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AR INVESTIGATION OF MCTIVATION AKD ESSENTIAL
GUALYTIES OF ORAL REFLACEMENT WOEEERS OF OTES

Introduction:

In Bangladesh malnutrition and diarrhoeal diseases are
efidemic, and the average person contracts diarrhoes at least once
& year throughout their lives. For the average child the occnrance
is more frequent - 2 to 4 times annually; for children under two
years of age diarrhoesal diseasss account for mere than half of the

- deaths in this age group. Intravenous treatment, though effective,
is not accessible to the average Bangladeshi due to ths leck of
trained personnel, inadequate supplies and its prohibitive cosis.

The Cral Therapy Extension Programme (OTEF), designed and
implemented by BRAC beginning in July 1950, is a nationwide
programme to educate one Temale member in every household in
Sangladesh to correctly prepare and use the Lobon-Gur Oral Sazalins
(1G5). The OTEPF method is taught in & simple health message,

"Seven Foints to Rememwber". Teams of female Oral Rehydration Workers
(CRWg) systematically cover the countryside sducating ope female in
every household on the "Seven Feints". Each ORW average 10 house
callzs per day, six days per week. Each union is covered by one team
consisting five to seven ORWs and two to three male Programme
Organisers (FCsg); the latter conducting male seminars, meetings

and workshops with local quacks, social leaders, mosque goers and
school teachers and Students. Once the objective of educating one
woman in each family in 2z union has been accomplighed, the feam
moves to a new union.

Pield staff (POs and OBWs) of this the largest programae of
BRAC are recruited on the basis of similar educational snd other
gualifications and underzo identical training cxercises. THheORVs
perform with varying degrces of efficiency; there are those who are
highly sfficient, those whHo are average and the rest fair. This
report attempts to explain this differential performance as much as
jdentify the essentisl qualities required to succeed as OTEFR field
staff. Motivation and incentive are also dealt with.

Research Framework spd the Sample:

The central issue to be addressed herein is the differential
performance of the ORWs. The following five areas constitute the
broad framework of this-repurt.

a) Qualification gnd personal background- including socio-
. mnnmic DOE :i. ion, family, deyondents ste
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b) Aﬂihm-mmmﬂﬁﬂn_g income, living conditions,
expectations, job satisfaction etc. ‘ o

g) Superviscrs; there behaviour, ability to motivate and generate
team spirit.

1) Other tecap members.

g) Owverall belief in the work they are doing; including attitude
towards the rural poor and their predicament.

The irduopendent criteria of the study is the classification of
the DORWs into three cstegories by their respective Ares Managers.
Initiglly, six areas were selected the manasgers of which employed
their own assessment of the individual ORW to prepare the catego-
riged listes of their respective areas. Ten per cent from sach of ths
categories -~ kExcellent (Ex), Good (G4) and Satisfactory (Sf) - wars
randomly selected as the sample respondents. Field conditions bave,
however, forced some unavoidable changes; of the six sample areas
two wers dropped, thus reducing the number of sample raspondents.
It was envissged that this decrease would alter neither the nature
of the findings nor its validity.

The smaller sample consists of six Excellents, ten Goods and
2ix Entisfantnfiaé, and thie ie a fair representation of the dis-
tribution of the three categories in the initial six sample apeas
(this was: Excellent 21 per cent, Good 55 per.cent and Sstisfactory
28 per cent). In the smaller sample, Excellent sccounts for 27 pex
cent, Good 46 per cent and Batisfactory 27 per cent. Having randomly
selected the sample, a combination of structured and unstrustured
interviﬁwiné method is employed; the structured is followed by
unstructured, and =2 contents aralysis is csrried out on the latter.
In the following psges the date is presented ip tables of percentage
distribution; some exceptions, notabvly in séstion 4, mre made where
this is neither possible nor desirable.

It mey be clarified here thet the tebles are not uniform in
terms of the distribution beins cumulative. That is, ip some tsbles
the figures add up teo 100 and gome do pot. In the latter; either
the respondents express multiple opinions or prefer to remasin silent;
the lstter case has been a particulﬁrrphenbneha of the ORWs who at
times Bave alsco Deen discouragingly less thar enthusiastic or forth-
coming, This is particularly pronounced in section C which discusses
their perception of their supervisors. Overcoming their initisl
hesitation has been a time consuming and trying process. The result,

Bowever, is not wholly unantj,grmom e i B
——— Sy .l.—-.....:_:‘ el e " " .- -
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S8¢ n A: Cual n and B d of
This section looks at the personal background of the OR¥s,
insluding educstion, age, Tarily and its socio-economic position
e%¢. The three cstogories of OHWs arc compared and contrasted in the

rollowing lines. Teble A1 depicts the percentage distridbution of
ths rcopondentes by age and marital status.

T 1

Percentage Distribution of the Hespondents
by aAge ond Marital Status

Age Ex - - Gd Sf

-2l ;Hﬁ! !-H-:|U! ‘H—ﬁ!

16-18 - 40 17

19-21 83 a0 83 i

22-28 i - -

25 # 17 20 -
AVERAGE AGE (in yosrs & months)- 21 yrs, 23 yes. 3 w. 19 yrs. 6. 8. —
MARTTAL JTATUL:

SINGLE 83 20 83

HARRIED - 10 17

CTHERE 17 10 . -

The age distribution of those ORWs cstosorised excellent (Sx)
i8 very Skeweds bulk of them are between 19 and 21 yoars of sge.
The average.nge s 21 whereas it is 2% -years 3 months for those
gategorised good (Gd) and 19 ysars €& montha for the catogory
“satisfnctory (Sf). Becouse 20 per cent of good are sged over-25S
znd those between 19 and 21 are near the upper end of the intorvel
their aviragc age 1§ pushed Higher than the Tirst category (E¢). The
average ago-for the third eategory (S£) hes besn pushed lowss than
the first because o significant numbter is nearer the lower end of
the intervals 19-21 and 16-15. At an aversge age of 19 yoears €& months
they are perhaps rather younz for such a physicslly and mentally
demanding Job.

This demanding job is overwhelminely done by those women who
are single. In this respect there is no 4iffsrence between the
catogories; 83 per cent of the first, 80 per cent of tha second and
83 per cant of the third categories sro single with only a handful
gither married or separated. This observed distr :
iven the conscrvative nuture aod the positi

1 E
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Ten years of formal schooling leading to the secondary school

sertificate (32C) is the minimum educational ) requlrement of an ORW;
somé exceptions may be made in certain cases. }gh}e-hE depicts
percentage distribution of the respondents by level of education and
+he grades attained. All of the respondents have had n minimus of 40
vonrs of foraal sc¢hooling, with asome going beyond this level. Sixty
seven per cent of the first, 80 per cent of the second and 33 per
cent of the third categories ended their education at the secondary
level, and 33 per cent, 2C per gent-and 64 per cent respectively have
had post-secondary level education. However, most had to leave pre-
naturely their respective educational and training courses for various
personal reasons.

—-—

TABLE-

Percentage Distribution of the Respondents by
Educational Attainment

EDUC ON LEVEL Gd St
- e =, R (§=6)

S.5.C. e s ikh: 67 30 34
H.S5.C. M e SR S Sl
Others (Post B8C) A " 32 J

GRADES

58C: Pirst Division - - -
Second " 50 30 - 17
L s ST g T T 67
Fass > 17 30 17
Fnilfdi:i'nnt take 17 - i

BSC: First Division - = - .
Second " - - 17
Third " - “ i
FPass " - g -
Fail/did not take exams. 34 20 17

DESIRE P00 CORTINUE EDUCATION 100 50 83

At the 58C level distribution of grades attained by the
different categories of ORW differ. Second clsss was obtained by 50
ver cent of the first, 30 per cent of the second and 17 per cent of
the third. Bulk of the category, 67 per cent, obtained third class
did 40 per cent and 17 per cent of the second and first categorizs
respectively. Those in category good (second) sre fairly evenly
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distridbuted inftcrms of gradas: 30 per cent and 30 per cent for
sécond, third and poss grades respectively. Distribution of grqdu
is more pkéweldl for the excellont and satisfactory cotegories: 50 per
cont of the first attained second class and 67 per cent of the third
attained third ¢lass. 4 good proporticn of "the respondents has
cxmressed a desipe to scontinue cducation but has been unsble duc to
Financiasl hardship and cther persoval ressons.
- BaBlEL3

T Porventage- D:iatrihutinn of the Respondents' by

their HEnlth.Ltanus

e 5 TBE -
SR (3=6) Eﬂﬂ}_ {E=6) '
Excellent e = )
Good o 23 .
Fairly good 33 2 por
Foer o = 2
#'——-—E__'-.-.—-__-.—_. e — e R ——_
¥13OR TLLNESS : P
s B T V=S
= 8% 100 - 50

One factor that is likely to influcnce performance of the

CHds ron«'nh%urc of their job, is the individual hezlth conditions.
fhe tasks of an ORW require extensive physical exsrtion in the

- form of having to travel upto 10 miles, mostly on foot, in =1l
wenther. From table A% it is clear that those in successively

- mizher categorics are healthier than those in lower cstegories.
The four health variadles are defined by the respondents' own
2cocunt as well as visual checks by the presant researchér. Res-
pondents who suffered major illness (having been bedriddon for
% days or longer) in tho lost 3/4 years are found mostly in the
third category, nome boing in the second and only 17 per cent in
the first. Hone is, however, nm-pti.ble to any particular diseass.
fealth is a significant varisble to Lhrlnﬂnce the effective
. performance of CHis.
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TABLE-AY4

Percentage Distribution of the Respondents' by
Family snd Socic-economic Background

S - Gd af
(B=6) (#=10) (1=5)
average Fanily size (llos) 6.1. 8.2 8.0
Avepage Nos: Brothers 2.3 K 2.5
Sisters 3.8 57 %<5
Vital 100 20 50
It halps - 20 z3
Not needed still do _ - L -
Family well-off - 20 17
Father's chugstign: e
{%arciﬁ?age strioution) b
_Small farmer— &7 60 5% = e
Small tTrader - - 17
Govt. gervice - 33 20 12 r
Business _ - 10 =
Dtherg~ " - 10 33
Cther family Earners: Fercent 17 70 50

Because qf their social position women are rarely allowed to
employ themselves outside the home. This system is weakening as a
result of the worsening economic situation. Though numbering only a
“few in relstion to the whole economy, women are increasingly
venturing out to avail the few employment opportunities that are
there: CRYs are no exception. Socio-ecenomic situation of these
wonten has dictated that they leave their near and dear ones to earn
a supplementary income for their families. However, thes extent to
which they are compelled by economic consideraticn to employ theme
selves varies betwesn individuals.

Table 44 indicates that the vast majority of the respondents
financially assist their families. The need and urgency of this
assistance are not uniform, however. ORWs categorised excellent
asgist their respective families to alleviate the hardghip they will
otherwise face. Cn the other hand, in cnly s third apd one-half of
the second and third categories respectively is asoistsnce to their
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families esﬂeﬂtial. Ea%{ of thn secend and une—thlrd of the thizd
categories do make_contr;iﬁifaha towards their respective family

expenses, bul the need or urgency is not as great as the above 30
per cent and 50 per cent. Only 20 and 17 per cents of the good and
satisfactory categories respectively uneed not contribute as their

families are fairly well-off.

L

It may be noted here that none of the respondents is the sole
tread winner of-the family. Farily usually owns some land all thouph
it may not be encugh to sustain them for a whole year. In Tsble-A4,
other family earner is defined as a third person earning income
from sources nthar than the femily land. One-half of the respondents
" have at least ome bther family member-in-employment, and this
proportion drops to 30 per cent and 17 per cent respacti?ely for
the second and first categories. Along with this source of income
fathers' cccupation of the respondents provide 2 glimpse of the
economic situation of their families.

. Small farmers make qg_;gp majﬁ“itv occupation for those in the
first and second categgr1aé~ 55“;54 60 per cents respectively. In
the third category the distribution is over wide range of occupa-
tions than the first; non-agriculture based are in the majority,
such as trading, goldsmith and blacksmith. Government service is
the uthnr occupatinn group in category excellent, and second largest
alnglh gruup in the category good: Medium traders (business and

atharn) make-up the remainifg 20 per cent -of the second category.

‘Summing-up, it is evident that of the three categeries the
respondents of the first assist families for it is urgént, only 17
per cent of them have a thiprd person employed and the occupations
of their fathers ave not lucrative in terms of income. In contrast,
only 50 per cent of the third category assist families because it
is essential, similar proportion have a third earner in their families
and, again, 50 per cent self-employed fathers are in comparatively
lucrative arsas. Only thirty per céuﬁ of the second provide urgent
assistance to their familjes, similar proportion have third earner
and 20 per cent self-employed in lucrative areas. Economic bdack-
ground is, therefore, likely to influence performance as their
‘incomes depend on this.

T R T — e S v
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Section B: Reasons fer working for BREAC and Job condition. :
ZABLE-S1 |

Percentage Distribution of the Categorised Gamples
by Reasgns for workins and BRAC

Bx Gd sf
gﬁagl (¥=10) (li=5)
HEeasons for Work:

Pinancisl 100 80 50
Tc do something - - 19
To help others - - -
Assist family - - 33
Combination of last 2 - &0 -
FPresent Job (why BRAC):
Any job 100 30 50
Enowledge of the job 33 40 23
Help family 33 20 -
Breakdown of marriage 17 10 17
Enowledge About ERAC: I
None 67 30 &7 .,
belf OTEF client 17 20 - s
From BRAC staff - &0 53
ILived near BRAC office 17 10 -

Leading on fror the latter part of the last section, the fack
thnt most of the respondents are in need of a Job primarily to
financially =assist their families is borpe out in Teble-B1. The
important reason for them availing a job-is financial, and the
present job is just a job to satisfy the need to supplement fa 'T;
income. Except the seccond cstesory the majority of the first and

third categories had no prior knowledge of BRAC or its activities
Of the second category 60 per cent had some prior knowledge.

Comparing the three catemories, it is evident that all of
those categorised excellent have only taken the job for fi _““:;
reason, and that they have becn interested to find any job. Those
categorised good and satisfactory have been less influepced b[ :
financial needs; only 40 per cent and S0 per cent respectively. 5
other areas the.trend is similar; knowledge of the job or {nlr.;
to be involved in developmental work, and priov knowledge of BRAC
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are not necessarily required to be an effective ORW. Those in the
first category have not been motivated by a desire to help others
nor have they had any prior knowledge of BRAC. Those who are nct

in & grest need to financially assist famil¥ or are knowledgeable
of BRAC mectivities and influenced by it: perform less efficiently.

Those who do not perform less efficiently are more forthright
with their feelings on the extant of effort exerted by themselves
than those who have been categorised less efficient. In other Words
proportionately more of those in the first two categories feel
that they work harder, than those in the third category; larger
proportion of the first category feel so compared to the sacond.
Thies is evidenced in Table-B2; the figures are 50 per cent and 30
per cent of first and second categories, and none of the third
feel that they work harder than others.

- TABLE-B2

Fercentage Distribution of the Respondents' Cpinions
Regarding Fay, Living and Working Conditions

Ex Gd af
(l=6) (N=10) (B=6)
How Haprd Do You Work:

Harder than others = =~ 50 30 -
Same as others 50 70 100
Cn ng{_ﬁ .
Grading syster as incentive 100 &0 87
Presently satisfied 53 50 17
Higpgr ghan-ather jobs - 10 17
Lower than effort needed =~ = ~———20  —— - A
Increased rate would help 83 %0 32
Increase rate to compensate 17 0 -
for D's (lowest grade)
Living Conditions:
Locality dictates & accepted 100 20 100
Do not affect incentive a5 &0 100
Ko room for improvement 100 80 100

P P, T B S

Respondents are unanimous in stating #hnt_the job of an CHW
entails hard work as well as accepting the livins conditions which

- — e —— —
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are basic and unenviable. The three catemories are prompt to
point out the fact that their sccommodation (field camps) are
the best that can be found in the locality, and they make best of
what is availsble. Accepting and adopting to the living condis
tiens they explain it in terms of the transient nature of their
work, which neither leaves any réom for practical improvenments,
Being the daughters of rural Bangladesh they are adept to
hardship and therefore, do0 not find the living conditions to
affect incentive.

Forty per cent of the second snd 87 per cent of the third
categories have refrained from advancing any comment on the
present gystem of payment by performance; the rest is of the
opinion that it serves sz an imcentive to perform weil, It is to
be noted that the discussions with the respondents from the
category satisfactory have been marked by s reluctance to be
spontanecus with their opinions - this is evident in the low
figures in the seécond secticn of Table-E2, The fortheoming res-
pondents have been clear in their opinion that although the
present gystem scts as an incentive, the Tates should be increased
as prices havs gone up. Other opirions include 20 per cent from
the second category who fecl that the pay is low as compured to
the effort onme muet put in.

JABLE-H

Percentage Distribution of the Respondents' Opinions
on Expectations and Job Sstisfactions

Ex Gd =34
(3=6) (3i=170) (H=6)
dob Expectations:
Wider use of IGS 100 100 * 100
Salary related reply , B v 73

Fature Flans:

Get better job - 20 -
Remain within BRAC 83 B0 83

Ideal Job:. 3
Teaching 33 40 - P
To earn & living 64 40 17
Voluntary/Welfare - 20 83

Job Satisfaction:
Prosentl, satisfied

aw Now B3l BiAaCLTOoOTrY
- -ﬂh-ja e A W tils
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Respondents are enquired about job security =nd job satis-
faetion; their replies being in terms of plane for the future and
satisfaction from present job. Thc . very high figures for this
latter is expected for obvious reason. A vaﬁy small proportion of
the second and third categories are not satisfied with pay but
feel happy with tha nature of their job. The duties of an ORI
invelve social welfare type of work but it is those whe feel a job
is 2 meang to carn a living have performed well; 84 per cent of the
first and 40 per cent of the second categories have become ORWs
simply to earn a living. Those expressing a preference for welfarc
type of work belong overwhelmingly (BC per cent) to the third
category. Teaching i85 the other oft quoted ideal job for those in
first category (33 per cent) and the second (40 per cent).

TABLE-B4

Percentage Distribution of Ideal Jobs as
Identified -by--the Respondants -

Ideal Job: Fercentage
-

Teaching 27

Any job 41

YVoluntary/Welfare 32

Job Satisfaction: _ e

e & e
== = —

-

Preosuntly satisfi 2%
Puy not satisfactory 9

Table B4 above provides the frequency distribution of opinions
expressed by the resrondents, irrespective of their categories, on
job preference and present job satisfaction. It can, thereforec,
gafely be stated that there is no prima facie case for qné to be
burning with a desire to do social work or woluntary type to per-

il

e

are two of the necessary factors that inTluence motivation and
performance: ~—

Expections regarding their present job and the future are not
dissimilar between the categories. A high and wide use rate of the
IGS is the unanimous reply of the respondents, though they used
varying words and phrases to express the same sentiment. Thess
range from a wish to see their "teaching bear fruits" to "conscien-
tising the people". Only & third of ths third category is concorned

Ram LT ) =
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with clients retaining the knowledge as their salary is relsted fe
it. The preseénce of this very justifisble sentiment in all atb&; i
respondents should not be under-estimated, slthough they heve nuh:%
expressed it in so many words.

As for future plans, an overwhelming majority of the respon-
dents have oxpressed a desire fo remain within BRAC; in any (ther
vrogrammes vhen OTEF is wound-up.

Section U: FPerception of [fanagement Bshaviour and Roles cof
Supervisors. ek

TABLE-C1

Fercentage Distribution of the Respondents'
Ferception of Supsrvisors' Role and Behaviour

Ex Gd Sf
(B=5) (Ni=10) (3i=5)

Role of auger?isbrs:1

All aspects of ORW Teanm 50 20 83
Maintain Discipline - - S
Pointout mistakes & - - 50
help corract 2 )

Not sure/Don't know 3% ED 17

Behaviocur of §Ezgrvi§0;§:

Behave as neceéssary &3 40 -
Understanding, kind and - 20 -
helpful

Like elder drother - 23 50 B68.
Patient, ¥kind and polite 17 - 53
Behaviour Ok in reality 00 80 283
(Supervisers tend to

attribute mistakes etc.

to ORYW's inability) (50). (30) (33)

This section deals with the respondents' perception of theis
supervisors' roles and behaviour, and attempts to ascertzin to
what extent do the supervisors play their roles. Their behavioun
well as the woy they play their roles are important fastors in
explaining the porfermance and motivation of the ORVs. Motivation
and performance of ORWs are undenisbly affected by the supervisos
as well os their own perception of the 'ideal' way these rolss
shouyld be played. It is important to note that the respondents B




eagse discussing their supervisors. This is partlﬂularly pronounced
in their reaction to how the Bupervisors compare in reality to
their "ideal' fype. They have appoared either unconvincing or non-
compitisd or remzined silent on thislissu#. The tables presentec
in this section may not portray the whole truth, but a thumbs nail
sketch may be drawn from the tabulated data.

The majority view is that the supervisors, shorthand for Tear
Coordinators, should plsy the rcle of supervising 2ll aspects of
the teams thoy are assigned to. Within this, one-third of the
third catecory cmphasises the maintenance of discipline and for
one-half highlipghting mistakes and shortcomring of ORWs with expla-
nations and suggestions of ways to correct them. Unlike the third
category, no particular aspect is pointed-up by the first and
second categories. Ome half of the first category pr=fer either o
say nothing or to be part of the 'don't knows'. Cnly ten and 17
per cents of ths second and third categories respentlvaly aro
‘don't knows'.

The next part of the discussions with the resvondants is con-
cerned with specific role of the supervisors in generating teanm
spirit and motivation, snd in dealing with personal and programmc
related issues. These discussions, not unlike the above, have
revolved round their perception ef speciflic roles, importance of

these roles and zre concluded with mnn assessment of the supervisors
as regards to these ralas. it iE this 1s8t area which has been most

problemntic.

. TABLE-CZ2

Percentage Distribution of the Respondents' Opinions
Hegarding Gpecific Roles of Bupervisors,

Ex G4 St
(E=6) - (H=10) (N=5)

Motivation & Generating Tesm Spirit:

Inportart and Recessary 100 100 &8
They do rlay their this role - 70 68
(H\. spcnﬂ onts 1&¢hng

conv1ct1on) 2 (83) (50) (50)

Dealing with Paraﬁnai + Job
Helaved Issues:

Be Preparad to Listen + Act 100
Accordingly.

Helprul with jdh related &3 70 : 100
issues

Unenthusiastic with personal -
issues
(Respondents not spontaneous/ (10C) (20) (100)

8
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Accepting the fact that gach member of an coral replacemcnt
team, be it an ORW or a F.0, has and knows his or her tasks and
duties, and should motivate oneself to perform effectively, the
respondents aro unanimous in their assertion that the supervisors'
role in motivating ond generating tesm spirit is important. In the
abgenco of this the programme will be hampered as well as staff
davelopment affected; the latter being an important factor to
influence the success of the programme. Similerly important and
related to.staff development, are thes issues of personal and job/
prograzme related problems one may face and the role of supervisors
in dealing with thesnm.

A supervisor may decline to desl with non-programme relatod
problems but only after giving a fair hearing. That is, he should
be prepared to listen to the team member and thereafter decide on
the necessary course of action; team members should not be dis-
couraged to confine in hic for ndditionsl anxieties may affect
concentration and thus effectiveness. The respondents, however,
may be reluctant to approach the Team Coordinstor unless it i= for
a spécific noed, e.g. to be mbsent from work or reguire official
finsncizl assistance. Majority of the respondents (all three
categories) report that supervisors handle these issues fairly well
in sctual practice.

They further sgree that any preference or bias shown by the
supervisor will not only affect their work but also team spirit and
solidarity. Honec reports any incidence of bias or preference
shown by supervisors towards or against any ORW.

Section D: Intra-team Relationship.

This section deals with intra-teanm relationship; thet is,
between the team members. Respondents discuss other tenm members,
in general terms and not individunls, their personalities, occur-
ance of difference of opirion and its effect, tendencics towards
groupings within a team. Becausc of the transient naturc of the
Job and the communal living conditions, it is assumed that =
friendly relationship between the tesm members in assisting and
encoursging each other are necessary to svoid diminishing incentive.
Purthermore, it is sssumed that any difference of opinion which
mey occur, incidental and minor difforences can not totally he
dismissed becnusc of the close quarters in which they live, ideally
solved immediately by themselves. Letting any such difference go
unresolved ma increase ill-feeling within a te'n, and this aay
affect performance.
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In the discussions OWWs express opinions and cbservations
which are not incontrast or contrary to the above assumptions. The
overwhel=ing m~jority of the respcndents assert *hat to be an ORW
one should be able to mix and cooperate freely with others; a
friendly disposition is essential. Only a third of the second
category is of the opipion thst friends do pot do one's job - one
does it oneself, and for this resson it is sufficient for one tc
be able to simply get on with others without being cloae friends.
Friendship between tear members is necessary in the opinion cf the
rest. -

TASLE-D1

Fercentsge Distribution of the Respondents'
Opinions on Differences of Opinicon and Work

BEx Gd af

sﬁsﬁz {Eiiﬂ] ‘EiE!

Resolve themselves by discussion 68 80 100
_Team leader is informed to mediate 33 20 -
Differences do not affect work %0 80 100
Unresolved differences may affect work S50 20 -

A friendly and cooperative character minimisss the probabi-
1ity of differenge of opinion taking place; in the event it does
take place, it is amicably and quickly resolved. One-third of the
respondents staete that the team leader, s senior ORI, scts as a
gediator. In thn‘pnjnritr of the cases, team merbers themsslives
resolve it, On the effect of such differences, the first category
is divided, with the other two sfpreaaiﬂr the opinion that they
sust get on with the job mt hand and not let it affect their work.
Onas half of first category feels that the naturs of difference and
the extent to which i1l feeling is generated as well as if it ig
left unresolved may affect concentration and thns performance. Cne
fifth of the second is of the same opinion, and the other half
azrees with the majority second and third catégories. Majority of 3
the second and all of the third categories feel confidsnt to be
atle to work normally iz the face of differences of opinion with
othor members of the team. The respondents from the latter two
categories may perhaps be slightly more bashfull than those from
the fivst.
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Section E: Essential Qualities of GRHKP&rceEtiEE of Poverty. ‘*

Last of five this section turns to the respondents’ knnutéqgg_
of BRAC's other programmes and its ideolegy, snd their own perceps
tion and explanation 6f poverty. On the latter aspect their ¢pinien
varies and similar on the former. Regardless the lenmgth of their
agssociation with BREAC they display very sketchy knowledpe of other
programmes. For éxample, on the reason for BEAC's existance their
discuseions revolved solely sround OTEP. It appears that not much
has been added to their knowledre réFarding other programes since
their training period. However, they do add that a better knowlegdge |
will help ther replying to quérieu from clients as well 28 ephante
a feeling of solidarity with the organisation as a whols.

*

-

On the issue of poverty they are unanimous against the view
that it is pre-crdained or beyond the capabilities of man (and
women) to transform, They point-up various factors which cause and
sustain poverty in | Bangladesh Sixty eight, 40 and 33 per cents of
the three categories respectively explain that it is causﬂﬂ:hrt ',;
exploitation and the society glibly allows it to continu¢. The
responaibility of the poor themselwes is also = tnntrihufinz factor,
in addition to the above, -imthe -opinién of 17, 40 snd 68 per cents
resgectlvely. sevauter per cent of the first, 50 per cent of the y
gecond and 33 per cent of the third feel that the poor dc mot try
enough to fird work, and that often some have fallen in poverty
for they did not bother to work when possessed land which they
gradually sold off instead. Some of those frop the second category
Y0 express this last cpinio& have not tetally exonerated the rich
for their exploitation. It dces exist but the lagy cnes amongst the
poor are themselves to blame for their present situstion.

In this respect the respondents are a vapied section of tHe
ORWa but they are not so varied when it comes to the gquestion of
asalstlng the ;poor. Hajnrity of then beliavesrthat past practice
of doling out handouts has been wrong, instead their capacity to
work should be improved and ﬂppﬂrﬁunltiﬁﬂ made available so that
they can work for = Iivihg Frwvidlng charity takes away their
human dignity. '

. - B i : ﬂi Ii I'Ii.'i y iil'lil



Percentage Distribution of the Respondents'
C~inions Regarding Pocverty and Char. oy
Ex Ga 81
(F=6) (N=10) (F=5)

Assisting the Poor:

Assistence through work 80 70 5%
(no charity)
Poor nced charity 17 20 -

ggglanntinn of Poverty:

Bocial and other exploitation 63 30 33
Exploitation and poor 17 20 33
themsslves responsible
Lagyness etc. at better times 17 50 33
and the poor themselves
responsibls.

TABLE-E2

Percentage Digtribution of the Resspondents'
Identification of Esgsential Characteristics of ORWs

Bx G4 af
(B=6) (NW=10.  [(N=5)

Compassionate + Understanding 17 S0 17
Hard Working 33 20 -
Homest L - 3% S0 50
Take initiative - - 50
Interest + Willingness to work S0 50 85
Motivated 3% 50 83
Patient 83 50 3%
Polite 68 - 100 83
Guick thinking - 30 -
Responrsible 23 30 -
1C -

Lecular ‘ 3%

Discuscions with the respondents are rounded off with their
thinking on the essential qualities reguired to succeed as an
effective OFW. It is to be noted that the charactepistic are
identified by the ORWs in the sample in course of the interviews
(unstrugtured). In their perception, the four most important or
most freguently identified characteristics are: Foliteness, honesty,



Lharacteristics - Fercéhtage

particular qualities meceasary for an OR.

resctions can bo summerised in thra: broad Eroups; clients, QENE.

‘on the clients. They, however, do not dismiss the ﬂﬂﬂﬂrnr 3
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interest and willibgness to work, and pstience. Teking the samp,
as a whole (igpnoring the categories), table-E3 beglow provides th
frequency dist-ibution of the identified charact-ristics or guali
ties - in desdending-erder. .

TABLE-E3

Percent Digtribution of the Charascteristics
dentified by the Sample

Politeness T3 - |
Honesty 59 -
Willingness to work 59

Pationce 55
Compassion + understanding 32
Responsibility 23

Hand workiog e
Motivational | TR ) v
Initistiveness 17

quick thinkis . 19

Secular 417

This table is nnt_;;haﬁétfva, it dees not tahulate those
characteristics identified by less than 10 per cent of the sample.
During the discussions on tear members respopdents bave been qu F;
vocal on the pﬁint that a friendly disposition was necessary to
able to get on with othsr teas mesbers and adjust to the axcepe
tional living and workine conditions. However, thiz characterictic

.

is identified by only nine per cent of the sample while discussing

Leading on fro= essential qualities the final 41:cuaniun
is the reasons, as Ihlt by the respondents, for varied performance
of OR¥s as judged by larrurgnncn-weighted salary figures. Ml?
themselves and thirdly, adsptability. Clients are often inattantivg
as well ¢s with low retention power; ORWs may slso be unahia##u'*
teach and lack interost for werk, apd may not udapt to the ¢
Hespondents of the first category are equally divided_p&!!usﬁ
three rcasons whereas the second and third categories iﬁgn-

conditione being to some extent responsible.
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CONCLUSION:
4. - Ths Oral Rehydration Workers (CKi/s) are female members of
OTEF teams eng ged in educationing rural women or disrrhoeal
managen:znt. This concluding chapter will bring together the salient

factors that influence OFVW motivation and the essential gualities
required to perform efficiently.

2. Although the“ average age of the top two categories is 22 yaars,
the idecl age for a new recruit should be between 20 and 21 years.
At this age they are more likely to be single than at a later ags.
A younger age may bring in the gquestion of minimum maturity raZE&red
to be an efficient ORN.

B To perform the duties and for acceptance by the rural women
the minimum educational qualification required will be tha Secondary
School Certificate (S8C). A higher gualification doss not propor-
tionately improve efficiently, hut-erflclen:; ig correlated with
grade. A 2nd division at 88C level is optizum.

4. Considering the conditions one must endure as an OFW,] soind
health is a pre-rcguisite for stamina and ssgists patience - two
Very important factors of efficiency.

5, The famil, of the efficient Ca¥ is large wita an sverage
mepbership of seven. The families are not financially well off, the
ORWs svailed the job as urgently need to assist family (finarcially).
The efficient ORW's father perhsps owns a small plot of cultivable
land which is nof enough to mect subsistence sxpenditure of the
family. There are youngeér brothers snd sisters who may or may not
attend educational institution. |

6. One should be given the copportunity, that is, enough time to
develop. A six month period is tentatively sugrmested as this
development period. During this time it is the supervisor =nd other
senior ORW to assist a new recruit to develop.

Ta Prior knowledge of BRAC or ite sctivities has not been found
to be o nacessary factor to influence efficiency, nor does it
exert any adverse influence. Havinz worked in BRAC for sometime
they have developed an affinity with the Cimmittee, it is —cfleeted
in their desire to remain within BRAC. There is some anxiety among
the ORls as to their situation after the OTEF is wound ©p. Sore

for of job aaaurity bﬂaﬁd on eartainingﬁggzia'q:tuﬁﬁihﬂ
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8. In the course of the interviews most favoured the present
system of verformance weighted salary. However, those with longer
than one year DTEP experience fel® the rates for sach of the

grades may be increassed. The recommendation here is that the rates
may be related to the length of service in GITEr.

9. On the socio-psychological level, the nature of the living
conditions require a cooperative and friendly natured woman to
sticceed as ORW. One should alsc be psycholcogically and emmotionally
strong enough to put aside any difference of opinion with other
team members, and not be easily dishearted should a client prove
to be difficult to motivate. The ability to be determined in face
of-advarsity is required and cultivated if possible.

10. The living conditions and the 'norms' of OTEP are harsh and
strict respectively. The present CHWs accept and appreciate thesesj
prospective recruits ought to be made to undergtand and appreciate
these pricr to final recruitment. An uncomfortable socio-economic
background to large extent assists in regard the aceceptance of the
living comlitions and the disciplinary 'norms'.

11. Althoush prior knowledge of BRAC is not an influencing fﬂdtyi
for efficiency, knowledge of ERAC's other programmes will equip
then better to face queries from clients on BRAC. A better know-
ledge of other programmes will alsc ensble them to see OTEF in the
wider contexzt of BERAC and enhance their solidarity with the _
Committee.

12. In caoleculating their salaries the prading system is in effect
monitoring the retentionm power of the clients. Those clients with
good short term memory would reflect unfairly on the ORWs who-
taught tham.

LS




