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Breaking the Stagnation: A Roadmap for Career Reform in Bangladesh’s Social Services

SYSTEMIC BARRIERS TO PROGRESSION

5 8 0/ OFFICER SATISFACTION LEVELS
Promotion o
Dissatisfaction

; : Pay &
with Promotions  genefts |2* 36%

Most officers experience career .
stagnation due to limited senior ¢
posts and unpredictable

promotion schedules.

4%'

[ Satisfied [ Dissatisfied

SENIORITY
OVER MERIT
Promotion relies on Public
Service Commission (PSC)
serial numbers rather than
actual field performance.

OUTDATED EVALUATION
SYSTEMS

The Annual Confidential Report (ACR)
is viewed as symbolic, biased, and
poorly linked to merit.

STRATEGIC RECOMMENDATIONS FOR REFORM

TRANSITION TO TIME-
BOUND PROMOTIONS

Establish a transparent, law-enforced
schedule to ensure officers advance
within 5-6 years.

MODERNIZE WITH
DIGITALHR

Replace manual ACRs with

digital 360-degree feedback
systems to ensure objective
evaluations.

SPECIALIZED SKILL
TRACKS

Create functional specializations in
areas like child protection or disability
management for expert growth.
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| feel I am being paid a fair amount for the
work | do

Agree
Moderately
18%

Agree Very
Much
7%

Raises are frequent

Agree
Moderately
6%

Agree Very

Much
0,
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| am satisfied with my chances of receiving a
salary increase.

Agree
Moderately
17%

Agree Very
Much
6%

| feel appreciated by the organization
when I think about what they pay me

Agree
Moderately
9%
Agree Very
Much
6%

2.
: %
, %
, %
%( : ) %(
, ) %(
There is lot of chance for promotion in my job Those who do well on the job stand a fair chance
of being promoted.
Agree
Slightly
()
11% Agree
Moderately
17%
Agree Very
Much

Agree
Slightly
6%

Agree Agree
VeryModeratel

ch Y
4%

9%
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People get ahead as fast here as they do in
other places

Agree
Slightly
17%

| am satisfied with the promotion opportunities.

Agree
Moderatel
38:% Agree
Slightly
7%
Agree
Moderately
6%
Agree ee Very
Very ch
Much %0
14%
3:
- DSS
) 9%( , ) %(
) %( , ) %(
, ) %(
%

) %( )

%(

%(

My supervisor is quite competent in doing
their job.

Agree Very
Much
9%

Disagree
Very Much
6%

|

My supervisor is fair to me

Agree Very
Much
17%
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My supervisor shows interest in the feelings of
subordinates

Agree Very
Much

@

I like my supervisor

4

Agree Very

13% Much
12%
Disagree
Slightly
5%
Disagree/ Disagree
Moderately Very Much
4% 5%
4'.
- ) )%
' %,
i)
% )% ( )%

| am satisfied with the benefits | receive

|

Agree Very
Much
5%

The benefits we receive are as good as those
most other organizations offer.

Agree Very
Much
1%
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The benefit package we have is unbiased

Agree
Moderately
21%

Agree Very
Much
6%

There are all required benefits available that we
should have

<

gree
Moderately
4%

Agree Very
Much
4%

- DSS

) %(
) %
) %(
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| feel that the work | do is appreciated

Agree Very
Much
10%

| am rewarded for good performance

Agree Very

| feel that my efforts are correctly recognized

e

| feel that the organization values my work.

Agree Very|
1%
6
) %(
, ) %(

) %(

) %(
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Not too much paperwork is required

Agree Very

Much
10%

My efforts to do a good job are rarely
blocked by red tape

Agree
Moderately
21%

Agree Very
Much
19%

| have not too much to do at work

.

>

Agree Very
Much
3%

Agree

Moderately

8%

Policies and procedures help me to perform
well

Agree
Moderately
30%

Agree Very
Much
5%

)

%(

o
o
=

%(
) %(
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I like the people | work with

Disagree
Moderately
4%

Disagree
Very Much
3%

| enjoy my co-workers
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| find it easy to get along with my co-workers

-

Agree Very
Much
9%

Disagre
Moderately
5%

Disagree
Very Much

1%

There is not too much bickering and hostility
at work.

, ) %(
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I sometimes feel my job is meaningful

F

Agree Very
Much
25%

I like doing the things | do at work

Agree Very
Disagree Much
Very Much 18%

3%

| feel a sense of pride in doing my job

My job is enjoyable

g

v

Disagree Agree Very Agﬁi ;{]ery
Moderately Much Muct
% 20%
Disagree
Very Much
3%
9.
- DSS
%( %
! ) %(
1 % , %
’ % , %
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Communications seem good within this
organization

Agree Very
Much
6%

The goals of this organization are clear to me

o

Agree Very
Much
16%

I am well informed about important decisions in
my organization

Agree Very
Much
5%

Work assignments are fully explained

Agree Very
Much
7%

Agree
Moderately
5%

10:

) %(,
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Figure 11: Job Satisfaction of DSS Officers

Communication,

23%
Nature of Work,
59%
perating
onteiﬂggﬁ% F%gl?/ards
Satisfied 1%
Fringe Benefits, 2%
Supervisor, 37%
[Promotion, 2%
Pay, 2%
Communication,
65%
Nature of Work,
37%
Ambival Contingent Rewards, | ’
ent 67%
Fringe Benefits, 58%
Supervisor, 55%
Pay, 62%
Communication,
12%
Nature of Work, 4%
-Norkers, 5%
%
Not Contingent Rewards,

Satisfied 29%
Fringe Benefits, 40%

Supervisor, 8%

Pay, 36%
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Satisfied
Satisfi Satisfied Satisfi Satisfi
Extrinsi Satisfie Satisfied with Satisfied
Intrinsic Satisfi ed with with ed with ed with
c dwith with Operatin with
Motivati ed with Fringe Continge Co- Nature
Correlation Matrix Motivati Promoti Supervisi g Communicat
on Pay Benefit nt Worke of
on on on Procedur ion
s Results rs Work
es
Intrinsic Motivation 1.0000
Extrinsic Motivation 0.1650 1.0000
Satisfied with Pay -0.0628 0.0363 1.0000
Satisfied with Promotion -0.2276* 0.0141 0.3695* 1.0000
Satisfied with Supervision 0.2300* 0.0642 -0.0013 -0.0276 1.0000
Satisfied with Fringe Benefits -0.1929 -0.1127 0.4448* 0.3541* 0.1306 1.0000
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Satisfied with Contingent
Results
Satisfied with Operating

Procedures

Satisfied with Co-Workers

Satisfied with the Nature of

Work

Satisfied with Communication

0.0259 0.1133 0.2797* 0.2581* 0.3307* 0.3107* 1.0000

-0.0990 0.1592 0.0586 0.2050* 0.1328 0.0426 0.2314* 1.0000

0.3092* 0.0525 0.0776 0.0470 0.2633* 0.0399 0.2468* 0.1246 1.0000

0.3479* 00223 -0.0155 <0.2301* 0.2664* 0.0243 0.2252* 0.1415 0.5727* 1.0000
0.2076* 0.0138 0.1938 0.0036 0.2215* 0.2702* 0.2257* 0.2845* 0.2058* 0.3921*

1.0000
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Model

Model 1 Model 2 3 Model 4 || Model 5
5th oth 15th 20th 25th
VARIABLES Percenti . Percen | | Percenti | | Percenti
e Percentile tile e e
Satisfied with Pay 0.193*** 0.0667 0.1600 0.1750 0.1950
(0.0966 - (-0.194 - (-0.162 - (-0.171- (-0.118 -
0.289) 0.327) 0.483) 0.521) 0.508)
Satisfied with Promotion 0.0547 0.1000 -0.0002 -0.0150 -0.0681
(-0.0380 - (-0.151 - (-0.310- | | (-0.348- || (-0.369-
0.147) 0.351) 0.310) 0.318) 0.233)
Satisfied with Supervision -0.108*** 0.0333 -0.0005 -0.0015 0.0171
(-0.181 - - (-0.163 - (-0.244- || (-0.263- || (-0.219-
0.0354) 0.230) 0.243) 0.260) 0.253)
Satisfied with Fringe Benefits -0.0304 0.0000 -0.0742 -0.0815 -0.1300
(-0.127 - (-0.262- | [(-0.398-|| (-0.430- (-0.445 -
0.0665) 0.262) 0.250) 0.267) 0.185)
Satisfied with Contingent
Results 0.0633 -0.1000 -0.0328 -0.0281 -0.0235
(-0.0342 - (-0.364 - (-0.359- || (-0.379- (-0.340 -
0.161) 0.164) 0.293) 0.322) 0.293)
Satisfied with Operating
Procedures -0.319*** -0.2000 0.0039 0.0427 0.0875
(-0.433 - - (-0.507 - (-0.376 - | | (-0.366 - (-0.281 -
0.206) 0.107) 0.384) 0.451) 0.456)
Satisfied with Co-Workers 0.343*** 0.267** 0.253* 0.2440 0.1940
(0.257 - (0.0332- || (-0.0360 | | (-0.0666 - | | (-0.0869 -
0.430) 0.500) - 0.541) 0.554) 0.474)
Satisfied with the Nature of
Work 0.378*** 0.1670 0.2100 0.2190 0.1940
(0.278 - (-0.102 - (-0.122- || (-0.138- (-0.128 -
0.477) 0.435) 0.542) 0.576) 0.517)
Satisfied with Communication 0.0516 0.1000 0.0775 0.0675 0.0251
(-0.0304 - (-0.122 - (-0.197- || (-0.228 - (-0.242 -
0.134) 0.322) 0.352) 0.363) 0.292)
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Tenure of Service -0.00394 0.00000 -0.00897 | | -0.01030 || -0.00794
(-0.0120 - (-0.0218 - || (-0.0359 || (-0.0392- || (-0.0341-
0.00411) 0.0218) -0.0180) | | 0.0187) 0.0182)
Education Level (Reference BA)
BBA 0.681*** 0.8000 0.5610 0.5200 0.0769
(0.213 - (-0.467 - (-1.006 - || (-1.164- (-1.445 -
1.149) 2.067) 2.127) 2.204) 1.599)
BSC 0.2250 -0.1000 0.0279 0.0287 -0.3130
(-0.272 - (-1.444 - (-1.634- | | (-1.757- (-1.927 -
0.721) 1.244) 1.689) 1.814) 1.301)
BSS 0.613*** 0.5670 0.4180 0.3950 0.0515
(0.261 - (-0.388- || (-0.762- || (-0.873- || (-1.095-
0.966) 1.521) 1.598) 1.663) 1.198)
LLM 0.606*** 0.6330 0.2380 0.1670 -0.2610
(0.150 - (-0.601 - (-1.288- || (-1.472- (-1.744 -
1.062) 1.868) 1.764) 1.807) 1.221)
MA 0.0198 0.2000 0.1820 0.1790 -0.0794
(-0.210 - (-0.421 - (-0.585- | | (-0.645- || (-0.825-
0.249) 0.821) 0.949) 1.004) 0.666)
MBA 0.0777 0.2670 -0.0643 0.1930 -0.1760
(-0.203 - (-0.493 - (-1.004- || (-0.817 - (-1.088 -
0.359) 1.027) 0.875) 1.203) 0.737)
MSC -0.717*** -0.633* 0.0428 -0.0015 0.0706
(-0.984 - - (-1.355 - (-0.849- | | (-0.960 - (-0.796 -
0.451) 0.0883) 0.935) 0.957) 0.937)
MSS 0.1330 0.2670 0.1380 0.1110 -0.2100
(-0.0931 - (-0.345 - (-0.618- || (-0.702 - (-0.945 -
0.359) 0.879) 0.894) 0.924) 0.524)
Male Officer (Reference
Female) -0.163*** -0.1000 0.0585 0.0886 0.1280
(-0.278 - - (-0.412 - (-0.327- || (-0.326- || (-0.247-
0.0475) 0.212) 0.444) 0.503) 0.502)
Urban (Reference Rural) 0.254*** 0.267* 0.1510 0.1280 0.0869
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34

(0.153 - (-0.00565 - (-0.186 - (-0.233 - (-0.240 -
0.354) 0.539) 0.488) 0.490) 0.414)
Constant 2.092%** 2.400%** 2.281%** | | 2.268*** 2.846***
(1.660 - (1.231- (0.836 - (0.715 - (1.443 -
2.524) 3.569) 3.726) 3.821) 4.250)
Observations 99 99 99 99 99
Cl in parentheses
*** n<(.01, ** p<0.05, * p<0.1
)B = p< .
)B = 1 p < ( 1
, )B= p< |
)B = p< | ,
, B = p< . )B = p< . )B =
P <. (l ) P < . ('
1 )B = 1 p < * (’ )B = ! p < (’
)B = p< . )B = P <
)B = p< . B = P <
)B = p< . (
)B = p< . B = p< .
B = p< .
V(B p< . (F "B= pP< . "B= P

( ]



B=-. p< . :
: B = P <. B =- P< .
: )B <. )B = p< .
)B=-
p< . (
: : ) G ,
5
Model 1 || Model 2 | | Model 3 | | Model 4 | | Model 5
75th 80th 85th 90th 95th
VARIABLES Percenti | | Percentil | | Percentil | | Percenti | | Percenti
le e e le le
Satisfied with Pay -0.0344 -0.0455 0.00854 0.0137 -0.0588
(-0.210 - (-0.273 - (-0.162 - (-0.109 - (-0.134 -
0.141) 0.182) 0.179) 0.137) 0.0163)
Satisfied with Promotion -0.0146 0.0388 0.051 -0.00946 -0.0372
(-0.184 - (-0.180 - (-0.113 - (-0.128 - (-0.110 -
0.155) 0.258) 0.215) 0.109) 0.0350)
Satisfied with Supervision 0.0295 0.0097 0.0174 0.0252 -0.0876***
(-0.103 - (-0.162 - (-0.112- || (-0.0678- || (-0.144 - -
0.162) 0.181) 0.146) 0.118) 0.0310)
Satisfied with Fringe Benefits -0.409*** -0.412%** -0.408*** -0.420%** | | -0.273***
(-0.586-- | [ (-0.641-- || (-0.580-- || (-0.544-- || (-0.348--
0.233) 0.183) 0.237) 0.296) 0.197)
Satisfied with Contingent
Results 0.0117 -0.0276 -0.0688 -0.0824 -0.118***
(-0.166 - (-0.258 - (-0.242 - (-0.207- || (-0.194--
0.190) 0.203) 0.104) 0.0424) 0.0421)
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Satisfied with Operating

brocedures -0.251** -0.1930 -0.1340 -0.1010 -0.0850*
(0458 -- || (-0.461- (-0.335 - (-0.246 - (-0.174 -
0.0437) 0.0747) 0.0676) 0.0441) 0.00349)
Satisfied with Co-Workers -0.0597 -0.0933 -0.0891 -0.104* -0.0470
(-0.217 - (-0.297 - (-0.242 - (-0.214 - (-0.114 -
0.0977) 0.110) 0.0640) 0.00630) 0.0203)
Satisfied with the Nature of
Work 0.1520* 0.1150 0.0596 0.00421 0.0546
(-0.0291- || (-0.119- (-0.117 - (-0.123- || (-0.0228 -
0.333) 0.349) 0.236) 0.131) 0.132)
Satisfied with Communication || 0.2210*** 0.1840* 0.1720** | | 0.1790*** | | 0.2350%**
(0.0715- || (-0.0102- || (0.0260- || (0.0739 - (0.171-
0.371) 0.377) 0.317) 0.284) 0.299)
Tenure of Service -0.0110 -0.0142 -0.0184** | | -0.0168*** | | -0.00762**
(-0.0257 - || (-0.0332- | |(-0.0326 - - | | (-0.0271 - - | | (-0.0139 - -
0.00369) || 0.00483) 0.00407) 0.00653) || 0.00135)
Education Level (Reference BA)
BBA -0.694 -0.791 -0.778* -0.868*** | | -0.634***
(-1.549 - (-1.896 - (-1.608 - (-1.466 - - | | (-0.999 - -
0.160) 0.314) 0.0529) 0.269) 0.269)
BSC -0.561 -0.772 -0.988** -1.035%** | | -0.739***
(-1.467 - (-1.944- || (-1.869-- || (-1.670-- || (-1.127--
0.345) 0.401) 0.107) 0.400) 0.352)
BSS -0.0459 -0.14 -0.271 -0.299 -0.0826
(-0.689- || (-0.973- (-0.897 - (-0.750 - || (-0.358 -
0.598) 0.692) 0.355) 0.152) 0.192)
LLM -0.366 -0.453 -0.524 -0.655** -0.614***
(-1.198 - (-1.530 - (-1.333- (-1.238-- || (-0.970 - -
0.466) 0.624) 0.285) 0.0718) 0.259)
MA 0.275 0.282 0.227 0.212 0.607***
(-0.144 - (-0.259 - (-0.180 - (-0.0816 - (0.429 -
0.693) 0.824) 0.634) 0.505) 0.786)
MBA -0.0899 -0.197 -0.188 -0.175 0.183
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(-0.602 - (-0.860 - (-0.686 - (-0.535 - (-0.0364 -

0.423) 0.466) 0.310) 0.184) 0.402)

MSC 0.181 0.208 0.125 0.0544 0.123
(-0.305 - (-0.421 - (-0.348 - (-0.287 - (-0.0848 -

0.668) 0.838) 0.598) 0.395) 0.331)
MSS 0.12 0.142 0.134 0.135 0.307***

(-0.292 - (-0.392 - (-0.267 - (-0.154 - (0.131 -

0.533) 0.675) 0.535) 0.424) 0.484)

Male Officer (Reference

Female) -0.019 -0.0231 0.00651 0.00703 0.0305
(-0.229 - (-0.295 - (-0.198 - (-0.140- || (-0.0594 -

0.191) 0.249) 0.211) 0.155) 0.120)
Urban (Reference Rural) 0.0384 0.00522 0.0693 0.0204 -0.164***
(-0.145 - (-0.232 - (-0.109 - (-0.108 - || (-0.242 - -

0.222) 0.243) 0.248) 0.149) 0.0854)
Constant 4.867*** 5.178*** 5.199*** 5.463*** 5.142%**

(4.079 - (4.158 - (4.433 - (4.911 - (4.805 -

5.655) 6.197) 5.965) 6.015) 5.479)

Observations 99 99 99 99 99
Cl in parentheses
*** 0<0.01, ** p<0.05, *
p<0.1
B=- .p<) B=- .p<)
, (B=- . p<)
, B= .p<) -
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] ( B: 5 P< ) -
: B=.p<). B= .p<) (B=
p< ) - |
) ( = " p< ) -
) ( = 5 P< ) -
: — (. B . pP<) .
B= .p<) . ( = ap<) . | = .p<) . ( p=
p< ) " ( B: ! p< ) ( 'B: ! p< ) -
) (B:' 5 P< ) (B:' 5 P< ) -
, B=  .p<)
B= .p<) . B=  .p<), B= .p<)
( = bl p< ) - 1
6'.
Model
Model 1 Model 2 3 Model 4 | Model 5
5th L0th 15th 20th 25th
VARIABLES Percenti ) Percen | Percenti | Percenti
Percentile
le tile le le
Satisfied with Pay -0.473%** -0.388*** -0.1820 -0.1580 -0.0429
(-0.573 - - (-0.597 - - (-0.505 - (-0.439 - (-0.319 -
0.373) 0.180) 0.141) 0.122) 0.233)
Satisfied with Promotion 0.128*** 0.1420 0.0940 0.0679 0.1320
(0.0316 - (-0.0587 - (-0.217 - (-0.202 - (-0.133 -
0.225) 0.342) 0.405) 0.338) 0.398)
Satisfied with Supervision -0.143*** -0.0211 -0.0552 -0.0683 -0.1470
(-0.219 - - (-0.178 - (-0.299 - (-0.280 - (-0.355 -
0.0672) 0.136) 0.189) 0.144) 0.0617)
Satisfied with Fringe Benefits -0.0527 -0.256** -0.2640 -0.1890 -0.1410
(-0.153 - (-0.465 - - (-0.589 - (-0.471 - (-0.418 -
0.0481) 0.0464) 0.0609) 0.0932) 0.137)
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Satisfied with Contingent
Results 0.143*** 0.1530 0.1780 0.1830 0.0766
(0.0416 - (-0.0581 - (-0.149 - (-0.101 - (-0.203 -
0.245) 0.364) 0.506) 0.467) 0.356)
Satisfied with Operating
Procedures 0.0701 0.1510 0.340* 0.431** 0.320*
(-0.0481 - (-0.0948 - (-0.0415 - (0.101 - (-0.00570 -
0.188) 0.396) 0.721) 0.762) 0.645)
Satisfied with Co-Workers 0.413*** 0.204** 0.1530 0.0683 0.0642
(0.323- (0.0172 - (-0.137- | (-0.183- (-0.183 -
0.503) 0.391) 0.443) 0.320) 0.311)
Satisfied with the Nature of
Work -0.268*** -0.1790 -0.1630 -0.0626 0.0720
(-0.371- - (-0.394 - (-0.496 - | (-0.352- (-0.212 -
0.165) 0.0359) 0.171) 0.227) 0.357)
Satisfied with Communication 0.0776* 0.1180 0.0037 -0.1140 -0.1700
(-0.00784 - (-0.0592 - (-0.272- | (-0.354- (-0.405 -
0.163) 0.296) 0.279) 0.125) 0.0651)
Tenure of Service 0.0035 0.0002 -0.0075 -0.0095 -0.0094
(-0.00493 - (-0.0172 - (-0.0345 | (-0.0329- | (-0.0324-
0.0118) 0.0176) -0.0196) | 0.0140) 0.0137)
Education Level (Reference BA)
BBA 1.082*** 1.029** 0.8730 0.7250 0.1730
(0.594 - (0.0163 - (-0.699- | (-0.639- (-1.168 -
1.569) 2.043) 2.445) 2.089) 1.515)
BSC 1.444%** 1.630*** 1.3510 1.1090 0.2220
(0.927 - (0.555 - (-0.316- | (-0.338- (-1.201 -
1.961) 2.704) 3.018) 2.556) 1.645)
BSS 0.854*** 0.833** 0.7420 0.6000 -0.0965
(0.487 - (0.0694 - (-0.442- | (-0.427 - (-1.107 -
1.221) 1.596) 1.926) 1.627) 0.914)
LLM 0.843*** 0.8030 0.4130 0.2030 -0.3460
(0.368 - (-0.183- (1117- | (1.126- (-1.652 -
1.317) 1.790) 1.944) 1.532) 0.961)
MA 0.207* 0.2640 0.1850 0.1810 -0.2220
(-0.0319 - (-0.232- (-0.585- | (-0.487- (-0.879 -
0.446) 0.760) 0.955) 0.849) 0.436)
MBA 0.0173 0.0711 0.1340 0.1390 -0.4930
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(-0.275 - (-0.537 - (-0.808- | (-0.679- (-1.297 -
0.310) 0.679) 1.077) 0.957) 0.312)
MSC 0.714*** 0.559* 0.3190 0.1350 -0.1730
(0.437 - (-0.0177- | (-0.576- | (-0.642- | (-0.937-
0.992) 1.136) 1.214) 0.912) 0.592)
MSS 0.557*** 0.603** 0.4890 0.4450 -0.0779
(0.321- 0.114-1093) (-0.270- | (0.213- | (-0.726-
0.792) 1.248) 1.104) 0.570)
Male Officer (Reference
Female) -0.318*** -0.261** -0.0567 0.0811 0.241
(-0.438 - - (-0510-- | (0.444- | (-0.255- | (-0.0890 -
0.198) 0.0114) 0.330) 0.417) 0.572)
Urban (Reference Rural)
0.376*** 0.336*** 0.307* 0.273* 0.356**
(0.271 - (0.118 - (-0.0303 | (-0.0203- | (0.0677-
0.481) 0.554) -0.645) 0.566) 0.644)
Constant 2.885%** 2.850%** 2'6i8** 2.644%** | 3.083***
(2.435 - (1.916 - (1.238- | (1.386- (1.845 -
3.334) 3.785) 4.138) 3.903) 4.320)
Observations 99 99 99 99 99
Cl in parentheses
*** p<0.01, ** p<0.05, * p<0.1
B=  .p<) . B=  .p<)
B= .p<) - ,
, B=- .p<) -
, (B= .p<) -
, B= .p<) -




, B=- .p<). B=- . p<)
! B= .p<) -
, B= .p<) -

7
Model 1 Model 2 | Model3 | Model4 | Model 5
75th 80th 85th 90th 95th

VARIABLES Percenti | Percenti | Percenti | Percenti | Percenti
le le le le le

Satisfied with Pay 0.113 0.225 0.395** 0.433*** 0.194***
(-0.200 - | (-0.121 (0.0709 - | (0.182 - (0.0660 -
0.426) 0.571) 0.719) 0.684) 0.322)

Satisfied with Promotion 0.0127 -0.0223 -0.103 -0.1 -0.00856
(-0.289 - | (-0.356 (0415 - | (0342 -] (0132 -
0.314) 0.311) 0.209) 0.142) 0.114)

Satisfied with Supervision 0.0518 0.138 0.128 0.0667 0.0345
(-0.185 - | (-0.123 (-0.117 - [ (-0.123 - | (-0.0620 -
0.288) 0.400) 0.373) 0.256) 0.131)

Satisfied with Fringe Benefits -0.116 -0.129 -0.204 -0.133 -0.0329
(-0.431 - | (-0.477 (0530 - | (-0.386 - | (-0.161 -
0.199) 0.219) 0.122) 0.119) 0.0956)

Satisfied with Contingent

Results 0.00693 -0.0401 -0.0902 -0.133 -0.224%**
(-0.310 - | (-0.391 (-0.419 - [ (-0.388 - | (-0.353 - -
0.324) 0.310) 0.238) 0.121) 0.0944)

Satisfied with Operating

Brocedures 0.0321 0.0481 0.0614 0.0667 -0.105
(-0.337 - (-0.360 (-0.321 - [ (0229 -] (0.5 -
0.401) 0.456) 0.444) 0.363) 0.0461)

Satisfied with Co-Workers 0.139 0.108 0.0978 0.167 0.121**
(-0.141 - (-0.202 (-0.193 - [ (-0.0582 - | (0.00689 -
0.419) 0.418) 0.388) 0.392) 0.236)
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Satisfied with the Nature of

Work -0.197 -0.159 -0.167 -0.1 0.214***
(-0.519 (-0.515 (-0.502 (-0.359 (0.0824
0.126) 0.198) 0.167) 0.159) 0.346)
Satisfied with Communication -0.0263 -0.0303 -0.0087 0.0333 -0.0861
(-0.293 (-0.325 (-0.285 (-0.181 (-0.195
0.240) 0.265) 0.268) 0.247) 0.0229)
Tenure of Service 0.0182 0.0135 0.00978 2.61E-09 | 0.0104*
(-0.00799 - | (-0.0154 (-0.0173 (-0.0210 (-0.000260
0.0444) 0.0425) 0.0369) 0.0210) - 0.0211)
Education Level (Reference BA)
BBA 0.0418 0.0311 -0.157 -0.167 -0.418
(-1.480 (-1.652 (-1.733 (-1.387 (-1.040
1.564) 1.714) 1.420) 1.054) 0.203)
BSC -0.047 -0.109 -0.105 -0.133 -0.242
(-1.661 (-1.894 (-1.778 (-1.428 (-0.901
1.567) 1.676) 1.567) 1.161) 0.417)
BSS 0.255 0.255 0.205 0.0667 -0.19
(-0.892 (-1.013 (-0.982 (-0.853 (-0.658
1.401) 1.523) 1.393) 0.986) 0.279)
LLM -0.652 -0.75 -1.049 -1.167* -1.041%**
(-2.134 (-2.390 (-2.585 (-2.356 (-1.646 - -
0.831) 0.889) 0.486) 0.0223) 0.435)
MA 0.287 0.226 0.216 0.1 -0.0206
(-0.458 (-0.598 (-0.556 (-0.498 (-0.325
1.033) 1.051) 0.989) 0.698) 0.284)
MBA -0.26 -0.171 0.0489 1.30E-08 0.0521
(-1.173 (-1.180 (-0.897 (-0.732 (-0.321
0.652) 0.839) 0.995) 0.732) 0.425)
MSC 0.161 0.228 0.201 0.267 0.455**
(-0.706 (-0.731 (-0.697 (-0.429 (0.101
1.027) 1.186) 1.099) 0.962) 0.809)
MSS 0.197 0.2 0.242 0.233 0.22
(-0.538 (-0.613 (-0.519 (-0.356 (-0.0797
0.932) 1.013) 1.003) 0.823) 0.520)
Male Officer (Reference
Female) 0.00146 0.0174 -0.0402 0.1 -0.0441
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(-0.373 (-0.397 (-0.429 (-0.401 (-0.197
0.376) 0.432) 0.348) 0.201) 0.109)
Urban (Reference Rural) 0.145 0.104 -0.0951 -0.167 -0.184***
(-0.182 (-0.257 (-0.434 (-0.429 (-0.318 - -
0.472) 0.466) 0.244) 0.0957) 0.0507)
Constant 3.585*** 3.424%** 3.790*** 3.667*** 3.877***
(2.181 (1.872 (2.335 (2.541 (3.304
4.988) 4.976) 5.244) 4.793) 4.450)
Observations 99 99 99 99 99
Cl in parentheses
**% n<0.01, ** p<0.05, * p<0.1
) -
(
( Fast Stream Program) ;
(, (Emmanuel, )2025 :
)
(Chopra et al.,
)2024

(Davies & Rhodes, )2020

7

(Ecole Nationale
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(Gonod, )2025

, (ACR)
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(Kamaluddin, )2020
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)2024

(Continuing Professional
Development - CPD)- ; -
(Abdullah & Munawwar,
)2025 :
(Yun & Pyeon,
)2018

(Kubota, )2015

(Juttavarn & Sefried, )2022
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