
10

For example, under the First Five-Year
Plan (1973–1978), the government initiat-
ed a major effort to recruit fieldworkers
to provide services and to inform, educate
and motivate clients directly. The Second
Five-Year Plan (1980–1985) built on the
strategy of using fieldworkers, while
adding the support of community groups
to strengthen family planning program ac-
tivities. With a target set in the Fourth
Five-Year Plan (1990–1995) to achieve a
contraceptive prevalence rate of 50%, the
pace of fieldworker recruitment was fur-
ther increased.

Thus, whereas there was one field-
worker for every 110,000 people in
Bangladesh in 1976, by 1980, this ratio was
one for every 20,000.3 By 1993, there was
one supervisor (family planning inspec-
tor) in each union and one fieldworker
(family welfare assistant) from the gov-
ernment program in each unit having a
population of 4,000–5,000.*4 The involve-
ment of many nongovernmental organi-
zations has increased the availability of
fieldworkers to support the goals of the
family planning program. 

The fieldworkers are an important link
between the program planners and the
target population. Policymakers and ad-
ministrators make decisions and assess
their impact on the population with the
fieldworkers’ help. The importance of the
fieldworkers is also borne out by the pos-
itive effects that their interactions with
clients have had on contraceptive use.5
Some studies have demonstrated that
fieldworkers have had a more substantial
impact on contraceptive use than have
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Explaining the Commitment of Family Planning
Fieldworkers in Bangladesh
By Syed Saad Andaleeb

Developing countries encounter
many frustrations in their aspira-
tions to modernize. Among these

frustrations, explosive population growth
rates have been a major cause for concern
among development planners. In
Bangladesh, for example, the population
is expected to reach about 131 million by
the turn of the century.1

In anticipation of the consequences, the
government of Bangladesh has instituted
many measures to curb the rapid rate of
population growth. These measures have
included recruiting fieldworkers at the
grass-roots level; establishing health com-
plexes and family welfare centers; in-
creasing information, education and mo-
tivation activities; enlisting the support of
community groups; introducing popula-
tion education into school curriculums;
and initiating special programs in the
labor and agricultural sectors. The gov-
ernment also has supported and encour-
aged the participation of nongovern-
mental organizations in its efforts to stem
the country’s population growth.

Among these diverse and complemen-
tary efforts, the fieldworkers have played
a central, and growing, role since 1965.2

family welfare centers that offer services
in fixed locations.6

It thus seems that the services of field-
workers may be central to the success of
the family planning program. Conse-
quently, efforts are under way at the Di-
rectorate of Family Planning to improve
the quality of services and the effective-
ness of these workers. One key element in
fieldworkers’ effectiveness may be their
commitment to the program: If their com-
mitment is lacking, other interventions
and resources invested in the program are
not likely to produce the desired results.
This study attempts to identify the factors
that influence fieldworkers’ commitment.

Conceptual Model
Commitment is defined as an enduring
desire to maintain a valued relationship.7
With regard to employees’ perspectives
on their jobs, it is characterized by three
features: a strong belief in the organiza-
tion’s goals and values, a willingness to
exert considerable effort on behalf of the
organization and a strong desire to main-
tain membership in the organization.8
Committed employees are the most ef-
fective in achieving organizational goals,
because they dedicate more of their time,
effort, talents and energy to the organiza-
tion than do other employees.9

Committed employees also are more
adaptable than others, demonstrate less
turnover and tardiness,10 and derive
greater satisfaction from their jobs.11 Con-
sequently, just as commitment is vital for
successful long-term relationships between
business partners,12 it is also important to
build long-term relationships within or-
ganizations, to engender among employ-
ees a feeling of belonging and attachment
to the organization they work for.

Highly committed family planning
fieldworkers are expected to exert great
effort for the program13 and adopt a long-
term orientation focused on helping to
achieve the program’s objectives. Instill-

Fieldworkers are a crucial component of the family planning program in Bangladesh; yet, the
factors influencing fieldworkers’ commitment—an important determinant of program effec-
tiveness—have not previously been explored. Data from a 1993–1994 survey of 217 workers
representing both government and nongovernmental organizations indicate that when field-
workers have good relationships with coworkers and a high opinion of their supervisors’ ex-
pertise, their level of commitment to the goals of the program is likely to be relatively high. When
workers believe that their peers are motivated more by employment benefits than by a desire
to help clients, their commitment declines. Surprisingly, income has a significant inverse ef-
fect on workers’ level of commitment. Two client-related factors, being able to communicate
effectively with clients and having good relationships with them, are also associated with in-
creased levels of commitment. (International Family Planning Perspectives, 22:10–15, 1996)
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*The union is the main subdivision of the thana (the low-
est level of government administration in Bangladesh,
where local elections are held); unions are further divided
into wards and villages. The unit, a designation made
by the government family planning program, is the ter-
ritory covered by a fieldworker.
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eral variables may be relevant to explain-
ing their commitment to the program. One
important area is supervisory involve-
ment—specifically, supervisors’ willing-
ness to communicate with fieldworkers,
be supportive of them and help them re-
duce their exposure to risks during field-
work. When supervisory behavior helps
integrate subordinates into an organiza-
tion, workers may develop a positive
identification with the organization and
a degree of personal commitment.19 Re-
ward behavior20 and supervisors’ sup-
port21 also enhance commitment.

The extent of supervisory involvement
varies substantially in Bangladesh. Su-
pervisors enjoy a fairly high degree of au-
thority over subordinates, and often
demonstrate a traditional propensity to
maintain social distance from them. This
may translate to behavior that fieldwork-
ers interpret as nonsupportive, and may
create the impression that supervisors will
not look out for fieldworkers, especially
when their work exposes them to many
real and perceived threats. Such a feeling
is likely to attenuate workers’ commit-
ment. When supervisors are genuinely
concerned about fieldworkers and are
helpful in ways that enable fieldworkers
to carry out their tasks effectively, work-
ers can rely on their supervisors to look
out for them. This can provide a feeling of
confidence and increase fieldworkers’
commitment to the program. 

The perceived competence of the su-
pervisor also may influence fieldworkers’
commitment. Several researchers have in-
dicated the importance of one person’s
knowledge or expertise in explaining an-
other’s confidence in that person.22 This
sense of confidence can strengthen the
commitment to collaborative efforts. Su-
pervisors’ expertise should foster field-
workers’ commitment to the program by
reducing workers’ job-related uncertain-
ties and giving them confidence that goals
will be achieved.

Peer relations, or work-group cohesion,
also has a demonstrated effect on com-
mitment and satisfaction.23 Work-group
cohesion implies coworker support24 and
is associated with employees’ staying on
the job.25 These findings suggest that when
fieldworkers have good relations with
their coworkers, their commitment should
be high. 

Job security has not been extensively re-
searched in Western models of organiza-
tional attachment, and there is evidence of
deficiencies in measuring this variable.26

However, results of one study indicate that
the propensity to leave an organization is

ing high levels of commitment among
fieldworkers should, therefore, lead to op-
timal performance.14

It is important, then, for population
planners and administrators to under-
stand what influences fieldworkers’ com-
mitment and how workers’ commitment
fits into population policy goals. The study
described in this article attempts to gain
this understanding through statistical
modeling. Since empirical research on em-
ployee commitment in developing coun-
tries—particularly family planning field
personnel’s commitment—is lacking, the
study uses as its starting point findings
from the management and marketing lit-
erature in developed countries.

The study of employee commitment
has been the subject of various fields of in-
quiry and gains substantially from a cross-
disciplinary perspective. What ties these
analyses together is their attempt to ex-
plain employee turnover or attachment.
For example, psychologists focus on the
thought processes involved in employees’
decision to withdraw from an organiza-
tion.15 Economists, on the other hand, ex-
plain an employee’s decision to leave or
stay with an organization in terms of the
costs and benefits of the decision, includ-
ing variables such as pay, opportunity for
advancement and job hazards.16 Re-
searchers in management and marketing
have begun to address commitment be-
cause of its links to performance.17

A number of variables identified in
these studies are relevant to family plan-
ning fieldwork in Bangladesh; addition-
al variables emerged from focus-group in-
terviews with several fieldworkers in the
initial phases of this study. The influence
of these variables on fieldworkers’ com-
mitment is the focus of this analysis. These
variables may be categorized as organi-
zational and client-related.

Organizational Factors
Family planning fieldworkers often oper-
ate under weak management systems
where work planning, supervision and per-
formance-based rewards and control sys-
tems are lacking. These inadequacies place
limits on the effective delivery of family
planning services in Bangladesh. Promis-
ing pilot programs have foundered when
extended to a wider scale, either because
a manager could not be found or because
of “system overload.” In trying to meet sev-
eral needs at once, these programs have de-
veloped complex initiatives that demand
more than the fieldworkers can deliver.18

Given the organizational and manage-
rial constraints that fieldworkers face, sev-

associated with job insecurity.27 Thus,
when fieldworkers feel insecure in their
jobs, they presumably will not be com-
mitted to the family planning program. 

Peer influence, another factor that has
not been well investigated, also may help
explain fieldworkers’ commitment. Dur-
ing in-depth interviews, fieldworkers
spoke of having coworkers whose at-
tachment to the program stemmed not
from concern about serving clients, but
from the financial gains they achieved as
salaried employees. When peers’ behav-
ior reflects a lack of commitment to their
job, this sentiment seems to spread to oth-
ers in the group, with potentially adverse
effects on the program. 

Several studies have found a direct link
between income and individuals’ inten-
tions to stay with the organization they
work for.28 With higher levels of income,
other income-earning opportunities be-
come less attractive, strengthening one’s
desire to stay with the organization. It
therefore seems reasonable to expect field-
workers’ commitment to be positively as-
sociated with their level of income.

Client-Related Factors
Another relatively unexplored area that
may influence fieldworkers’ commitment
is client-related factors. For example, clients
have varying attitudes toward family plan-
ning and the program workers; the field-
workers are not always well regarded, and
many clients question their role. Relation-
ships with clients can be ridden with con-
flict and tension, making their interactions
very difficult.29 When fieldworkers per-
ceive that clients are unwilling to accept
them, do not welcome them and feel un-
comfortable in their presence, their com-
mitment to the program can diminish. 

Additionally, research in industrial mar-
keting suggests that the strength of the re-
lationship between buyers and sellers
varies with the extent of their interaction
and communication.30 In the family plan-
ning program, when effective communi-
cation is lacking between fieldworkers
and their clients, the workers are likely to
feel frustrated and to believe that clients
will not understand their views. Thus,
when communication with clients is poor,
fieldworkers’ commitment to the program
is likely to suffer.

Methods
Questionnaire Design
A small pilot study was undertaken at the
field level using focus-group interviews
with several fieldworkers. The purpose of
this exercise was to allow the workers to



openly express the reasons behind their
commitment or lack of commitment to the
program. 

The next step entailed the development
and pretest of a questionnaire. Workers
who participated in the pretest were asked
to comment on the items included and in-
dicate whether they encountered specific
difficulties in responding to them. As a re-
sult of their responses, minor modifications
were made in several items. In general,
however, the questions were unambigu-
ous, and participants demonstrated no
major difficulties in responding to them.
The questionnaire was in Bangla (the local
language) so that it was clearly understood. 

Measures
Because established scales were not avail-
able in Bangla, the measures used are new.
Respondents were asked to rate their level
of agreement with a variety of statements

during its training sessions to allow the
questionnaire to be administered. Again,
the investigators assured respondents of
anonymity and collected the completed
questionnaires.

The decision to administer the survey to
groups of respondents was based on the as-
sumption that this would help assure par-
ticipants that their identity was being pro-
tected. To further guarantee anonymity, the
investigators shuffled the completed ques-
tionnaires in the respondents’ presence.

A total of 228 questionnaires were col-
lected. Eleven workers answered too few
questions for analysis or gave inconsistent
responses; their questionnaires were ex-
cluded from the analysis, leaving a sample
size of 217. Table 2 provides a profile of the
respondents. More than one-half were fe-
male, were 31–40 years old, had no more
than a secondary education and had 2–7
years of experience doing family planning
fieldwork. Two-thirds worked in rural areas,
and a similar proportion were employed
with nongovernmental organizations.

Measure Purification
Several procedures were used to establish
the reliability and validity of the measures
before conducting hypothesis tests. First,
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regarding each organizational and client-
related variable (see Table 1); ratings ranged
from 1 (reflecting strong disagreement) to
5 (indicating strong agreement). Four of the
variables—supervisor’s involvement, su-
pervisor’s competence, communication
with clients and relationship with clients—
were represented by multiple items.
Three—relations with coworkers, job in-
security and peer commitment—were
measured by a single statement.* The ques-
tion on income was open-ended.

The measures were assessed for face va-
lidity by experts in survey research, who re-
viewed them in conjunction with the author.
After detailed discussions and appropriate
modifications, additions and deletions, the
set of items for measuring each construct
(i.e., its domain) was established. Minor
changes were made again after pretests. For
classification purposes, demographic in-
formation was also collected.

Sampling and Data Collection
The investigator asked two nongovern-
mental organizations that employ family
planning fieldworkers or train them for
both government and nongovernment
programs to participate in the study,
which was carried out in 1993–1994. Con-
cerned Women for Family Planning,
which commands a field staff of more than
180 female workers in several urban and
rural areas of Bangladesh, was one of the
participating organizations. Two urban
and three rural areas were chosen ran-
domly from the territory where this or-
ganization operates, and the questionnaire
was administered to every fieldworker in
the five clusters.

Fieldworkers’ cooperation was gained
in the following way. Staff from the orga-
nization’s headquarters contacted super-
visors in the selected locations and asked
them to assemble the fieldworkers before
they were assigned their daily routines.
At this assembly, the supervisors intro-
duced the investigators, who explained
the purpose of the study. To assure re-
spondents’ anonymity, the investigators
asked the workers not to reveal their iden-
tity anywhere in the survey instrument;
they also assured the workers that neither
their immediate supervisors nor head-
quarters officials would have access to the
completed questionnaires.

Enfants du Monde, another organiza-
tion involved in development and fami-
ly planning activities, periodically trains
family planning fieldworkers from both
government and nongovernmental orga-
nizations, along with its own field staff.
The agency agreed to set apart some time

Table 1. Sample of measurement items, survey
of family planning fieldworkers, Bangladesh,
1993–1994

Commitment
I strongly support the family planning program.
I am willing to work lifelong to make the family planning
program a success.

I am eager to work for the success of the family 
planning program.

Communication with clients
Clients discuss their family planning problems and
concerns with me openly.

Clients do not hesitate to tell me what I want to know
about their family planning product and service needs.

Client relations
Most clients do not view the fieldworkers favorably.
During fieldwork, clients are not welcoming.
When I visit clients’ homes, they are not happy to 
see me.

Supervisor’s ability
My supervisor is a capable individual.
My supervisor has a lot of experience regarding the
family planning program.

My supervisor is knowledgeable about family planning
products and services.

Supervisor’s involvement
My supervisor looks out for my safety when I go for
field visits.

My supervisor helps me with planning for field visits.

Relations with coworkers
I have good relations with my coworkers.

Job insecurity
In my present position there is no job security.

Lack of peer commitment
Most fieldworkers I know work in the family planning
program for money; they are not interested in serving
the clients.

Note: Respondents rated their level of agreement with each state-
ment on a scale of 1 (strongly disagree) to 5 (strongly agree).

Table 2. Percentage distributution of family
planning fieldworkers, by selected character-
istics (N=217)

Characteristic %

Gender
Male 48
Female 52

Age-group
≤25 8
26–30 22
31–35 20
36–40 32
41–45 14
≥46 4

Education
<secondary 10
Secondary 25
Higher secondary 22
≥college 36
Master’s 7

Fieldwork experience (yrs.)
0–1 7
2–3 11
4–5 24
6–7 21
8–9 5
10–11 8
12–13 8
≥14 18

Work location
Rural 66
Urban 33

Employment
Government 35
Nongovernmental 65

Total 100

*To measure all the possible variables in this explorato-
ry study using multiple-item scales would have required
a long questionnaire that would have placed substantial
demands on the respondents and might have increased
errors and inaccuracies.
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er is not as high as each scale’s coefficient
alpha, the correlation matrix suggests dis-
criminant validity.32 A review of Table 3
indicates that discrimination between the
constructs was achieved.

Results
Multiple regression analysis was performed
to test the hypotheses. The overall model
for commitment was significant and ex-
plained 44% of the variation in fieldwork-
ers’ commitment. For this exploratory
study, the model fit was exceptionally good.
The results are summarized in Table 4.

Several of the proposed organizational
factors were significantly related to field-
workers’ commitment. When fieldwork-
ers had good relationships with their
coworkers, their level of commitment was
high; when they perceived a notable lack
of commitment among their coworkers,
their own level of commitment dimin-
ished. Unexpectedly, income was in-
versely related to fieldworkers’ commit-
ment. The effect of supervisors’ ability had
only a marginal relationship with work-
ers’ commitment; surprisingly, neither su-
pervisory involvement with the field-
workers nor job insecurity had a
significant effect.

The two client-related
factors were signifi-
cantly related to field-
workers’ commitment.
When workers per-
ceived they had estab-
lished effective com-
munication and good
relations with clients,
their commitment to the
program was high. 

Discussion
The results of this analy-
sis have several impli-
cations for program
management. For ex-
ample, the finding re-

each multiple-item construct was assessed
for unidimensionality. This involved com-
puting correlations between each item and
the total score for the construct; items that
did not correlate highly with the total
scores were eliminated. The final set of
item-total correlations that was selected
had reasonably high coefficients,* all of
which were significant at p<.001. Next, the
items representing each construct were
factor-analyzed. In each case, a single fac-
tor emerged that accounted for a sub-
stantial portion of the total variation. This
supported the unidimensionality of the
multiple-item constructs.

Coefficient alphas were computed to
determine the internal consistency and re-
liability of each multiple-item construct
(see Table 3). Three of the variables had
alpha values exceeding .7, which is a rec-
ommended value.31 The other two had
alpha values of at least .6; these values
also indicate reasonable reliability, espe-
cially since validated scales were not
available and many of the fieldworkers
had never responded to rating scales in
survey questionnaires.

A correlation matrix of the different con-
structs is also shown in Table 3. When the
correlation between one scale and anoth-

garding the effect of supervisors’ compe-
tence suggests that programs ought to pe-
riodically review supervisors and provide
training programs to enable them to ef-
fectively manage and direct the field-
workers under their supervision. While the
number of training institutions that have
been established in Bangladesh to prepare
and upgrade personnel in the develop-
ment sector has been growing prolifically,
these institutions have been consistently
ineffective.33 Training programs must be
devised and strengthened to develop the
requisite competence among supervisors
and to achieve program objectives.

Furthermore, since relationships with
coworkers are significantly associated
with fieldworkers’ commitment, pro-
grams should attempt to preserve condi-
tions of harmony within field units and
create a climate in which conflicts among
fieldworkers are resolved quickly. Orga-
nizational conditions also should allow for
greater interaction among workers, to fos-
ter a spirit of cooperation.

Given the strong and significant effect
of perceived lack of peer commitment,
early identification of individuals who
communicate (in direct or indirect ways)
their lack of commitment to the program
is important. Early detection should lead
to remedial action through individual ses-
sions with supervisors and reduce
spillover effects. In addition, specific train-
ing or motivational programs need to be
developed (especially if the problem is
acute) to periodically address and
strengthen fieldworkers’ commitment. In-
novative training programs tied to some
reward structures should also be designed. 

Surprisingly, supervisory involvement
with the fieldworkers was not signifi-
cantly related to their level of commit-
ment. One explanation for this finding is

Table 3. Correlations between predictor variables; and alpha coefficient, mean score and standard deviation (S.D.) for each variable

Variables 1 2 3 4 5 6 7 8 Alpha Mean S.D.
score

1. Commitment .60 4.25 0.59
2. Client relations –.33** .74 3.58 0.78
3. Communication with clients .54** –.38** .86 3.73 0.87
4. Supervisor’s ability .24** –.12 .30** .83 3.96 0.74
5. Supervisor’s involvement .21** –.12 .30** .45** .65 3.91 0.70
6. Relations with coworkers .34** –.21** .20** .09 .34** na 4.49 0.63
7. Job insecurity .06 .08 .06 .10 –.01 .06 na 2.97 1.32
8. Lack of peer commitment –.31** .25** –.16 –.11 –.10 –.13 .05 na 2.82 1.29
9. Income –.36** .14* –.31** –.16* –.23** –.21** –.17* .28** na 1,575.70 902.70

*p<.05. **p<.01. Notes: For all variables except income, scores ranged from 1 to 5; income is measured in taka (US $1 equals about Tk 0.40). na=not applicable, because these variables were measured
by a single item.

Table 4. Results of regression analysis explaining commitment
of family planning fieldworkers

Variable b S.E. Beta t-value p-value

Organizational
Supervisor’s involvement –.02 .051 –.027 –.446 n.s.
Supervisor’s ability .09 .049 .111 1.830 <.10
Relations with coworkers .20 .052 .214 3.787 <.001
Job insecurity .01 .024 .023 .422 n.s.
Lack of peer commitment –.06 .026 –.128 –2.212 <.05
Income† –.04 .015 –.149 –2.493 <.01

Client-related
Communication .22 .043 .332 5.170 <.001
Client relations –.12 .046 –.154 2.530 <.01

Constant 2.82 .373 7.556 <.001
R2=.44
Adjusted R2=.42
F8,200=19.27; p <.001

†In thousands of taka. Notes: S.E.=standard error; n.s.=not significant.

*Supervisor involvement, .68–.81; supervisor expertise,

.68–.89; client relations, .64–.81; communication with

clients, .81–.91; and commitment, .60–.81.



that this variable may have a direct influ-
ence on an intervening factor. Another
possibility is that the measures of super-
visory involvement need to be reviewed.
Although the measures used show high
reliability values, they may be tapping the
domain of a construct that is not related
to commitment.

Job insecurity also was not related to
commitment. This is perhaps because of
the lack of alternate employment oppor-
tunities in the country; regardless of
whether individuals feel secure or inse-
cure in their jobs, they may want to main-
tain the relationship with the organization
in which they are employed.

Contrary to expectations and to findings
in Western models of commitment, the re-
sults of this study suggested that higher
levels of income were inversely related to
fieldworkers’ commitment. One can spec-
ulate that because income is typically low
in this society, individuals with greater fi-
nancial resources may attempt to make
extra money by investing their earnings in
other ventures. Such endeavors can divert
their attention from their primary re-
sponsibilities. In turn, this can lower their
commitment to the program. This specu-
lation, however, requires further empiri-
cal support, and specific recommendations
must await additional investigation.

This study is the first to examine
whether and how relationships with
clients influence the commitment of field
personnel, and the results indicate that the
exclusion of client-related factors can lead
to a misspecified model. The importance
of communication with clients cannot be
stressed enough: Effective communication
should facilitate other types of exchanges
in the program (e.g., acceptance of con-
traceptive methods). Again, the need for
proper training in communication is em-
phasized strongly. Role-playing methods
should be very useful in identifying field-
workers’ communication problems and
strengthening their strategies for com-
municating with clients.

The results also suggest that field-
workers must be able to build good rela-
tionships with clients. In their work en-
vironment, where attitudes toward the
program have been slow to change, this
task can be challenging; clearly, however,
it cannot be ignored. Fieldworker train-
ing should emphasize relationship-build-
ing techniques, and recruitment efforts
should include a variety of personality
tests that can identify individuals who
have good relationship-building capabil-
ities. Such tests are used in industrial set-
tings in developed countries, but tests

The final limitation is that the factors
considered in the regression analysis ex-
plained less than half of the variation in
fieldworkers’ commitment; in other words,
some factors appear to have been exclud-
ed from the model. Additional factors (e.g.,
participation in decision-making, reward
structures and task factors) must be iden-
tified through further research and in-
cluded in subsequent models.

In conclusion, since no other research has
been conducted on the commitment of
family planning field personnel in a de-
veloping country, this study must be seen
as an initial contribution that should lead
to further development of this literature.
With additional research and greater in-
sight, the family planning program in
Bangladesh could train and develop a more
committed field force, and thereby improve
its ability to achieve its goals. Clearly, while
the results of this analysis are encouraging,
research on this important issue must be
significantly strengthened.
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used in Western contexts are not likely to
be applicable to fieldworkers in Ban-
gladesh. Therefore, similar tests should be
developed and tested specifically for use
in selecting fieldworkers in Bangladesh.
Some researchers observe that selection
criteria for fieldworkers should include
the ability to withstand the pressures of
fieldwork.34

At the same time, to help create better
relations between clients and fieldwork-
ers, publicity campaigns in the mass
media could be created that portray field-
workers as dedicated professionals and
friends of the people, whose mission is to
serve the family planning needs of the tar-
get population with beneficial conse-
quences. For example, various media
could run stories based on true experi-
ences about fieldworkers helping families,
with favorable economic effects. Such pre-
sentations could send a very positive mes-
sage to the public. In turn, these strategies
could gradually reduce the difficulties that
many fieldworkers face in establishing re-
lationships with clients.

Study Limitations
Although the study was exploratory, the
model fit was satisfactory and the results
were encouraging. However, the study
had three important limitations, which
need to be addressed in future research.

First, further work is essential to im-
prove the reliability of the measures of
several constructs. Additionally, single-
item measures need to be replaced by re-
liable and valid multiple-item measures.
Once established, these measures have po-
tential value to other researchers and to
local and international development agen-
cies, which could use them to periodical-
ly track and monitor—and, when neces-
sary, take steps to improve—fieldworkers’
level of commitment.

Second, the sampling strategy used in
this study was dictated largely by available
resources. Thus, the workers in the sample
were from only two organizations. Enfants
du Monde was especially chosen because
it provided access to field personnel from
the government program. Since the sam-
ple does not allow generalization to all
fieldworkers employed in government and
nongovernmental organizations, future
studies should employ cluster or area sam-
pling in which a larger set of organizations
or geographic areas would serve as the
sampling units and members of the sam-
ple would be drawn from these clusters
using systematic or random sampling. Pur-
suing such a strategy would, however, re-
quire substantial resources.
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de una buena opinión de sus supervisores, su
nivel de compromiso con las metas del progra-
ma tiende a ser relativamente elevado. Su com-
promiso disminuye cuando los trabajadores
creen que sus colegas están más motivados por
los beneficios de su empleo que llevados por el
deseo de ayudar a sus clientes. Es sorprenden-
te que el nivel de ingresos surte un efecto sig-
nificativo inverso sobre el nivel de compromi-
so de los trabajadores. Asimismo, para el
trabajador hay dos factores relacionados con
el cliente, a saber, poder comunicarse eficaz-
mente con los clientes y mantener una buena
relación con los mismos.

Résumé
Les travailleurs sur le terrain constituent un
élément crucial du programme de planning fa-
milial au Bangladesh, et leur niveau d’en-
gagement à l’égard du programme est un
déterminant important de son efficacité; et
pourtant, on n’a pas étudié auparavant les fac-
teurs influant sur l’engagement des tra-
vailleurs sur le terrain. Les données tirées
d’une enquête auprès de travailleurs représen-
tant des organisations gouvernementales aussi
bien que non gouvernementales démontrent
initialement que différents facteurs liés à l’or-
ganisation et au client ont des effets impor-
tants. Les résultats d’un modèle à régression
multiple indiquent que lorsque les travailleurs
sur le terrain entretiennent de bons rapports
avec leurs collègues et respectent leurs
supérieurs immédiats pour leur haute com-
pétence, leur niveau d’engagement à l’égard
des objectifs du programme est susceptible
d’être relativement élevé. Lorsque les tra-
vailleurs sont d’avis que leurs pairs sont mo-
tivés davantage par les avantages liés à l’em-
ploi que par le désir d’aider les clients, leur
engagement baisse. On note avec surprise que
le revenu a un effet inverse important sur le
niveau d’engagement des travailleurs. Deux
facteurs liés au client, la capacité de commu-
niquer efficacement avec les clients et le main-
tien de bons rapports avec eux, sont également
liés à des niveaux élévés d’engagement.


