From this table it is possidle to see that
some statements were responded to by many mere 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. This
strongly suggests that these factors with the highest
total responses are the ones causing tho greastest amount
of dissatisfaction. If it can be sssumed that responses
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RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO

DISSATISFACTION BY TOTAL NUMBER OF RESPONSES

TO SETS OF STATEMENTS REFRESENTING

EACH FACTOR

Number of Responses to Statements

Relstions

Vaster iy gl i gl
 Salary % 8 9% 9k 362
Working Conditions 59 7% 73 gl 292
Status .78 70 7 58 278
Poliey and 6 76 65 69 27
stration
- Responsibility 76 65 68 63 272
 Possibility of . A 71 8
- Orowth ' :
’lRlco:nitlﬂl 60 66 79 65 270
Pertenll Life Sk 73 58 81 266
- Advancement 65 50 66 78 259
| Work Itself 7 75 s
Job Security 47 57 56 69 229
Supervision 60 50 62 55 227
Aehianmnt 38 50 52 65 205
~ Interpersonal 57 51 62 33 203
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indicate concern, then the factor, Salary, is the greatest
cause of dissatisfaction to secondary teachers in East
Pakisten., Working Conditions is second; Status, third;
Policy and Administration, fourth; Responsibility, is fifth;
Possibility of Growth is sixth; then Recognition, Personal
Life, Advancement, Work Itself, Job Security, Supervision,
and Achievement are sources of dinllttlfhecien; in thni
order. Interpersonal Relations, not rating as a diastéiu-
fier, was the only factor which did net contribute to
dissatisfaction,

e g
An examination of the factors affecting satisfaction
and the ones influencing dissatisfaction of teachers in
Dagea, East Pakistan shows that, while there are many _
similarities in the two lists, there are also some difs =
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 end listed alphabetically in Table XXXV, By
this arrengement it can be seen that, of the ronrtocn-
 fagtors predetermined to measure satisfaction and dissstis-

faction of secondary teachers in Dacea, nine were common
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TABLE XXXV

FACTORS CONTRIBUTING TO JOB SATISFACTION AND
JOB DISSATISFACTION

ru[tor; .;atributit; tom hctofl Cont;ibuting to
Satisfaction Dissatisfaction
Achievement Achievement
Advancement Advancement
Interpersonal Relations
Job Security Job Security
Personal Life

Policy and Administration
Poseibility of Crowth
Recognition
Responsibility

Supervision
Work Itself

Poliey and Administration
Possibility of Growth
Recognition
Responsibllity

Salary

Status

Supervision

Work Itself

Working Conditions
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to both satisfaction and dissatisfaction. These were
Achievement, Advancement, Job Security, Policy and Adminis-
tration, Possibility of Growth, Recegnition, Responsibility,
Supervision, and Work Itself, Only five, including
Interpersonal Relations, Personal Life, Salary, Status, and
Working Conditions, were found not to contribute both ‘
positively and negatively to teachers' r-gungi about
their jobs.

The first hypothesis of the study stated that factors
- leading to job uus.rncuoa will not be any different from
those lesding to dissatisfaction, In order to find if the
: factors of satisfaction are significantly different from
the factors of dissatisfaction, the Sign Test 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, 288-291,) 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 grut.c;
than 1,96, When the two sets of paired factors were
observed and the value of Z was caleulated, it was found
to equal 1,07; therefore, the first hypothesis of this
study 1s retained and it is assumed that the factors lead-

ing to satisfaction are no different from those leading to
dissatisfaction,
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Even thouth this asswsption is msde end the hypothe-
sis is retained, it is suggested from the paired list, that
some factors causing dissstisfaction are different from
those leading to satisfaetion, In order to gain a more
complete understanding of elemente in the teaching situa-
. tion which cause either satisfaction or dissatisfaction
" to teachers, the information from Tables XXXT and XXXTII
which ranked the factors according to the number of
responses made by subjects, was combined to facilitate an
evaluation of similarities and differences (Table XXIVI),

. ‘When ranked, the four factors comtributing to job satis-

‘yl,!hetien for the greatest number of people were not the
same as those contributing to job dissatisfaction.

1'3;Achiov¢naat, Iatcrpornonal Relations, Job Bccnrity, .and

fecognition ranked in that order on the satisfaction list,
~ while Salary, Working Conditions, Status and Policy and

_ Administration ramked highest as dissatisfiers, This
. indicates that the greatest number of teachers in Daces,

‘Bast Pakistan gain satisfaction from a somewhat different
set of factors than those which produce dissatisfaction,
It can be assumed, because of this difference, that

St téqahoru in Dacca receive satisfaction through some

. aspects of achievement such as successful completion of

assignments and solving scheool problems, through alinring
and fulfilling relationships with colleagues, because they
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FAGCTORS CONTRIBUTING TU JOB SATISFACTION AND DISSATISFACTION
RANKED ACCURDING TO RESPUNSES

Factors Contributing to

Factors Contributing to

Satisfaction Rank Pissatisfaction
Aehievement 1 Salary
rmmnm Relations 2 Working Conditions
Job Security 3 Status
~ Recognition . b Policy and Administration
~ Responsibility 5 Responsibility
Possibility of Growth 6 Possibility of Growth
Work Itself 7 Recogni tion
Supervision 8 Personal Life
Advancement 9 Advancement
Poliey and '
stration 10 Work Itself
11 Job Security
12 Supervision 4
13 Achievement
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are free from worry about a2 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 same factors cause a great
amount of dissatisfaction, Also, Policy and Administra-
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 c!' status
they command in their communities, general working
conditions such as poor buildings and faeilities, and
long hours spent on the job, as well as undemoeratic
procedures utilised by the administretors which allow no
opportunity te 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 dissatisface
tion list and while Interpersonsl Relations was not shown
to contribute to disesatisfsetion, it did contribute to
the satisfaction of many teachers as was indicated when
this factor received the second highest number of responses,
, The commonalities, apparent as a result of the test
of significance, should also be noted in this discussion
of factors based on rank order, Table XXXVI shows that
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Responsibility and Possibility of Orowth ranked fifth and
sixth, respectively, in both categories. Work Itself
ranked seventh as 2 satisfier but tenth as a dissatisfier
while Supervision was eighth as a source of satisfaction
but twelfth as a cause of dissatisfaction. Advencement
maintained the ninth position on both lists while Policy
and Administration renked tenth as 2 satisfier and fourth
~ 4in importance as s dissatisfier, 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 1ist of the majerity of the four-
~ teen factors being tested seems to indicate that, when
e considered as a whole, many factors contributed somewhat
equally to both satisfaction and dissatisfaction, |

. U L BC . v i 8Lli0
Fastors Lentribating te
job Satlsfaction of

The content analysis method was used by Johnson teo.
collect evidence of motivational factors contributing to
satisfaction of teachers in Ceorgia, U. S. 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 jJudges then analysed the reports and
placed each response in one of the fourteen predetermined
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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, Since many subjeets reported
more than one ineident 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 te the percentage of responses,

The content analysis method was not used to identify
motivational factors in this study because of the
. difficulties anticipated in obtaining objective reports;
- ~consequently, the two methods of selecting motivational
factors were different. Vi

It was found in the United States that six factors
‘were responded to by between 29,4 and 18 per cent of the
subjects., They included Achievement, Interpersonal Rela~
tions, Recognition, Policy and Administration, Working
Conditions, and Work Itself, Responses to three factors
were between 9,2 and 8,1 per cent; these were Supervision,
Responsibility, and Status (Table XXXVII), The next four
factors, Salary, Job Security, Fersonal Life, and
Possibility of M. were responded to by between 2,2
per gent and 0.7 per cent of the subjects. 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 XXXVII

RANK ORDER OF MOTIVATIONAL FACTORS CONTRIBUTING TO JOB
SATISFACTION OF TEACHERS IN DACCA AND IN
THE UNITEP STATES

Dacca, East Pakistan
Contributing Factors

s

M L] s' AO
ot b

Achievement
Interpersonal Relations
Job Security
Recognition
Responsibility -
Possibility of Growth

- Work Itself
Supervision

Advencement

Poliey and
tration

‘Work Itself

Contri Factors
Achievement
Interpersonal Relations
Recognition '

Policy and Administration
Working Conditions 1

Supervision

Responsibility

Status

Salary

Job Security

Personal Life

Possibility of Crowth -
Advancement i
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The relationship between the two categories of
factors, théno contributing to satisfaction of teachers
in East Pakistan and those leading to satisfaction of
teachers in the United States, was ascertained by use of
the Chi-square test of significance in order to test the
second hypothesis of the study. The hypothesis stated
that major factors contributing to job setisfaction 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 III under Anslysis of Data (14, pp. 264-265.)

' - Because Chi-square was computed from a 2 x 2 contingeney

table with one degree of freedom for a small number of
factors, Yates' Correction for eomsmw was applied,

In using this test, the hypothesis is rejected if the
computed value of Chi-square is 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 chanece only 5 per cent of the
time, The obtained value of Chi-square was 2.63 and when
tested at the .05 level of significance, the table value

is 3.84; consequently, Chi-square was not significant and
the hypothesis, that the factors leading to satisfaction
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of teachers in the city of Dacea in Bast Pakistan are no
different from those contributing te satisfaction of
teachers in Georgia in the United States, was retained,

Regardless of the fact that the above hypothesis was
reteined at .05 level of confidence, there are some dif-
ferences and similarities which should be noted; conse-
quently, a table was constructed to show the fourteen :
motivational factors, listed in rank order by percentage '
of total responses, which affected feelings of satisfac-
tion of teachers in the United States as identified by
Johnson in his ﬂudy.(hblc XXXVII), This table also
shows the motivational factors contributing te satis-
faction of secondary teachers in Dacca, ranked accor-
ding to the number of responses indicating satisfaction
for each set of representative statements., Percentages
of responses for this study were not used in the table
because the subjects responding to one statement or set
of statements were not necessarily the same subjects who
responded to any other statement or set of statements. 5

After evaluating the six most highly ranked factors
in the Johnson study (Achievement, Interpersonal Relations,
Recognition, Policy and Administration, Working Conditions,
and Work Itself), and after comparing them with factors
eontributing to job satisfaction of teachers in East
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Pakistan, it seems evident that teachers in both cultures
find satisfaction from situations where they feel they
are able or allowed to solve school problems and sucCess-
fully complete work nulmints. because they are accepted
as a part of the regular school group and have pleasant and
satisfying relations with their colleagues, where they
receive some kind of praise or reward for the work they do,
from situations where supervisors are effective in
orgenizing and menaging the school system, where they have

. some part in formilating policies and making decisions,
~and last, from situations of work which are challenging

and which afford an opportunity to be ereative and
resourceful.,

While many teachers in the United States apparently g

find satisfaction becsuse of pleasant and convenient
physical enviromment and because of good facilities and
equipment for work, teachers in Dacea, receive no satis-
faction from the conditions in which they work since :
~ Working Gonditions was not selected as a factor contri-
buting to satisfaction, Other faetors which did not _
contribute to satisfaction of teachers in Hast Pakistan
were Salary, Status, and Personal Iife. While it is
true thet these three factors did rank as satisfiers of
teachers in the United Mu,thymnanthm low on

AL M
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the list, with Status receiving a greater percentage of
responses (8,1 per cent) than either Sslary (2,2 per cent)
or Personal Life (0.7 per cent)., Since the two groups of |
teachers fo«lud very little or no satisfaction from any
one of th-u three factors, it is suggestive that teachers
of both groups have either not encountered situations in
their work where they folt they had improved or they felt
no satisfaction even though they had realized a gain in
prestige. Also no satisfaction is gained even though they
may receive adequate monetary mmnﬁ!on:or, their
salaries are so :l.ntdlcquto 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 satisfaction.

The factor ranked least important to satisfaction by
teachers in the United States was Advancement, In
actuality, it received no responses and should not be
thought of as contributing to satisfaction. Since this
fagtor did rank as one contributing to satisfaction of
teachers in East Pakistan, it leads to an assumption that
teachers in the United States may gain no satisfaetion
from receiving advancement and promotions, from additional
responsibility which may be gained, or that they mey not
be rewarded by promotions because of their ability to
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teach, but that teachers in Bast Pakistan do receive
satisfaction from the same kind or similar situations and
occurrences, Possibility of CGrowth ranked very low on the
United States list (only 0,7 per cent of the responses)
which again gives some evidence that opportunities for
professional growth is either present but not important
as a2 source of satisfaction or that they do not have an
opportunity to grow professionally., %This may be the Cm.
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 Dacea, teachers do apparently receive some opportunity
to grow professionally and thereby gain satisfaction from
it. |

Since 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 direetly in face-to-face relationships with
other individuals and apparently this interaction iz a
source of satisfaction to them; whereas, they may not be
able to see results of their work or feel rewarded in

other aspects of their teaching life, Obviously, however,
it 1s important for teachers to work in e situstion where

i the supervisor is fair and considerate and where some

g e LTS T W -
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opportunity is given to help formulate policies and make
group decisions. Most individusls, also want to assume
some responsibility for their work and receive recognition
when they successfully complete the assignments,

The fourteen motivational factors listed in rank
order, which affected feelings of dissatisfaction of
~ secondary school teathers in the eity of Dacea, East
l'ahhm are shown on Table XXXVIII., It also shows the
motivational factors contributing to dissatisfaction of
school teachers in the United States. Johmson showed that
two of the predetermined factors, Policy and Administro-
tion, and Working Conditions, were rcm to by the
greatest percentage of subjects, 37.5 ané 32,1 per cent
reapectively, Four factors, Interpersonsl Relations,
Status, Supervision, and Achievement, were answered by -
between 17.0 and 11.6 per cent, Six other factors
ranged between 5.4 and 1.1 per cent of the responses.
These were Work Itself, Salary, Recognition, Personal
life, Responsibility, and Job Security. Possibility of
Growth and Advancement were the two lowest in rank and thus,
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RANK ORDER OF MOTIVATIONAL PACTORS CONTRIBUTING TO JOB
DISSATISFACTION OF TEACHERS IN DACCA AND
IN THE UNITED STATES

Dacca, East Pakistan
c lbuting Factors

Ceorgla, U, 8. A,
Contributing Factors

Salary
Working Conditions

Status

Policy and
stration -

Responsibility
Possibility of Growth
Recognition

Personal Life
Advancement

Work Itself

Job Security
Supervision
Achievement

Policy and Administration
Working Conditions .
Interpersonal Relations
Status

Supervision
Achievement

Work Itself

Salary

Recognition

Personal 1ife
Responsibility

Job Security
Possibility of Growth
Advancement
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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 neceasary to determine the similarities
or differences of factors contributing to job dissatis-

* faction in the two cultures, Hypothesis mumber three
stated that major factors leading to job dissetisfaction
of teachers as detemined for this study will not be any
different from those which account for job dissatisfaction
in Johnson's study. In order to determine whe theror not
& significent difference exists. between the two lists of
factors, the same Chi-square test was applied as was
~ diseussed in Ghapter III under Analysis of Data and which
; "'na deseribed pnvlmly in reference to the testing of
the second hypothesis. When Chi-square was calculated by
this t est, 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 Chi-square was m
significant at the .05 level of confidence.

Even though the factors accounting for dissatis-

faction of the two groups of teachers, tho-i in the United
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States and the ones in East Pakistan, were not signifi.
cantly different at the .05 level, some similarities as
well as several differences are discernible when a
comparison is made of the two sets of factors ranked sccor-
ding to responses of subjeets. These should be pointed
out as a means of understanding the sources of dissatis-
faction among the two groups of teachers.

Perhaps the greatest difference is that Interpersonal
Relations, which renked third highest as a dissatisfier
in the United States, did not prove to be a souwrce of
‘digsatisfaction in E;cu.; 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 i_onld seem to indicate that there are relatively few
situations in the teaching environmment in Dacca where
interaction among individuals causes dissatisfaction, On
the other hand, Interpersonal Rohtim was high as both
a satisfier and a dissetisfier of teachers in Georgia in
the United States; this suggests zhat the effects of
interaction among teachers and other individuals in that
culture may be the results of situationsl conditions
ammu either satisfsction or dsuthfuttm depen=-

. ding upon specific circumstances,
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Another difference is that Salary, which contributes
to dissatisfaction of teachers in Dacea more than any
other factor, ranked fairly low in the Ceorgia study with
only 4«3 per cent of the responses and eight from the top.
This seems to indicate that the amount of income received
is more important to teachers in Bast Pakistan than to
those in the United Stetes 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 smount, that deprivation might cause
dissatisfaction. This is probably the case smong teachers
in East Pakistan: the fact that they do not receive an
. adequate salary causes dissatisfaction to many, but Aif

hi@.r salaries became 2 reality and teachers expected
this as a reguler course of action, the Salary they
receive would become a less important source of both
satisfaction and dissatisfaction,

Still enother difference is that, while both
Responsibility and Possibility of Growth were rated low
in the United States, they rated high in East Pakistan,
indicating that negative aspects of these factors cause
dissatisfaction and that teachers in East Pakistan feel



Dhaka University Institutional Repository

188
dissatisfied when they are not given some opportunity te
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 (12,3, 11.6, and 5.4), they were last on
the list of dissatisfiers in East Pakistan, This evidence
~ 4s indicative thet more unhappiness and dissatisfaction is
' caused among teachers in the United States than among
teachers in Dacea m to the quality of supervision and
assistance they receive, the amount of progress made by
students, lack of achievement of educational objectives,
and the nature of the duties required of them as part of
~ their regular sﬁul work, It may be that teachers in
Dacea are not conecerned about these elements of teaching

o and, consequently, feel no dissatisfaction, or they may

be concerned but their situations are such that they
receive satisfaction end happiness from related
experiences,

Some similarities observable from the lists on
Table XXXVIII are that two of the factors, Policy and
Administration and Working Conditions, rating first and
- second as dissatisfiers with 37.5 snd 32,1 per cent of
the responses from teachers in the United States, were
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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 a great source of dissatisfaction; it
suggests that teachers, generally, would be happier in
their work if #huy had an opportunity to help formulate
school policies and meke decisions, and also if adminis-

. trative practices were more democratic. Regarding the

conditions of work, it secms obvious that teachers in
Dacea as well as those in the United States are dissatise
fied because of nueh. conditions as ill-kept school
buildings, lack of space, and poor teaching aids and
equipment, Undoubtedly it would add to satisfaction of
teachers if buildings and equipment were kept clean and
in good repair, if schools were less overcrowded and less
understaffed, and if better facilities and equipment were
available for teaching.

The factor, Status, was high on both d.‘.authfact:lon
lists indicating that teachers in beth cultures are
affected negatively because of the treatment they receive
~ from administrators and the gensral publie or by the lack

‘of regard for them and the activities they perform in the
schools 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

b RS L F
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supervisors as partners; they should be treated with
respect and consideration and should be allowed full
professional stature,

Sumpmary of Findings
A summary of the findings of this study indicates

that, out of the fifty-six positive statements on the
Satisfaction Inventory, thirty-eight were found to be
significant according te the Chi-square test. The non-
Mﬁm statements were, generally, 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., Ten out of the fourteen motivational factors
tested were found to contribute to job satisfaction of |
secondary school teachers in East Pakistan, These were
Achievement, Advancement, Interpersonal Relations, Job
Security, Policy and Administration, Possibility of
Growth, Recognition, Responsibility, Supervision, and

- Working Conditions. The four which did not contribute

to satisfaction were Personsl life, Salary, SSatus, and .
Working Conditions., Out of fifty-six negative statements
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 wae the only factor out of the fourteen tested
which was not a contributor to dissatisfaction of teachers
in East Pakistan.

When representative statements affecting job satis-
faction of teachers in Dacea were compared with ‘those
influencing satisfaction of United States teachers, it was
found that in Dacea, positive feelings resulted from
situations where a gain in prestige and achievement could
be realiged and through satisfying interaction with other
people, Teachers h.thc United States gained satisfaction
from the same kinds of situations but also when policies
and procedures of administration were fair and when ﬂmﬁiﬁ
accomplishments were recognised, '

Statements contributing to dissatisfaction for the
greatest number of teachers in Bast Pakistan centered
around the problem of inadequate salary, All four state-
ments ranked high on the list, showing that this one

aspect causes more digsatisfaction than sny other element,
~ Statements referring to poor working conditions were next

highest, For United States teachers, most dissatisfac~
tion was a result of unpleassnt and undemocratic policies |
of administration and supervision. |
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When motivational factors contributing teo satisfac-
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 Test for Paired Observations, the first hypothesis of
the study wes retained and it wee 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 subjects, the ranking showed that satisfaction is caused
primarily by situstions dealing with Achievement, Inter-
personal Relations, Job Seewrity, and Recognition; whereas,
dissatisfaction is caused chiefly by inadequate salaries,
low status, poor working conditions and policies of
administrators.

When motivation®l factors leading to satisfaction
of teachers in Dacea, East Pakistan were compared with
those causing satisfaction of teachers in CGeorgia in the
United States, it was found that the greatest number of °
teachers in both cultures indicated that satisfaction was
gained as a result of achieving goals and purposes and
through pleasant and compatible relationships with others.

~  United States teachers also gained satisfaction from

receiving mmiuu,f 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 permenent work and by being
| recognized for accomplishments, When the second
hypothesis was tested by means of Chi-square, the
difference between the two sets of factors was not signi-
ficant and the hypothesis, that msjor factors leading teo
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 those influencing
teacher dissatisfaction in the ﬂait-d States, It was
found that, when 21l contributing factors were considered
without bemefit of any rank order, the two lists of
factors were very similar. The only difference being
that Interpersonal Relations did not contribute te dilntip-
faction of teachers in Dacea, East Pakistan while Advance-
ment did not comtribute to dissatisfaction in Georgis in
the United States, Yet when the two lists of factors
were ranked according to number of responses, similarities
were still apparent, In Dacea, the nature of salaries,
working conditions, status, and administrative policies
causes dissatisfaction for the greatest number of people,
while in the United States administrative policies,
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working conditions, interpersonsl relations and status
were most responsible for dissatisfaction, Out of the
four most highly rated factors, three were common to
both eultures, The third hypothesis stated that major
factors leading to job dissatisfection of teachers in
this study would not be any different from those account-
ing for dissatisfaction of teachers in Johnson's study,
The difference between the two sets of factors was

' tested by Chi-square and it was found that ne significant
dirg'cmn existed; therefore ﬂ_lq, hypothesis was retained,
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CHAPTER V

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

Summary

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 eontribu-
ting to job satisfaction and dissatisfaction of teschers
in Georgiaz in the United States.

Considering the emphasis on education and the role
it plays in economic development and the faet that a grest
many well trained and qualified teachers will be needed in
the future in Fast Pekistan if universal primery 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 aceounting for job sstisfaction and :
Job dissatisfaction of secondary school teachers in the
¢ity of Dacca, East Pakistan,

The literature reviewed included writings and
reports by many educators and development planners who
believe that progress in economic development will take
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place only as progress is made in educating the people
of the country and that inadequate investment in education
may prove to be & 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
finaneing becomes a specisl problem, Teachers are in
short supply snd many who are presently engaged in teach-
ing are poorly qualified and untrained, Buildings and
other facilities m.imuwu. working conditions are

 poor and salaries are low. These all add to the dissatis-

faction of tud:m.m ereate further shortage sinee not
many potentially good teachers are attracted to the

profession.
The second part of the review of literature dealt

with motivation as it related to teacher satisfaction
and dissatisfaction, Many theories of iouuuon have
been explained but all have some common elements., A
useful concept is that man is motivated by objects and
cireumstances in his enviromment and the eulture in
which he lives influences his needs which include the
desire for optimum growth and actualisation, Motivation
is closely related to administretion and supervision in
that the practices and policies engaged in by the super-
erdinate can inhibit or motivate the human orgenism,
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Frustration and dissatisfaction cause workers to be
unproductive; however, this dissatisfaction can be
@ecreased to some extent if psychological needs are
fulfilled.

Two studies were done in the United States which
indicated that both industrial workers and teachers are
- affected by certain factors in the enviromment., Hersberg
identified fourteen neuntiml factors as being contri-
butors to uthtutln and dissatisfaction of industrial
~ workers., Johnson used these same predetermined factors
%o identify the causes of satisfaction and dissatisfaction

" - among teachers.

Data required to make the determination of factors

 aceounting for job satisfaction and dissatisfaction of

secondary school teachers in Dacca, East Pekistan were
- obtained by employing the same fourteen predetermined
motivational factors as a basis for an attitude inventory

~_dnstrument designed in two parts to colleet information

-

. about feelings of satisfaction and dissatisfaction,

. The instrument was pretested st the Laberatory
‘Sehool, Institute of Bducation and Research, University
of Dacca, Revisions were made and permission to gather

~ data in the schools was obtained from the Director of

&u. Iutmﬁ.n., The Attitude Inventory was then
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administered to groups of teachers at their respective
schools; subjecte included one hundred seventeen secondary
school teachers who had Bacealaureate degrees from 2
population of approximately 400 who were teaching in the
secondary schools in the city of Dagea,

After data were collected, a2 tabulation was made
which ylelded m.]._rnmu of subjects in all categories.
Responses to individual ststements designed to measure
contributions of various factors to job satisfaction and
dissatisfaction were analysed by use of the Chi-square
test to facilitate the selection of motivational factors
affecting satisfaction and dissatisfaction of secondary
school teachers in Dacea.

The first hypothesis of the study was tested by
applying the Sign Test for Paired Qbservations to determine
if a significant difference existed between the two lists
of factors, those leading to satisfaction and these causing
digsatisfactions The second and third hypotheses were
tested by use of Chi-square to determine if a lisn!.ﬂm.t
difference existed between (1) faetors contributing to
satisfaction of teachers in Dacea and teachers in the
United States, and (2) factors contributing to dissatis-
faction of teachers in Dacca and teachers in the United
States,
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It was found as a2 result of the study that, of the
fifty-six positive statements designed to ‘nunro satis-
faetion,; thirty-eight were significant. From these
significant items it was determined that ten of the four-
teen predetermined motivational factors contributed to the
- satisfaction of secondary schoel teachers in Daceca, These
~were Achievement, Advancement, Interpersonal Relations,

 Job Seeurity, Poliey and Administration, Possibility of
: m, Recognition, Responsibility, Supervision, and
| VWork Itself, The four not comtributing to satisfaction

were Personal Life, Salary, Status, and Working Conditions.
Of the fifty-six negative stetements designed to
measure dissatisfaction, fifty-three were found to be
ni;niﬂemt-. These significant statements were used to
determine that, of the fourteen motivational factors
tested, thirteen contriduted to the dissatisfaction of
tcaduh in Degea. The only factor not causing dissatis-
faction was the factor, Interpersonal Relations.
Representative statements affecting job satisfaction
and job dissatisfaction of teachers in Dacea, Rast Pal:iltﬁl
were compared with statements causing satisfaction and
dissatisfaction of teachers in Georgisa in the United States.
In Dacea, teachers indicated that statements referring to Do
l_imtiogs nd cireumstances of Achievement and Interper-
sonal Relations, were the ones producing satisfaction, In
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the United States these same two aspects influenced
satisfaction as well as administrative policies and
procedures. Dissstisfaction of Dacca teachers was
indicated by responses to statements about Salary and
Working Conditions, The same kinds of situations were
described in statements responded to by teachers in the
United States, except American teachers also indicated
that administrative procedures and practices caused dis-
satisfaction,

- Motivational factors contributing to satisfaection
_ were compared with factors influenmeing dissatisfaction

; _'or ‘m&m in Dacca., As 8 result of factors being ranked

' imﬁlu 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 number one which stated that factors leading i
" %o 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 fsctors leading to satisfaction of

" teachers in Dacea, East Pakistan were compared with factors
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influencing satisfaction of teachers in CGeorgiaz in the
United States. It was indicated by the responses of
teachers in both cultures, that satisfaction is gained
through Achievement and Interpersonal Relations, In the
United States, teachers also gained satisfaction through
Recognition and Policy and Administration. While in
Dagea, 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 dimmf: from those contributing to job
satisfaction in the Johnson study. No significant
difference 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 Daces,
East Pakistan were compared with sources of dissatisfec-
tion of teachers in Georgia in the United States, it was
found that they were very similar, Out of the four g
highest ranking dissatisfaction factors, three were socsmon
to both groups. These were policy and Administration,
Working Conditions, and Status, The third hypothesis
stated that major factors leading 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
Chi-square., HNo significant difference was found between
the two sets of factors and the hypothesis was retained,

The findings of this study lead to ecertain conclusions
_ about satisfaction and .'duuthtuuen of secondary school
teachers in the city of Dacea, They are based on an
analysis of information ohtdm from subjects who partici-
pated in the study and inelude the following propositions.
1. Teachers in both Dacca and the United States
i have certain &dc needs and desires which must be ful-
£illed before they esn be happy and satisfied in their
2. Satisfaction of teachers in both Dacca and the
United States is influenced by & number of factors; the
most importent aspect is Achievement., As indicated by
responses to potit:lﬁ statements, teachers gain happiness
' _ and pleasure when they are allowed the freedom to use .
their initiative and ability in selving school problems
_and when they feel they are accomplishing their objectives,
It is suggestive that self-actualization is an important
_need which, when fulfilled, creates satisfaction.
| 3, Interpersonsl Relations appeared as the second

| most important source of satisfaction in Dacea ss well as
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in the United States; however, it was also a strong
dissatisfier, being third on the list in the United
dtates. This evidence points to the importance of
congruent and compatible relationships among coworkers
es a way of ereating satisfaction and preventing dissatis-
factien,

Le Teachers in Dacca find satisfaction from Jeob
Security because they look upon teaching as being
permanent and secure, They appsrently do not feel
threastened, nor do t.hqr feel in danger of being dismissed.

5. Recognition was a sowece of satisfaction to 7
. teachers in Dacca and in the United States, It supports
the belief that people want te be recognized for their
efforts and accomplishments in solving problems. 5

6. For teachers in the United States, Policy and
Adéministration was an important source of satisfaction,

It was also the greatest cause of dissatisfaction, In

- Dacea, it ranked low 88 a satisfier but high as a dis-
satisfier, It is suggestive, nevertheless, that t.nehu:'
from both Dacea and the United States place great value

in working where the policies and practices of administra-
tion are fair and demoeratic and where the administrator
is able to maintain 2 productive climate. It alse |

suggests that they become dissatisfied when opposite
conditions occur,
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7. Supervision was a weak source of both satis-
faction and dissatisfaction in Daecca; however, it was a
strong dissatisfier of teachers dn the United States,
indicating that incompetency and lack of empathy on the
part of supervisors about local problems and situstions
cause unhappiness and concern in the United States. |

€. Salary wes a relatively unimportant source of
satisfaction but the strongest of all the factors of
dissetisfaction to teachers in Dacea. The great amount
of concern sbout 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 i
salaries (they feel) they are paid. |

9« Working Conditions contributed nothing to
satisfaction but was a strong dissatisfier in both Dacca
and the United States. Teachers indicated that lack of
materials, equipment, and facilities for teaching, long
working hours, and classroom interruptions were the :
primery sources of dissatisfaction in relation to Work-
ing Conditions. ‘

10, Status had a great effect on teacher dissatis-

faction in both Dacca and the United States, suggesting
that teachers generally feel they are nmot accepted as
professional people nor given equal benefits,
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11, Even though the difference ﬁotwun factors of
satisfaction and dissatisfaction of teachers in Dacca
were tested and no significent difference was determined,
vhen factors were ranked according to the number of
responses, those contributing to uthhaden were
sufficiently different from those leading to dissatisfac-
tion that it gtron;ly suggests 2 possibility of satis-
faction 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 nn atmosphere .of harmony and consonance,
And that dissatisfaction is caused by low and inadequate
salaries, long hours, poor teaching meterials, ecuipment,
and facilities, when organization end management of the
school is incompetent and when policies once established
are not followed consistently,

12, Factors of teacher dissatisfaction are similar
in both Dacca and America with the exception of salary
which was of great concern to teachers in Dacca but not
very 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 in
one society when not attainable in snother, This would
account for the difference in importance of salary. In
the United States teachers usually are sble to secure a
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salary sufficient to furnish basiec needs and sre, there-
fore, not so concerned about monitary rewards as teachers
in Dacca where salaries are still low and many basic needs
are yet unfulfilled, y

13, A greater number of teachers in Dacca than in
the United States responded to negative atMt_s-‘
describing situations and circumstances which could lead
to dissatisfaction, This may be due to a greater degree
of general dissatisfaction smong teachers in Dacea with
the tuohiu profession then is apparent in the Mtod
States, Teachers in this eulture msy resort to unhing
because no other recourse is available to them; whereas,
in the United States, they may select it becsuse they
went to be teachers,

Zecommendations

The preceding conclusiens imply some specific '
courses of action, many of which are direetly concerned
with administration in the schools; others are involved ,
with the total aspect of educational planning, The
following recommendations are based on an evalustion of
the results of the study. |

1. Information from this study should be pessed on
to the Bast Pakistan Planning Commission for their consi-
deration in general education development,
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2+ Information should be made available to the
Director of Publie Instruction and his associates in
order that attention can be given to eliminating specifie
problem areas causing dissatisfaction and expanding
conditions leading to satisfaction.
3+ School systems should conduet research teo obtain
information about causes and effects of job satisfaction
and dissatisfaction; they should also utilize informatien
from other educational interprises in the area of teacher
satisfaction,
' Ab. Teachers should be given representation in
policy-making groups, especially where decisions are
made affecting their welfare.
9+ Considering teachers' concern about the policies
and practices engaged in by superiors, school administra-
tors and supervisors should evaluate the methods and
techniques they use in dul.u‘ with ubdrd:lnaus.
6. Administrators must establish and maintain a
productive administrative climate based on principles
of M&uti.c leadership rather than on autecratie
management concepts. _
. 7+ Administrators should lead the way toward
| better teacher understanding about school administra-
tive and supervisory problems, They should keep teachers
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informed about regulations and policies governing certain
aspects of school life. If informed, teachers would bo-
less likely to criticize the administration or be
dissatiasfied when negative situstions occur,

8, General educational goals should be familiar to
both teachers and administrators and each individual
lhould understand his role in attaining these educational
objectives.

9. Administrators and school officials should
establish some system of nonmonitary incentives., Some
teachers must be minud by external mesns to put
forth optimum effort in teaching; therefore, they should
be constantly encouraged and reminded of educational
goals; they should also be kept informed about progress
made toward goals,

10, Because it has been shown that teachers
generally are interested in self improvement and achieve-
ment of individual goals, the school system should
provide some opportunities for self fulfillment.

11, Teachers should be encouraged to improve
their teaching ability and be given freedom to work out
new programs and experiment with new and different
teaching methods,

12, Jeobs should be reconstructed to allow for

maximum use of creative abilities and talents,
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13. Supervisers and administrators should promote
good relationships among the administrative staff,
‘teachers, students and community members, They should
assist in reseclving problems, arbitrate differences by
democratic means, and diminish jealousy and rivalry smong
teachers by being fair snd equitable in their dealings
with all teachers, :

14, Teachers should be recognigzed for tho efforts
they exert and for accomplishments they attain, regard-
less of the specific situation, Achievement in some
programs such as lpc;rt.s is more readily recognized and
rewarded than consistent everyday application of efforts
to the total learning situation.

15. All educational personnel must work coopera-
tively together in seeuring more adecuate 'uhrln.
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 & result of
~ additional training or by aceepting some new respon-
sibilities for work to be performed, To some extent,
teachers must be willing to accept additional respone
sibilities and perhaps work .la_uo:- hours for inereased
reward. Improved working conditions bring added respon~
sibility for care and maintenance of new facilities and
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equipment., And last, greater status in the community is
usually earned by individual effort rather than by being
bestowed upon groups, Teachers must be willing to put
forth effort to earn increased status and respeet,

In conclusion, it seems fairly certain that those
responaible for improving the educational system in the
country must give more consideration to the teacher and
the conditions under which he performs his work, If
teachers are dissatisfied with their jobs, they will

~ usually be unproductive in their teaching; consequently,

education will not be able to fulfill its oblization to
society and to the nation. If teachers are satisfied
end happy in their work they will likely be productive;
the quality of edueation in East Pakistan would be
raised and social and economic goals would be more
readily obtainable.
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AFPFENDIX A

ORICGINAL STATEMENTS FROM WHICH INVENTORY
ITEKS WERE SELECTED
_ Factors affecting job-satisfaction and jobedissatis-
WEAD faction and statements designed to test the degree to
: which each factor contributes.

Achievement

S a, I felt muﬁm in teaching the same class
: and ouhyjut year after year, ; ‘

b, I did rot feel successful when I taught the
same ¢lass and subject year after year. :

i o &, I generally accomplished my work with vigor
e | m“thmdanyand pleasure. " :

b, I generally did not accomplish my work with
vigor, enthusiasm and plu‘mrn."

3. a. I felt that uuhlﬂ had given me a greater
ozgoﬂunity for self- sation than any other
Job I could have secured.

be I i’n).t -that teaching had not given me u great
an oppo ty for self-reslisation as some
other job : t have secured,

" &e  8e I felt that'I was hgoﬂ.n. teaching ability
and that this would mcrzd in due time. “

be I felt that_ 1 wes not hprovin:' teaching
nmutymtmulhulnu?mhunm
rewarded for it.

5 8, 1 félt. I had sccomplished something when I
! ! successfully completed an assignment.

b, I did not feel that I had ace shed any-
thing even tﬁm I euphm.:ﬁ‘udmmu.




6.

Advancement

8

2,

3e

L

S

B4

&

b,

a,

be

e
be

8a

b.

b.

be
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I was allowed to initiate some new ideas and
practices in my school.

I was never allowed to try any new ideas in my
school. ‘

Promotions were given to teachers on the basis
of length of service with the system.

Fromotions were not given to teachers on the
basls of length of service with the system.

I felt I had a good future with the system.

I did not feel that I had a good future with
‘h. :m'ml

I believe that I would have been considered for
a more desirable cgoutton had an opening
occurred for which I was qualified.

I do not believe I would have been considered for
& more desirable position even if an opening had
occurred for which I was qualified.

I felt that there were -noaﬁ chances for me to
advance professionally within the school system.

I felt that there were not eno chances for
me to advance professionally within the school

system,

I felt thatl teachers were never demoted without
some justification.

I felt that teachers were often demoted without
any justification.

I always received an advancement in status and/
or nhry if I expected it.

1 fdlod to receive the advancement in status
and/or salary I expected.
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Anterpersonal Felations

1. a, ehlﬁit in teaching assignments were made with
::n.h deration for the employees' welfare and
8.

b. Changes in teaching assignments were frequently
made with no consideration for the employees'
wishes and welfare.

2. 8. Teachers is the sekosl worked well segether.
b. Teachers in the school did not work well together.

3. a. The supervisors in my school are willing to
listen to suggestions.

b, The supervisors in my school are usually not
willing to listen to suggestions.

e as I n«tm‘a great deal of help from my
supervisor,

be I did not receive any eomm'un help from
my supervisor.

Se 2. My supervisor supported me when problems arose.

b. supervisor did not support me when I was
e & ot g b B Bomg

6. a, I felt that I was part of the regular school
group.

be I felt that I was isolated from the main group
of teachers. :

dob Security ol

1. 8. Satisfactory performance resulted in centinued

b. Satisfactory performance on part did not
result in continued .employment.

2. a. The school tem pﬁvﬂ“‘uﬁ teacher benefits
then most school systems in the area.
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school tem did not vide as many teacher
ﬁmms u%at other ‘qﬂ‘:n did. g

I always felt secure in my teaching position.
I rarely felt secure in my tnhhing position.
I felt that, regardless of maeny problems which

- might arise, my job would not likely be endangered.
I often worried about 10«111:&7 Jjob when problems

would arise, |

There was a future in the school system for any-
one who wanted to work snd learn.

1 felt there was no future in the school mm
even though I was willing to work and learn.

I felt that teaching was a relatively secure
type of work in which to be engaged.

1 felt that teaching was an insecure type of work
in which to be engaged. '

I was able to live in a community which of fered
desirable cultural sctivities for the entire
family. , ek 2]

The community I had to live in did not of fer any
desirable cultural activities for my family.

1 was generally satisfied with the educationsl
opportunities available for my own children.

I wes dissatisfied with the educational o
tunities that were available to my own children.

I usually had an opportunity to participate in
community activities outside the school.

I was allowed no opportunity to participate in
community ectivities autlidz;tlim school,

i
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a‘tuily'l needs can usually be satisfied from
t I earn teaching.

It is difficult to secure the things my family
needs from what 1 earn teaching.

My position allowed my femily members to have
desirable social contacts.

My position did not allow family to have any
desirable social ceat.acu.., .

My position as a teacher eliminated many family
problems.

ut.:z family problems arese because of my
position as a teacher.

_1.

2.

3.

he

Ea

b,

b.

b.

b.

Teachers were involved in formulating school
policy.

Teachers were seldom involved in formulating
school policy.

The school system dealt openly and fairly with
its teachers,

- The school tem did not seem to deal openly

and fairly with its teachers.

Even tho & policy was set in the school, it
was | possible to dov{no from it on speeific
oceasions.

Onece a school rolicy was set in the school, it
wag never possible to deviate from it even
though there were specific occasions when an
acute need arcse.

M-inht.ratiw decisions and policies were
quickly and accurately transmitted and inter-
preted to the teaching staff.

Administrative decisions and policies were
neither quickly nor accurately transmitted and
interpreted to the teaching Lo
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6.
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b.

a.
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Administrative work was well organiszed and
carried out effectively.

Administrative work was poorly organised and
ineffectively executed.

There were man adniniltmtin policies which
were beneficial and helpful to the teachers.

There were many administrative policies which
were harmful and ut.rhmu:l to the teachers.

Eoasibility for OGrowth

1.

24

3.

b

54

L s

8.
b
-
b.

.

b,

b,

b.

The school tem provided Opmtnmuu to
learn new t:z:hiu techniques.

The school system pruvtdcﬂ no ammnitiu to
learn new tuehhc techniques.

In-service courses were of fered tn school
m:u for the purpose of professional develop-
ment.

In-service courses for the pngou of profess-
ional development were never of fered by the
school system,

Professional activities and conferences were
encouraged by the administration.

Frofessional activities and .onrcmcu were
not encouraged by the administration.

Opnrt.muu were available in the system for
to grow professionally.

Opportunities were not available in the system
for me te grow professionally.

Time was allowed for profudoml study and
improvement.

There was never any time allowed for professional
study and improvement.

Teaching is a good tcus.on to be in if one
wants to develop and prepare for advance~
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b, Teaching is restricting te those who want te
develop skills and receive advencement,
Regognition
1. &, My supervisor gave me credit whenm I did a good

2

3.

be

5e

Ca

b

b,

8e

b.

be

b,

B,
b,

Jﬁbo

ll‘nprvhor did not give me credit when I

d & good job,

Students appreciated most of the things teachers
did for them, o

Students did not lm.'mh the things touhil‘l
did for them. - '

The administration usuall ve recogni : _tlon to
teachers for individual nzngtbuum.

The administration did not give any recognition
to teachers for individual contributions,

Teachers are generally recognised for successful
and competent work,

Teachers are very seldom recognised for
successful and competent work. ,

Punishment is never given for imadequate and
careless work, |

Punishment is usually given for inadequate and
careless work,

Credit is given to teachers when they deserve it,

The supervisor always tzkes credit for any
accomplishments in the school.

Jesponsibility

1.

be

Teachers had an opportunity to suggest needed
improvements in the school program.

Teachers did not have an opportunity to suggest
needed improvements in thc”n:hul program.,
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Teachers were allowed to help select resource
materials.,

Teachers were never or seldom allowed to help
select resource materials,

I had enough freedom for making decisions which
affected my classroom.

1 did not have freedom for making decisions
which affected my classroom.

I was allom to work without much supervision.

I was never allowed to work without close super-
vision, -

I was fre given the mpomunty of
muﬁ".‘"’ people.

I the t
oth':: :::;{. given oypoﬂanuy 0 supervise

I was mtuu given new and additional
responaibilities,

I wes never given any new responsibilities.

uhry was satisfact when compared u:lfh
.{hﬂ- teachers' salaries in the uug.ma.

salsiy was not satisfactory when compared
\d.th other teachers' salaries in the same area,

My salsry was comparable to what I could earn in
another area of work.

My salary was not cuparablo to what 1 could um
in another area of work

was adequate for me to ureieipatc in
culty mjmu frequently.

uhry was not adequate for me to pu'tuipnu
‘g cultural wmmﬁnmuuy,
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I received an increase in salary even though I
did not expect it.

I did not receive an increase :ln salary even
though I expected it.

My salary is adequate to supply most family needs.
Ky .zhry is not uoq-tau w npply basie fnﬂy

I feel that teachers are vnn. pam gonsidering
the amount of work thoy d , :

I feel that teachers a pear‘.l pa:l.d when the
amount of work they u'f-

Teachers were nsrcm . as l : :qudml group
by the citizens the ‘y.

Teachers were not respected as a professional
group by the citizens of the community.

The ml publie looked upon teaching es a
profession.

The general ns did not look upon mehu;
as a prof

I felt that my position in the ea—un:l.ty allowed
me to live as I wished.

I did not feel that position in the communi
allowed me to live n:yl wished. ”

Teachers were aecc{tml as ao-wrhro by high
administrative off

Toashash wibs wot aconptod as m-mrlun by
high administrative officials,

ﬂp:;tuoa‘:;r: teacher uingd - some )
vileges secre transportation
; uu:‘ not hau‘guhd 4 se.
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I dié not hnn cnzlpﬂv:ll 8 ags & teacher
that I could not have obtained in another
profession,

Teachers in my community are looked upon as
important people

Teachers in my community are not considered to
be any more hpomnt. an ordinary workers.

.1.

20

3.

Le

5e

6.

b

b

a,
bs

be

b.

b,

g.yl)ﬂae:lpal knew how to help me whcn I needed
Ps

My princi did not know how to help me when I
A g

teachey whose work was unsatisfactory was

why and given an opportunity te correct it.
Teachers whose work was unsatisfactory were never
told why and were not given an opportunity te
correct it.
My principal supported me in my decisions.
My principal did not support me in my decisions.

Teathers were always informed of the results of
the supervisor's visit,

Teachers were never informed of the results of
m supervisor's visit,

Tht rvisor was fair and showed no fuoriuu
ﬁcnl

The npamw was unfair and showed favoritism
to some teachers.,

The bapminr in school knew how to delegate
work in n manner ch pleased most teachers.

lnn:nm in my school tried to do every-
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Hork Itself

1.

2e

3.

L

5.

6.

be

b

b,

a.
b.

a.
b.

b.

I could recommend teaching as a good career to
others.

I could not recommend teaching as a good career _

. to others.

Teaching assigrments in my school were suited to

. the interests and .uuuu of the individual

teacher,

Teaching assignments in ‘school were not suited
:e ge terests m ab, un of the individual
ea Ql’o

 The course of stud hz the system placed enough
s.

emphasis on content and MM

The course of study in the mmduuetphn
enough emphasis on content mﬂ fundamentals.

I felt that teaching was a chnlhnd.u profession.,

I felt that teaching was not a very challenging
profession.

Teaching affords an opportunity to be creative.
Teaching is so routine it is of'ten bering.
Teaching is an easy job. )

Teaching requires so much time and effort that
I have sometimes thought of changing jobs.

Morking Conditions

1.

2

a.
b.

a,
be

Classroom interruptions were &t a minimum in the
school. |

Classroom interruptions were so frequent it was
difficult to complete assignments.

I was satisfied with my working hours.
I was not satisfied tpi‘th -y working hours.
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I was provided with equipment and materials
necessary to carry out quality instruction.

I was not provided with enough materials and
eqniplant to carry out quality instructions.

The housekeeping in the school was good.
The houaahntpin‘,in the achnol was not good,

Buildings and facilities were adoqaatc for most
school activities,

Buildings and racilttlcl were poor and entirely
inadequate.

elal lnrrwunltat de
toadh!h"ic in my -bh::l more pleasant. .

yeical and sodal -mmﬂu- made
ing unpleasant -ul dlslsronab
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AFFENDIX B

JOB-SATISFACTION INVENTORY

Instructions: Please fill in the blanks or check the

Jproprhto spaces as required to answer
e questd

1. Name of school where you now teach?

2. ng. h Years?
20 to 35._....
36 to 50
Over 50
3. Sex? HMale . FPemale

e Years of m&iu experience?

Two years or less
Three to ten years____

lhﬂ umu ten years

The !ouwia" entory consists of two sets of 56
items each. The t set relates to situations which may
have contributed to job-satisfaction some time your

teaching Omrhnu. The second set refers to utmum
that may have created dissatisfaction, Some not apply
to you so do mnot 1 that you must check each item.

Remember that there are no right or wrong answers,
Only your feelings about each statement are wanted.
sign your name to the Inventory Sheets.
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SATISFACTION INVENTORY

As you read the statements in this set, think of
days when you have felt extremely well satisfied to ho
a teacher, If any situations similar to these appl
Iwiand have helped to feel satisfied with tea ng.

ndicate the st feelinge by ecireling one
of the spaces to ruh{wr

For example: Read the semple statement below,

1, Teachers rally had an (cG) €3 CNAA
oppertunity to discuss
problems with the supervisor.

-If you did have an o ty te discuss problems
with your supervisor, decide if this helped to make you
r«z satisfied with .taun:t. Ir decide that n
drci-

you
it cont gu to satisfaction
‘ gw‘nﬂ Contri M‘u&yuuﬁmdﬁo
sbove, If it contributed only to a small frn
..M cl.nlo the letters C8 (Mrﬂmu‘ Somewhat),

4t did not contribute in eny way to your feelings of

sat lMtd.on. cirele the letters CN Contributed Not At
All), If udaoth-um ty to discuss
problems gur superviser, not cirecle any letters,
Jm go on to next item,
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Read each statement carefully and as you read, try
to think of some days when you have felt very dissatis-
fied with teaching, If any situstions similar to the ones
below apglz.to‘ /and have helped you to feel dissatis-

ang. indicate the str of your feelings
by checking one of the spaces to the t. 3

For exsmple: Read the sample statement below:

1. Teachers did not have an (CG) €5 CNAA
:{por&mty to discuss problems ‘
th their supervisor,

stth you e et See1ch S8 i hekptd Y00 T Rl
your visor, dec : you to feel
dissatisfied with teaching, If it did make dissatis-
fied and if it cont d greatly to your dissatisfaction,
cirele the letters CC (Contributed Oreatly) as shown in
the example above, If it contributed only slightly or
somewhat to wu-&aaﬂ.aﬂcdm cirele the letters C8
(Contributed Somewhat), If it did not contribute in any
way or had no on your dissatisfaction, check the
1  GHAA (Contri Not At All)s If you did not
have an opportunity to discuss problems with your supere
Itnr Go not circle any letters, just go on to the next
€M :
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APPENDIX C

JOB-SATISFACTION INVENTORY

lIultmtimt Please £111 in the blanks or diut the
B priate spaces as required to answer
& questions,

1. Hame of school where you now teach?

4 2, Your in Years?

3. Sex? Male _____ Female

ke Years of teaching experience?

Two years or less
Three to ten years

More than ten ye :

The rollad.g inventory consists of two sets of 56
items each, The first set relates to situations which ma
have eontributed to jobesatisfaction some time during your
teaching experience, The second set refers to situations
that may have created dissatisfaection, Some not apply
to you so de not feel that you must check each item,

Remember thet there are no right or wrong answers,
Only your feelinge about each statement are wanted, Do not
sign your name to the Inventory Sheets,
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SATISFACTION INVENTORY

As you read the statements in this set, think of days
when you have felt extremely well utumd to be a2 teacher,
If any situations similar to these appl and have

hclpod to feel satisfied with teach n;. ndicate the
tgt:é::t your feelings by cirecling one of the choices to

For example: Read the sample statement below.

1. Teachers genmerally had an {CG) €S CHRAA
op ty to discuss problems
with the supervisor.

umcu have aao ty te discuss problems
with your supe if this helped to make you feel
e g If you decide that it dld, and
if it contributed grea E {wr satisfaction, circle the
letters CG |mnw reat as is shown in the example
above, If it contributed only to & 11 degree then circle
the letters CS (Contributed amdut as is shown in the

example below:

1. Teaghers generally had an CC (CS) CHAA
'fportmt y to discuss problems
th the supervisor. 6

If it did not contribute in any way to your ful:l.ngs
of satisfaction, cirele the letters CHNAA (Contributed not
at all), as is shown in the example below:

1. Teachers generally had an | CG €S (CEAA)
'x portunity to discuss preblua 1
th the supervisor.

Ir yan did not have an o muty to discuss problems

with your runr. vﬁl m. any letters, just go on

tomun tem, lea three choices unmarked as is

shown in the example below:

1. Teachers generally had an cG €S CHNAA
'{ portunity to discuss problems
th the mporvim.
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1. I geneérally accomplished my work with
vigor, enthusiasm and pleasure.

2. I felt I had a good future with the

3. (nun;u in teaching assignments were
made with consideration for the
employee's wishes and welfare,
Satisfactory performance resulted
in eanﬂ”‘ employment .

I was sble to live in a community
which offered desirable cultural
activities f.nr.gh entire family,

6. Teachers were involved in formula-
ting school policy.

7 m;on : : 5':yﬂ'.mnl;:’1*011«!«! e
op unities to learn new tea
techniques.

8. Students a iciated most of the
things teachers did for them,

9. Teachers had an opportunity te
suggest needed improvements in the
school program.

10, My aa]lsi-yf was satisfactory when
compared with other teachers'
salaries in the same area.

& b 3 Te'uhgn,mri respected as a
professional group by the citiszens
of th, €O ‘,’o

principal knew how to help me
:Z.a I needed help.
13. I could recommend teaching as a

good career to others.

CcG

CcG

CcG

cG

cG

cG

CG

cG

cG

€s

c3

cs

GSs

cs

cs

€3

s

cs

€s

c8

cs

Ccs8

238

CNAA
CRAA

CNAA

CHAA

CHAA

CNAA

CNAA

CNAA

CEAA
CNAA
CNAA

CNAA

CNAA.
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Classroom interruptions were at a
minimum in the school. :

I felt that teaching had given me &
greater opportunity for gelf-reali-
gation than any other job I could

have .“w ® :

I believe that I would have been
considered for a more desirable
position had an oponini occurred
for which I was qualified.,

Teachers in the school uérkjd well)
M‘h." o :

I always felt secure in my teaching
position. : ot
I was generally satisfied with the
edueational opportunities avail~ |
gble for my own children. :

The school system dealt openly and
fairly with its teachers.

In-service courses were offered
by the school system for the

purpose of professional development.

The administration usually gave
recognition to teachers for
individual contributions.

Teachers were allowed to help
select resource materials,

My salary was comparable to what I
could earn in another area of work.

The ral public looked upon
teaching as a profession.

Any teacher whose work was unsetis-
factory was told why and given an
opportunity to correct it.

CG

cG

G

e

cG

cG
cG

cG
cG
CG

cG

cs

Ccs

cs

cs

cs

S

cs

CS
cs
cs

C3
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CRAA
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CRAA

CRAA

CNAA
CNAA

CNAA
CHAR
CNAA

CNAA
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Teaching sssigmments in my school
were suited to the interests and :
abilities of the individual teacher,.

I was satisfied with my working hours.

I :ﬂt that I was improving my
ability and that thu
would be rewarded in due time.

I felt that there were enough chance
for me to advance professionally
within the school lylul

B rud.ﬂdasmtm;d‘h-h
“ from my supervisor,

I felt that, regardless of many
protlems ch | t arise, my job
would not likely be endangered.

L6 et L,
es
m-l‘.’&u school. .

Mﬂnuu decisions and policies
uickly and ucwaul{h
u: nterpreted to the
M’.w m .

Opportunities were available in the
system for me to grow professionally.

Teachers are generally recogmised
for succe and competent work.

I had enough freedom for making
decisions which affected my classroom.

zcnmismwutomlym
yll.."c

I felt that position in the
communit 10

y allowed me to live as I
I‘iﬁ.‘t

Teachers were slways informed of the
results of the superviser's viseit,

cG

cG

cG

co

cG

cc

ca

ct

co

cG

ce

cs

cs
cs

cs

cs

cs

c3
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cS
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cs

cs
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The course of study in the system

placed enough emphagis on content
and fundamentals,

I was provided with equipment and
materials necessary to carry out
quality instruetion,

I was allowed to initiste some new
idess and practices in my school.

I glways received an advancement in
::ﬂm- and/or salary if I expected
-

I felt that I was part of the
regular school group.

There was a future in the school
system for anyone who wanted teo
work and learn.

My family's needs can usually be

gatisfied from what I earn teaching.

There were many administrative
licies which were beneficial and
elpful to the teachers.

Time was allowed for professional
study and improvement

Credit is given to teachers when
they deserve it.

I was sometimes given new and
additional responsibilities,

I feel that teachers are well paid
gm:oﬂu the amount of work
ey a0,

My position as a teacher allowed
um“;ri 3::3“ (“? 'I uld
se on co
not have l'lbu:ln- otherwise,

cG

cG

ca

ce

ce

ce

¢

ce

GG

cs

cs

€S8

cse
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cs
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The supervisor was fair end showed cc ©8
no favoritism to individuals.

I felt that teach was a cG C8
challenging profession.
Buildings and facilities were ¢cé Cs

adequate for most school activities.

22

CNAA

CNAA

CNAA
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DISSATISFACTION INVENTORY

Read each statement carefully and as you read, try
to think of days when you have felt very dissatisfied with
teaching, If any situstions similar to the ones listed
:ﬁr apply to {::1 an:. h:hr: helped zo:r to fu}‘:i;uugud

uuhlu ea strengt. your, ngs
eireling one of the cholces to the right, :

For example: Read the sample statement below:
1. Teachers :“t“: have an (cg) €8 CRAA
opportuni o discuss .
problems with their supervisor.

If you éid not have an epportunity to discuss

~ problems with your supervisor, deeide if this helped to

make feel dissatisfied with teaching. If you decide
that it did, and if ‘it conmtributed greatly to your dissstis-
faction, cirele the letters CC (Contributed Oreatly) as is
shown in the example above. If it contributed only to a

i ul* degree then cirele the letters C3 (Contributed Some-
‘what) as is

shown in the example below:

1. Teachers did not have an €¢ (CS) CNAA
opportunity to discuss : ,
problems with their supervisor.

If it diéd not comtridbute in any to z:: feelings
of dissatisfaction, cirecle the letters CHAA ( ributed
Not At All), as ie shown in the example below: :

1. Teachers did not have an 66 CS {CNAA)
opportunity te discuss
problems with their supervisor.

If you did not have an opportunity to discuss
problems with your supervisor, do not Jrolo?ms letters,
Just on to the next item, iuving all three choices
unma a8 is shown in the example below: |

1. Teachers did not have an CC €S CRAA
omﬂmi:I to discuss '
problems with their supervisor,
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1. I generally did not accomplish |
work with vigor, enthusiasm and
P easure.

2. Ididuttnlthltihadum
future 'dth the systems |

3. Changes h teaching assignments
were frequently made with no
consideration for the employees'
wishes and welfare.

'™ Satisfactory prtma on my
part did not result in mmu
mlomnt.

& I L d to live in did
m eﬂ'tr sirable cultural
netivithu for my femily.

6. Teachers were seldom involved in
formulating policies for the school.

7.  The school system provided no
oppertunity to learn new teaching

techniques.

8. Students did not appreciste the
things teachers for them.

9. Teachers did not have an oppor-
tunity to suggest needed hpron- ‘
ments in the school program. )

10 sal was not satisfactory when

B m\dth other tnehoru"? i b
salaries in the same area.

s i s B el "u;p'ta 1:1' ¥

ro e citisens
ot the e-uni g

12, My principal did not know how to
help me when I needed help.

13, I could not recommend teaching as

a good career to others,

ce

CG

ce

cG

cG

ca

G

CcG

ca

cG

cs
Cc3
cs
cS
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cs

cs

cs

cs
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CNAA
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Classroom interruptions were so
frequent it was difficult te
complete assignments.

I felt thet teaching had not given

me as great an oppoertunity for self-

realization as some other job I
might have secured.,

I do mot belisve I would have been
eon:i.:md tor’} more dn:lmhh

sit even an ning head
;’:c for whtch x°ﬁ’:- qualified.

Teachers in the school did not work
well together.

I uroLy felt cum in my teaching
position.

I was dissatisfied with the
educational epportunities that were
svailable to my own children.

The school sydtem did not seem to
deal aponly and fairly with its
tuchon

In-urvin courses for the purpose
of professional development were
never offered by the school system.

The administration did not give any
recognition to teachers for udiv!.-
dual contributions.

Teachers were never or seldom
allowed to help select resource
materials

2. salary was not comperable to
t 1 could earn in another area

ofmk

‘!'ho nlpublicﬂduotloohum
mu-mfu sion.

CG

cG

cG

. GG

CG

cG

cG

ca

cs

€3

Ccs

cs8

cs

s

]

€S8

(e

Gs
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Teachers whose work was unsatis- cG
factory were never told why and were
not given an opportunity to correct it.

Teaching assignments in my school ' cG
were not suited to the interests and
abilities of the individual teachers.

I was not satisfied with my working CG
hours. /

I felt that I was not improving
teaching ability and even if I h:g I
would not have zou rewarded for it.

I felt that there were not enough cG
chances for me to advance profess-
ionally vqlthtn the school system,

I did not receive any constructive co
help from my supervisor. '

I often worried about losing my cG
Job when problems would arise. |
I was allowed no opportunity te e

participate in community activities
outside the school,

Administrative decisions and cG
policies were neither guickly nor
accurately transmitted and

interpreted to the teaching staff.

portunities were not available in cG
‘1; system for me to grow profession~
Y

Teachers are very seldom recognized cG
for successful and competent m.

I did not have eno freedom for co
making decisions which affected my
classroom.

¥y selary is not sdequate vo supply G

basic family needs.

€s

cs

cs

cs

cs

Ccs

cs

Cs

cs

cs

(41

s

¢S
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I did not feel that my position in
the community allowed me to live as
I wished, '

Teachers were never informed of the
results of the supervisor's visit.

m ca:r;;‘:r sm'au the :Istu
no 1ge eno emphasis on
content and fundamentals,

I was not provided with emough
materials and equipment to carry
out quality instruetions.

I was never allowed to new
ideas in my school. o

I failed to receive the advancement
in status and/er salary I expected.

I felt that I. was isolated from
the main group of teachers,

I felt there was no future in the
school system even though I was
willing to work and learn.

It is difficult to secure the things
my family needs from what I earn
teaching.

There were many administrative
policies which were harmful and
detrimental to the teachers,

There was never any time allowed
for professional study and
improvement .,

The supervisor niun takes credit
rez'. anﬁ-nemunhnm in the
sc _ :

I was mm ven new
rosponsthinsu. i

cG

ce

CG

CG

cG

ce

cG

ce
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2L8

52, I feel that teachers are poorl CG C8 CHAA
paid when the smount of work they
do is considered. ‘

53. 1 déid not have any privileges as a CG CS CHNAA
teacher that I could not hayve
obtained in another profession,

5. The supe rvisor was unfair snd CG CS CNAA

showed favoritism to some teachers,
55. I felt that teaching was not @ ' 6@ €C8 CHNAA

very challenging profession.

56, Buildings and facilities were - GG C3 CHAA

o

poor entirely inadequate.
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AFPENDIX D

CHI-SQUARE FORMULA UTILIZED T0 DETERMINE SIGNIPICANCE
OF REPRESENTATIVE STATEMENTS

x:_am _cl'i

fo = the observed frequency
\u = the expected triqumy
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APFENDIX B

SIGN TEST FORMULA

(p + q)"
where n is equal to the mumber of paired observations
p 18 equal to .5
q is equal to .5
However, if n is equal to or greater than ten the mean and
standard deviation ean first be calculated by the formula
\ %
0" = npq
The value of 3 is then calculated by the formuls
o5 2
where X is equal to the observed frequency of plus or
minus signs; whichever is larger,



Dhaka University Institutional Repository

251
APFERDIX P

CHI-SQUARE FORMULA UTILIZED IN TESTING
THE SECOND AND THIRD rmomaxa‘_

v 2 . M AD-BC -N/2)?
x c (A+B) (C+D) (A+C) (B+D)

where N = total number of observations

A = number of factors selected by teachers in the
United at.atu as contributing to either satis~
faetion \-r dissatisfaction, depending upon the
test being carried out,

B = number of factors not selected as contributing

| to either satisfection or dissatisfaction by
teachers in the United States,

¢ = number of factors selected as contributing to
either satisfaction or dissatisfaction by
teachers in East Pekisten, depending upon vhi.ch
test was being executed. 3

D = number of factors not selected as contributing
to either satisfaction or dissatisfaction by
teachers in Bast Pakisten,



Neme:
Date of Birth:
Place of Birth:

Seconda
- Bdueation:

' Degrees:

/ Children:

Positions:

~ Professional

Organizations:

Dhaka University Institutional Repository
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Olive Lemon Morrill

!., " 19160

Ioka, Utah, U. 8. A,

Roosevelt R!f\ School, Roosevelt, Utah,
U. 8¢ Asy 19311934

Bachelor of Scioau. M State
Bli“mt’ Uo SD ‘o’ 1955-

Master of Se éwli University,
Ithaca, New terf: 1958,

Jm&u Clenn Merrill,

Glenda Morrill Cutehen, n Morrill

\ Burt, end Carolyn Morri

Teacher, Cunnisom Valley Rm School,
Gunnison, Utah, U. 3. 1%520
Fducetion épec ni:i‘:::, gm Iran-Foint
m?'n ran ~

Pri;;;o“on‘or. !u‘l, Mtnrhnd:
El.-mtar; Teacher, American De ndcnt
School, Teheran, Iran, 1955«
Extension Agent, ﬁn York suu
g;;;nﬁcn Service, Ithaca, New York,
Extulian‘&a:t, Hawaii State Extension
Service, .m. Hewaii 19’ -601
Assistant Professor, sdwoi of Kome
Economics, Auburn University, Auburn,
A].M, 960"6?. _

Delta Ka Oamma Society.

American Home Economics ociation.
Alabams Home Economics Association.
National Education Associstion.





