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FOREWORD

The Ministry of Food and Agriculture of His Majesty’s Government of Nepal is
pleased to cooperate with the Agricultural Development Council in the Project “Trai~-
ing Nepalese in Agricultural Research and Development Planning™. This Project has
been made possible by substantial financial support from the U.S. Agency for Interna-
tional Development (USAID), while the Agricultural Projects Services Center (APROSC)
provides management services in implementation.

One of the mostimportant components of this Project is advanced training, at the
Masters and Ph.D. levels of young professional staff of Ministry-related institutions.
Up to now, more than forty A/D/C fellows have been selected for advanced training in
Asia, Australia and the U.S.A. Most of them have writien a thesis based on their research
in a particular problem-arca in Nepal's agricultural and rural development. In additicn
this Project sponsors problem-oriented research activities, which are carried out by the
sta T of Ministry related institutions with the cooperation of A/D/C stafl.

The purpose of this Research Paper Series is to make the results of these research
acuvities available to a larger audience, and to acquaint younger stafl and students with
advanced methods of research and statistical analysis.  With more than 9 % of our
population being dependent on agriculture for their livelihood, it is hoped that the publi-
cation of this Series will stimulate discussion among policy-makers and thereby assist in
the framing of policies which are suitable to the development of Nepal's agriculture.

The Ministry of Food and Agriculture appreciates the efforts of Dr. Shao-er
Ong and Dr. Veit Burger, the A D Cstafl'in Nepal, and of Dr. Ram Prakash Yadav,
the Executive Director of APROSC, in making the publication of this Research
Paner Series possible.

February 1980 Bed B. Khadka
Secretary
Ministry of Food aud Agriculture

The views expressed 1n this Research Paper Series are those of the authors, and do not
necessarily reflect the views of their respective parent institutions.

“The Council supports teaching and research related to the economic and humanp
problems of agricultural development, primarily in Asia”.



JOB ENVIRONMENT AND JOB CONSCIOUSNESS OF
AGRICULTURAL GRADUATES UNDER THE MINISTRY OF FOOD
AGRICULTURE & IRRIGATION

Tek B. Shrestha, Uma M. Shrestha and Umeswar Pradhan*

ABSTRACT

Agricultural grodaates are the key implementing officers of the national agri-
culturaldavelopment pregramsin Nepal.  Their number is small and their work cfficien.y
is Iow—particularly due to the poor working conditions at tne district level.  This
study investigated whether these greduates were satisfied with their work, and cvaluated
their job environment and job conscivusness fuctors aflecting the work peiformance.
Based on the local needs, this study also recommends certain measures for attaining
greater job satisfaction.

INTRODUCTION

From the first to the fifth Five-Year Plan, agriculture has been reparded as the
major component affecting the cconomy of Nepal. The agency urder His Majesty's
Government (HHMG) responsible for raining the levet of living of the Nepalese farmer as
well as improving the cconomic base of the country is the Ministry of Foed, Agriculture
and Irrigation (MEADL At preseat, the MEAT includes cight functional organiza-
tions, each with its own development activities and rofes. These organizations are:

1. Department of Agriculture (DA)

to

. Department of Trrigation, flydrology and Metcorology (DIHM)
Department of Food and Agricultural Marketing Services (DFAMS)
Agrizultural Development Bank, Nepal (ADB/N)

. Agricultural Inputs Corp o won (AIC)

. Nepal Food Corporation (N Q)

. Dairy Development Corporation (DDC)

Agricultural Projects Services Center (APROSC)

® N e bW

All these organizations, except for APROSC, maintain ficld staffs in most dis-

* Tek B. Shrestha is an Economist in the Ministry of Foed, Agriculture and Irrigation
and the leader of this research team which included Miss Uma M. Shrestha and
Mr. Umeswar Pradhan, Assistant Economists, Mr. Shiva P. Devkota, Technical Assis-
tant, and Mrs. Sita Tripathi, Rescarch Assistant, all under the same Ministry. The
Team is highly indebted to Dr. Titava Suvanajuta and Dr. Vudhichai Chamnong,
both from the National Institute of E v <lopr=nt Administration (NIDA). Bangkok,
Thailand, who as AjD/C short-term . asultamy, provided expert guidance in research
design, data analysis and report pre. aration.  This paper is a condensed version < f
the detailed research report. This : - scarch was financed by the A/D/C.
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tricts to carry out their functional duties. The DFAMS and the DDC, however, have
limited extension activities in the districts.

All of these organizaiions involve themselves in implementing programs at the
distrizt level and aim at increasing agricultural preduction and farm income. Depart-
ment of Agriculture conducts research and cxtension programs with a view toward chan-
ging traditional agricultural practices into inproved and more productive ones.
DIHM lwunches different irigation projects providing for irrigation and drainage faci-
lities in the fiecld.  ADB/N is responsible for credit requirements for farming and various
types of agiiultural business. AIC makes available agricultural inputs (fertilizer, sceds,
implements, pesticides and insecticides) to the farmers.  Similarly, DFAMS and NFC
inspect the fued situation as well as treding and distribution of focd.  As such, all the
divisions of agricultural development carry out their functions as regular development
activitizs in almost cvery district of the kingdom.

The incumbents who are responsible for the implementation of agricultural
evelopment programs at various levels of the MFAL are agricultural graduates, whosc
mini num qualification is a Bachelor’s degree in agriculturally-related sc iences cither
from the Tribhuvan University or other universities outside Nepal recognized by HMG.
This study includsd only officers at or above the agricultural greduate level,

The total number of such incumbents in various departments and corporations
currently working at the district evel is 1,065 (Table T). With the increasing volume of
develapment activities, this small number of agricultural graduates has to be sprea?
syarsely over the Kiagdom.  Incdequate services and extra duty assignments cause in-
convenience and hardships to these incumbenes who are posted in the field.

Table 1 : Number of Agricultural Graduates in those Organizauons under the MFALI
who work at the District Level.

No. of Agmul!ural

Organizations Graduates

1. Department of Agriculture (DA) 416

2. Departmeat of Irrigation, Hydrology and Mcteorology (DIHM) 131

3. Dzpartment of Food and Agricultural Marketing Services (DFAMS) 37

4. Agri:uttural Development Bank (ADB/N) 271

5. Agricuttural Inputs Corporation (AIC) 112

6. Nepal Food Corporation (NFC) 85

7. Dairy Development Corporation (DDC) 13
TOTAL ' 1,065

Complaints are frequently heard that agricultural graduates posted in the field
are either in the wrong position or ir the wrong place. Many new graduates have
b2zoms: hesitant to accept appointments outside Kathmandu. The commonly called
“jab satisfaction” problems have therefore emerged.



Objectives

Recognizing the importance of this problem, the MFAI proposed to conduct 2
research on job satisfaction among agricultural gr: Juates.  The main purpose of this
study was to help planners and administrators find ways and means to raisc the work
efficiency of incumbents.

More specifically the objectives of this study were :

a. To evaluat~ the level of job consciousness (personnel interest, work catisfac-
tion, ctc.)

b. To ideutify job environment factors (salary, promotion, etc.)

¢. To assess the relationship between the Ievel of job consciousness and job
environment factors.

d. To recommend measures for the improvement of management.

Previous Studies

The fact that the work environment influences the employee has been documented
by various rescarchers. Roger (1957) observed that the satisied member of an organi-
zation was the most preductive employee.  Vandersal (1968) distinguished between
“satisfiers” and “dissatisfiers”. Satisfying factors (achievement recognization, challen-
ging job, responsibility, and udvancement) affect job attitede positively whercas dissatis-
fying factors (unsatifictory pelicy of the organization, poor interpersonal relations and
technical supervision, fow salary, and poor working condition) affect job attitudes mostly
ina negative way. “Sutisfiers” lead to increased taterest, increased enthusiasm, and in-
accomplish the opposite and ultimately

vy

creased preductivity, where as “dissutisfiers
may cause the worker to resign,

Pyakural (1974) studied the problem of job satisfaction among junior technici-
ans.  He fouad that, among fizld level junior technicians, the satisfied ones were : those
who had interest in the present job fiom the time of eatrance into service (2/3 respondents),
those who lived with their fimilies (273 respondents), and those who are either unmarried
or marricd with fewer family problems in the ficld (approximately 2/3 respondents);
the dissatisficd subjects (1)3) had opposite and difterent situations,.

Another rescarch study concentrated on identifying the sources of dissatisfac-
tion (New ERA, 1973). The study found that frustration was derived mainly from the
absence of promotion.  Thenon-gazetted technicizn had fittle chance of being promoted.
Whenever there was a chance for promotion or for further trainiug abroad, nepotism
prevailed.  The study reveuled that other causes of frustration were posting, transfer
policies, and biused evaluation of work performance.

Job satisfuction of junior technicians (JTs) and junior technical assistants
(JTAs) working in extension programs also received the attention of the Agricultural
Department (Department of Agriculture, 1977). Variables affecting the level of satisfac-
tion as identificd by this study were : transfer, willingness to stay in the district, pre-
service training and superviser's visit and reactions. Since this study was limited to three
districts, it may not be generalized for the who'e country.



This s:ady dzparts from vhe previous studies mentioned above on the following
points :

a. It makes no attcmpt to assess the relationship betweon job satisfaction and
job efficiency.

b. In this study, job satisfaction is a usidimensional variable derived from the
interaction bstween job consciousness and job environment.

Job Consciousness and Job Environment Defined
a. Job Consciousness
Jobconsciousness is the emerging aflective and/or cognitive responsc derived from
the incumhant’s expericace incarrying outatask. It isa compound variable composcd
of () likiag the job, (b) enjoying the work, (¢) giving priority to the job, (d) perception
of esteem, and (e) sease of competency.

b. Job Environment

Job cnvironment consists of those materials, opportunitics and relationships
which are designed to fucilitate the task.  As is commonly scen, an incumbent, though
satisfied with his job in the beginning, may become dissatisfied and frustrated later
because of changss in the environmental factors (independent varizbles). These factors
include : (a) salary, (b) promotion, (¢) facilities, (d) training, (¢) security and safety,
(f) intecpersonal relations, and (g) relative deprivation,

Satisfictisn in general means a <tate of mind  and personal  feeling
being the uffective component of the attituge. 7 he satisfaction s sensi-
tive to several other factors rather than the jub alone. Thercfore, the job
consciausaess would be more reliable factors that influence the level of sati-fuction.
Then, the man i said to be sutisfied with his job if he personally likes the job, enjoys the
work, gives prisrity to the job and fecls a sense of esteem and competence. Along with
these dependent variables determining someone’s personal satisfaction with his job,
there are also independent variables such as salary, promotion, fazilities, admiration of
his perfi rmance, training, security and safety, interpersonal relations and relative de-
privation which determine the level of satisfuction. For instunce, if 2 person gets a raise
in salary, his dissatisfaction with his job would be reduced.

It must be realized that job consciousness of the implementing ofticers does have
a great influence on the success or fuilure of program implementation.  In order to make
program implementation a success, the organization should promote and maintain the
Job consciousness and job environment of the tesponsible incumbent,

In whe present study, the implementing officers are agricultural graduates work-
ing under various offices (DA, DIHM, DFAMS, ADB/N, AIC, NFC, DDC) at the
district levcl.  There arc at present 1,065 graduate incumbents working for various
agricultural devel>pment programs under these departments and corporations. How
to improve their job consciousness and job environment arc our main concerns.

RESEARCH METHOLQLOGY
Unit of Analysis and the Sample Size

Information for the current study was gained largely through the interview of
program implementing officers of various district jevel departments and corporations
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under the Ministry of Food, Agriculture and Irrigation. The unit of analysis was
the individual incumbent responsible for the implementation of agricultural development
program at various levels. All incumbents were agricuitural graduates. This study
sample was composed of 307 out of the total of 1,065 incumbents.

Selection of Districts to be Studied

The study was designed to cover all the geographical and development regions
of the kingdom. The study also endeavoured to represent the wide spectrum of stitua-
tions prevailing in the country as well as problems faccd by the incumbents under study.
A multi-stage sampling technique was followed. Firstly, the study tricd to select
sample districts from the four administrative regions of the kingdom where agricultural
development programs already had been executed. Secondly, in each region, mountain,
hill and terai Jistricts were included in order to represent the full range of topegraphi-
cal difficulties encountered by the incumbents.  Thirdly, an attempt was madec to ma-
intain a proper ratio amang selected districts and the total number of districts in cach
region. Lastly, duetolimited time, only casily reachable districts were selected for study.
The distribution of sample districts with respect to region, topography and development
strategy is shown in Tuble 1. Thus, this study focuscd on 22 distrits of the kingdom.

Table ITI: Number of Interviewees in Different Districts and Regicns, 1978.

Davelopment _Geographic Region_

Region Mountain Hill Terai Total
Eastern Development Region — 7 48 55
Dh nkuta - 6 - 6
Hlam — 1 — 1
Morang — — 26 26
Jhapa — — 11 11
Saptari — — 1 11
Central Development Region —_ 142 53 195
Nuwakot — 6 —_ 6
Kathmandu —_ 125 - 125
Makwanpur — 8 —_ 8
Kavre 3 —_ 3
Sarl ihi - — 5 5
Parsa - — 26 26
Chitwan — — 22 22
Western Development Region 3 25 4 32
Mustong 2 — —_ 2
Manug 1 — —_ 1
Tanahu —_ 6 — 6
Kaski — 18 — 18
Syanytja — 1 - 1
Kapilavastu - — 1 1
Rupandehi - —_ —_ 3 3
Far Western Development Region 2 — 23 25
Jumla 2 — — 2
Banke - —_ 19 19
Kailali —_ —_ 4 4
TOTAL s 174 128 7
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Sample of Interviewees

For thesselection of incumbents for interview, firstly, alist of district level graduate
oflicers working under various developiaent projects and/or organizations in the sam-
ple districts was prepared.

From this list, the officers in class T fless than 109, of the sample) and class 11
were classified into strata Iand class Il officers into strata [I. - Then, using the class
list, the sample was drawn by random sclection so as to constitute the sample of 307
officers to be interviewe:. :

Data Collection

The main instrument employed for the collection of data was a structured inter-
view schedule prepared by members of the rescarch team. The intervicw schedule was
brought into practice after proper pretesting in the ficld.  In order to evaluate the appro-
priateness of the questions in the interview schedule as well as to anticipate preblems in
approaching and intervicwing the respondents, a pilot test was undertaken in the western
development region.  Twenty officers of Kaski, Syangja, Palpa and Rupandchi distiicts
weare approached and intervicwed.

In September and Qctober of 1978 data were collected in the field. Compila-
tion was completed in November.  From December until April, tabuliticn and analysis
of data were conducted.

Compounents of the Interview Schednle

The schedule was designed to cellect three types of information, i. ¢. the per-
sonal characteristizs of the respondents, their job environment, and their jo'> conscious-
ness. In Part I of the questionnaire, Question Nus, | through 20 dealt with personal cha-
racteristics and Question Nos, 21 through 44 dealt with factors of the job cnvironment.

There were three questions in Part 11 of the questionnaire. Question No. 45
was concerned with the evaluation of job corsciousness.

Question Nos. 46 to 47 clicited information en the general reaction to the in-
formant’s job i.c. the fuctors which they thonght determined job satisfuction or dissatis-
faction.

OVERVIEW OF GENERAL CHARACTERISTICS, JCE
ENVIRONMENT AND JOB CONSCIOUSNESS

General Characteristics
Five important characteristics, namely, marital status, family size, education,
salary, and years of service were analyzed.
a) Age, Marital Status and Family Size

The mejority of the respondents (85.7%) were between 25 25d 39 yea:s old.
This indicated that field incumbents were young, with vigour and stamina for physical
and mental duties. Male incumbents constituted 93.5% of the sample, reflecting the



meagre participation of female incumbents (6.57,) in field programs.

Ninety percent of the officers were married. Nearly 40 %; reported having a family
of 6 members or less while 35% had 7 to 12 members, and the remaining 253 had a
family size above 12. 72.3Y% of the respond2nts were members of joiat families ana the
rest were members of nuclear househo'ds. Most of them (79.2 %) lived with their fami-
lies.

b) Educational Background

Of the 307 persons interviewed, 56 % werefound holding Bachelor’s degrees,
39.4% Master’s degrees, und the rest had diplomas or Ph.D. degrees. Fifiy-three percent
received their degrees from Indian Universities, 369 from Tribhuvan University,
and the rest (11°)) from U. S., European or other Asitn Universitics.

[t was interesting to note that almost 5097 of the respondents graduated after 1970.
This was due mainly to the increased einphasis given to agricultural development programs
after the Fourth Five-Year Development Plan and the eniarged facilities of higher
education in the country during the 1970s.

Among the respondents, 13% had 1 to 3 educated family members, 16.2% had
3to 6 and 7. 5°, had more than 6 cducated family members.  Forty-nine percent of
the respondents reported that their spouse’s education was a School Leaving
Certificate (SLC) or ubove.

¢) Service Period

Regarding the year of entering service, 567 joincd after 1970, 369, during 19¢0-
1969 and the rest before 1960. Most of them at the time of entering the service were
gazetted Class HI oflicers. The sample contained 68.67, of respondents in Class 111,
22.5% in Class Il and 9. 4", in Class L

Y]

d) Salary. Family Employment and Dependency
A muyjoricy of the incumbents (887,) received a salary in the rarge of Rs.€CO
to Rs. 1,000 per month, the average being R$.972 per month. As many as 460.69, of the
incumbents’ family members were in jobs varying from  tcaching, goveinment service,
banks, tc corporations, cte. The percentage of dependents was high with complctely
dependent members amounting to more than 83?2, and partially dependent members
being nearly 52°7.

¢) Transfer and Attemp! for Other Jobs

Forty-three percent of the incumbents had had no transfers at all, while
519 had experienced changes in place or position once or more. Alout 35% of
the respondents had attempted to change positions. As high as 429/ of them considered
the next best alternatives to be working with rescarch divisions, forcign agencics or
other HMG dcpartments. :

Job Environment

Job environment in the present context is a combination of various independent
variables, such as, monctary income, promotion, facilities, training, job security and
safety. inter—personal relations, rclative deprivation, ctc. The influence of job environ-
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mental factors varies from person to person and may be perceived differently as an
individual's experience and time at a particular post increases.

a) Monetary Income
The salary income and expenditures of respondents are shown in Tables 111
and IV respectively. The diflerence between the average income per month of Rs.872
and the average expenditure of Rs. 1,631 is striking. To make ends meet, the respondents
depended on income from other sources. Most of the gap was filled by agricultural
income which accounted for 48 9, and by salaries of family members, 8 %.

Table 11I: Monthly Salary-Income of Respondents in Rupees, 1978.

Level % of Respondents
Upto Rs. 600 3
601 to 700 14
701 tc 800 35
301 to 900 14
901 to 1,000 15
1,001 to 1,200 8
1,201 to 1,400 6
1,401 to 1,600 k|
Above 1,600 1
No answer 1
TOTAL 100

T‘:/crugc salary per month is Rs. §72.00
Exchange rate: USS 1 - NC Rs. 11.90 in 1978,

Table 1V: Moathly family Lxpenditure of Respondents in Rupees, 1978

Leve! *, of Respondents
Upto 600 4
601 to 700 6
701 to 800 )
801 to $00 4
901 to 1,000 5
1,001 to 1,500 31
1.501 to 2,000 15
2,001 to 2,500 10
2,501 to 3,000 8
Above 3,000 11
No answer 1
TOTAL 100

Avecrage family expenditure per month is Rs. 1,631.00

Annual increment of salary varies from Rs. 15to 60 per month which can hardly
cover the difference. However, it may provide a minor incentive for lonp service person-
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nel. Forty-three percent of respondents received various kinds of allowances, such as,
difficulty allowance, field allowance, meeting allowance, out station allowance, hcusing
allowance and other allowances. ‘

b) Promotion

Promotion means both higher position and income, ard dcgends largely cn
the incumbent’s performance and evaluatioa by his superiors. As high zs €09, of the
incumbents expected promotion within a period from 1 to 10 years, but more than
6077 disliked the present system of promotion. The main reasons for these views were
stated to be the defective marking system, limited posts and inappropriate and unevenly
applied rules and regulations. On the other side, the causes of cncouragement were
the importance given to experience, high marks for serving in remote areas, seniority,
and high assessment based upon education and performance.

¢) Facilities

Facilitics include the presence of hospitals, supply of clectricity and weter, availa-
bility of schools and colleges, transportation, and access to markets. Respendents fiom
districts sampled reported adequate provision of these services mainly because their
offices were located in the district headquarters where social seivices  are  generaliy
available.

According 1o the respondents” ranking of facilities required, residence
received the highest priority. The order followed in favor of nearness to town, health
care, provision of vehicle, local cooperation, communication and aceess to clicial
information supply and schooling.  Nearly 50% of the incumbents were dissatisfied
with their present residence facilities.

d) Security and Safety

Respondents considered job security and personal safety as important environ-
mental factors. Eighty-lour percent of the respondents teported fechug adequate fob
security waile 117 felt fnsecure because of inconsistent admiaistratise policy, tisk of
being suspended, and other unknown reasons. Concerning physical sifuty, 84° felt
secure while the rest reported fecling physically insecure due to climati conditicns,
unsiafe working place, nature of work, cte.

¢) Interpersonal Relation

The failure of program implementation can occur duc to the lack of geed interper-
sonal relation.  This may create frustration and tension between ficld workers, This
study found fairly good interpersonal relationships existing among supervisors, sub-
ordinates and clicnts. For program implementation, help from the district «dministra-
tion is importunt. Among the respondents, 76°, felt that district zdministration was
very helpful and cooperative and the rest, 33°;, felt that the district administration had
played no helpful role in their programs.

f) Relative Deprivation

Relative deprivation occurs when two persons have the same background, ability
and experience, but receive different benefits in performing different jobs under different
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situations. In such circumstances, the persons on the lower side of benefit often feel
dissatisfied. This study revealed that 44 9 of respondents felt that they were receiving
less silary as compared with similarly qualified contemporaries.

Authority, responsibility, status and salary each plays a vital rolc in job perfor-
mance. This study showed that the majority of respondents had assumed more respon-
sibilities but they had not been delegated with higher authority and that their salary
had not been raised . A majority of the in~umbents expresscd the desire that efforts
should be made to improve the present situation.

g) Training

Training imparts new ideas and fresh knowledge to workers and often provides
incentive to improve job performance. This stedy revealed that nearly 509 of respon-
dents never received any opportunity for further training. Of those who received
trainiag opportunities, 58", received training once and 289, attended two to four times.
So far as the need for the training is concerned, 93.27, of respondents expressed
an affirmative view,

Job Consciousness

Job consciousness here is treated as the “‘compound variable™ of five different
aspects: liking the job, enjoying the work, giving priority to the job, perception of high
esteam, and fecliag of competeacy. Each aspect and the response to it will be discussed
below:

a) Liking the Job
This factor reflects the reaction of an incuimbent’s attitude toward his assignment.
If he Likes the job very much, his attitude is more favourable toward the job

It was encouraging to note that 737 of respondents liked the job they performed. The

rest, 279, held the opposite view.

b) Enjoying the Work
Although a high percentage of respondents liked their jobs, only 35Y, of them

really enjoyed the work. A najority of incumbents enjoyed thetr work only moderately.

¢} Giving Priority to the Job

An incumbent will give priority to his job when he feels that it is a worthwhile
and rewarding endzavour. 91 7, of the respondents gave high priority to their respec-
tive jobs.

d) Perception of High Estecem

High self-esteem reflects an incumbent's own evaluation of his job performance.
As a result of secing the end product of his endeavour and the role he played in its com-
pletion, ene may feel personal self-esteem. In this study, only 50.5% of the respon-
dents reported that they felt high self-esteem. The rest, 47¢,. perccived moderate tc
low sclf-esteem.

e) Scnse of Competency

If an incumbent has confidence in his competency, he is capable of carrying out
his job successfully. This study found that 559 of the respondents had a sense of high
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job competency in their respective jobs, 40% felt moderately high job competency
and 57, felt lower than moderate competency. Approximately 459 cf the respen-
dents who had moderate and low job competency felt that their skills were not
suitable for their present jobs.

Among the five aspects of job consciousness, the strongest positive response was
received on giving high piiority to one’s job. The lowest level of favourable response
was related to enjoying the work. The remaining three aspects were not very
high but moderate or slightly better than mcderate.

RELATIONSHIPS AMONG JOB CONSCIOUSNESS, RELATIVE DEFRIVATION,
JOB PERFORMANCE AND SOME CHARACTERISTICS

In the previous section, this study provided information on general characteristics,
job environinent and job consciousness of tiw incumbents with ticir fuclings and the
actual situation they were facing. In this sect.on, we discuss the relutionships batween
various componcnts of job consciousriess and some characteristics, bctween relative
deprivation and some characteristics, and between job performance ard some cha recte-
ristics. All these relationships reflect the level of Job satisfaction of the incumbents,

The Relationships between Job Consciousuess and Seme Characteristics

Important characteristics as discussed here include geographicel setting, age, cdu-
cation, types of organizations and official status. Since the responsc and the leved o f satis-
faction in the given situation ruled by different characteristics are expected to chinge,
the degree ¢ such change will be very meaningful and applicable to dutermining the
level of job satisfuction,Emphasis has been laid on the evaluation of all componcrts of
attitude toward job, namely affective, cognitive and behavioural aspects,

a) Geographical Setting

Responses to all components of job consciousness were different between incum-
bents working in the Hill and incumbents working in the Terai. Table V shows that the
former had w higher job consziousness than the Jatter, exeept forenjovment of work,
Giving priority to the job had the highest response from incumbents in beth Hill «rd
Terai.  Physical difficultics @and hardships may make incumbeats in the Hill arers
less happy about their work. However, the hills peoples’ respect mey be piving
them a feeling of high self-esteem and competence.

Table V. Relationship Between Geographical Sctting and Job Censcicusness of the
Respondents, 1978,

[H]

v of respondents

Tcru«ir Hiil

Job Consciousness (N--127) (N 175)
a. Liking job more and very much 37.0 54.3
b. Enjoy working moie and very much 323 18.9
¢. Giving high priority to the job 46.6 72.3
d. Perception of high esteem 33.3 379
e. Sensc of high competency 3.8 38.6




b) Age

Variations in job consciousness among the incumbents in three age groups (Young:
16-29; middle: 30-39;and old: 40 and over) were observed in each of the five compo-
nents. All three age groups gave highest rating to giving high priority to the job and liking
the job and gave lowest rating to enjoying the work. Among the three age groups, how-
ever, differences existed. Responses to giving high piiority to the job and liking the job
were highest among younger personnel beciuse they felt challenged and ut the same time
more optimistic. The older group scored the highest mark in perception of high self-
esteem and sense of high competency. The middle age group stood in-between the young
and old groups in response to all five components.

¢) Education

Has the lcvel of educition anything to do with the level of job consciousness?
The findings of this study did not seem to offer an unambiguous answer to this question.
The sample contained a majority of incumbents having bachelors (56 %) and Masters
(39.5%) degrees. The levels of job consciousness of these two degree holders were
found to vary from one aspect to another, shewing the highest rasponse to giving
privrity to the job followed by liking the job, sense of high competency, perception
of high esteemn and enjoying the work.

Between the two categorics, the response from the Masters degree holders was
slightly higher on giving high priority to the job and liking the job. However, the 3a-
chelors degree holders scored higher responses in sense of competency, perception of
estezn and eajoyiag the work. As o muatter of fact, there was not much major dife-
reace in the level of job coas:iousness between these two groups.

d) Organizations

Dilferent opinions and views regarding job satisfuction were noticed among
the personnel in the  different department and corporation agencies.  Facl: sces the
other as better ol Of all given components, response of both agencics was reported
to be the highest on giving high priority to the job, followed by liking the job, sense of
compatenzy, perception of self-esteem und enjoying the work.  Between departments
and corporations, the conscivusness among departmental personnel was found to be
higher in all aspects  except for giving high priority to the job. It was also found that
overall job consciousness was higher smong departmental personnel.

¢) Official Strata

in this study, the respondents were classified into two categories : Strata 1 and
Strata 1. The former included Class I and Class 1 officers and the latter Class 111 officers.
Data showed that there was no significant evidence which would lead one to conclude
that didecence in strata has any effect on the job consciousness of the incumbents.

The responses from Strata 1 and 11 were the highest on giving high priority to
the job and liking the job. The response from Strata 1I was either or nearly at par when
compared with those fec.n Strata I on all aspzcts of job consciousness, except the percep-
tion of high esicem.
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f) Fomily size

The sample was divided into three family-size groups (up to 6 members, 7-12
members and 13 or more).  The consciousness as to giving high priority to the job and
likiig the job was found to be highest among ali three groups, followed by sense of com-
petency, perception of high esteem and enjoyment of work. However, differences in
five aspects of Jjob consciousness among these three groups did exist. Small family
size had greatesi influence on perception of high estezm and enjoyment of work. The
largest family size had the lowest response to all five aspects of job consciousness,

The Relationship Between Relative Deprivation and Some Characteristics

Vaiability in relative deprivation due to feelings of job insecurity, low salary,
little ovtside contact and few public facilities which caused dissatisfaction was measured
according to age group, education level, organization type, and official strata.

a) Age
The responses to relative deprivation on account of less job security, lower salary,
little outside contact and fay public facilities among different age groups of the incum-
bents are shown in Table VI The figures reveal that some of the older personnel had
bad feelings abeut Job security and less frequent contact with superiors. Deprivation
due to lower salury was proportionately more in all age groups. Comparatively,
more younger employces were deprived due to fewer public fucilities at their Losts.

Table VI : Relationship Between Relative Deprivation and Age of the Respondents,

1978.
Age Group (Years) o

Relative Deprivatiorn 16-29 30-39 40 and over

(N==101) (N=170) (N=:33)

Percentage of Respondents

a. Less security 12.8% 1.1% 27.2%
h. Less salary 46.5 41.7 45.4
¢. Less contact 12.8 I1.1 3.0
d. Less facility 44.5 40.0 27.2

b) Education

Incumbents with Bachelor's degree felt that they were relatively deprived
of contacts and facilities while incumbents with Master's degree felt that they were
relatively deprived in terms of job security. Both groups had bad feelings because of
low salary.

¢) Organization
The relative deprivation due to less security, lower saiary, less contact and few
facilities between departmental and corporation personnel didn't show any ;najor diffe-
rence. Generally speaking, the corporation personnel felt that they were less secure,
received a lower salary, but had mor¢ outside contact and better facilities.
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d) Official Strata

Of the two strata, Strata II personnel were observed to be more deprived as
compared to Strata I on all four given aspects. However, the response that the job was
less secure was reported by very few respondents in both strata (less than 15%). Simi-
larly, fewer than 12% respondents offerad a negative view regarding infrequent contact
with their superiors.

The Relationship Between Job Performance and Some Characteristics

To achieve better Job performance, four characteristics (authority, responsibility,
status, and salary) in relation to age, education, organization and strata under two
conditions, present situation and future possibilitics, were studied. Thus the variability
of responses for both factor to factor and characteristics to characteristics could be
observed under both situations. The findings showed that responses to the present level
of authority, status and salary to be high were quite negligible but responses to the pre-
sent level of responsibility to be high were quite substantial in each case. While looking
at the situation on what ought to be desired condition for better job performance, the
responses from different backgrounds in age, cducation, types of organization and strata
were for higher or better than the present situation for all four characteristics. It was
thus inferred that job performance at present is unsatisfactory and is suffering from lack
of adequate authority, responsibility, status and salary.

JOB ENVIRONMENT AND JOB CONSCIOUSNESS

As discussed earlier, the environmental components (incor:s, promotion,
facilities, tvaining, security, interpersonal relationships and  relative deprivation) affect
the working behavior and attitude of the personnel. Although the incumbent may carry
high consciousness (liking the Job, enjoying the work, giving high priority to the job,
perception ¢f self-esteem and  sense of competeney), he may become dissutisfied if the
job covironment becomes unfavorable. As two major types of enviromment exist—the
power aspect and the reward aspect--the former is seen as omnipotent and the latter
(may be sezn) as benevolent.  This study attempted to determine how job consciousness
is influenced by the different independent environmental variables.

Income

Income of an incumbent as a vitar factor of the Jjob environment is composed
mainly of salary and allowances. Every HMG employee carns a monthly salary but
not all of them have a supplementary allowance.

TableVII shows the relationship etween three levels of salary and job conscious-
ness of the respondents.  All three income groups give high priority to the job. The
high income group liked the job more and perceived high self-csteem more than the other
two groups but they had low scores in enjoyment of work and senss of competency as
compared with the other two. Among the five aspects of job consciousness, it was in-
teresting to note that, except for the equal sense of competency, the low income group
had higher job consciousness than the middle income group.
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Table VII: Relationship Between Salary Levels and Job Consciousness of the Respondents.

* Monthly Salary (Rs.)

Job Consciousness 700-below 701-1,000 1,001-over
(N==54) (N=195) (N=>58)
a, Liking the job 72.2 71.8 79.3
b. Enjoying the work 46.3 32.8 31.0
c. Giving high priority to job  94.4 90.8 89.7
d. Perception of esreem 50.0 48.7 56.9
57.4 57.4 44.8

| o

. Sense of competency

The study showed no relationship between the provision of allowance and job
conscivusness.  Although salary and allowance were essential fuctors of job efficiency,
the influcnce of them on job consciousness was not significant.

Promotion

Promotion raises status and salary and also provides an incentive for better job
performance.  According to the HMG regulations, any incumbent with less than five
years of scrvice is not eligible for promotion. Promotion is usuaily based on the scores
for education and experience, length of seevice in the remote areas, assessment of job
performance, confid :ntial report from the supervisors, health report, etc,  Due to difle-
rent interpretations of the HMG  promotion rules, the present promotion system was
liked by those who were benefited and disliked by those who had suffered.

Among 307 respondeats, 206 perceived a chance of promotion while 92 percei-
ved no chance of promoetion. Both groups had high responses to giving high priority
to the job, perception of high self-esteem and sense of competency.  Those who percei-
ved no chance of promotion had slightly lower job consciousness an these three aspects
than those perecicing a chance of promotion. Those who perceived a chance of promo-
tion ¢ajryed their work more thu those of the other groups Findings from this study
justify the coaclusion that there is a positive correlation between job consciousness and
promotion.

Facilities

Facilities (i.e. housing. transportation, schooling, health care, ncarness to town,
communic ttiHn, supplies, local cooperation, access to official information, ctc.) were
very much related to the job performance.  The respondents (307) were divided into more
facilitated (85) and less facilitated (222) groups. Not much variation was seen between
these two groups in liking thc job.  For the other four “omponcnts, the level of consci-
ousness was found higher in the more facilitated group w'.en compared with the less
facilitated one. This proved that the provision of better facilitics improved the job

attitude of the personncl.

Training
In addition to their basic qualifications as agricultural graduates, respondents
wished to have opportunitics for further training in more diversified development fields,
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such as, agriculture, fishery, irrigation, livestock and veterinary science, fosd science,
rural development and planning, project analysis, etc. either within or outside Nepal.
Of the total 307 respondents, nearly 50%/ received addition=; training in various fields and
the rest reported not having had opportunities for being trained.

There was a positive relationship between training and these four aspects (liking
the job, giving priority to the job, perception of self-esteem and sense of competency)
of job consciousness between the two groups, i.e. with additional training and with no
additional training. A strange phenomenon from this study was that those having addi-
tional training opportunities didr 't give as high a response to liking the job as that of
the opposite group. As a whole, those having additional training opportunities were
more satisfied with their job than those without additional training opportunities.

Security

Respondents were divided into two groups, one feeling secure (257) and the other
not feeling secure (50). The former had a higher response for liking the job, enjoying
the work, giving high priority to the job and perception of high self-esteem than the latter.
On sense of competeancy, both groups were at par. The findings of this study showed a
positive relationship between job consciousness and feeling of job security.

Interpersonal Relations

Efforts were made to evaluate the job consciousness of the incumbent who had
interpersonal relations with his supervisor, immediate supervisor, colleagues and friends,
subordinates, and clients. The assumption was that better personul relations would
result in better programs.

For the sample, the majority of respond=uts hid goed interpersonal relations with
those who worked with them. Of the 307 respondents as many as 224 incumbents re-
ported good contact with their supervisors, 248 had good interaction with their immediate
supervisors, 274 had gocd relations with colleagues and 267 had gocd relations with sub-
ordinates.

The relationship between job consciousness and interpersonal relations with
supervisors, immcdiate supervisors, colleagues, subordinatcs, and clients showed the
same trends. Although the minotity of respondents who hid poor interpersonal rela-
tions did show lower job consciousness than the najority, all incumbents gave a high
responsc to giving priority to the job and liking the job buta very poor response to
enjoying the work— regardless of how good the working relationship with others was.

Relative Deprivation

To compare the feelings of respondents on salary difference affecting their job
consciousness, this study showed no major impact. Of 307 respondents, 134 felt that
they were paid less than their colleagues and 173 felt that they reccived the same or sli-
ghtly more salary than others with the same qualifications. Between these two groups,
responses to the iive aspects of job consciousness were almost identical. Accordingly,
the factor of relative deprivation didn’t have any effect on job consciousness.

Reasons for Job Satisfaction
In this study, efforts were made to analyse personal judgement relating to the



17

factors of satisfaction towards the incumbent job. Nine factors were identified. Qut
of 307 respondents, 257 gave their views. The results are shown in Table VIIL

Table VIII : Factors of Job Satisfactlon

% of Respondents

Factors (N=257)
1. Job according to personal interest and subject 22.7
2. Satisfactory salary, facilities, benefits, etc. 22.0
3. Development-oriented job with public relation 17.8
4. Adequate authority, responsibility and status 11.7
5. Proper joo ussignment and support from higher authority 6.7
6. Cooperaticn and coordinaticn 5.6
7. Job security 5.5
8. Better chance of training and further study 3.6
9. Others 4.4

TOTAL 100.0

Incumbents have job according to personal interest and subject (22.797) and
satisfactory salaty, facilities, benefits ete. (22%) as the first and second most important
factors leading to job satisfuction.  Next in the order of importance were development-
orientzd job with public relition (17.8°,) and adequate authority, responsibility and
status (11.5°). The other five factors were less important.  What was important was
respondents put job 1ccording to personal interest and subject above satisfactory salary,
facilitics, benefits, ctc. and in fact as the top important factor of satisfuction.

SUGGESTED IMPROVEMENTS

Based on the findings of this study, the research team would like to make the
following suggestions for the improvement of both job environment and job conscious-
ness.

On Job Environment
. Education

Since the present number of agricultural graduates is too small to be responsi-
ble for the implementation of so many agricultural development projects in the Kingdom,
the mnjority of this small number of graduates have been assigned to work cither in
Kathmanda or in the regional headquarters.  Consequently, the remaining number of
agricultural graduates working at the district level becomes small.  Many districts have
no graduate otficers.  Shortage of traincd manpower has, therefore, become very serious.
Under such a condition, the Class 111 officers have been asked to carry out duties which
supposcaly should have been done by Class I officers.  Sometimes they have been asked
to solve highly technical problems which even Class 1 officers may have difficulty with.
To meet urgent nceds in implementing agricultural development programs, it is suggested
that a large number of junior officers should be sent to receive degree training atthe B.SC.,
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M.Sc., or Ph.D. levels. To post more and better trained people at the district level is the
only long-run solution insuring successful implementation of planned agricultural
development programs.

2. Salary and Allowance

At present, the average monthly salary for graduates working in the field is
Rs. 872.00 and the average monthly expenditure is Rs. 1,631.00. The gap between
salary and expenditure is apparently very wide. The Government may have to consi-
der the revision of the present pay scale. * Additional allowance for residence, health
care, schooling, etc., may help close the gap. Undoubtedly increased income will reduce
dissatisfaction of oificers to the minimum.

3. Transfer

As reported by respondents, the present transfer policy has a lot of flaws and in-
consistensies. It is related neither with the field of specialization nor with economic
background of the incumbents. Most transfers were observed to have taken place by
the supervisors rather than by sclf preference. It is suggested that transfer should be
based on the incumbent's job specialization.  For more generalized type of posts, trans-
fer should be based on the incumbent’s economic background and convenience. With
as high as 42°7 of the sample expressing their views for getting alternative jobs, this per-
centage could be reduced if o proper transfer system can be devised.

4. Promotion
Promotion signifies the progress of the incumbents in term of status, authority,
responsibility and income.  Normally, every jobbed personael hopes to get promotion
sooner or later. Mujority of the sample (61.5°,) were, however, dissatisfied with the pre-
sent promotion system.  Even though neurly 679, of the incumbents perceived chance

of promotion, they were not sure when will they get the chance,

According to this study, the present marking system used for premotien was
found to be defective in that it attached highest importance to seniotity fellowed by
education, performance, geographicat difliculty, medals (special recognition of work
by His Majesty the King of Nepal) and inchargeship.  Injustice in promotion did seem
to have occured by following the above order of importance. Morcover, the present
evaluation of work performance has to be improved.  Sometimes it was done by the
supervisor confidentially without maintaining proper work records of the incumbents,

It is therefore suggested that proper evaluation of job performance based on
work record should be mede. Although seniority should be piven due importance, yet
it should not be used to discourage the quality of work of junior incumbents, Treining
opportunities should be given to juniors with high potential, - At the same time, the weight
of inchargeship should be reviewed.  Whether an incumbent is in charge or not, as long
as he can carry out his job satisfactorily, he should get the opportunitics of promotion.
There should also be more higher posts available for competent incumbents to be pro-
motcd. :

5. Facility

This study has found that the gencral facilities, such as, hospital, electricity,
school, transportation, water, and market do exist in many places but are quite inade-
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quate and unreliable. Residence is one such needful facility for which the jobbed pers
sonnel are strongly pressing in view of their meagre income. Other facilities, such as,
vehicle, communication, quick means of iaformation etc., should also be developed in
the best possible way.

6. Job Security

Very few officers in the corporations would like to discuss job security problems
because of monopoly of the board of directors, the inconsistent administrative policy
and others. Efforts should be made to corrczt the situation.

7. Inter-personal Relationship

This study found that most of the incumbents have good relationship with people
both in and outside of the organization. However, onc important lag is noticed when
nearly 3397 of incumbents sce no significance of district administration. Since good
cooperation with district administration is so essential for successful program implemen-
tation, it is suggested that jobbed personnel should build up good inter-personal relation
with district administration for better job performance.

8. Authority, Responsibility, Status and Salary
Proper lavels of wuthority, responsibility and salary are prercquisites for bettcr
job performance.  Mujority of the sample respondents arce of the opinion that proper
fevels of authority and responsibility should be delegated to the officials who are not
controlled at the top for any d=cision relating o program  implementation. Tne
respondeats alsd oclizve that decentralization of authority and responsibility will bring
the desired change.

9. Training

The great need for trained manpower in the ficld of food, agriculture and
irrigation cannot be overemphasized. At present, most of the training—technical or
management-~ is being made available to the jobbed personnel in foreizn institutions
under aid programs.  How to make the best use of the lirited number of trained man-
powzr for program imple nentation should be carefully planned.

Considering the increased necd for trained manpower, it i suggested that
the technizal departments and institutions under Tribhuvan University should be streng-

thened in the long run so that the various technical training programs may become
possible within the country.

10. Family Employ.nent

This study indicated that only 46.6 percent of incumbents have their family
members employed in different jobs.  Since family employment substantially helps im-
prove the economic dispa ** imong the incumbent, it is suggested that schemes, such
as training of unemployed and under-employed family members for subsidiary jobs be
implemented.  Such a scheme will provide skill to family members to enable them to
geaerate additional insom= which muy iadirectly maximize job satisfaction of incumbents.

On Job Consciousness

This study centered on five aspects of job consciousness, i.e., liking the job,
enjoying the job, given priority to the job, perception of high sclf-esteem ard sense of
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competency. The study also covered the reactions of these five aspects of job conscious-
ness with different job environmental elements and general characteristics of jobbed
personnel. High job consciousness on acount of certain job environment variables
means more satisfaction. Conversely, dissatisfaction grows with lower job consciousness
intermingled with certain job environment variables. 1t is, therefore, suggested that job
consciousness of a graduate should be well understood before he is recruited for the
job. Ttis also suggested that consciousness of incumbents can be improved by efforts
to improve the job environment and other general characteristics as outlined in this
report.

NOTE

1. When the Team started to prepare the report in May 1979, the Department of
Irrigation, Hydrology & Metcorology was transfered from the MFALI to the Ministry
of Watec and Power. In October 1979, the Department of Agriculture was split into
two departments: Department of Agriculture and Department of Livestock and Animal
Health. This paper dzals with organization of MFALI before thesc reorganizations.
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