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Preface
Campaign for Popular Education (CAMPE) is an advocacy and campaign
network promoting quality education, retention and completion of primary &
secondary education cycle of both boys and girls of Bangladesh. It started its
journey of researchers, practitioners and activists in the education sector of
Bangladesh coordinates the production of annual research-based Education
Watch reports, presenting a civil society perspective on progress and challenges
of achieving different national and international goals and targets in Bangladesh.
Despite commendable progress achieved in the education sector,quality of
education as a whole and teachers in particular is still an issue. No education
system can perform well without well-equipped, qualified teachers. Considering the importance of ‘quality teachers for quality education’ CAMPE initiated this study on“Quality Education Teachers for the Next Generation”.
The study, in a rapid appraisal mode, collected primary data of 500 Primary and
Secondary teachers and conducted 125 FGDs with different groups of stakeholders in 25 districts. Besides, feedback was gathered through a national level consultation held with different stakeholders including relevant ministries and departments,
development partners, civil society and teacher associations. The study has tried
to elicit information about demographic features and personal characteristics of
the respondents, factual information about educational qualification and professional training, as well as working condition and work environment, and finally,
about perceptions on the factors that affect teachers’ work and performance.
The whole exercise was a collective effort and we would like to extend our
heartfelt thanks to Dr. Manzoor Ahmed, Professor Emeritus, BRAC University and his team for conducting the study with sincerity and commitment
within a very short time. We would also like to express our deepest gratitude
to relevant government officials, field experts and practitioners for their valuable contribution at all levels from study design to finalization of the report.
Our sincere appreciation for the teachers, students, guardians, local education officials, civil society including partner NGOs and CAMPE team who
provided quick and spontaneous support during the study. Special thanks
to the Directorate of Primary Education (DPE), Ministry of Primary and
Mass Education (MoPME) and Ministry of Education for their cooperation.
If the study serves the purposes of drawing the attention of decision makers, teachers and other stakeholders to the urgency of ensuring “quality teachers for quality education” then our efforts will be worthwhile.

Rasheda K. Choudhury
Executive Director
Campaign for Popular Education (CAMPE)

“An education system is only as good as its teachers. Teachers are
essential to universal and quality education for all: they are central to
shaping the minds and attitudes of the coming generations to deal with
new global challenges and opportunities. Innovative, inclusive and
results-focused teaching is crucial for 2015 and beyond if we are to
provide the best possible opportunities for millions of children, youth
and adults worldwide.”
Joint Message on the occasion of the World Teachers’ Day (5 October 2014)
Irina Bokova, Director General, UNESCO
Guy Ryder, Director General, ILO
Anthony Lake, Executive Director, UNICEF
Helen Clark, Administrator, UNDP
Fred van LEEUWEN, General Secretary, Education International

1. Background
a. The Single Largest Occupational Group
Teaching is the largest single
occupational category for
people with post secondary
education in the country.
More than a third of all college and university graduates
in the country are employed
in teaching. Even a higher
proportion needs to be in
teaching, if the demands
of the system in numbers
and quality are to be met.
This itself calls for comprehensive and coordinated human resource development
policy, strategy and plan
for the teaching profession.

Figure 1: Number of Teachers, Institutions and Students

One
million
people in
country
engaged in
teaching

200,000
institutions
of all types

40 million
students at
all stages

Numbers are big but not for 160 million people
Source: Authors’ estimate

At present, teaching appears to be the last occupational choice for college graduates in Bangladesh. It is doubtful that many parents today would wish their children to grow up to become a primary or secondary teacher. In contrast, teaching is one of the highest paid occupations for university graduates in Germany,
Korea, Switzerland, Spain and Singapore and a coveted profession in most
OECD (Organisation for Economic Co-operation and Development) countries.
b. Scope and Specific Objectives of The Study
• Look critically at the current quantitative and qualitative dimensions of
teachers in primary and secondary education including numbers, educational
qualifications and professional training
• Identify the challenges in improving quality of teachers
• Consider what should be the characteristics of the 21st century teachers
• Investigate the ways of attracting and retaining sufficient numbers of talented
young people into teaching and keeping them in the profession
• Recommend advocacy strategies and actions aiming at concerned agencies and
policymakers.
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c. Methodology
The study methodology, in a rapid appraisal mode, involved collecting primary data
through questionnaires (500 teachers–divided between Primary and Secondary)
and 125 FGDs with different groups of stakeholders, viz., primary school teachers,
secondary school teachers, guardians, students and SMC members in 25 districts.
Besides these, a national level consultation meeting held with different teacher associations of primary and secondary teachers in Bangladesh. The questionnaire
was used to elicit information about demographic and personal characteristics of
the respondents, factual information about educational qualifications and professional training, as well as working condition and work environment, and finally,
about perceptions on the factors that affected teachers’ work and performance.
2. International Context
It is generally understood that no education system can be better than its
teachers. By the estimate of the UNESCO Institute of Statistics, to achieve
universal primary education by 2020 countries will need to recruit 12.6 million new primary teachers. By 2030, this demand for teachers will rise to
27.3 million. The shortage of qualified teachers is going to be a bottleneck for many countries to achieve education for all of acceptable quality.
More than half (56 per cent) of the 70 million teachers in primary and secondary
education in the world are from the Asia-Pacific region. An education system that
is concerned about quality has to attract and retain a qualified teaching staff and
support teachers in the classroom, and in their continued professional development.
The SDG goal 4 - ‘Ensure inclusive and equitable quality education and promote
life-long learning opportunities for all’-indicates that greater emphasis will have
to be placed on having adequate numbers of teachers who have the necessary
skills and capabilities. With a new target under this goal of ensuring the provision
of 12 years of education, demand for teachers and on their quality will increase.
What the slow learner outcome means for teachers and the job they do is a question
that arises with renewed urgency. The literature on education quality and teaching
continues to point at the teachers as the key actors in delivering good quality education.
The 2013/4 EFA Global Monitoring Report (UNESCO, 2014) identified four
strategies necessary to achieve the EFA goal of quality education for all. The
first was to attract the ‘best’ teachers, and select and recruit teachers to reflect
the diversity of the children they will be teaching. The second was to improve
teacher training so that teachers would be capable of supporting the weakest learners. The third called for placing teachers in areas and with populations where teachers are needed most - often the most challenging remote
and rural areas. And the fourth strategy was the right mix of incentives and
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conditions to encourage teachers to perform and remain in the profession.
Keeping teachers motivated and retaining them in the profession are linked with
teachers’ status, working conditions and their level of satisfaction with their work.
As highlighted in OECD’s Education Indicators in Focus series (OECD, 2014),
making teaching a career of choice and one that will attract capable people is
influenced directly by the recruitment process, salary and retraining opportunities.
As the Bangkok Statement for the Asia-Pacific Region on the post-2015 education
agenda stated, “Efforts must be made at all levels and in all educational settings to
ensure that all students are taught by qualified, professionally trained, motivated,
committed and well-supported teachers, who use appropriate pedagogic approaches.”
3. National Overview of Teachers and Teaching
a. Primary Education
The total number of primary education teachers was 466,508 (in over
106,000 primary level schools of all
types), as reported by the Annual
Primary School Census of 2013.
Of these teachers, female teachers
totaled 57%. The percentagesof female teachers in two major categories
of schools–GPS and NNPS–were
64% and 45% respectively (Box 1).

•
•
•

•
•

Box 1: Teachers at a Glance
The total number of primary education teachers in 2013: 466,508 (in over 106,000 primary
level schools of all types)
Female teachers: All Primary 57%; PS 64%;
NNPS 45%;
Secondary Teachers Census 2014 covered
28,253 institutions and 312,479 teachers at
secondary level under government and nongovernment management;
Of these: 66% in schools; 28% in madrasah,
and 6% in colleges;
Female ratio 21% (24% in school, 35% in
school and college and only 12% in madrasah).

It is reported that during six years
of PEDP2, some 45,000 teachers Source: DPE, Annual School Census, 2013;
BANBEIS, Teachers Survey, 2014
were recruited. According to Education Watch (EW) survey in 2014,
40 or less number of students per teacher was observed in 30.8% of the government and 22.7% of the newly nationalized primary schools. These mean that
69 to 77% schools have more than 40 students per teacher. The proportion of
teachers meeting the minimum professional training requirement of at least Cin-Ed has remained around 83% since 2010. The PEDP3 target is 95% by 2017.
b. Secondary Education
The Teachers Census conducted by BANBEIS in 2014 reported 28,253 institutions and 312,479 teachers working in secondary level under government and
non-government management, but registered or affiliated with appropriate
education authorities. Of the total, 66% were school teachers, 28% madrasah
teachers and 6% college teachers. The overall female parentage was 21% - with
24% in school, 35% in school and college and only 12% in madrasah (Box 1).
The statistics of BANBEIS confirm that the secondary institutions do not
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have minimum number of teachers for teaching specific subjects except social science and religion. Social science has on an average more than three
teachers per institution. But there are shortages in compulsory subjects such
as English and even in Bangla, math and science and computer. It also reveals
that 13% institutions were being run without regular Head of the institution.
Another revelation is that teachers are all designated as Assistant Teachers except
the Head Teacher and the Asst. Head Teacher. This indicates that there is no career
ladder or a path of career progression for teachers. Most teachers enter the profession as Asst. Teacher and retire as Asst. Teacher in both primary and secondary
schools (Table 1).
Table 1: Designations, Numbers and Adequacy of Secondary Teachers
Number

Numcer of 100
Institutions

Head Teacher

24,536

87

Asst. Head Teacher

18,874

67

Asst. Teacher Social Science

89,363

316

Asst. Teacher Bangla

14,018

50

Asst. Teacher English

16,083

57

Asst. Teacher Science and Math

39,079

138

Asst. Teacher Phys.Ed.

16,162

63

Asst. Teacher Agricultuer

17,868

63

Asst. Teacher Islamiyat

42,365

151

Asst. Teacher Computer

13,224

47

Asst. Teacher Business

7,029

25

Asst. Teacher Other Religions

7,060

25

Designation

section Teacher
All Teacher

1,578

6

307,239

1,089

Source: Calculated from BANBEIS, 1st Semiannual Survey of Teachers, 2014

Monthly Pay Order, the mechanism for paying government salary subsidy to teachers applied to enlisted non-government institutions, which were
99% of all secondary level institutions. The percentage of teachers receiving
MPO was 88% in schools, 87% in school and college and 86% in madrasah.
According to BANBEIS 2014 survey, among secondary/higher secondary level
teachers, 60% had Bachelor’s degree and 23% Masters. Among all degree holders only 1.4% of degree holders had first division in the degree examination and
14% had graduation with honors. The percentage of honors degree holders was
41% among school and college teachers, 15% in school teachers and only 5%
in case of the madrasah teachers. About 19% of all teachers had Fazil and 15%
had kamil degree - with much higher ratios in madrasah (BANBEIS survey 2014).
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The basic professional training for secondary teachers, the 9-months Bachelor of
Education (B. Ed), was received by less than half of the secondary teachers (46%).
There was great variation among school type and for different divisions in the
country, indicating that in many schools and areas, the proportion with training
was much less (ibid.).
The head of the school as the leader of the institution has a critical role in ensuring quality of school, setting standards and creating the conditions for good
performance by teachers. The Headmasters need to have the professional skills
and capabilities to play this role. Recognising this role of the head teacher, the
TQI project has introduced a 21-days Head Teacher training with a 6-days
follow-up after an interval. This is complemented by another 35 days of inservice training with a mixed content of pedagogy and management (ibid).
It was found that nearly 52% Head Teacher received the first longer training,
35% had the opportunity to be in the shorter follow-up, and only 15% participated in the in-service training by March, 2014. Only 17% of all teachers have
received training on use of the computer. Training on digital teaching content
preparation has been received so far by fewer than 8% of the teachers (ibid).
About a third of the teachers taught 26-30 classes, a little more than
a third taught 21 to 25 classes a week. The large majority of the Head
Teachers also taught 11-20 classes in a week, indicating an overall shortage of teachers that imposed a relatively heavy workload on them (ibid).
4. Discussions Based on the Survey
This rapid appraisal collected and analyzed data about educational preparation
and professional training of primary and secondary teachers; teacher’s supervision and evaluation; teachers’ economic status and income; supervision and evaluation of teachers; and teachers’ perceptions and expectations about their work.
The collected data were placed in the context of a national overview of teachers and teaching in primary and secondary education and the international
discourse on quality and equity in education and the role of teachers. The recently adopted SDG4/Education 2030 agenda make the examination of the
teachers’ situation in primary and secondary education especially pertinent.
It is worth noting that the sample of teachers for this study were drawn from
primary (GPS and NNPS) and secondary schools, which served over 80 percent
of primary students about 85 percent of secondary level students. The major
categories of institutions not included here are the ibtedayee madrasahs and
non-formal second chance primary education centers of NGOs at the
primary level and dakhil madrasahs at the secondary level as well as profit-making
private schools. Reliable estimates of enrollment in quomi madrasahs and the private
profit-making schools, outside the purview of government oversight, do not exist.
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The relatively small and opportunistic sample may not represent the general teacher population, but this may not be a serious setback for the qualitative enquiry
pursued in this study.
a. A Quantitative Shortfall
Student teacher ratio close to 50 students to a teacher in primary school is a serious impediment to quality teaching and a major obstacle to teachers doing their
job well. During PEDP 2 period over a period of six years some 45,000 teachers
have been recruited and a similar number is being recruited under POEDP 3.
But do these numbers actually result in net addition to teachers in the system,
if the natural attrition – those who retire and leave the system for other reasons – is counted? Annual Sector Performance Reports for primary education do not report teaching personnel turn-over and net addition and reliable
data seem difficult to retrieve. To bring down student teacher ratio to a defensible 30:1, another 100,000 teachers should be recruited in primary schools.
The secondary teachers’ census undertaken in 2014 under TQI shows serious
deficits in common compulsory subjects including English, even Bangla,
mathematics, science and computers, if a count is taken of subject-specific teachers
per 100 schools. For every hundred schools, there are only 47 computer teachers, 50
for Bangla, 57 for English and 138 for Math and all the science subjects. If at least
one teacher for these compulsory subjects in every school is considered necessary,
at least 50,000 teachers should be recruited immediately for secondary schools.
To bring the provisions for primary and secondary level education to an acceptable standard in terms of class size, teacher-student ratio, and sufficient learning time in school, the teaching force for these stages need to be doubled from
the present number of approximately 750,000 within a medium term time frame.
b. Absence of a Career Path for Teachers
It is a unique system in Bangladesh in which the basic designation of the
teaching position is Assistant Teacher and there is no designation of
teacher, senior teacher, subject coordinator, team leader etc. Almost all teachers
enter the profession as an Assistant Teacher and retire from work as an Assistant
Teacher. There is no career ladder for teachers – a serious de-motivating factor.
c. Quality of Teachers’ Academic Qualifications and Professional Preparation
The sample in this study shows that even at the primary level a substantial
proportion of teachers has qualifications above the required HSC (91% of
teachers with Bachelors or higher degree in GPS and 48% in NNPS). At the
secondary level, 52% of the teachers are with Masters degree, exceeding the
minimum Bachelors degree requirement, and 46% had the Bachelors (Table 2).
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Table 2: Educational Qualifications of Teachers
School
Primary

Secondray

Division/Class
1st
2st

3st
1st
2st
3st

SSC

HSC

Bachelor

38.1%

14.9%

2.8%

Masters
15.7%

54.3%

66.8%

63.1%

74.1%

7.7%

18.3%

34.1%

10.2%

43.7%

23.2%

3.2%

8.6%

43.6%

56.0%

61.0%

78.6%

8.7%

20.8%

35.7%

12.9%

Source: Rapid sample survey 2015

Whether a high academic qualification indicates a higher intellectual
capability and competence to do a good teaching job depends arguably on the
performance and achievement of the person in the respective public
examination for obtaining the academic credential. About two-thirds of the
primary teachers had the second division in HSC and for the Bachelors degree, for
secondary, it was 56% and 61% respectively. More than a third of the Bachelors’ degree
holders among both primary and secondary teachers had the third class (Table 3).
Table 3: Division/Class of Teachers in Diploma/Degree
School

Paimary

Secondary

Divison/Class
1st

SSC

HSC

Bachelor

Masters

38.1%

14.9%

2.8%

15.7%

2st
3st

54.3%

66.8%

63.1%

74.1%

7.7%

18.3%

34.1%

10.2%

1st
2st

43.7%

23.2%

3.2%

8.6%

47.6%

56.0%

61.0%

78.6%

3st

8.7%

20.8%

35.7%

Source: Rapid sample survey 2015

A pertinent question is whether a person with a 3rd class/division bachelor or masters would be a more effective and capable teacher than one
with a 1st division SSC or HSC qualification. A related concern is how
to attract and retain intellectually more capable people into teaching.
d. Professional Training and Upgrading of Teachers
The data reveal that large proportions of teachers participated in professional training. The emphasis has been more on training leading to formal credentials (C-in-Ed. and B.Ed.) rather than in-service
training focused on pedagogic tasks and problem-solving (Table 4).
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Table 4: Participation and Benefits in Training Courses
School
Type

Received
long training

Primary

N=242

Secondary

All

Received
benefit
after long
training

Type of benefit

Percent of
beeficiar
teacher

Received
short
training

Received
both short
& long
training

N=245

N=247

N=242

Promotion

5.9%

95.0%

77.7%

Salary Increment/
grade change

94.1%

N=252

N=240

Promotion

12.5%

82.1%

56.7%

Salary Increment/
grade change

87.5%

N=499

N=482

Promotion

8.6%

88.6%

67.2%

Salary Increment/
grade change

5.6%

89.8%

86.64%

N=244

N=252

82.8%
N=489

71.03%
N=499

86.3%

78.76%

Source: Rapid sample survey 2015

It is widely recognized that for teachers’ professional preparation and
upgrading there is need for an integrated approach of initial (pre-service)
preparation, opportunities for continuous on-the-job professional growth
and supervisory support and guidance for teachers. There are issues about the
quality and efficacy of initial training, in-service upgrading, and supervisory support.
In case of B.Ed. more than 40% teachers received the degree from
non-government institutions affiliated with the National University.
The quality of instruction, other quality criteria regarding teaching and
instructors, and management are supposed to be overseen by the National
University. The National University cannot effectively exercise this oversight.
The quality, therefore, of the training in private institutions at best is debatable.
Bangladesh does not have a mandatory pre-service teacher development and
education programme. It does not have provisions for education as
an area of study within the undergraduate degree programme, though
teaching and related education sector is the largest single employer of
college graduates. The nature of pre-service teacher preparation, and how
in-service training and upgrading and supervisory support of teachers
complement and re-enforce each other remain an important policy concern.
Some satisfaction may be derived from the fact that most primary teachers
have received long and short training courses. At the secondary level, close to
half have had the long training (the proportion is higher in the sample) and a
majority has received some form of short training. The importance of professional
pre-service and in-service and on-the job professional development is undisputed.
But whether these have an effect on performance of teachers and learning results
for students depend on two factors – the quality and relevance of the training
itself and the conditions and supportive environment in school to make use of the
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skills and knowledge acquired from the training. It has not been probed specifically
in this study. However, the information about the working condition and work
environment for teachers discussed below indicates major difficulties in this respect.
ASPR 2014 has candidly admitted that PEDPII and III accord high priority in the provision of continuous professional development of teachers, yet
it is uncertain what the impact of these training are, particularly in behavior
change of more experienced teachers in adopting new practices (DPE, 2014).
ASPR also observes that positive correlation with learning achievement found only
for subject-based training. There is no statistically significant impact on student
achievements for Certificate-in-Education (C-in-Ed) training. Hence, it is worth
closely monitoring the impact of the new Diploma-in-Education (Dip-in-Ed) program,
which will replace the C-in-Ed, during its early phase of national implementation.
e. Teaching Learning Environment, Conditions and Workload
Although, the aggregate national data provide some numbers regarding class
size, the actual situation on the ground may be different when the teachers are
actually deployed in the classroom. One problem is that the aggregate hides
the absences of teachers, teachers on leave, or those engaged in non-teaching
duties. From the sample, it turns out that in some secondary classes there may
be close to 100 students, and many primary classes have around 50 students.
Teachers’ workload is an important factor for motivation in teaching and teachers doing their job properly. Average number of periods in a week for primary school teacher is 27.35 and 21.77 for secondary teachers. The data from the sample showed that primary school
teachers of rural schools have to teach more hours than at urban schools (Box 2).
There is a substantial diversion
of teacher’s time to no-teaching
activities, which add to their
workload. Demand on teachers for non-academic work is
substantially higher in urban
schools. In primary schools, with
80 percent of the schools running in double-shift, total learning contact time is about half of
international standard of about
a thousand hours in a year.

Box 2: Class Size and Workload

• Average class size for teachers of primary and secondary respectively are 48 and 83;
• Average number of periods per week: primary
teacher - 27.35; secondary 21.77;
• Besides classes taught daily, workload includes
preparation for class, correcting homework, and nonteaching activities of teachers which all add to the
burden of the teachers;
• The conscientious teacher has a long and exhausting
day every school day.
Source: Rapid sample survey 2015

Apart from classes taught daily, workload must take into account, the large class size,
preparation for class, correcting homework, and non-teaching activities of teachers,
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which all add to the burden of
the teachers. Shortage of teachers,
and normal absences, in a personnel shortage situation, often add
to teachers’ burden, sometimes
requiring them to perform the impossible feat of teaching more than
once class at the same time (Box 3).

Box 3: Homework & Lesson Plan
• Average out of class time for homework correction is
respectively 3.61 hours and 4.60 hours in a week for
primary and secondary level teachers;
• Average time spent in a week for lesson plan preparation was 5.89 hours for primary and 7.49 hours for
secondary teachers with longer time taken in urban
areas.
Source: Rapid sample survey 2015

Add to all this travel to and from school, especially for primary teachers who appear to live farther from school than the average secondary teacher. It can be seen
that the conscientious teacher has a long and exhausting day every school day.
The sample data indicates that
almost all teachers both in primary (99.2%) and secondary
schools (98%) face diverse obstacles in their daily class teaching. Teachers are subjected
to a wide range of constraints
in daily class teaching at both
primary and secondary levels. These are related to classroom environment, learners,
teachers and content (Box 4).

Box 4: Teaching-Learning Environment
• 17.5% primary and 16.3% secondary teachers said
learning environment in their classroom not satisfactory;
• Almost 18 full days, 14 half days, and about 25 days
afterschool time spent by secondary teachers for nonteaching activities assigned by school management/
local government. These numbers for primary - 16, 15
and 17 days respectively;
• Most teachers in primary (99.2%) and secondary
schools (98%) faced diverse obstacles in their daily
teaching - about too heavy teaching content, lack of
learning materials, lack of support/cooperation.
Source: Rapid sample survey 2015

f. Teachers’ Job Satisfaction and Professional Development Expectations
The large majority of teachers in the sample perceive teaching as a reasonably
satisfactory profession- more so in the case of GPS teachers, compared to NNPS
and secondary schools.
The intuitive general perception is that teaching is one of the least desired professions and, therefore, most teachers must be unhappy with their work and occupation. The responses of teachers are not consistent with this intuitive view.
There may be a degree of rationalization and being resigned to a situation that
cannot be changed. The fact that complete satisfaction, though representing relatively small proportions, is highest for those who have been in the job longer
lends some support to thisinference. Most teachers expected to become more
successful teacher in five years and few wanted to leave the profession (Box 5).
Job satisfaction is related to and affected by perceptions and expectations regarding professional development and fulfillment of these expectations. A
number of questions were posed to teachers about support needed for profes-
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Box: 5 Aim in Profession
• Almost three quarters of teachers, primary (72%) and secondary (71%), wanted to see themselves as a successful teacher after five years. In primary level, another 14.6% teacher wants to
be more skilled teachers. Some of them want to be promoted as head teacher (4.1%) and as
education officer (8.9%). Only 0.4% teachers want to see themselves in other jobs than teaching;
• Some of the secondary teachers want to be an assistant head teacher, college teacher and education officer (See table 5.13 for details). Among secondary teachers 1.6% wants to be in a job
outside teaching after five years;
• Most of the teachers want to stay in teaching profession as more skilled and successful teachers.
Quality professional training is perceived as a need by the highest percentage at both primary
and secondary levels;
• They also asked for reducing pressure of non-teaching duty, salary increment linked to professional development, creating learning friendly environment, and reducing daily class-teaching
burden.
Source: Rapid sample survey 2015

sional development, changes needed in professional development opportunities, what made teachers happy and how their social status can be enhanced.
Predictably, better remuneration was mentioned as a condition for better professional
development by a majority of
the teachers.Support of various stakeholders and better
infrastructure were also considered important (Box 6).
What made teachers happy – a
question expected to capture the
effects of diverse factors that
might contribute to teacher’s
professional satisfaction and fulfillment of expectations–evoked
responses related to personal
satisfaction from work done
well as a teacher and ability to
draw students’ response. A large
proportion of teachers would
be happy if they could “teach
learners properly.” In the same
vein, teachers wanted to have
“good response” and “enthusiasm” from students (Box 7).

Box: 6 What Would Improve Teaching Quality
• Highest percentage of responses from both primary
and secondary teachers was action to increase teachers’
salary. (63.8% at primary and 45.0% at secondary);
• Cooperation of stakeholders, including learners,
parents, colleagues, education administrators was also
seen as important;
• Improvement in infrastructure was a need expressed
by almost a third of the teachers at both levels;
• Other items mentioned were modern technology,
quality learning materials and more learning contact
hours.
Source: Rapid sample survey 2015

Box 7: What Made Teachers Happy
• 39.8% teachers of primary schools felt happy when
students responded to their teaching activities. Other
things that made them happy: When they felt, they
had taught a lesson properly (27.9%), when students
learned new things (14.9%), and when learners appeared to be motivated to learn (13.5%);
• At secondary level, 35.5% were happy when they
could teach properly. Respectively, 23.5%, 19.5% and
14.3% were happy with good responses from learners (23.5%), motivated learners (19.5%), and learners
showing signs of learning new things (14.3%).
Source: Rapid sample survey 2015
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These responses suggest teachers could engage in self-reflection and derive
professional satisfaction from doing a good job, which should be encouraged and promoted by professional development activities including preservice and in-service training and by supervisory and evaluative activities.
The large majority of teachBox 8: What is Lacking In Classroom
ers in the sample said that the • Both primary (33.6%) and secondary (44.8%) teachlearning environment in classers gave highest response to the option that they lack
access to a laptop with internet connection in their
room was satisfactory. About a
classroom;
quarter of the teachers in pri• 17.4% of primary teachers want more classrooms and
mary and secondary schools
spacious classrooms, more quality learning aids and
considered this not satisfactory.
materials;
There is a gap between urban • Mention was made of insufficient light in some classrooms and absence of whiteboard and electric fans.
and rural schools, placing parSource:
Rapid sample survey 2015
ticularly the rural secondary
schools are at a disadvantage
in this respect. The teachers’ perception probably reflects their expectations
about what Bangladesh as a poor country can afford in respect of school infrastructure and facilities. However, in mentioning obstacles to performing their job in the classroom, teachers have mentioned need for improvement in space, learning facilities and better learning environment (Box 8).
g. Income, Remuneration and Incentive and Teacher’s Performance
The sample survey data show that there is pecking order among public sector
school teachers– the GPS teachers have the highest level of remuneration (being placed on the civil service salary structure); next are he secondary teachers whose employers are their school managing committees and who are recipients of government salary subvention; and NNPS (until recently RNGPS)
teachers are at the bottom of the ladder. The decision of the government
to bring the RNGP Sunder full government management would put their
teachers at the same level as the GPS teachers is still under implementation.
There is an increase in remuneration for GPS teachers with the number of years
they stay on the job, which is in line with basic human resource management practice. However, no such increase occurs for secondary teachers; their remuneration appears to stay flat for lifetime as a teacher, unless total salary structure for
public servants are changed, which happens periodically. However, the benefits
of civil service salary change percolate very slowly and partially to the non-government secondary teachers. This cannot be regarded as an incentive for professional
development and improved performance.
The relatively low level of teacher salary prompts them to seek ways of supplementing their income with non-teaching work and to rely on earning by other
members of the household, as empirical evidence from the survey show. The
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data show that the relatively better income of GPS teachers has made them less
dependent on extra non-teaching earning. One way of cope with low remuneration
chosen by teachers is to save on rental cost on housing accommodation, which is a
major item of monthly expenditure for a household. This is done by teachers living
in accommodations owned by the family. This obviously limits the flexibility for
recruitment, placement and transfer of teachers (Box 9).
Box 9: Salary and Income of Teachers
• A pecking order exists among public sector schoolteachers’ salary;
• GPS teachers have the highest level of remuneration (being placed on the civil service salary
structure); next are the secondary teachers whose employers are their school managing committees, but recipients of government salary subvention;
• NNPS (until recently RNGPS) teachers are at the bottom of the ladder. Decision to bring
RNGPS under full government management would slowly improve their situation;
• Low teacher salary prompts them to seek ways of supplementing income with non-teaching
work and to rely on earning by other members of the household;
• They augment income with private tutoring/coaching. Ushering students to paid private tutoring then becomes a matter of self-interest, and ethical dilemma;
• An average primary/ secondary teacher’s family income in Bangladesh is around the poverty
line (assuming this to be $1.25 or BDT 100 per day per person), if the teacher has to look after
a four-member family with her/his salary;
• It is not surprising the teacher’s spouse and family have to augment the family income to make
ends meet. This is one important factor, though not the whole story, for low professionalism
and average performance of teachers and the poor learning outcomes for students.
Source: Rapid sample survey 2015

The other dominant way to augment income is to engage in private tutoring and
coaching, individually or by setting up full-fledged private enterprises. Ushering
school students to paid private tutoring then becomes a matter of self-interest,
which is a serious impediment to teachers’ professional role professional ethics.
Overall, it can be concluded that teachers are not able to meet their household
and family expenses from their own salary as a teacher. They rely on their spouse’s
income and sometimes contribution of other members of the household.
Teachers and their families engage in all kinds of income earning activities to earn
a living income for their families. Private tutoring/coaching is one of the ways of
supplementing teachers’ income, but not necessarily the principal one. One of
the coping mechanisms for teachers is to have their own residence so that they
can save the rental cost. This, however, may mean that they have longer distances
to commute which affects the time they can devote to their professional duties.
An average primary and secondary teacher’s family income in Bangladesh
is around the poverty line (assuming this to be $1.25 or BDT 100 per day per
person), if the teacher has to look after a four-member family with her/
his salary. It is therefore not surprising that the teacher’s spouse and family have to augment the family income to make ends meet. This is one important factor, though not the whole story, for low professionalism and average performance of teachers and the poor learning outcomes for students.
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The 8th National Pay Scale approved in September 2015 raises civil service salaries including for teachers on government pay roll by up to 100 percent. Government primary school teachers will be the direct beneficiary. Those under MPO
will also receive some benefit, since these payments do not include all the benefits of the government employees. The salary award does not change the relative position of teachers’ remuneration compared to the public service salaries.
h. Performance Evaluation and Professional Support for Teachers
A plethora of personnel including the head teachers, assistant head teachers, upazila education officers and the assistant officers, upazila resource centre instructors,
school managing committee members, and district level officials is named as supervisors and evaluators by the teachers in the sample. What all these supervisory and evaluation encounters with teachers amount to in respect of improving teacher performance and achieving better student outcome are a moot point.
The need for strong supervision, monitoring and evaluation of teachers and schools
is the stock response to the comBox 10: Teacher Evaluation
plex issue of how quality and
outcome can be improved in • A plethora of personnel-Head Teachers, assistant
Head Teachers, upazila education officers and the asschool. A number of questions
sistant officers, URC instructors, SMC members, and
arise in this regards: Are there
district officials-is named as supervisors and evaluators of teachers.
consistent messages from different supervisors and evalu- • What all these supervisory and evaluation encounters
with teachers amount to is a question mark.
ators to the teachers; is there
• Are all these people themselves skilled and knowlcontinuity in the advice given
edgeable?
• Do they have the right personality and motivation?
and ideas shared with teach• Do they all give a consistent message to teachers?
ers; is there a mechanism for
• Does it make a difference?
follow-up to see if supervi• Is evaluation linked to reward and incentives?
sion and evaluation made a Source: Rapid sample survey 2015
difference; and are there opportunities for remedial measures to help teachers? The answers to these questions are largely not positive as discussed in the previous section (Box 10).
There are also concerns about the capabilities, skills and competence of
people placed in the position of supervisors and evaluators – what and how
much are being done and should be done to enable these people to do their
job well. These are all relevant questions regarding the value and benefits of
teacher supervision and support, which need further consideration by policy-makers.
Is the total quantum of supervision and evaluation of teachers in order to
provide continuous professional support and advice to teachers sufficient? The teachers’ response regarding frequency of evaluation/supervision
encounters may not be a reliable measure of what happens; but one can get a
rough indication from this response. According to teachers’ response, about
one-third of the teachers had some form of evaluative interaction in a week
in GPS, 26% in RNGPS, and 44 percent in secondary school. This includes
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within school interaction with head or assistant head teacher. This suggests
that the large majority of teachers had no such interaction on a weekly basis.
5. Suggestions from Focus Group Discussion
Focus group discussions were held in 25 districts in as many districts with 125
groups representing parents, teachers, students, managing committee members
and guardians. A national level consultation meeting occurred with teachers’ association members.
a. Characteristics of Quality Teachers
Subject knowledge: Teachers should have adequate subject knowledge on the
subject one is assigned to teach. There is no subject-based teachers’ option in primary level. For lower secondary schools (grade six to grade eight) there is option
for one science teacher (for both science and math), one social science, one for
agriculture and home economics, one for religion and one
Box 11: Focus Group Expectations
for physical education. In sec- • Knowledge of ICT: The future teacher must have sufficient knowledge of ICT for instruction delivery and
ondary schools (Grade six to
Digital content making;
grade ten) there is option for • Subject Knowledge: Teachers should have proper
subject based recruitment for
knowledge of the respective subjects they teach;
few subjects like Science and • Highly educated and meritorious: Teachers for the future must be better educated and meritorious;
mathematics, ICT, Agriculture,
• Professional development: Teachers should have adreligion and physical education.
equate training;
Assistant teachers for Bangla, • Teaching Methodology: Teachers need to be equipped
with teaching methodology;
English, Social studies and business studies are in the same clus- • Advocacy points: Stopping Corruption, proper recruitment and career path, and implementation of
ter for recruitment (Box 11).
education policy.
Training: Teachers should have Source: Rapid sample survey 2015
adequate training. Although
there is enormous progress in case of trained teacher in primary level, there should
be more attention at the secondary level.

Higher education and merit: There might be some argument but it is widely
accepted that a lower grade result (i.e., 3rd class/division) indicates a low
intellectual caliber and learning capability. Teaching is not only delivery of know
ledge; teaching itself is a learning profession. For better delivery, teachers have
to learn new things rapidly. At the primary level, whether it is necessary to have
less meritorious but higher educated teachers or more meritorious and medium
educated teachers is a debatable issue.
Teaching methodology: Teachers need to be equipped with teaching
methodology. They have to teach by creating a joyful environment and know how to
deal with students who may be slow learners. Personal traits: Participants mentioned
various personal traits which they considered important for teachers: being punctual,
honest, confident, patient, patriot, friendly, and warm personality.
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b. Major Obstacle in Quality Teaching Learning and Quality Inclusive
Education
Shortage of teachers: Teacher shortage is a major concern in implementing quality
teaching learning. Government is trying to recruit sufficient teachers in primary schools
but facing problem in secondary schools due to MPO related complications. In rural
primary schools, especially remote areas like haors, chars and hilly areas, teachers do
not want to stay. Some teachers recruit “proxy” teachers to teach in absence of them.
Lack of skilled and trained teachers: Lack of skilled and trained teachers is
identified as a major obstacle for quality teaching learning. Although the national data
show progress in training teachers especially in primary schools, at secondary level
almost more than half are non-trained. In addition, quality of training is also an issue
to be addressed. B.Ed. training in private teacher training colleges has questionable
quality standards. The previous C-in-Ed training was also had quality deficits. As a
result, skill development of teachers is not up to the mark, even if they are trained.
Infrastructure: Lower standard infrastructure is mentioned by the stakeholders as
obstacle for quality teaching learning. One third of teachers mentioned that there
is not enough space in their classroom for quality teaching. Shortage of classroom,
noisy environment, insufficient bench and lack of space is some of the infrastructure related problems.
Private tuition/coaching: Private tuition and coaching are spreading all over the
nation aggressively especially in urban areas. All the stakeholders groups thought
this as an obstacle to quality inclusive education. Teachers resort to different
strategies to attract students to their coaching or private tutoring business. Those
teachers engaged in private tutoring/coaching pay less attention to their classroom
work.
Large class size: Large class size is a major obstacle to quality teaching learning
and quality inclusive education. The sample survey data show that nearly one-fifth
teachers face obstacles caused by large number of students in their classroom.
Relation between SMC and teacher: Many of the stakeholders identified the
relation of teachers and SMCs influence the quality of teaching. Sometime SMCs
create unexpected pressure on teacher. SMCs are also blamed for influencing
teacher recruitment process.
Guardians’ unawareness and non-cooperation: Guardians’ lack of awareness of issues is identified by teachers and SMCs as an obstacle but this could
be a debatable point. To what extent and how guardians should be aware
about their children’s education need to be better understood. Teachers often think, the guardians and parents lack awareness and are non- cooperative.
c. Reasons for the Shortage of Quality Teachers
Salary: Stakeholders mentioned that salary is the main factor for the shortage of quality teachers. Meritorious students are not willing to join in school
teaching because of low salary. The survey data in this study show low sal-
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ary and little increment in salary is an obstacle to professional development.
Recruitment system: Present teacher recruitment system is identified as a major obstacle for shortage of quality teachers. Stakeholder groups mentioned that
there are many issues related to teacher recruitment like corruption, quota system, local recruitment, SMCs pressure for non-government recruitment, etc..
Social status: In the survey data two third of the teachers mentioned that they wanted to
become teachers because teaching is a noble and honorable job. Nevertheless, FGD also
noted low social status of teachers is a reason for shortage of quality teacher in schools.
d. Ways to Overcome the Shortage of Quality Teachers
Standard salary and benefits: Stakeholder groups recommended that standard
salary and benefits could resolve the problem of quality teacher shortage. Higher
educated and meritorious persons will join in the teaching profession if the salary
is equivalent to other prestigious job.
Appropriate recruitment: Corruption free, fair and appropriate recruitment system
will bring good and capable people into teaching. The recruitment system should have
the opportunity to judge fairly the merit as well as motivation for potential teachers.
Enhancing social status: Although teachers are respected in Bangladeshi
society, the social status is declining and teachers face difficulties to maintain social
status due to their low income. This is one of the reasons for shortage of quality
teachers. Social status is linked with economic status, which cannot be denied.
e. Advocacy Issues
Participants suggested the following as advocacy issues:
Stop corruption: Advocacy is needed to stop corruption at all levels of education.
Recruitment and career path: Appropriate teacher recruitment policy and
creating career pathcould be one of the areas for advocacy.
Implementation of education policy: Advocacy is needed for full-fledged implementation of National Education Policy 2010.
Knowledge of ICT: The future teacher must have sufficient knowledge of ICT
to use it as instructional means. Digital content delivery is one of the concerns of
stakeholders. Future teachers should be equipped with not only pedagogy but also
technology skills.
Subject Knowledge: Teachers should have proper knowledge of the respective
subjects they would teach.
Highly educated and meritorious: Teachers for the future should be highly
educated and meritorious. Stakeholder groups want meritorious students in the
teaching profession.
f. How to Attract the Meritorious in Teaching
Standard Salary: To attract meritorious people in teaching salary and benefits are
major issues as noted often. Majority of secondary schools are non-government
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and government is providing subvention in the form of MPO but the gap between
government school salary and others remain which is a disincentive for capable
people.
Job status and social status: Currently in Bangladesh the job status of teachers
is a cause of frustration for the teachers. As the salary structure of the teacher is at
the lower end of the scale for people with similar qualifications, the job itself and
the status of teacher are devalued by society. There is no reason for meritorious
candidates who have capability to compete for other higher status jobs to seek a
teaching job.
Effective recruitment system: The recruitment system should be transparent, faire and effective. The recruitment process should recruit who are supposed to be recruited. A special teacher recruitment commission should
have the task of recruiting teachers centrally for the nation. Quota system
might be reviewed whether and to which extent this is necessary and useful.
Career path: An attractive career path could attract meritorious people into
teaching. For example, promotion to the administration or management position
could be a way of attracting capable people.
6. Recommendations
The relatively small sample drawn opportunistically, though it represented the
three types of institutions serving the vast majority of school students in Bangladesh,
cannot by itself be the basis for definitive conclusions and recommendations. At best, the
“rapid appraisal” as an exploratory study, can be seen as indicative of issues and concerns,
which should receive further attention. However, the findings and conclusions largely
reinforce what other recent studies have indicated. They confirm and add to what have
been reported and the views expressed by informed observers, academics and concerned
citizens. Thus, the findings can claim greater credence than if these were just based on
the sample survey. This is not to suggest that more surveys and investigations
with larger randomized samples and case studies of specific situations and issues are not necessary. Keeping in view these considerations, the policy recommendations have been identified which demand priority attention (Box 12).
a. How teachers’ remuneration and incentives ensure them and their families a reasonable standard of living so that they do not have to engage
in supplementary income-earning activities to make both ends meet for
their families must be a critical policy issue.
- In this respect, the salary structure with initial salary and progress through
career for GPS teachers should be considered as a principle, though not
necessarily a model, that could be applied to the teachers.
How appropriate remuneration and incentives can be offered without
necessarily bringing allschools, including all secondary schools, vocational
institutions, and madrasahs under state management must be considered.
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- This is an acute issue in implementing the policy objective of extending
compulsory education up to grade 8 as required by the National Education
Policy 2010.
- All these considerations strongly argue for a separate salary and incentives structure for teachers, maintaining parity between teachers directly in the government pay roll and other teachers indirectly paid by the government.
Box 12: Policy and Action Recommendations from the Study
1. Teachers’ remuneration and incentives should ensure reasonable standard of living for their family;
2. Attracting, recruiting and retaining the “best talents” for and in teaching must be high priority
on the national agenda.
Two parts of this (a) testing/certification/registration of teachers strengthening existing
NTRCA, and (b) establishing an Education Service commission, along the line of the Public
Service Commission, for all teachers.
3. A genuine pre-service teacher education program making it part of the four-year undergraduate degree with education as a subject within the general college degree – leading to a national
teaching service corps.
-

4.
5.
6.
7.
8.

The National Teaching Service Corps (NTSC) should be established to attract “the best and
the brightest”
- The NTSC should become an elite public service track for young university graduates with
high remuneration and reward and status for teaching in primary and secondary schools, as
assigned by the and paid for by government .
- Currently employed teachers may be inducted into NTSC on condition of meeting professional criteria.
- The NTSC package should include establishing and maintaining acceptable quality in the
degree colleges where the education programme will be introduced.
- The four year pre-service education degree and NTSC should be rolled out carefully with a
ten-year time frame
Rethink how professional preparation and in-service training of teachers can equip teachers for
their job.
Adequacy and efficacy of quality and quantity of supervisory support and evaluation of teachers
A career path for teachers
A Teachers’ Code of Conduct and a professional pledge
A large part of the increased resources for education that is likely to be forthcoming will have
to be devoted to meeting the quality and quantity demands regarding teachers.

Source: Rapid sample survey 2015

b. Attracting, recruiting and retaining the “best talents” for and in teaching
must be high priority on the national agenda to promote quality education for the 21st century. This agenda calls for short- term and early action as well as a longer-term vision with an action plan.
- An early action, in line with the National Education Policy 2010 recommendations is to establish a teacher certification, registration and recruitment regime
including in its remit public sector and non-government educational institutions. Two parts of these functions are (a) testing, certification and registration
of teachers which may be accomplished by strengthening existing NTRCA as
needed, and (b) establishing an Education Service commission, along the line
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of the Public Service Commission, for recruitment of teachers for institutions
directly managed by the government and those which receive regular public
subvention. A separate recruitment commission is amply justified by the fact
that teaching is the single largest sector of employment for university graduates.
The Commission can also be the overseeing body for the proposed National
Teaching Service Corps.
c. A genuine pre-service teacher education programme making it part of
the four-year undergraduate programme with education as a subject
within the general degree programme in general degree colleges should
be introduced. This is justified on the ground that a large proportion of
college graduates are employed in teaching and education-related jobs.
- In order to attract “the best and the brightest” to the education degree
course and to teaching as a career, a National Teaching Service Corps
(NTSC) should be established in which the new graduates may be inducted.
- The NTSC should become an elite public service track for young university graduates with high remuneration and reward and status for teaching in primary and secondary schools, government and non-government, as assigned by the government and paid for by the government.
- Currently employed teachers may be inducted into NTSC on condition of
meeting professional criteria.
- The package for introducing NTSC should include measures to establish
and maintain acceptable quality in the degree colleges where the education
programme will be introduced.
- The four year pre-service education degree and NTSC should be rolled out
carefully, with high level policy support, with a ten-year time frame (See Annex 1).
d. How professional preparation and in-service training of teachers can
equip teachers with the skills and competence to achieve acceptable
quality outcomes for students needs a re-think and appropriate short and
longer term measures.
- Various reform initiatives such as Dip-in Ed, TQI activities and Teacher
Training Standard Committee recommendations reflect strategies and
actions within the existing structure of teachers’ professional training and
development, rather than a longer term and comprehensive vision indicated in the suggestions above. The short-term reform measures are
important and necessary and should be seriously implemented ensuring that these are not in conflict with the longer term development suggested above and are anticipated in National Education Policy 2010.
- Those teachers who have a poor academic record (indicated by third
class degrees) should not be recruited in teaching jobs. Present practice
of giving priority to Bachelors and Masters degree, even with third class
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degree, in primary school teaching should be discontinued. Similarly those
with third class degrees should not be considered for secondary level teaching.
- How pre-service and different kinds of in-service programmes of different
length can complement each other must be considered and planning undertaken accordingly. Even with a four-year education degree course, the one-year
diploma for primary (now extended to 18 months) and secondary teachers can
continue, but what objectives they serve and how they complement each other
must be worked out.
- Similarly, the priority and purposes of short in-service courses should
be planned and implemented within a comprehensive teacher development plan. Criteria of quality must be established for all of the
teacher education and training activities and enforced seriously.
e. Adequacy and efficacy of quality and quantity of supervisory
support and evaluation of teachers should be considered to
improve teaching-learning and achieve student learning outcomes
in order to serve the overall goal of quality with equity in education.
- It is necessary to consider and establish performance standards of teachers
against which they can be supervised and evaluated. These standards should be
realistic, implementable, developed with teacher participation and should permit
all teachers to improve from whatever starting point they are at the beginning.
- The roles and functions of different supervisory and evaluative personnel including those in the school, at the upazila and at higher levels should
be specified. It should be ensured that all supervisory personnel and evaluators provide consistent and mutually complementary messages to teachers.
- The capacity and capabilities of supervisory and evaluation personnel
should be examined and how they can be supported and upgraded should
be considered. Continuity in supervision and evaluation with follow-up
and necessary remedial activities to support teachers should be an important consideration in looking at capacity and capability of these personnel.
f. A career path for teachers must be laid out promoting professional
development and performance of teachers with the necessary remuneration and incentives.
- A lifetime of professional service cannot begin and end at the same position,
viz., as Assistant Teacher, which is the case for large majority of primary and
secondary teachers.
- The entry level can be as Assistant teacher, but there must be a ladder of
progression as Teacher, Senior Teacher, Team Leader, Subject Coordinator etc.
with teachers being evaluated and promoted to these levels. There should be
commensurate remuneration so that a professional can stay in teaching and achieve
status and reward without necessarily moving into administrative positions.
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- Teachers’ salaries should be similar, based on qualifications and meeting professional standards, irrespective of the level in which they teach, from primary to
college.
- A career ladder with the current entry level and salary level at the entry point
with increased remunerations for higher levels will limit the financial burden
due to the career ladder because it will be spread over a relatively long time.
g. A Teachers’ Code of Conduct and a professional pledge should be considered in keeping with the high calling a moral and ethical responsibility
of teachers.
- Teachers’ professional organizations, academics and concerned civil society may work together in formulating the code of conduct, the purpose of which would be to uphold the moral, ethical and professional
standards of a teacher and serving as a role model for the new generation.
- A teachers’ professional pledge based on the Code of Conduct may be considered.
This may be similar to the Hippocratic Oath for people in the medical profession.
h. A large part of the increased resources for education that is being
demanded and the government appears to be willing to accept will have
to be devoted to meeting the quality and quantity demands regarding
teachers.
- Teachers already account for over 80 percent of the operating budgets in the education system, which in absolute amounts, is not adequate. A large share of the additional resources will appropriately be spent on teachers. But it cannot be just incremental addition to
present pattern of expenditures. Effective and efficient use of resources must
be ensured, taking into account the recommendations made in this report.

