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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 
baen 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 most important components of this Project is advanced training, at the 
Masters and Ph.D. levels of young professional stair of Ministry-related institutions. 
Up to now, more than forty AiDIC fellows have been selected for advanced training in 
Asia, Australia and the U.S.A. Most of them have written a thesis based on their research 
in a particular problem-area in Nepal's agricultural and rural development. In addition 
this Project sponsors problem-oriented research activities, which are carried out by the 
stV" of Ministry related institutions with the cooperation of AiD/C staff. 

The purpose of this Research Paper Series is to make the results of these research 
activities available to a larger audience, and to acquaint younger staff and students with 
advanced methods of rescarli and statistical anaysis. \Vith more than 90% of our 
population being dependent on agriculture for their li%elihood, it is loped 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 oif Food and Agriculture appreciates the eforts of Dr. Shao-er 
Ong and I)r. Veit Buergr, the A 1) C stall in Nepal, and of Dr. Rai Prakash Yadav, 
the Executive Director of APROSC, in making the publication of this Research 
Paner Series possible 

February 198U Bed B. Khadka 
Secretary
Ministry of Food ard Agriculture 

rhe views expressed in 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 human
 
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 grduxites arc the key implementing officers of the national agri
cultural development programs ii Nepal. Their nunber issmall and their work efficiehiay 
is low-particularly die to the poor working conditions at the district level. This 
study investigted whether these griduatcs %scrcsatisfied %%iththeir wvork, and cvaluatcd 
their job environment and job consL iusness factors affeiting the work peiformance. 
Based on the loca l 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 regardcd as the 
major component affeLtiflg llhe C'Onolny Nepal. urder ttis Majesty'siof The agency 
Government (I MG) reslp,,usible oImrti ,ing the level of lis ing of the Nepalese farmer as 
well as i:mproxing t he ccon, in i bse of the country is the Ministry of l:od,Agriculture 
and Irrigtti in (I FAIP. At pre~viit, the MFAl includes eight funitional organiza
tions, each with its osn de,.clopnient activities and roles. 11"-se organizations are: 

I. 	Department of Agriculture (DA) 

2. Departnment of Irrig:ition, Iydrology and Metemology (DIIIM) 

3. Departmenit of Fo'd and Agricultural Marketing Servites (DFAMS) 

4. Agri :ultural Development Bank, Nepal (ADB/N) 

5. Agricultural Inputs Corj1 ion (AIC), 

6. Nepal Food Corporation (Ni C) 

7. Dairy Development Corporation (DDC) 

8. Agricultural Projets Services Center (APROSC) 

All these org.ini.ations, except for APROSC, maintain field staffs in most dis

* 	TeL B. Shrestha is an Economist in the Ministry of Foed, Agriculture and Irrigation 
and the leader of this research team which inIded Miss Uia M. Shrestha and 
Mr. Umeswar Pradhan, Assistant Econorits, Mr. Shiva P. Devkota, Technical Assis
tant, and Mrs. Sita Tripathi, Research Assistant, all under the same Ministry. The 
Team is highly indebted to Dr. Titava Suvanajata and Dr. Vudhichai Chamnong, 
both from the National Institute of 1C".lopn'-nt Administration (NIDA). Bangkok, 
Thailand. who as A/D/C short-term ,nsultam, provided expert guidance in researmh 
design, data analysis and report prc:,. aration. This paper is a condensed version :f 
the detailed research report. This , was-earch 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 organizadons involve themselves in implementing programs at the 

distri't level and aim at increasing agricultural prcduction and farm income. Depart

ment of Agrioulture conducts research and extension programs with a view toward chan
giag traditional agricultural practices into i nproved and more productive ones. 

DIHM I tunches ditferent i:'rigation projects providing for irrigation and drainage faci

!ties in the fie!d. ADB/N is responsible for credit requirements for farming and various 

types of agi i'ultural business. AIC makes available agricultural inputs (fertilizer, seeds, 

implements, pestic.cides and insectiides) to the farmers. Similarly, DFAMS and NFC 

iaspect the food situation as well as triding and distiibution of fo. d. As such, all the 

diviions of agiicultural development carry out their functions as regular development 

activiti,-s in almost every district of the kingdom. 

The incumbents who are responsible for the implementation of agricultural 

development programs at various levels of the M FAI are agricultural graduates, whose 

mini.num qualification is a Bachelor's d.grec in agriculturally-rcldatcd s( iences either 

from tie Tribhuvan University or other universities outside Nepal recognized by HMG. 

This stud, iaii'uded only officers at or above the agricultural graduate Ic el. 

The total number of such incumbents in various departments and corporations 

currently working at the district level is 1.065 (Table i). With the increasing volume of 

dcvelaprnent activities, this smavll number of ogricultural gradutes has to be spre,-' 

s :atsely over the Ki~wd m). In:d.quate services and extra duty assignments cause in

convenience and hadships to those incumben(s who are posted in the field. 

Table I : Number of Agricultural Graduates in those Organizaiions under the MFAI 

who work at the District Level. 

No. of Agricultural 
Orgainization,: (.raduates 

4161. D-Z.prtment of Agriculture (I)A) 

2. Departm-t of Irrigation, Hlydrology and Meteorology (DIHM) 131 

3. D.'partment of Food and Agricultural Marketing Services (DFAMS) 37
 

271
4. Agri.:ultural Devcloppment Bank (ADB/N) 

5. Agri:ultural Inputs Corporation (AIC) 112 

6. Nepal Food Corporation (NFC) 85 

7. Dairy Development Corporation (DDC) 13 

1,065TOTAL 

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 

b.zome hesitant to accept appointments outside Kathmandu. The commonly called 

"job satisfaction" problems have therefore emerged. 
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Objectives 

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

More specifically the objectives of this study were 

a. 	To evaluat- the level of job consciousness (personnel interest, work Gatisfac
tion, etc.) 

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

c. 	 To assess the relationship between the level of job consciousness and job 
environmcnt factors. 

d. 	 To re;olmm,.cnd measures for the improvement of management. 

Previous Studies 

The fact thit the work environment influences the employee has been documented 
by various researchers. Roger (1957) observed tWit the sztisficd member of an organi
zation vvms the most prcductive employee. Vandcrsal (1968) diktinguishcd between 
"sati fiers" and "diss,tisfiers". Satifying factors (acbievement recognization, challen
ping job, responmibilitv, :ind advancement) affect job attitude positively whereas dissatis
fying factors (tns.,ti4 ,ry p poor interpersoiltl relations andK m li:y of tiie ,rgaini/%:tion, 
te-hni.:al supervisii.m, l,v.sIAmY, and poor \ orking condition) affect job attitudes mostly 
in a negative way. "Stitimfiei'" leaId to increased iaterest, increased enthusiasm, and in
creased preducdi,itV, where its"dissatisficr.'" accomplish the opposite and ultimately 
may c'ause the worker to resimn. 

Pyakorlr, (1974) StudiCd tile problem of job satisfaction among junior technici
ails. lie fouid th:,t. amiog li.-id Itccijunior technicians, the satisfied ones Were :those 
who had intercst inthe prct, . f om the time fcentrance into service (2/3 respondents), 
those vho fi ced \\ith their f imili-s (2/3 respondents), and tlhos who are either unmarried 
or married with fewer family problems in the field (approximately 2/3 respondents); 
the dissa1tisfied subj2c1s (I 3) had opposite and different situation,,. 

Another rcsearch study concentrated on identifying the sources of dissatisfac
tion (New ERA, 1973). [Fihe study found that frustration was derived mainly from the 
absence ofpronl tion. The non-gazctted tc1hnician had little chance of being promotedL 
Whenever th-re wa'.is a chnc,- for promotion or for further trainizg abroad, nepotism 
prevailed. The study rsclct. that other causes of frustration were posting, transfer 
policies, and biased evaluation of work performance. 

Job satisfaction 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 identified by this study were : transfer, willingness to stay in the district, pre
.;ervice training and superviser's visit and reactiors. Since this study was limitcd to thrtt 
districts, it may not be generalized for the who!e country. 
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This s'ady d-parts from theprevious studies mentioned above 'n the followingpoints: 

a. 	It makes no attempt to assess the relationship betwe;n job satisfaction and 
job efficiency. 

b. In this study, job satisfaction is a .,aidimensional variable df.rivcd from the 
interaction between job consc-ousness and job environment. 

Job Consciousness and Job Environment Defined 

a. 	 Job Consciousness 
Job consciousncss is the eme rging anlective and/or cognitive response derived from

the in'mbznt's e'xperience in catrrying out a blsk. It is a compound varitble composed
of (a) liking the job, (b) enjoying the work, (c) giving priority to the job, (d) perception
of esteeni, and (e) sense of competency. 

b. Job Environment 
Job environment consists of those materi.ls, opportunities and relationships

which are designed to fcilitate the task. As is commonly seen, an incumbent, though
satisfied %kithhis job in the beginning, may become dissatisfied and frustratcd later
bezausc of ch:Lng.,s in the environmental factors (indcncndent variables). These factors 
include (:,) salary, (b) promotion, (c) facilities, (d) training, (e) security and safcty,
(f) interpersanl relations, and (g) relative deprivation. 

Satikfictimn in general means a stte of mind and person:[ feeling
being the :ffective component of the attitude. 1 he sati.t'acti .n is sensi
tive to several other factors rather than the job alone. *lhercfOre, the job
consci.lusaesi would be more reliable factors that influence the level of s:ti.faction. 
Then, the mn i; said to be stti-fi!ed with his job if he: perso nally likes thcjb., enj y the
work, gives pri.irit, to the job and feels a sense of esteem :nd competence. Along with 
these dependent dlermining ptrsonal satisf, ction \with his job,varidble t someone's 

there are also independent variables such as smllary, pro ,,ion, 
 f'ei litie, admiration of
his pe:fk rm:nce, training, security and s'mfcty, ilterperson::l reL tions !,)d relative de
privatinn whi,:i determ ine in!;e level of satisfaction. For intnce, ifa person gets a raise 
in salary, his dissatisfaction with his job would be rCdLucd. 

It must be realized that job consci isness of the implenicnting officers does have 
a great influence on the success or failure of program implementation. In order to make 
program implementation a success, the organi,,ition should promote iind maintain the
job consciousness and job environment of the iesponsiblc incumbent. 

In tie presenit study, the implementing officers a:re :igriultural graduates working under various offices (DA, DIHM, DFAMS, ADfi/N, AIC, NFC, I)DC) at the 
district lecl. There are at present 1,065 graduate incumbents working for various
agric;ultural devel pment programs under these departments and corporations. How 
to improve their job consciousness and job environment are our main concerns. 

RESEARCH METIOEOLOGY 
Unit uf Analysis and the Sample S.ze 

Information for the current study was gained largely through the interview of 
program implementing officers of various district level departments and corporations 

http:materi.ls


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 agricultural 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 developmcnt regions 
of the kingdom. The study also endeavoured to represent the wide spectrum of stitua
tions prevailing in the country as wcll as problems faced by the incumbents under study. 
A multi-stage sampling technique was followed. Firstly, the study tried to select 
sample districts from the four administrative regions of the kingdom where agricultural 
development programs already had been executed. Secondly, in each reeion, mountain, 
hill and tecai Jistricts were included in order to represent the full range of topcgralhi
cal difficulties encountered by the incumbents. Thirdly, an attempt was made to ma
intain a proper ratio among selected districts and the total number of districts in each 
region. Lastly, due to limited time, only easily reachable districts were selected for study. 
The distribution orsample districts with respect to region, topography and development 
strategy is shown in Table II. Thus, this study focused on 22 distticts of the kingdom. 

Table II: Number of Interviewees in Different Districts and Rcgicns, 1978. 

Development Geographic Region
Region Mountain Hill Terai Total 

Eastern Development Region - 7 48 55 
Dh nkuta - 6 - 6 
Illam - I - I 
Morang - - 26 26 
Jhapa - - II II 
Saptari - - 11 II 
Central Development Region - 142 53 195 
Nuwakot - 6 - 6 
Kathmandu - 125 - 125 
Makwanpur - 8 - 8 
Kavre - 3 - 3 
Sarl dii - - 5 5 
Parsa - - 26 26 
Chitwan - - 22 22 

Western Development Region 3 25 4 32 
Mustang 2 - - 2 
Man ing I - - I 
Tanahu - 6 - 6 
Kaski - 18 - 18 
Syangja - I - I 
Kapilavastu - - 1 1 
Rupandehi - - 3 3 

Far Western Development Region 2 - 23 25 
Jumla 2 - - 2 
Banke - - 19 19 
Kailali - - 4 4 

TOTAL 5 174 128 301.
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Sample of Interviewees 

For the selection of incumbents for interview, firstly, a list of district level graduate 
officers working under various development projects and/or organizations in the sam
ple districts was prepared. 

From this list, the officers in class I 'less than 10' of the sample) and class II 
were classified into strata I and class II officers into strata II. 'Ihen, using the class 
list, the sample was drawn by random selection so as to constitute the sample of 307 
officers to be interviewed. 

Data Collection 

The main instrument employed for the collection ef data was a structured inter
view schedule prepared by members of the research team. The interview schcdule was 
brought into practice after proper pretesting in the field. In order to evaluate the appro
priateness of the questions in the interview schedule as wvell as to . nticipte prcblcms in 
approaching and intervie.wing the respondents, a pilot test was undertak'en in 'he western 
development region. Twenty officers of Kaski, Syangja, Palpa and Rupandehi distiicts 
were approachcd and interviewed. 

In September and October of 1978 d:ita were collectcd in the field. Compila
tion was completed in November. From December until April, tabulation and analysis 
of data were conducte:i. 

Comp'anents of the Interview Schednle 

The schedule was designed to ccollect three types (f infornaticn, i. e. the per
sonal ch-tractcristi~s of the respondents, their job environmeni, and their jo conscious
ness. In Part I of the questionnaire, Question Nos. I through 20 dealt with personal cha
racteristics and Question Nos. 21 through 44 dealt with factors ef the job environment. 

There were three questions in Part II of the questionnaire. Question No. 45 
was concerned with the evaluattion of job consiousness. 

Question Nos. 46 to 47 clicitcd informition on the general reaction to the in
formant's job i.e. the factors which they tho3'ght determined Job satisfaction or dissatis
faction. 

OVERVIEW OF GENERAL CHARACTERISTICS, JOB 
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 majority of the respondents (85.7%) were between 25 and 39 yeas old. 

This ii.dizated that field incumbents were young, with vigour and stamina for physical 
and mental duties. Male incumbents constituted 93.5% of the sample, recting the 
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meagre participation of female incumbents (6.5%) 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 25% hrd a 

family size above 12. 72.3 Y of the respondents were members of joint 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, 56Y%were found holding Bachelor's degrees, 
39.4% Master's degrees, and the rest had diplomas or Ph.D. degrees. Fifty-ihree percent 
received their degrees from Indian Universities, 36% from Tribhuvan University, 

and the rest (II "/)from U. S., Europeai or other Asian Universities. 

It was interesting to note that almost 50%', of the respondents graduatcd after 1970. 

This was due mainly to the increased einphasis given to agricultural development programs 

after the Fourth Five-Year Development Plan and the enlarged facilities of higher 
education in the country during the 1970s. 

Among the respndents, 13"/ had I to 3 educated family members, 16.2y had 
3 to 6 and 7. 5%"had more than 6 educated family members. Forty-nine perce.nt of 

the respondents reported that their spouse's education was a School Leaving 
Certificate (SLC) or above. 

c) Service Period 

Reg:trdiag the year of entering service, 56% joined after 1970, 36% during 19c0
1969 and the rest before 1960. Most of them at the time of entering the service wverc 

gazetted Class III officers. The sample contained 68.6". of respondents in Class IlI, 

22.50/%in Class 11 and 9. 4", in Class 1. 

d) 	 Silary. Family Employment and Dependency 

A m.joriy of the incumbents (88 ",.)received a salary in the rarr'c of Rs.(CO 

to Rs. 1,000 per month, the average being Rs.972 per month. As rany as 46.6. of the 

incumbents' family members s ere in jobs varying. fiom tching, goveinnicnt service, 

banks, tc coriporation, etc. The percentoge of dependents was high "ithcomtlctely 
dependent members amounting to more than 83% and partially dependent members 
being nearly 52,. 

e) 	 Transfer and Attemp! for Other Jobs 

Forty-three percent of the incumbents had had no transfers it all, while 

51% had experienced changes in place or position once or more. Al-,out 35% of 

the re3pondents had attempted to change positions. As high as 42% of them considered 
the next best alternatives to be working with research divisions, foreign agencies or 
other HMG departments. 

Job 	Environment 

Job environment in the present context is a combination of various independent 
variables, such as, monetary income, promotion, facilities, training, job security and 
safety. inter-personal relations, relative deprivation, etc. The influence ofjob environ

http:perce.nt


mental factors varies from person to person and may be perceived differently as an 
individual's experience and time at a particular post in.reases. 

a) Monetary Income 

The salary inicome and expenditures of respondents are shown in Tables III 
and IV respectively. The difference 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," and by salaries of family menrbers, 8%. 

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

Level /o of Respondents 

Upto Rs. 600 3 
601 to 700 14 
701 te 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 3 

Above 1,600 1 

No answer I 

100
TOTAL 


Average salary per month i-IRs. 872.00 
Exchange rate: USS I NC RI. 11.90 in 1978. 

Table IV: Monthly family lExpenditure of Respondents in Rupees, 1978 

Level ",,of Respondents 

Upto 600 4
 

601 to 700 
 6 

701 to 800 5
 

801 to 900 
 4 

901 to 1,000 1 

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 !1 

No answer I 

TOTAL 100 

Average family expenditure per month is Rs. 1,631.00 

Annual increment of salary varies from Rs. 15 to 60 per month which can hardly 
cover the difference. However, it may provide a minor incentive for lonp,wrvice persn. 

http:1,631.00
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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, housing 
allowance and other allowances. 

b) Promotion 

Promotion means both higher position and income, ard depends largely en 
the incumbent's performance and evaluatioa by his superiors. As hifh -.s %%of the 
incumbents expected promotion within a period from I to 10 years, but more than 
60% 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 encouragement were 
the importance given to experience, high marks for serving in remote areas, seniority, 
and high assessment based upon education and performance. 

c) Facilities 

Facilities include the presence of hosritals, supply of electricity and water, availa
bility of schools and colleges, transportation, and access to markets. Respondents ficm 
districts sampled reported adequate provision of these scivices mainly beciause their 
offices were located in the district headquarters where social -civccs ac genculiy 
available. 

According to the respondents' ranking of facilities required, residence 
received the highest priority. The order followcd in favor of nearness to to%n, health 
care, provision of vchic, local cooperation, communictin and actcess to cu.cial 
information supply and schooling. Nearly 50" of the incumbents were dissatisfied 
with their present residence facilities. 

d) Security and Safety 
Respondcnts considered job !;ecu-ity and personal safety as important environ

menial iators. Lighty -Iour percent of' the re.pondents reported fceling adequate job
security w'ilc II'o fclt iasccure bzx:ause of io:on i tcnt admiaiktrati, leolky, iisk cf 
being suspcnd'. , and other tiiknown reasons. Conccning physicil sz.ftIv, 84', felt 
secure while the rc.t reported fcclintg physically insecure due to cliniati conditicns, 
unsafe working place, nature of work, ttc. 

e) Interpersonal Relation 

The failure of program implementation can Occur due to the lack c-f gcd interper
sonal relation. This may create frustration and tension between field workers. This 
study found fairly good imerpersonal relationships existiag among supeviors, sub
ordinates and clients. For program inplementation, help from the dLt:Lt ,.dministra
tion is important. Among wasthe respondents, 76",, felt that distri-t zdministration 
very helpful and cooperative and the rest, 33 "1,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% of respondents felt that they were receiving 
less stlary as compared with similarly qualified contemporaries. 

Authority, responsibility, status and salary each plays a vital role in job perfor

mance. This study showed that the majority of respondents had assumed more respon

sibilities but they had not been delegated with high,'r authority and that their salary 

had not been raised . A majority of the in-umbents expresstd the desire that efforts 

should be made to improve the present situation. 

g) Training 

Training imparts new ideas and fresh knoss ledge to workers and often provides 

incentive to improve job performance. This sttdy revealed that nearly 50 % of respon
dents never received any opportunity for further t.'aining. Of those who received 

traiaing opportunities, 58 ",,received training once and 28 attended two to four times. 

So far as the necd for the training is concerned, 93.2". of respondents exprased 

an affirmati\ e view. 

,lob Consciousness 

Job consciousness here iktreated as the "compound variable" of five different 

aspects: liking the job, enjoying the wyork, giving priority to the job, perception of high 
este-n, and feliag of Co.fnctCflCy. Each aspect and the response to it will be discussed 

below: 

a) Liking the Job 

This f ictor rcflects the re.:ion of an incumbent'.s attitude toward his assignment. 

If he I kes the job very much, his attitude is more favourable toward the job 

It was ellcoura ing to note that 73",, of respondents liked the job they performed. The 
rest, 27'. held the opposite %iew. 

b) Enjoying the \\ork 

Although i hitgh percentage of respondents liked their jobs, only 35,u,, of them 

really enjoyed the %%ork...\ HMPj 6it. f incun bents enjoyed their wor-k only moderately. 

c) Giving Priority to fihe Job 

An inculbent %,ill give p;iority to his job when he feels that it is a worthwhi!e 
and re,v.trdi:lg end2,1 our. 91i,,of the respondents gave high priority to their respec
tive jobs. 

d) Perception of High Esteem 

High self-esteem reflects an incumbent's own evaluation of his job performance. 

As a result of seeing the end product of his endeavour and the role he played in its com

pletion, one may feel personal sell-esteem. In this study, only 50.5%. of the respon
dents reported that they felt high self-esteem. rhe rest, 47". perceived moderate to 
low self-esteem. 

e) Sense of Competency 

If an incumbent has confidence in his competency, he is capable of carrying out 

his job successfully. This study found that 55 % 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 5% felt lower than moderate competency. Approximately 45'0 cf the respcn
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 piority to one's job. The lowest level of favourable response 
was related to enjoying the work. The remaining three aspects were not vciy 
high but moderate or slightly better than mcderate. 

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

In the previous section, this study provided information on general characte:istics, 
job environment and job consciousness of tile incumbents with tieir fIlings and the 
actual situation they were facing. In this sect,on, we discuss thi rclatiunshills betwcn 
various components of job consciousness and sone characteristics, bctwcen relative 
deprivation and some characteristics, and between job perform.nce ard sorre characte
ristics. All these relationships reflect the level of job satislaction of the incumbents. 

The Relationships betviecn Job Consciou.Less and Some Characteristics 
Important characteristics as discussed here include geographical setting, age, cdu

cation, types of organizations and official status. Since the response and thc levcl t.f s:tis
faction in the given situation ruled by different characte.-istics are expected to chage, 
the degree )' such change will be very meaningful and applicable to dt termining tile 
level ofjob satisfaction.Emphlsis has been laid on the evaluation of all conponel-ts of 
attitude toward job, namely affe.tive, cognitive and behavioural aspc.-s. 

a) Geographical Setting 
Responses to all components of job consciousness %%ere different betwcen incum

bents work ing in the ifill and incumbents working in the Terai. Table Vshows tnat the 
former had a higher .ibcons-:iousness than the l:'tt.,, for enj,'vrent work.except ,f 
Giving priority to thc job h:id the highest rcsponse fromv inctumbents in I!thIlill aid 
Terai. 'hyical diflicultics and hardships ni:tv make incumbents io tle Hill aic''s 
less happy about their %%ork. Ilowe er, the hills peoples' rcspcct m-y be gi~ing
 
them a fReling of high self-esteem and competence.
 

Table V. Relationship Betsen Geographical Setting and Job Ccncicusncss of the 
Respondents, 1978. 

of respondents 

Job Consciousness Ter i Hill 
(N 127) (N 1>75) 

a. Liking job more :nd very much 37.0 54.3 
b. Enjoy working more and very much 32.3 18.9 
c. Giving high priority to the job 46.6 72.3 
d. Perception of high esteem 33.3 37.9 
e. Sense of high competency 33.8 38.6 
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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 priority to the job and liking the job 
were highest among younger personnel because they felt challenged and at 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. 

e) EDiacation 

Has the level of education anything to do with the level of job consciousness? 
The fiadings of this study did ihot seem to offer an unambiguous answer to this question. 
The satmjle contained a majority of incumbents having bachelors (56%) and Masters 
(39.5"') degrees. The levels of job consciousnes of these two degree holders were 
found to vary from one aspect to another, showing the highest response to giving 
priority to the job followed by liking the job, sense of lih competency, perception 
of high esteem and enjoying the work. 

Between the two categories, 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 
este .n and eljying the work. As a matter of fact, there was not much major diffe
reace in the level of job coas:iousness between these two groups. 

d) Organizations 

Different opinions and \ie%%s regarding job satisfaction were nr.oiced among 
tile personnel in the diflereit department and corporation agencies. EtckI sees the 
other as better off. Of all given components, response of both agencics was reported 
to be the highest on giving high priority t) the job, followed by liking the job, sense of 
Com ten:y, pc,'ce)tion of self-Cstcein and enjoying the work. Between departments 
and corporations, the Collstiousness aimni g departmental personnel was found to be 
higher in all aspects except for giving high priority to thejob. It was also found that 
overall job consciousness was higher among departmental personnel. 

e) Official Strata 

in this study, the respondents were classified into two categories :Strata 1 and 
Strata i. -heformer included Class Iand Class II officers and the latter Class Ill officers. 
Data showed that there was no significant evidence which would Icad one to conclude 
that ditr'ence in strata has any effect on the job consciousness of the incumbents. 

The responses from Strata I and II were the highest on giving high priority to 
the job and liking the job. The response from Strata II was either or nearly at par when 
compared with those fcL.n Strata I on all aspects ofjob consciousness, except the percep
tion of high esteem. 
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f) Fanmilv Size 

The sample was divided into three family-size groups (up to 6 members, 7-12members and 13 or more). The consciousness as to giving high priority to the job andlikki.g the job was found to be highest among all three groups, followed by sense ofcompetuncy, perception of high esteem and enjoyment of work. However, differences infive aspects of job consciousness among these three groups did exist. Small familysize had greatest influence on perception of high esteem and enjoyment of work. Thelargest family size had the lowest response to all five aspects ofjob consciousness. 

The Relationship Betw'en Relative Depri'ation and Some Characteristics 
Vai,ability in relative deprivation due to feelings of job insecurity, low salary,little outside contact and few public facilities which caused dissatisfaction was measuredaccordiag 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 few public facilities among different age groups of the incumbents are shown in Table VI. The figures reveal that some of the older personnel hadbad feelings about job security and less frequent contact with superiors. Deprivationdue to lower salary was proportionately more in ageall groups. Comparatively,more younger employees were deprived due to fewer public facilities at their posts. 

Table VI : Relationship Between Relative Deprivation and Age of the Respondents, 
1978. 

_ Age Group (Years)Relative Deprivation 16-29 30-39 40 and over 
(N== 101) (N- 170) (N =33) 

a. Less security Percentage of Respondents12.8% 11.1 %h. Less salary 27.2%46.5 41.7 45.4c. Less contact 12.8 11.1 3.0d. 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.
 

c) Organization 
The relative deprivation due to less security, lower salary, less contact and fewfacilities between departmental and corporation personnel didn't show any Major difference. Generally speaking, the corporation personnel felt that they were less secure,received a lower salary, but had more 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 ascompared 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 offered 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, -esponsibility,

status, and salary) in relation to age, education, organization and strata under two
conditions, present situation and future possibilities, 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, education, 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 adequ~ite authority, responsibility, status and salary. 

JOB ENVIRONMENT AND JOB CONSCIOUSNESS 

As discussed earlier, the environmental components (incon:z, promotion.facilities, tcaining, security, interpersonal relationships and rclative deprivation) affect 
the working behavior and attitude of the personnel. Although the incumbent may carry
high consciousness (liking the job, enjoying the woik, giving high priority to the job,perception cf self-estceni and sense of competency), lie may become dissatisfied if thejob environment becomes unfavorable. As two major types of envirormcnt exist-the 
power aspect and the reward aspect--the former is seen as omnipotent and the latter
(may be seen) as benevolent. Tbis study attempted to determine how job consciousness 
is iafluenced by the different independent environmental variables. 

Income 
Income of an incumbent as a vital factor of the job environment is composed

mainly of salary and allowances. Every HMG employee earns a monthly salary but 
not all of them have a supplementary allowance. 

TableVIl shows the relationship Letween 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-esteem more than the other 
two groups but they had low scores in enjoyment of work and senso of competency
compared with the other two. 

as 
Among the five aspects ofjob 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 esieem 50.0 48.7 56.9 
e. Sense of competency 57.4 57.4 44.8 

The study showed no relationship bctween the provision of allowance and job 

consciousness. Although salary and allowance were essential factors of job efficiency, 

the influence of them on job consciousness was not significant. 

Promotion 

Promotion raiscs status and salary and also provides an incentive for better job 

performn:tce. According to the 1.M(J regulations, any incumbent "ith less than five 

years of service isn,,t eligible fr primwtin. Pronmoti,in is usuaily based on the scores 
for education and experience, length of se-vice in the remote areas, assessment of job 

perfornmance, confid :ntiil report from the supervisors, health report, etc. Due to diffe

rent interprctati ns ,fthe 11MG promoti, n rules, the present promotion system was 

liked by those wh, \crc henc'itd and disliked by thise ohhad suffered. 

Among 317 re~pndcats. 206 perceived a chance of promiotion while 92 percei
ved no chAnce ifprii,,Ii m. It1,41 groups had high responses to giving high priority 

to the jib, per-cepti.n of high self-esteem and sensc of coimpetency. Those who percei

ved no c e-,fprimi ti,n hamd slightly Iiissei johb ,insciousness on these three aspects 

than tho,,e per, ing a c.ance f pro m iin. 'hose who perceived a chance ofpromo

tion ceij,ycd thci: e.,irk 1110c th in thisc of the other groups 1Findings from this study 

justify the c.l.i-lusi in th~it there is a positive correlation between job consciousness and 
promotion. 

Facilities 

Faciliti:s (i.e. housing, transportation, schooling, health care. nearness to town, 

comnunic iti )n.supplies, local cooperation, access to official information, etc.) were 

very much rel ted t,) The respoindents (307) were divided into moretheiJb performance. 

facilitated (85) and less facilitated (222) groups. Not much variation was seen between 

these two groups in liking the job. For the other four ,omponents, the level of consci

ousness was found higher in the more facilitated group .vl,en compared with the less 

facilitated one. This proved that the provision of better facilities improved the job 

attitude of the personnel. 

Training 

In addition to their basic qualifications as agricultural graduates, respondenUts 

wished to have opportunities for further training inmore diversified development fields, 
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such as, agriculture, fishery, irrigation, livestock and veterinary science, food science, 
rural development and planning, project analysis, etc. either within or outside Nepal. 
Of the total 307 respondents, nearly 500g 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 thejob and perception of high self-esteem than the latter. 
On sense of competency, 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 personal relations would 
result in better programs. 

For the sample, the majority ofrespond-nts ha:d good 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 irteraction with their immediate 
supervisors, 274 had good relations with colleagues and 267 hiad good relations with sub
ordinates. 

The relationship between job consciousness and interpersonal relations with 
supervisors, immcdiate supervisors, colleagues, subordinates, and clients showed the 
same trends. Although the minoiity of respondents who lhd poor interpersonal rela
tions did show lower job consciousness than the majority, all incumbents gave a high 
response to giving priority to the job and liking the job but a 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 received the same or sli
ghtly more salary than others with the same qualifications. Between these two groups, 
responses to the five 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 
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factors of satisfaction towards the incumbent job. Nine factors were identified. Out 
of 307 respondents, 257 gave their views. The results are shown in Table VIII. 

Table VIII : Factors of Job Satisfaction 

Factors ,e fRespondents 

(N=257) 

1. Job according to personal interest and subject 
2. Satisfactory salary, facilities, benefits, etc. 

22.7 
22.0 

3. Development-oriented job with public relat;on 
4. Adequate authority, responsibility and Ftatus 
5. Proper joD .,ssignment and support from higher authority 
6. Cooperation and coordination 

17.8 
11.7 
6.7 
5.6 

7. Job security 
8. Better chance of training 
9. Others 

TOTAL 

nd furt.her study 
5.5 
3.6 
4.4 

100.0 

Incumbents have job according to personal interest and subject (22.7 0/) and 
satisfactory salaty, facilities, benefits etc. (22%) as the first and second most important 
factors leading to jb satisfaction. Next in the order of importance were development
oriented job ',.'. public relition (17.8%) and adequate authority, responsibility and 
status (1 .5". Th,. other five factors were less important. What was important was 
respondents put job iccordiiig to personal interest and subject above satifactory salary, 
facilities, benefits, etc. and in fact as the top important factor of satisfaction. 

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 

I. 	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 m',.jority of this small number of graduates have been assigncd to work either in 
Kathmandu or in the regional headquarters. Consequently, the remaining number of 
agricultural graduates working at the district level becomes small. Many districts have 
no graduate officers. Shortage of traincd manpower has, therefore, become very serious. 
Under such a condition, the Class Ill officers have been asked to carry out duties which 
supposealy should have been done by Class 11 officers. Sometimes they have been asked 
to solve highly technical problems which even Class I officers may have difficulty with. 
To meet urgent needs in implementing agricultural development programs, it is suggested 
that a large number ofjunior officers should be sent to receive degree training at the 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
d-r 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 officers to the minimum. 

3. Transfer 

As reported by respondents, the present transfer policy has a lot of flaws and in
consistencies. 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 self preference. It is suggested that transfer should be 
based on the incumbent's job speciAliZatim. For more generalizcd type of posts, trans
fer should be based on the incumbent's economic background and convenience. With 
as high as 42 %'of the sample expressing their views for getting alternative jobs, this per
centage could be reduced if a proper transfer system can be devised. 

4. Promotion 
Promotion signifies the progress of the incumbents in term of status, authority,

responsibility and income. Normally, eerybjohhcd pcrsonncl hopes to gct promotion 
sooner or later. Majority of the sample (61.5 ",) %Nerc,hocc'ver, dissatisfied wkith the pre
sent promotion system. Even though nearly 67,, of the incunibcnts perceivcd chance 
of promotion, they wyere not sure when \\ ill they get the chance. 

According to this study, tl'e present marking system used for prcmotk-n was 
found to be defective in that it attached highest importonce to senim ily fellc xsrd by 
edication, performance, geographical 6 ifliculty, mcd:uls (special recotnition ef work 
by His Majesty the King of Nepal) and inchargeship. Injustice in promotion did seem 
to have occured by follom.ing the atbove order of importance. Morcover, the present 
evaluation of work performance has to be iniprovc.t. Sometimes it \kas done by the 
supervisor confidentially without maintaining proper work records of the incumbents. 

It is therefore suggested thait a proper cvAlutlion of job performance based on 
work record should be m:-de. Although seniority should be given due importance, yet 
it should not be used to discoura!ge the quality of work of junior incumbents. Training 
opportunitie, should begi\en tojniors with high potential. At the same time, the weight 
ofinchargeship 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 opportunities 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 general facilities, such as, hospital, electricity, 
school, transportation, water, and market do exist in many places but are quite inade

http:1,631.00
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quate and unreliable. Residence is one such needful facility for which the jobbed per, 
sonnel are strongly pressing in view of their meagre income. Other facilities, such as,
vehicle, communication, quick means of information 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 corrc.-t 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, one important lag is noticed when 
nearly 33% of incumbents see 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 levels of authority, responsibility and salary are prerequisites for bettei 

job performance. Mijority of the sample respondents arc of the opinion that proper
levels :f authority and responsibility should be delegated to the officials who are not 
controlled at the top for any dc-ision relating to program implementation. Tne 
responde.1ts als3 oclieve that decentralization of authority and responsibility will bring 
the desired change. 

9. Training 

The great need for trained manpower in the field of food, agriculture and 
irrigation cannot be overemphasized. At present, most of the training--technical or 
management-- is being made av~ilable to the j.ibbed personnel in forei..n institutions 
under aid programs. Ho\ to make the best use of the liriited number of trained man
power for program imple wntati in should he ca-'efully planned. 

Considerng the increased need for trained manpower, it k suggested that 
the tezhnioal departments and institutions under Tribhuvan University should be streng
thened in the long run so that the various technical training programs may become 
possible wvthin the country. 

10. Family Employnent 
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 dispai - .inong 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 
gaierate additional ioa:on whvizh m ty indirectly maximize job satisfaction of incumbents. 

On Job Consciousness 
This study centered on five aspects of job consciousness, i.e., lik;ng the job, 

enjoying the job, given priority to the job, perception of high self-esteem and sense of 
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ompetency. 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. It is, therefore, suggested that job 
consciousness of a graduate should be well understood before he is recruited for the 
job. It is 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 & Meteorology was tranfered from the MFAI to the Ministry 
of Watr,"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 deals with organization of MFAI before these reorganizations. 
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