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Abstract

Recently, the government of Bangladesh annoureethtinch of Vision—2041, a
policy-based plan for the realization of Bangladash prosperous and developed country.
However, policymakers identified two important Isosimewhat incompatible challenges
to the work to realize Vision-2041: ensuring rapigt stable economic growth, and
reducing poverty. Towards rapid and stable econognmwth, the government of
Bangladesh began reforming the public sector, widalesponsible for the preparation
and implementation of government policies. Towatids reduction of poverty, the
government promoted improvement of the productivafythe agriculture sector by
introducing crop diversification and new techno&syi

This dissertation presents case studies of tviaiivies taken to develop effective
policies to meet the above two challenges. Initisé dase study (chapter 2), the effect of
implementation of a reform policy (the 2015 payleaaform) is examined in terms of
improvement of selection and recruitment for theddadesh Civil Service (BCS). The
second case study (chapter 3) examines the e#ee®s of incentives for improving the
performance of extension agents in the public afgitcal extension service of
Bangladesh.

Chapter 2 examines the effect of the 2015 payesedbrm (doubling the salary
of civil servants) on the qualifications and PubBervice Motivation (PSM) (strong
desire to work in the public sector) of applicaatsl incumbent officers of BCS. A
difference-in-differences analysis reveals thatBRES officers hired after the reform are

not only academically better qualified but also enorotivated to work in public service



than those hired before the reform. The evidence sieggests that salary increases can

be an effective measure for enhancing quality ofuiéed officers.

Chapter 3 provides empirical evidence that findrama non-financial incentives,
in combination with increased monitoring, can im@othe service delivery of
government agricultural extension agents. The @¥#ecess of those incentives was
explored through a Randomized Control Trial (RCohducted in the form of a rank-
order tournament at 40 sub-district agriculturéce in Bangladesh with 807 agricultural
extension officers. To motivate poorly performingension agents, the rank order was
set so as to hinder better performers at the Imesdfiven though all of the treatments led
to a general improvement in performance, increaseaitoring of the two worst-
performing agents among those selected for inspeetas the most effective means of
improving service delivery by poor performers. Clea8 also documents the effect of
heterogeneous treatment on performance by geraketenure, and initial performance
of extension officers, as well as initial performarvariation by office. The results of the
analysis indicate that incentives should be impleee with consideration of context and

the baseline characteristics of the governmentalfuire extension workers.

Based on its examination of two issues relatedeteelbpment and poverty, this
dissertation suggests that in order to attractdrigjuality workers and enhance public
service delivery in the public sector of a devehgptountry, at least in the context of the
Bangladesh public sector, policymakers should dansincentives as a potentially

important policy element.
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Chapter 1. Introduction

1.1 Introduction

A strong and competent public sector is a necedsasibone of a country; and is a key
in reducing of poverty by ensuring sustainable tgment (Nunberg and Nellis, 1990;
UNDP, 2005; Rose-Ackerman and Palifka, 2016). Havethe public sector in many
developing countries suffers from low morale and fwroductivity; and from excessive
size, inefficiency, insufficient pay, politicizang lack of professionalism, low
productivity, and corruption (Nunberg and Nelli89D; Shepherd, 2003). Reforming the
public sector is a pre-requisite issue for coustribat are concerned about stable
economic development. Besides this, good governartbe public sector, demanded by
donor agencies, is growing in importance in manyetiging countries. Therefore, to
cope with globalization and the acceleration ofgoess in economic development, an
efficient and vibrant public sector is very muchcessary. Though many developing
countries have tried to reform their public sectothe end, many of them did not succeed
(Shepherd, 2003; UNDP,2005). However, public seméorm is not an easy task in
developing countries due to a lack of political eoittment (Nunberg and Nellis, 1990;
UNDP, 2005). As public service delivery is the mtsk of the public sector workers,
motivating employees to provide effective serviedivitry is one of the most important
challenges, in any reform initiative in developioguntries. In developed countries
(OECD countries), pay for performance is widelydupelicy to increase productivity
and motivate employees, but it is not common inetigMng countries, and its
effectiveness for motivating employees to exertatge effort is mixed (Hasnain,

Manning, and Pierskalla, 2012). In a review of theoretical and empirical literature



regarding performance pay, Hasnain, Manning, anetskalla, (2012) found that
performance pay was effective in developed cousthat its effectiveness in developing
countries has not been studied rigorously. Howessran important policy tool to
improve the productivity of the employees, researsihave started using incentives (e.g.
pay for performance) to increase public servicévdgy} in developing countries. Most of
the studies on this topic are in the context ohtiine workers (education and health
sector), and studies on core policymakéetite civil service officers) and other sectors
(e.g. agriculture sector) are scarce (Finan, OlkeRande, 2017; Hasnain, Manning and
Pierskalla, 2012). Considering the scarcity of Esidn this regard, this dissertation
outlined the two case studies that examine thewedfeancentives on the frontline workers

of the Bangladesh public agriculture settmd elite civil service officers of Bangladesh.

In the history of Bangladesh, the year 2008 wasdrhark as it was the first time
when Bangladesh got a comprehension visionary pBetise Plan) to become a middle-
income country by 2021. Fortunately, before 202dndadesh already became a lower-
middle-income country. Recently the government @king on formulating another
Perspective Plan 2022 to 2041. Under this perspegilan, Bangladesh aspires to
become a prosperous and developed country. Howianeepolicymakers identified two
main important challenges to achieve the Vision12@4 ensuring stable, faster economic
growth, and b. reducing poverty (Alam, 2019; WdBdnk, 2020). To meet these two

challenges, policymakers of Bangladesh emphasiagdforming the public sector into

1 This is because in the context of frontline work@esformance output is easy to measure but
for the core policy makers, it is difficult to mems the performance as they are entrusted with
doing multiple tasks (Hasnain, Manning and Pietak@012)

2 Most of the previous studies conducted in thetfim@ workers in education and health sector.
In the context of agriculture sector, so far evimlehased rigorous studies are absent in this regard
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a sound and innovative public sector to preparemaptement policies, on the one hand.
Besides, a sound and innovative public agricultexiénsion services are necessary to
increase agricultural productivity to reduce poygeon the other hand (General Economic
Division, 2012; World Bank, 2020). In 2015, the gavment of Bangladesh reformed the
public sector pay scale by offering higher wageattoact higher quality officers in its
public sector (Islam, 2016). This is the first cagely of this dissertation in documenting
whether the 2015 pay scale reform was successhitriacting higher quality officers in
BCS. Increasing the agricultural productivity o thgriculture sector is another important
priority of the government to achieve Vision 20400 increase productivity, the
government has emphasized introducing new techmesand crop diversification, and
for which efficient public extension services anera-requisite. The second case study in
this dissertation, presented in chapter three)évant for its focus on means of enhancing

agricultural extension services through public egien workers.

1.1.1 2015 pay scalereform to attract higher quality officersin the Bangladesh
civil service

In the perspective plan (2010-2021) for the actmeent of Vision 2021, there is
a clear vision: to ensure an efficient, corruptioee and politically neutral public sector
to carry out stable and rapid economic growth in@adesh (General Economic Division,
2012). In recent years, the government of Banglades taken various initiatives to
strengthen its public sector. Those initiativegude the formulation of laws, the offering
of incentives by means of pay scale reform, besf/stficer awards for public service
delivery, and the strengthening of the anti-coramptagency (Ahmed, 2019). Though

deeper and more comprehensive public sector reffoamn urgent issue, it is not possible



to reform the whole public sector radically witla@rshort period (Alam and Kijima, 2020;
Islam, 2016). Therefore, considering the governnpeiarity on fostering a sound and
innovative public sector, there is a need to attingghly qualified workers to the public
sector. Therefore, the government reformed thesgale in 2015 so as to offer higher
pay than the private sector. The lowest and thledsigbasic salary have been fixed at Tk.
8,250 (up from Tk. 4,100), and Tk.75,000 (up frokn 40,000), respectively (Islam, 2016,
Ministry of Finance, 2015). At that point, afteetB015 pay scale reform, public sector
pay was much high&than private sector (BBS, 2017; Khan, 2015). Ruesly, the pay
scales had been increased several times but ras imyich as the 2015 pay scales. Again
the value of the increased pay scales was prongptiged by inflation (Islam, 2016).
Expectations after the 2015 pay scale reform wigte, the government and civil society
and prominent economists of the country expectatlttie enhanced pay scales would
help to curb corruption and to attract meritoriaiacere and efficient individuals to join
the public sector of Bangladesh (CPD, 2015). Int tight, the second chapter of this
dissertation investigates the effect of the refomthe quality and motivational profiles
of civil service applicants and incumbent civil \gee officers. This dissertation
compared the cognitive qualities and motivationafifes of incumbent civil service
officers and applicants who took the civil serviceam before the 2015 pay scale reform

and those who took it after the reform. The ressitisw that the 2015 pay scale reform

3 The minimum monthly gross salary in the publictsets 13,875 BD¥ (appx. $175), whereas
in the garments sector it is 5300 BDT (appx. $@8)he engineering sector it is BDT 12,594
(appx. $ 159), in the textile sector (cotton) IBBT 9922 (appx. $125). Therefore, Public sector
wages in Bangladesh is higher than average minimages (appx. $131) in the industrial sector
and manufacturing sectors of Bangladesh. See detiihan, 2015 (pp.243-246) (The current
data are calculated and adapted by following ththoas of Khan, 2015 by taking data from
BBS, 2016).



was successful in attracting highly qualified offis and applicants with higher
motivational profiles than previous. Investigatihg effect of large public sector reform
on the quality and motivation of elite incumbentilcservice officers and applicant pool

is a new approach in the public administration @oahomic literature.

This case study (chapter 2) contributes to broadeicent literature of labor
economics as well as of personnel economics gptiféic sector which investigates the
effect of higher wages on applicant’s qualities &utblic Service Motivation (PSM) by
presenting a piece of new evidence on elite cigivige applicants in a developing
country. Although elite civil service officers (midvel policymaker) are key players in
the public sector to prepare and implement pulbdiicies, no other studies investigate
the effect of a national level pay scales increasthe quality and motivational profile of
both applicants and incumbent civil service offceMost studies in this area are
theoretical (Kreps, 1997; Benabou & Tirole, 2008endergast, 2007); and empirical
studies are few (Finan et al., 2017). The onlytexgsempirical literature is Dal Bo et al.
(2013) which examines the effect of higher wageshenrecruitment of public workers

for the municipality offices in Mexico.

1.1.2 Improving the performance of the public agricultural extension service

In its work to achieve Vision 2021 and 2041 throwgiactment of the 2016
extension policy, the government of Bangladesh emsizks the importance of
agricultural extension services for all the farmdnsaditionally, extension services are
provided only to selected groups of middle-clagsn&s, and public extension agents

depend mainly on key farmers to disseminate netni@ogies. In that situation, under



the current public extension system, marginal fasnf@0% of farmers) are deprived of
public extension services (ASIRP, 2003).

Agricultural extension agents (known as SAAO/blatlpervisor) are the key
players in the Bangladesh public sector extensgamey for the provision of extension
services directly to the farmers (ASIRP, 2003; Ha2011). Historically, from 1990s,
when appointment of public sector extension ageegsn, those agents did not generally
perform satisfactorily. A national level survey, IRP (2003), found that around 50% of
farmers had not heard of the extension servicesged by public sector extension agents,
and some of the farmers claimed that they hadvedeiervices from the block supervisor,
but infrequently. In an evaluation report for Ex¢em and Research Project (ERP | and
I, 1977-1991), the World Bank found that in a foght, although agriculture assistants
were supposed to meet 80 farmers, on average tindy met 20-25 officers
(ASIRP,2003). For a long time there was no repljptoempirical question, why do public
sector extension agents not work properly, and ¢eowthey be motivated to work harder?
The chapter three address these empirical questions

Due to the current unsatisfactory extension sesyiae important challenge in the
Bangladesh public agriculture sector is to motivatéension agents to increase their
performance. In 2016, though the government of Bategh formulated a new extension
policy to ensure effective public extension sersifa all types of farmers (DAE, 2018),
until 2017, the performance of the public agrictdtextension workers was not satisfied

which was found in a survey conducted on the pubtiension agents and managerial



extension personnel in 204 The survey did not find satisfactory extensiorvises by
the extension agents, and the survey results shdiatdpoor performance of the
extension agents is a noteworthy problem in BarggldAs the inefficiency remained in
the public agricultural extension services segtdangladesh for a long time, even there
are no evidence-based rigorous studies in thigdedaerefore, urgent effective policies
are needed to strengthen public agricultural exdenservices of Bangladesh. Thus,
based on other studies that found that to incréasg@erformance of the public sector
workers, incentives can be an efficient tool, atiative has been taken in the chapter 3
to test the effect of the incentive policy on tlegfprmance of the public extension agents
of Bangladesh. To do so, a Randomized Control {IR&IT) has been conducted to know
how to motivate public extension agents of Bangiadi® increase their performance
which is documented in chapter three. To motivatieresion agents, and to increase
performance, financial, non-financial incentivesdancreased monitoring was offered.
It was found in the RCT that incentives were effexto increase the performance of the
extension agents, on average. In the RCT, tournatgpa incentives were offered to
motivate the public sector extension agent’s peréorce, which is the novelty of this

research, so far literature in this regard is absen

This case study (chapter 3) contributes to thealitee which investigates to
improve the agricultural extension services (adwptof new technology) in the
developing economies (Bandiera & Rasul, 2006, Behay & Mobarak, 2019; Krishnan

& Patnam, 2013; Kondylis et al., 2017). These &si@xamined the importance of social

4 To carry out another research, in 2017, a sunayaenducted to explore the effects of the 2015 pay
scale reform on the public agriculture extensiootaeby the author. The survey subjects were
extension agents and managerial extension persontie filed level agriculture offices.
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networking to diffuse new agricultural technologieghe developing country's context.
This study has attempted to answer how to imprtreeperformance of the frontline
public sector workers. This study also contributeshe literature which evaluates the
effect of the incentives on the frontline publicte workers for increasing the service
delivery (Ashraf et al. 2014 for health workers lbgth monetary and non-monetary
incentives to promote HIV prevention; Glewwe et 2010 and Mbiti et al., 2019;
Muralidharan & Sundaraman 2011 for school teachgf@nancial incentives to increase
students’ test score). This study (chapter 3) eg@mthe relative effectiveness of the
incentives (both financial and non-financial) andomtoring on the incumbent

agricultural extension officers.



1.2 Organization of the dissertation

In this dissertation, there are two main chapterkiding introduction (chapter 1)
and conclusion (chapter 4). Chapter 2 documentednitentives effect (2015 pay scale
reform) on the quality and motivational profilestbe incumbent civil service officers
and civil service applicants of BCS. Following theoduction, this chapter presents the
institutional background of BCS and the contexthef pay scale reforms in Bangladesh,
the conceptual framework, and hypotheses. In thesexuent sections, the data and
characteristics of the sample are presented, anertipirical methods and estimation
results are discussed thereafter. The final segiiesents the summary and conclusion.
Chapter three of this dissertation discusses tbentives’ effect on the performance of
public extension agents. Following the introductidthe other sections present the
institutional background of agricultural extensioservices, the methodology,
experimental design, and empirical methods. Therges/e statistics, estimation result,
the robustness of findings, and the “do no harmihgyle for experimentation,
concluding remarks and directions for future researe discussed in the subsequent

sections.



Chapter 2

Can a Higher Wage Attract Better-Quality Applicants Without
Deteriorating Public Service Motivation? Evidence from the
Bangladesh Civil Service

2.1 Introduction

A competent civil service, as a core element destapacity, is essential for the efficient
provision of public services and key to reducingguty in developing countries (Rose-
Ackerman & Palifka, 2016). However, the civil s&®iin many developing countries is
characterized by low productivity (Nunberg & Nelli®90; Shepherd, 2003). It is widely
recognized that lower compensation in the publat®es one of the main reasons for
this low productivity (Delfgaauw & Dur, 2010; Fina@lken, & Pande, 2017). Therefore,
offering greater financial incentives can be are@ffe policy instrument to motivate
those who were already hired and/or to recruit éigiuality candidates for public sector
jobs (De Ree, Muralidharan, Pradhan, & Rogers, ROWUBlike private-sector jobs,
however, it is often the case that the performariaavil servants is difficult to measure
objectively® This is why public sector does not normally adpptformance-based
payment and instead tries to recruit people whovdl@g to work hard without financial

incentives (Prendergast, 2007).

® Empirical studies examining the effect of finahdreentive on performance in public sector
jobs are limited to frontline service providers lsas school teachers (De Ree et al. 2018; Duflo
et al. 2012) and community health providers (Asketadl. 2016; Banerjee et al. 2008).
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This desire to work unselfishly in the public sedawknown as Public Service
Motivation (PSM) (Perry, 1996). It is found thab#e with high PSM strongly aspire to
join the public sector to serve the community (Daffuw & Dur, 2008; Francois, 2000).
PSM is, therefore, an important predictor for pratdaty and service delivery in the
public sector (Perry & Vandenabeele, 2015). Howewdrether higher wages attract
workers with lower PSM to civil service dependstba correlation between PSM and
productivity (Barigozzi, Burani, & Raggi, 2018). these are positively (negatively)
correlated, financial incentives attract (screet) mdividuals with not only high quality
but also high PSM. Therefore, it is possible th&rong a higher wage can screen out

those with high PSM from civil service jobs.

The existing empirical literature examining theeeffof financial incentives on
recruitment shows mixed results and is limitech®¢ase community agents, not higher-
level officers. With respect to positive effectsalBo, Finan, & Rossi (2013) find that
higher wages attract individuals with higher praiab motivation for community
development agent positions in marginalized muaidips in Mexico® For negative
effects, Deserrano (2019) finds that higher finahicicentives attract more applicants but
crowd out the most socially motivated people frammunity health promoter positions
in Uganda. Based on a lab-in-the-field experimeithwollege students in Indonesia,

Banuri and Keefer (2016) find that once a highdargas offered, students with lower

® In a closely related study, Ashraf, Bandiera, &rd (2018) find that, in the recruitment of
community health workers in Zambia, career inc&#iio ascend the civil-service career ladder
to better-paid positions help the public sectaattoact candidates with higher PSM.
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PSM are more likely to choose to join the publictee’ Thus, in the recruitment for civil
service positions with high promotion prospectgréhhave been no rigorous empirical
studies thus far that examine whether higher firdnocentives screen out those with

higher PSM.

This chapter examines the role of financial incesgiin recruiting Bangladesh
civil service (BCS) officers. BCS plays a key ratepreparing policy and executing,
supervising, and monitoring the tasks of the gowemt (Zafarullah, 2003). However,
the performance of BCS has not been satisfactagorling to World Bank governance
indicators, the efficiency of BCS is low and deitiop (Khan, 2015). This is believed to
be because the quality of the civil servants isimgh, particularly due to a low salary
(Jahan & Sahan, 2012). In July 2015, the Bangladgstiernment doubled the civil
service pay scales (Rahman & Al-Hasan, 2G1ajer which the number of applicants

increased dramatically (Hossain, 2019a; Islam, 2019

This chapter contributes to the literature by angwgethe question if the financial
incentive attracts people with higher educatiordlievement but lower PSM to the
public sector. Using the reform as a natural expeni, this chapter estimates the impact
of the higher wage on the qualifications and theivational profiles of BCS applicants

and incumbent officers. It is based on the datkect@d by face-to-face interviews with

" Using a lab experiment on Indian college studefésna and Wang (2017) find that those who
cheat on a dice task and those with lower pro-spoiderences are more likely to prefer entering
government service after graduation, regardlesosghitive ability.

8 Just before the pay-scale reform, the average hlyomtage was 17,969 BDT ($ 225) in the

private sector and 22,040 BDT ($ 276) in the pusdictor. The wage differential between public
and private wage increased from 10.6 percent ir82022.7 percent in 2015 (Rahman and Al-
Hasan, 2018).
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civil service applicants and incumbent officers vibok the BCS examination before the
reform and those who took it after. The estimatesults show that BCS officers who
were hired after the reform are better, both indaogic records and PSM, than those

before the reform.

This chapter contributes to the broader literaturéabor economics and on public
sector personnel economics, which investigatesftieet of higher wages on recruitment
(Dal Bo et al., 2013; Deserranno, 2019; Ashraflet2818). To the best of the author’s
knowledge, no other study has investigated thecefté a national-level pay-scale
increase on the applicant pool of the elite ci@hsce in developing countries. This
chapter provides new evidence regarding the etiethe national-level compensation

policy on the type of civil service applicarits.

To conduct the study in this chapter, a large suwas conducted on around 300
elite civil service officers (mid-level elite offics) and around 120 non-qualified civil
service applicants. The number of samples of B@iSeo$ is nationally representative as
they were 40% of the total officers of 33, 34, &% BCS batches (sample batches of
this study). List of non-qualified civil servicpplicants was also collected from coaching
center. Another list of non-qualified applicantsswarepared after collecting names of

non-qualified friends (applicants) from qualifie€B officers. This is a unique data set

® There are empirical studies examining the perfoeaof civil service officers in developing
countries. Bertrand et al. (2018) find that thadmdAdministrative service (IAS) officers entering
the civil service at a later age have lower proorofirospects, which results in lower performance
as measured by stakeholders’ evaluation and susperecords. Rasul and Rogger (2018),
examining the Nigerian civil service, show thaticé#s’ use of more management practices on
performance incentives is negatively correlatethwie performance measure of the development
projects’ completion rate.
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in the literature which was collected from eliteikservice officers (policymakers) as the
data and research is scarce in the context of abtitor policymakers. Once again, this
research is the first research that documenteddoweasure the quality and motivational

profile of elite civil service officers.

Following this introduction, this chapter presetfis institutional background of
BCS and the pay scale reforms in the next secliba.section that follows explains the
conceptual framework and postulate hypotheses. déte and characteristics of the
sample are presented in the next section, andhitbeieal methods and estimation results

are discussed thereafter. The final section pregbetsummary and conclusions.

2.2 Institutional Background of Bangladesh Civil Service (BCS) and Pay Scale
Reforms

BCS is vertically divided into four classes (Clags IV). Class-I officers conduct
managerial and professional activities and areh&srtlivided into two categories: BCS
cadre officers and Non-BCS gazette officers. Inegak) promotion prospects are higher
for BCS cadre officers than for non-BCS gazettéceft (Khan, 2015; Ferdous, 2015).
BCS is vertically divided into 28 service cadrebe 8 cadres are divided into two main
categories: managerial (general) cadres and teahreclres (Islam, 2016; Khan, 2015;
Kim & Monem, 2009). Civil service officers’ statasd ranking are set by the grades (20

is the lowest and 1 is the highest) (Ministry af&imce, 2015).

The recruitment of civil service officers is mandgend administered by the
Bangladesh Public Service Commission (BPSC), agpgeddent constitutional body. All
ministries apprise BPSC of their vacant posts thihouthe Ministry of Public

Administration (MOPA). The civil service examinaticconsists of (1) preliminary
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examination, (2) the written examination, and (8 viva voce examinatiéh(Jahan,
2012 & MOPA, 2014). Until 2018, 56% of the positsomere allocated according to quota
provisions for privileged groups such as freedoghtirs’ descendants, women (10%),
and people from backward districts and indigenoosnraunities and physically

challenged individuals (Khan, 2015).

After the independence of Bangladesh, the goverhmede several attempts to
increase the civil servant pay-scales to alignstidary with the cost of living. However,
since the inflation rate was higher than the payaases, the benefit from the increased
pay eroded within a few months (Islam, 2016; K201,5). In July 2015, the government
reformed the civil servant pay structures, whicls wee first time this was done based on
inflation and living costs. Previously, most apphts came from the arts and humanities,
whereas after the 2015 pay scale reform, studeoits bther departments, especially
engineering, have begun to apply for civil servgeneral cadre (administrative and

managerial than technical cadre) jobs (Azad, 26i&sain, 2019b; Mujumdar, 2017).

2.3 Conceptual Framework and Hypotheses
The research question of this chapter is if tharfoal incentive attracts people

with higher educational achievement but lower P8Mhe public sector. Roy’s (1951)

10 BPSC members chair the viva board, which consifta psychologist from a recognized
university and higher government officials from aistry nominated by the Ministry of Public
Administration (Khan, 2015). The viva board membassess the candidates based on their
intellectuality, emotional stability, smartnessadership attributes, and involvement in other
activities, such as sports, debate competitiond hatbies (MOPA, 2014). In 2013, the number
of applicants for the BCS exam was 221,575, of wii&15 passed the written exam and 2,175
were selected for appointment. In 2015, 244,10pleeapplied for the BCS exam; 6,088 of them
passed the written exam and 2,158 were selecteapfwintment (BPSC, 2015).

11 During the survey, there were all types of quataduding 10% women quota. Our sampled
applicants and BCS officers enjoyed the quota legegs who were eligible.
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model shows that candidates select a job if higkpected return from the job is higher
than the reservation wage. The expected returnndispen the skills needed for a
particular job and expected wage from the job. @kgected returns include utility gains
and satisfaction from the job. Therefore, everntliersame job, the expected returns can
differ based on the preference of job charactessfrhose who have higher PSM are
expected to have higher satisfaction from publtbeathan the private sector jobs in a
given wage. When the public sector wage was lolgar that in private sector, those with

high PSM and low reservation wage tend to applytierpublic sector jobs.

Since the 2015 pay scale reform drastically in@daslaries in the public sector
compared with the private sector, it can equallsaat people with high PSM and high
reservation wage and those with low PSM and higlerration wage. As long as the
number of higher-qualified candidates with high P$fMreases and the selection
committee can detect candidates with low PSM, tidity of civil service officers is

expected to improve after the reform without sarify PSM.

2.4 Data and Empirical method

2.4.1 Data and sample

From 2012 to 2015, the BPSC invited applicatiomstie 3%, 34", and 3% BCS
examinations (advertised in February 2012, Febri0¥%3, and September, 2014,
respectively). The news about the pay scale retbanthe government for civil servants

had already been released before the advertisesh¢imé 3% BCS examinatiof? and

12The news of the 2015 pay scale reform was puldighéugust 2014 (Daily Nation, 2014).
There was an analysis of the pay scales by thénlgaltink tank of Bangladesh on September 8,
2014 (CPD, 2015).
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thus, its applicants are considered as the postmedohort. Those who took the'3and

34" BCS examinations were pre-reform cohorts.

Data from both BCS personnel and the applicants didonot pass the BCS
examination were collected by the authors. Theesuwas conducted from October 15
toDecember 20, 2017. As the information on the appl€ for civil service examination
is confidential, it was not possible to acquireoanplete list of applicants. Therefore, to
prepare a nationally representative sample, date @alected from three groups: (1) 303
junior-level BCS (administration cadre) officers avapplied for the BCS examinations
in 2012, 2013, and 2015; this sample size is tité 40the total BCS (Administration
cadre) officer® (2) 108 applicants who attended a coaching cemtdrapplied for the
BCS examinations held in 2012, 2013, and/or 20u6dhl not pass; and, (3) 22 friends
of group (1) above, who took the BCS examinatio20d2, 2013, and/or 2015 but did

not pass.

For the results to be nationally representativiy deere collected from 32 districts
covering all eight divisions of Banglade¥hBased on the number of officers in the
district administration office, 8 to 15 BCS offieefrom each office were randomly
sampled, to obtain a total of 303. Of these, thenmer of officers who took the
examination in 2012, 2013, and 2015 was 90, 9814bdrespectively. Interviewers were

properly trained to explain the purpose of theaedeand the confidentiality of responses

13 In the BCS (Administration cadre), the numbeofficers recruited are 290, 279, and 280 in
2012, 2013, and 2015, respectively (BPSC, 2015y B6S (administration cadre) officers are
selected as sample. This is because there areffieers recruited for other cadre services in
2012, 2013, and 2015.

14 Based on the number of districts within thesiom, 2 to 5 district offices from each division
were randomly selected.
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to the participants, so that they would be willitwy provide honest answers to the

questions. The interviews were conducted indivilyuahd separately.

The list of applicants who took the examination2di2, 2013, and 2015 was
collected from an established coaching cépiarDhaka. From the list, 108 individuals
were randomly selected. The interviews normallktplace at the respondent’s home or
office, as requested by the respondent. The BCBeo$f in the sample were first
interviewed and the list of their friends’ namesl @ellphone numbers was collected by
asking whether they have friends who applied ferBICS examination in the same year

but did not pass. Thereafter, 22 individuals weleced from the list.

2.4.2 Measures of qualities

To measure the raw qualities of the civil servippleants, both their cognitive
and non-cognitive abilities were assessed. Theitoegrabilities were measured by the
highest grade (A+) on their Secondary School Gesati¢ (SSC) examination and whether
he/she is a graduate from an engineering univédsipartment. The SSC examination is
a centralized public examination held after 10 gezfrschooling (NUFFIC, 2012). In
Bangladesh, those who apply to engineering unitiessneed to receive at least 90%
marks both in the secondary and higher seconddljcpexams. Whether one studies in

the engineering department is a good proxy of algmademic record. The monthly real

15 In Bangladesh, there are a few coaching cerbext offer intensive programs for the
preparation of BCS exam. Generally, after graduatiogood number of applicants take the BCS
examination after preparation via a coaching ceritee coaching centers are few, and mostly
located in Dhaka. Anyone can enroll in the coacluegters by paying around $125. The course
duration is 1-6 months (most commonly 3 months) gogliminary, written, and viva voce
examinations.

18



gross income in the previous job is also usedrasasure of work-related skills as a high
grade in school does not guarantee that one hhsthpgoductivity in the workplace. As

a measure of non-cognitive ability, the Big-Fiverdemality Traits are used to capture
different dimensions of the sampled individualstqmmalities, which are necessary to

perform effectively in the workplace.

Public Service Motivation (PSM) is considered todmeimportant characteristic
for public-sector workers to provide public ser@aeffectively (Perry & Wise, 2005;
Francois, 2000; Kwon, 2012; Naff & Crum, 1999). P&vimeasured through Perry’'s
(1996) PSM scale. Since PSM is closely related m-spcial behavior and social
preferences (Dal Bo et al., 2013), the pro-soa@aldvior and the social preferences of the
applicants are used in the analyses. For measpirgagocial behavior, the applicants are
asked whether they participated in either volunteecharity activities before applying
for the civil service examination. By using nonentivized hypothetical questions, social

preference measures such as patience, risk-aveasidraltruism are elicited.

2.4.3 Descriptive Statistics

This section presents the average characterigttbe ivil service applicants and
incumbent civil service officers who applied foetBCS examination before and after
the pay scale reform (pre- and post-reform cohor®gnel A consists of socio-
demographic and parental characteristics while IPRrsdows educational background.

Panel C indicates variables related with personaliits. The first two columns of Table

16 See Appendix 2.A for how the Big-Five index, P§Wy-social behavior, and pro-social
preference are measured including other variables.
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2.1 show the average characteristics of applicahtstook the exam before and after the
reform. The third column shows the results of thest (p-value) if the mean
characteristics are statistically different betwélegse two groups. The fourth and fifth
columns indicate the mean characteristics of B@i8est who took the exam before and
after the reform, respectively. The last columnigates whether the means of these two

groups are different.

The first three columns of Table 2.1 show that mjaplks who took the exam after
the reform are less likely to be married, to hauetgq privilege, and to have experience
in working in the private sector, and are moreljike have a father who owns a business,
to obtain the highest grade in the SSC exam, ahd\e attended school in an urban area
than applicants who took exam before the reforncofding to the last three columns,
BCS officers who took the exam after the reformless likely to be married or agreeable,
and are more likely to have the highest grade 6,38 study engineering, and to have
had a higher income in the previous job. In terfpavental education and labor-force
participation, there is no difference between thstpeform and pre-reform cohorts. As
shown in Panel C, there are no significant diffeemnin personality traits of pre- and

post-reform cohorts both in applicant pool and Biifers.

Table 2.2 presents the PSM (Panel A), pro-sociadiers (Panel B), and social
preferences (Panel C). Regarding the applicant, ploede is no difference in PSM index
between pre-and post-reform cohorts. Among ciuiVise officers, however, the post-
reform cohort hashigher PSM than the pre-reform cohort. On average, proakoc
behaviors of pre- and post-reform cohorts are coaipa in both the applicant pool and

among BCS officers. Panel C suggests mixed reslde applicants in the post-reform
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cohort tend to have worse social preferences thasetin the pre-reform cohort, BCS
officers in the post-reform cohort tend to be mpatient and more altruistic to the poor

than those in the pre-reform cohort, which arerdé$e characteristics for public servants.

2.4.4 Estimation Models

The descriptive statistics showed that both inajyelicant pool and among BCS
officers, educational qualification measured byS&C exam improved on average after
the reform. In terms of PSM, there is no differebe¢éwnveen the pre and post cohorts in
the applicant pool, while the PSM of BCS officefteathe reform is higher than in those
before. It was also found that BCS officers whokttioe exam after the reform tend to
have better social preferences than those befereetbrm. In this section, to test if even
after controlling for other characteristics, BCSic#rs after the reform are more

motivated than those before the reform, followisgreation models are used.

The effect of financial incentive on the qualiteasd motivational profiles of the
BCS applicant pool is estimated by the followingl@ary Least Square models, similar

to those of Dal Bo et al. (2013), Deserranno (20489 Donato et al. (2017):

Yie =a+ PPosty + pXit + €t woveeiiii e EQL L

whereY;; is educational quality (highest grade in the S&@nenation or engineering
graduate), the income at the previous job, perggriedits, PSM, pro-social behavior, or
social preference®ost, takes the value O if individual took the BCS examination
before the 2015 pay scale reform and 1 othervXsis. a set of the individual's

characteristics, determined before he or she to®EEC examination, including age, sex,
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location of childhood (whether raised in an urbegag schooling years, and occupation

of parents. While, S, andp are coefficients to be estimateds an error term.

The effect of the pay-scale reform on the appligaool is estimated bg. The
sample was used in this chapter is applicants ywhbeal just before and just after 2015.
It is not likely that all the difference in charaagstics of applicants come from time trend.
As long as there was no change in policy and ecanawonditions which can be
confounders of occupation choice of applicants pefbre and after 2015, it is argued
that it is likely to be the effect of the pay-scaédorm. As described in Appendix 2.B,
there were no major changes in the BCS recruitipelity, education policies, and labor
market situation in Bangladesh (ADB & ILO, 2016;43ain & Mohammad, 2015; Khan
et al., 2014) which can affect the characterisifdfie applicant pool. Since BCS officers
were over-sampled, sampling weights are appliedllinthe analyses to represent the
applicant pool accurately. The standard errors chustered at the survey location

(districts and training centers where interviewseneonducted) and by interviewer.

The effect of the reform on BCS officers’ qualitiesd motivation profiles is

estimated by the difference-in-difference (DID) eqgzh:

Yy = a + BPost; + bPosty X 0; + c O; + pXig + €t ovvvvvvvviiniiiiiiiiiin e ...€Q. 2

where0; takes the value 1 if the individual passed thereration (i.e., is a BCS officer)
and 0 otherwise. While, g, b, c, andp are coefficients to be estimateds an error term.
If officers in the post-reform cohort have lowerNP@notivational profiles) on average,

the coefficient of the interaction tertm, will be negative.
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If the pay scale reform not only increased salarydiso screening method, the
beta coefficient cannot identify the effect of ieased salary on officers' characteristics.
As explained in Appendix 2.B, the recruitment pgxeas not change largely after the
pay scale reform. Furthermore, in this DID modehatvto be identified is just that a
difference between officers and non-qualified aggoits increased or decreased after the
reform. As discussed in the next section thatamon trend assumption holds, therefore,

the identification strategy is valid.

For identifying DID estimates, the common trenduasgtion must hold. Officers
are of better academic quality than those who didpass the examination, based on the
fact that they passed the examination. The pra+refrend (2012-2013) in quality should
be comparable for officers and non-officers. Itasted whether the coefficient of an
interaction term between the 2013 group and thdsepassed the examination (officers)
is significantly different from zero by using thensple of those who took the examination
either in 2012 or 2013. Both for the SSC examimatgpgade and PSM index, the
coefficients are not significant, suggesting tHa tommon trend assumption is not

violated.

In this study, gender analyses has been done bothd applicant pool and BCS
officers. In that case, Male (=1 if male and O othse) variable is interacted witPost
variable in the estimation models of the appliqaoal, and with PostxO variable in the

estimation models of the BCS officers.
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2.5 Estimation Results

2.5.1 Effect of thereform on BCS applicant pool

Table 2.3 shows the estimated coefficient®a$tin Equation 1 for all the qualities and

motivation profiles of Bangladesh civil service apgnts. In 18 out of 21 models, there

IS no evidence that the pay-scale reform affedteccharacteristics of the applicant pool.
The results show that the higher wage attracteghlpeoho are more pro-social, less
present-biased, and less risk-averse than thdbke pre-reform cohort. These results are
not expected but these characteristics are prdéefab BCS officers. In the case of

applicant pool, it is found that gender matterse @ppendix table 2.5 and 2.6 exhibit that
the female applicants showed more openness (mtaeested in new experiences and
innovation) than male applicants, but male appteahowed more interested in policy

making, participated more in the voluntary actest and were more most risk-averse.

To summarize, there is no evidence that the higlage attracted applicants with
higher quality and with lower motivational profilésRather, applicants in the post-
reform cohort tend to be more engaged in volurdedrcharity work, less present-biased,
and less risk averse. More specifically, the eftéthe 2015 pay-scale reform on the civil
service applicant pool is not significant on averaghe more important question is
whether the reform changed the quality of BCS eficor not, which is discussed in the

next section.

17 See Full estimation results for BCS applicant podppendix tables 2.1 and 2.2.
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2.5.2 Effect of thereform on BCS officers

Table 2.4 shows the estimated results on charattsriof BCS officers. As seen in the
positive coefficient oPost; x 0;, BCS officers recruited after the pay-scale refbiawve
higher SSC examination scores and an engineerioggbazund. Furthermore, BCS
officers in the post-reform cohort have higher P8idex, particularly committed to
public service, than those in the pre-reform cahidne results on pro-social behavior and
social preference show that BCS officers who apgdte the examination after the reform
tend to be more patient and altruistic to the p&mgarding the personality traits, it is
found that BCS officers recruited after the refoare less extraverted and more
conscientious. These traits are well suited todaBCS officer. In the case of gender
analyses (Appendix Table 2.7-2.8), it was found the previous log real income was
higher for the female officers, and female officecered higher in the PSM index and
commitment to the public interest modules of PSkntimale officers, though male
officers scored higher for self-sacrifice moduléR&M.

In sum, BCS officers who joined the civil servideeathe pay scale reform have
higher educational qualification, higher PSM, aettdr social preferences (patience and
altruism) than those who joined befdfeAlthough there is no impact on the applicant
pool on average, the increased number of applimafimm highly qualified individuals

resulted in an improvement in the characteristfd3@S officers hired after the reform.

18 See Full estimation results for incumbent BCSceffs in Appendix tables 2.3 and 2.4.
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2.6 Concluding remarks

This chapter empirically examined whether finanaigentives can be used as a
policy instrument to recruit high-quality civil-sece officers with high public-sector
motivations by using the case of the 2015 pay sedbem in Bangladesh, which doubled
the salaries of civil servants. Unlike the existisigidies, this chapter examines the
effectiveness of financial incentives on recruitieige civil service officers. This is a
main contribution of this chapter to the literatufée empirical results are encouraging:
post-reform BCS officers have higher educationallityithan pre-reform officers and
higher PSM. Compared to pre-reform BCS officergytlare also more motivated to
public service, more altruistic to the poor, andenhigher social preferences. The results
for the applicant pool show that applicants ingbst-reform cohort are more engaged in
volunteer and charity activities, less presentdrdasind less risk averse than applicants
in the pre-reform cohort. Although Dal Bo et al0{3) found that financial incentive
improved the educational qualification of the apgtit pool by examining frontline public
sector workers, there is no evidence that finanicieéntive can improve educational

quality of applicant pool for elite civil serviceljs examined in this chapter.

Since the performance of the work done by BCS effias difficult to measure,
this chapter did not examine the effect of the nmaf@n the performance of the civil
service per se. There is no guarantee that betédityjindividuals at the recruitment stage
continuously perform in the long run, as Bertrahdle(2018) find in the context of the
Indian elite civil service, where those with lowepmotion prospects are less motivated
and inefficient in providing public service. As theomotion prospect in BCS is highly

politicized and 84% of sampled BCS officers expedssoncerns about promotion, the
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government may need to introduce promotion criteoisbased on lobbying and political
choices. This can motivate officers to provide pubkrvice until retirement. This can
also have a positive effect on recruiting betteadigy individuals for the civil service, as

also found in Morgan et al. (2012).

Unfortunately, there is no enough data to conclideeffect of the pay-scale
reform on the quality of service provision and aptron in Bangladesh at this point.
According to Transparency International Banglad@diB), the corruption perception
index (CPI) shows that corruption decreased fromb52® 2016 but increased again in
2018. Furthermore, CPI is an aggregate measurerefben's effects can trickle down
to grassroots in some services but not in the atbeiices. Therefore, a future research
is required to answer to this question. As expeatsd that the performance of the public
sector would be improved after getting higher salelowever, whether the performance
of BCS has improved due to the reform and whethereffects of the reform on the
applicant pool in other sectors (local governmetyl cadre services (such as Tax,
Customs, and Foreign Affairs) are similar to thdeend in this chapter (on BCS
administrative cadre) remains a topic for futureesech. Author has also the plan to
further study in this regards.

Finally, as the civil service examination is conigdacby the Bangladesh Public
Service Commission, the list of applicants is coaiffitial. Therefore, the list of applicants
collected from the coaching centers may not pdyfespresentative to the actual

applicant pool. It is important to keep this in ohiais a caveat of this chapter.
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Table 2.1 Socio-demographic condition, educational backgroand personality traits

of the applicants and incumbent civil service afg who took the Bangladesh Civil
Service (BCS) exam before and after the 2015 PaleSeform

Variables Applicants Applicants p- Incumbent Incumbent p-
who took  took BCS value BCS BCS value
BCS exam exam after officers officers
before the the reform who took  who took
reform BCS exam the BCS
before the exam after
reform the reform
1) (2) 3) 4) (5) (6)
Panel A: Mean Characteristics (Socio-demographnditimn)
Number of obs. 279 154 188 115
Married 0.60 0.28 0.00 0.79 0.46 0.00
(0.49) (0.45) (0.41) (0.50)
Male 0.80 0.73 0.11 0.69 0.68 0.84
(0.40) (0.44) (0.46) (0.47)
Raised in urban area  0.58 0.64 0.23 0.74 0.70 0.48
(0.49) (0.48) (0.44) (0.46)
Schooling years of 12.25 12.38 0.72 13.3 134 0.82
father (4.08) (3.34) (3.96) (3.39)
Father does business  0.21 0.37 0.00 0.17 0.24 0.13
(0.41) (0.48) (0.38) (0.43)
Father is 1st/2nd class.19 0.26 0.10 0.27 0.34 0.13
government officer  (0.39) (0.44) (0.44) (0.48)
Schooling years of 9.52 9.62 0.71 10.37 10.93 0.18
mother (3.39) (2.26) (3.49) (3.46)
Mother has job 0.11 0.07 0.17 0.16 0.21 0.32
(0.31) (0.25) (0.37) (0.41)
Previous Log Real 10.25 10.24 0.87 10.21 10.45 00.0
Income (0.39) (0.45) (0.43) (0.43)
Enroll in coaching 0.63 0.68 0.36 0.40 0.38 0.78
center (0.63) (0.68) (0.49) (0.49)
Quota privilege 0.22 0.11 0.00 0.46 .50 0.58
(0.42) (0.32) (0.50) (0.50)
Did private sector job 0.33 0.18 0.00 0.34 0.27 70.1
(0.47) (0.38) (0.48) (0.45)
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Table 2.1 Socio-demographic condition, educational backgdo@amd Personality traits
of the applicants and incumbent civil service afgtook the Bangladesh Civil Service
(BCS) exam before and after the 2015 Pay ScalerRefoontd.)

Variables Applicants  Applicants  p- Incumbent  Incumbent  p-
took BCS took BCS value BCS officers BCS officers value
exam before exam after took BCS took BCS
the reform the reform exam before exam after

the reform the reform
1) 2 () 4 ®) (6)

Panel B: Mean Characteristics (Educational Backaggipu

Highest Grade in SSC  0.19 0.32 0.00 0.24 0.51 0.00

exam (0.47) (0.39) (0.43) (0.50)

Schooling Years 16.90 16.92 0.38 16.87 16.84 0.52
(0.30) (0.31) (0.33) (0.49)

Schooling in urban area0.33 0.43 0.05 0.50 0.50 0.88
(0.47) (0.50) (0.50) (0.50)

Engineering graduate 0.07 0.08 0.73 0.10 0.28 0.00
(0.26) (0.28) (0.30) (0.45)

Panel C: Mean Characteristics (Personality traits)

Big 5 Index 0.06 -0.00 0.09 0.09 0.04 0.43
(0.37) (0.37) (0.43) (0.45)

Extraversion 3.80 3.84 0.54 3.79 3.64 0.07
(0.65) (0.56) (0.74) (0.67)

Agreeableness 4.03 3.99 0.37 4.08 3.93 0.02
(0.46) (0.54) (0.46) (0.56)

Conscientiousness 3.63 3.54 0.13 3.59 3.65 0.42
(0.55) (0.65) (0.62) (0.68)

Neuroticism 2.67 2.69 0.87 2.67 2.67 0.99
(0.67) (0.66) (0.77) (0.74)

Openness 3.19 3.26 0.14 3.22 3.16 0.32
(0.47) (0.49) (0.55) (0.56)

Note Numbers in brackets are standard deviations. Sagweight is used during calculation.
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Table 2.2 Public Service Motivation Score, Pro-Social Bebaand Social Preferences of the applicants angmibent civil service

officers who took BCS exam before and after the52Pay Scale Reform

Variables Applicants  Applicants p- Incumbent Incumbent p-
took BCS took BCS value BCS officers BCS officers value
exam before exam after took BCS took BCS
the reform the reform exam before  exam after the

the reform reform

(1) (2) 3) (4) ) (6)

Panel A: Public Service Motivation

Number of obs. 279 154 188 115

PSM Index -0.17 -0.23 0.14 -0.21 -0.04 0.02
(0.45) (0.41) (0.51) (0.52)

Attraction to Policy Making 3.90 3.7 0.01 3.93 4.01 0.23
(0.50) (0.63) (0.52) (0.57)

Commitment to the Public Interest  3.79 3.86 0.13 3.74 4.03 0.00
(0.52) (0.45) (0.54) (0.56)

Social Justice 3.02 2.99 0.47 3.02 3.00 0.65
(0.35) (0.35) (0.42) (0.52)

Civic Duty 3.96 3.95 0.74 3.91 3.98 0.26
(0.45) (0.37) (0.54) (0.53)

Compassion 3.06 2.96 0.02 3.02 3.04 0.77
(0.46) (0.40) (0.56) (0.57)

Self-Sacrifice 4.00 4.04 0.80 4.02 4,11 0.14
(0.42) (0.31) (0.46) (0.59)
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Table 2.2 Public Service Motivation Score, Pro-Social bebawnd Social Preferences of the applicants angimient civil service

officers who took BCS exam before and after the52Pay Scale Reforntgntd.)

Variables Applicants  Applicants p- Incumbent Incumbent p-
took BCS took BCS value BCS officers BCS officers value
exam before exam after took BCS took BCS
the reform the reform exam before  exam after the

the reform reform

(1) (2) 3) (4) 5) (6)

Panel B: Pro-social characteristics

Participated in Volunteer activities  0.65 0.70 0.27 0.63 0.66 0.59
(0.48) (0.46) (0.48) (0.47)

Panel C: Social Preferences

Least patient 0.75 0.82 0.09 0.72 0.54 0.03
(0.43) (0.39) (0.45) (0.50)

Present bias 0.06 0.02 0.02 0.09 0.09 0.89
(0.24) (0.14) (0.28) (0.28)

Risk averse (Most) 0.70 0.57 0.01 0.70 0.60 0.11
(0.46) (0.50) (0.46) (0.49)

Altruism to the poor family 5.88 5.42 0.09 6.15 &.2 0.00
(2.82) (2.63) (3.24) (2.83)

Note: Numbers in brackets are standard deviati®asipling weight is used during calculation.
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Table 2.3. Effect of the 2015 Pay Scale Reform on ApplicambIP

Outcome variables Coeff. of Post # obs
(standard error) R2
1) 2
=1 if grade of SSC exam is A+ 0.06 433
(0.07) 0.09
Engineering graduate 0.03 433
(0.02) 0.12
log real income in previous job -1.03 433
(2.01) 0.12
Big 5 index -0.04 433
(0.05) 0.03
Extraversion 0.07 433
(0.07) 0.04
Agreeableness -0.01 433
(0.15) 0.06
Conscientiousness -0.03 433
(0.10) 0.05
Neuroticism -0.05 433
(0.14) 0.09
Openness 0.03 433
(0.11) 0.07
PSM index -0.01 433
(0.08) 0.09
Interested in Policy making -0.09 433
(0.13) 0.13
Commitment to pub service 0.09 433
(0.10) 0.07
Social Justice 0.02 433
(0.07) 0.04
Civic duty -0.04 433
(0.09) 0.04
Compassion -0.03 433
(0.06) 0.05
Self-sacrifice -0.01 433
(0.05) 0.07
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Table 2.3. Effect of the 2015 Pay Scale Reform on ApplicamblFfcontd.)

Outcome variables Coeff. of Post # obs
(standard error) R2
1) (2)
=1 if Participated voluntary/charity activities B** 433
(0.05) 0.13
=1 if Least Patient -0.02 433
(0.06) 0.12
=1 if Present Bias -0.07** 433
(0.03) 0.08
=1 if Most risk- averse -0.23** 433
(0.11) 0.09
Altruism to poor (0-10) -0.54 433
(0.49) 0.05

Notes: The standard error were clustered at theegupcations (districts and training center

where interviewed were undertaken) and enumeraterseported in parentheses. *** p<0.01, **

p<0.05, * p<0.1. Other controls are: age, maleanytschooling years and occupation of father
and mother.
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Table 2.4 Effect of the 2015 Pay Scale Reform on BCS Officer
Outcome variables Coeff. of PostCoeff. of

Coeff. of # obs

X O (s.e) Post (s.e) O (s.e.)) R2
1) ) 3 3)
=1 if grade of SSC exam is A+ 0.17* 0.02 0.07 433
(0.09) (0.08) (0.05) 0.10
Engineering graduate 0.21%** -0.02 0.02 433
(0.04) (0.02) (0.04) 0.13
log real income in previous job -0.11 -0.74 2.41** 433
(1.12) (2.27) (0.91) 0.09
Big 5 index -0.02 -0.02 0.09 433
(0.07) (0.04) (0.08) 0.03
Extraversion -0.30*** 0.13 0.06 433
(0.12) (0.08) (0.11) 0.04
Agreeableness -0.19 0.05 0.05 433
(0.14) (0.16) (0.09) 0.04
Conscientiousness 0.20* -0.10 -0.09 433
(0.12) (0.11) (0.09) 0.04
Neuroticism 0.02 0.02 -0.01 433
(0.20) (0.18) (0.14) 0.04
Openness -0.21 0.10 0.11 433
(0.16) (0.14) (0.07) 0.04
PSM index 0.25** -0.10 0.01 433
(0.10) (0.09) (0.07) 0.08
Interested in Policy making 0.23 -0.19 0.19* 433
(0.16) (0.16) (0.11) 0.15
Commitment to public service 0.29** 0.02 -0.02 433
(0.11) (0.12) (0.10) 0.07
Social Justice -0.05 0.01 0.03 433
(0.10) (0.08) (0.05) 0.03
Civic duty 0.12 -0.06 -0.11** 433
(0.12) (0.11) (0.05) 0.03
Compassion 0.15 -0.07 -0.06 433
(0.12) (0.08) (0.08) 0.05
Self-sacrifice 0.12 -0.06 -0.00 433
(0.08) (0.06) (0.07) 0.04
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Table 2.4 Effect of the 2015 Pay Scale Reform on BCS Offideontd.)

Outcome variables Coeff. of Coeff. of Coeff. of # obs
Post x O (s.e) Post (s.e) O (s.e.) R2
1) (2) 3) 4)
Civic duty 0.12 -0.06 -0.11** 433
(0.112) (0.11) (0.05) 0.03
Compassion 0.15 -0.07 -0.06 433
(0.112) (0.08) (0.08) 0.05
Self-sacrifice 0.12 -0.06 -0.00 433
(0.08) (0.06) (0.07) 0.04
=1 if Participated voluntary/charity -0.07 0.15** 0.00 433
activities
(0.08) (0.06) (0.09 0.12
=1 if Least Patient -0.28*** 0.09** 0.01 433
(0.09 (0.04) (0.07) 0.11
=1 if Present Bias 0.04 -0.08* 0.05 433
(0.05) (0.03) (0.04) 0.08
=1 if Most risk- averse 0.05 -0.21* 0.07 433
(0.12) (0.11) (0.08) 0.08
Altruism to poor (0-10) 1.98** -1.01* 0.52 433
(0.67) (0.53) (0.70) 0.07

Notes: The standard error were clustered at theegupcations (districts and training center

where interviewed were undertaken) and enumeraterseported in parentheses. *** p<0.01, **

p<0.05, * p<0.1. Other controls are: age, maleanytschooling years and occupation of father
and mother.
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Appendix: Full Estimation Results

Appendix Table 2.1. Effect of the 2015 pay scale reform on the edanat qualifications, market skill, & personality @pplicant pool

=1 if Engineering log real Big5 Extraversion AgreeablenessConscientiousness$\Neuroticism Openness
grade graduate income index
of SSC in
exam is previous
A+ job
1) 2 k) @ ) (6) () (8) (9)
Post 0.06 0.03 -1.03 -0.04 0.03 -0.01 -0.03 0.03 03 0.
(0.07) (0.03) (1.01) (0.04) (0.07) (0.13) (0.09) (0.14) (0.112)
Age -0.02 0.01 0.49*** 0.00 -0.01 0.01 0.01 0.01 -0.01
(0.01) (0.01) (0.18) (0.01) (0.02) (0.01) (0.01) (0.02) (0.01)
Male -0.06 0.08** 1.27** 0.07 0.12 -0.05 -0.00 -2.1 0.05
(0.07) (0.03) (0.57) (0.05) (0.08) (0.10) (0.08) (0.08) (0.08)
Raised in 0.13*  0.10*** 0.90* -0.03 -0.13* -0.02 0.06 -0.10 -0.05
urban area
(0.06) (0.03) (0.53) (0.04) (0.07) (0.09) (0.05) (0.06) (0.07)
Father’'s -0.01 0.00 0.03 -0.00 -0.01 -0.01 -0.02 0.00 0.01
education
(0.01) (0.00) (0.10) (0.01) (0.01) (0.01) (0.01) (0.02) (0.01)
Mother’s 0.01 0.01 0.16 0.01 0.01 0.02* -0.02 0.02 -0.00
education
(0.01) (0.01) (0.12) (0.01) (0.02) (0.01) (0.02) (0.01) (0.02)
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Appendix Table 2.1. Effect of the 2015 pay scale reform on the edupatiqualifications, market skill, & personality applicant pool
(contd.)

=1 if Engineering log real Big5 Extraversion AgreeablenessConscientiousnesdNeuroticism Openness
grade graduate income index

of SSC in

exam is previous

A+ job

1) 2 B @ ) (6) (M (8) )
Father’s 0.08 0.05 -0.11 -0.03 0.04 -0.01 0.08 -0.16 -0.03
occupation
(government)  (0.08) (0.04) (2.03) (0.05p.09) (0.06) (0.06) (0.14) (0.08)
Father’'s 0.06 0.02 0.29 -0.07 0.07 -0.03 -0.08 -0.11 0.10**
occupation
(business) (0.08) (0.03) (0.85) (0.06p.11) (0.06) (0.07) (0.12) (0.05)
Mother has 0.19** -0.01 -0.24 0.04 0.08 0.19 0.21 -0.39%** 6.0
job

(0.09) (0.06) (0.66) (0.09)0.12) (0.12) (0.13) (0.13) (0.12)
Constant 0.67* -0.46** -12.66** -0.04 3.92*** 3.68*** 3.53*** 2.53*** 3.42%**

(0.36) (0.20) (5.35) (0.32)0.52) (0.51) (0.42) (0.64) (0.43)
Observations 433 433 433 433 433 433 433 433 433
R-squared 0.09 0.09 0.12 0.03 0.03 0.04 0.03 0.04 .030

Notes: The standard error were clustered at theeguocations (districts and training center whiaeterviewed were undertaken) and enumerators
are reported in parentheses. *** p<0.01, ** p<0.9p<0.1.
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Appendix Table 2.2. Effect of the 2015 pay scale reform on the PSM;gqwaial behavior, & social preferences of appliqaodl

PSM Interested Commitment Social Civic Compassion Self- =1 if =1 if =1 if =1if  Altruism
index  in Policy to pub Justice  duty sacrifice  Participated Least Present Most to poor
making service voluntary and Patient Bias risk- (0-10)
charity averse
activities
1) 2) 3 4 ®) (6) () (8) 9) (10) (11) (12)
Post -0.03 -0.14 0.10 -0.01 -0.01 -0.02 -0.03 :13* 0.01 -0.07* -0.20* -0.50
(0.08) (0.13) (0.10) (0.07) (0.09) (0.06) (0.04) 0.06) (0.06) (0.03) (0.10) (0.53)
Age 0.00 -0.01 0.01 -0.00 0.00 0.02* -0.01 0.02**  0.02 -0.01*  -0.03* 0.01
(0.01) (0.02) (0.02) (0.01) (0.01) (0.01) (0.01) 0.04) (0.01) (0.01) (0.01) (0.07)
Male 0.17%*  0.35*** 0.08 0.03 0.04 -0.02 0.05 0.35%** -0.09 6. -0.04 0.02
(0.05) (0.12) (0.06) (0.04) (0.05) (0.05) (0.04) 0.04) (0.08) (0.04) (0.07) (0.44)
Raised in urban -0.11%*=* 0.04 -0.15%+* -0.07* 0.00 -0.07 -0.11* -0.01 -0.68 0.01 -0.09 0.72**
(0.04) (0.04) (0.05) (0.03) (0.07) (0.05) (0.04) 0.0¢7) (0.05) (0.02) (0.08) (0.33)
Father’s education -0.01 -0.01 0.01 -0.01*»* -0.01 0.04 -0.00 0.00 0.00 0.01** 0.01 -0.03
(0.01) (0.01) (0.01) (0.00) (0.01) (0.01) (0.01) 0.04) (0.01) (0.00) (0.01) (0.05)
Mother’s education 0.01 0.00 -0.00 0.01 0.01 0.00 0.00 0.00 -0.02 -0.01 0.00 -0.02
(0.01) (0.01) (0.01) (0.01) (0.02) (0.01) (0.01) 0.04) (0.01) (0.01) (0.01) (0.09)
Father’s occupation 0.12* -0.00 0.08 0.07 0.11 10.0 0.07 -0.06 -0.12 -0.05  -0.14* 0.37
(government) (0.07) (0.07) (0.09) (0.05) (0.07) 0. (0.05) (0.06) (0.08) (0.03) (0.06) (0.40)
Father’s occupation 0.05 -0.12 0.17*** -0.02 0.05 0.02 0.07 0.08 -0.00 -0.03 -0.15*** 0.06
(business) (0.07) (0.10) (0.06) (0.05) (0.06) (.08 (0.06) (0.05) (0.05) (0.03) (0.06) (0.44)
Mother has job 0.04 -0.04 -0.14* 0.10* 0.02 0.03 110. 0.17* -0.16 0.07 -0.17 0.11
(0.08) (0.08) (0.08) (0.06) (0.08) (0.10) (0.10) 0.09) (0.12)  (0.05) (0.16) (0.58)
Constant -0.35 3.96%** 3.25%** 3.04%*  3.88*+*  2.54%k 4 3] -0.29 1.52%* (0.33** 1.68** 5 85***
(0.30) (0.52) (0.45) (0.33) (0.31) (0.42) (0.28) 0.30) (0.35) (0.17) (0.41) (2.19)
Observations 433 433 433 433 433 433 433 433 433 3 43 433 433
R-squared 0.07 0.10 0.06 0.03 0.02 0.04 0.04 0.12 .09 0 0.06 0.07 0.02

Notes: The standard error were clustered at theeguocations (districts and training center whiaterviewed were undertaken) and enumerators are

reported in parentheses. *** p<0.01, ** p<0.05,<(]1.
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Appendix Table 2.3. Effect of the 2015 pay scale reform on the edupatiqualifications, market skill, & personality BCS officers

=1if Engineering logreal Big5 Extraversion AgreeablenessConscientiousnes®Neuroticism Openness
grade graduate income index
of in

SSC previous

exam job

is A+

1) (2) (3) (4) (5) (6) (7) (8) 9)

Post x O 0.17*  0.21*** -0.11  -0.02  -0.30*** -0.19 20* 0.02 -0.21

(0.09) (0.06) (12.12) (0.07) (0.11) (0.14) (0.12) (0.20) (0.16)
Post 0.02 -0.02 -0.74  -0.02 0.13 0.05 -0.10 0.02 100.

(0.08) (0.03) (2.27) (0.04) (0.08) (0.16) (0.12) (0.18) (0.14)
@) 0.07 0.02 2.41%* 0.09 0.06 0.05 -0.09 -0.01 0.11

(0.05) (0.04) (0.91) (0.08) (0.11) (0.09) (0.09) (0.14) (0.07)
Age -0.02 0.01 0.37** -0.00 -0.00 0.01 0.01 0.01 .010

(0.01) (0.01) (0.15) (0.01) (0.02) (0.02) (0.01) (0.02) (0.01)
Male -0.04 0.09***  1.64*** (0.08** 0.13* -0.04 -0.01 -0.12 0.07

(0.06) (0.03) (0.54) (0.04) (0.07) (0.09) (0.08) (0.08) (0.08)
Raised in 0.12**  0.09*** 050 -0.04 -0.14* -0.03 0.07 -0.10 -0.07
urban

(0.06) (0.03) (0.59) (0.04) (0.08) (0.08) (0.05) (0.07) (0.07)
Father’s -0.01 0.00 0.03 -0.01 -0.01 -0.01 -0.02 0.00 0.01
education

(0.02) (0.00) (0.10) (0.01) (0.01) (0.02) (0.01) (0.01) (0.01)
Mother’s 0.00 0.01 0.13 0.01 0.01 0.02* -0.02 0.02 -0.00
education

(0.01) (0.01) (0.13) (0.01) (0.02) (0.01) (0.02) (0.01) (0.02)
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Appendix Table 2.3. Effect of the 2015 pay scale reform on the edunatiqualifications, market skill, & personality BCS officers
(contd.)

=1if Engineering logreal Big5 Extraversion AgreeablenessConscientiousnes®Neuroticism Openness
grade graduate income index

of in
SSC previous
exam job
is A+
1) (2) 3) (4) (5) (6) () (8) 9)
Father’s 0.07 0.04 -0.17 -0.04 0.05 -0.00 0.08 -0.16 -0.03
occupation
(government)  (0.07) (0.04) (0.86) (0.06) (0.09) (0.06) (0.06) (0.14) (0.08)
Father’s 0.06 0.02 0.40 -0.06 0.06 -0.04 -0.07 -0.11 0.10**
occupation
(business) (0.08) (0.02) (0.85) (0.05) (0.12) (0.06) (0.07) (0.12) (0.05)
Mother has job 0.15* -0.04 -0.86  0.02 0.10 0.20* 0.21* -0.39*** 0B,
(0.09) (0.06) (0.70) (0.10) (0.12) (0.12) (0.12) (0.12) (0.12)
Constant 0.83** -0.34 -10.00** 0.05 3.84%** 3.65%** 3.53*** 2.53%x  3.44%**
(0.40) (0.22) (4.72) (0.33) (0.53) (0.55) (0.37) (0.61) (0.40)
Observations 433 433 433 433 433 433 433 433 433
R-squared 0.10 0.13 0.16 0.03 0.04 0.04 0.04 004 040

Notes: The standard error were clustered at theeguocations (districts and training center whiaeterviewed were undertaken) and enumerators
are reported in parentheses. *** p<0.01, ** p<0.9p<0.1.
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Appendix Table 2.4. Effect of the 2015 pay scale reform on the PSM;gwcial behavior, & social preferences of BC Sosfifs

PSM Interested Commitment Social Civic Compassion Self- =1 if Participated =1 if =1if =1if Most Altruism
index in Policy- to pub Justice  duty sacrifice  voluntary and Least Present risk- to poor
making service charity activities Patient  Bias averse (0-10)
(1) (2) 3) (4) (5) (6) (1) (8) 9) (10) (11) (12)
Postx O 0.26** 0.23 0.29*** -0.05 0.12 0.15 0.12 0.67 0.28%** 0.04 0.05 1.98***
(0.10) (0.16) (0.11) (0.10) (0.12) (0.11) (0.08) 0.08) (0.09) (0.05) (0.11) (0.67)
Post -0.10 -0.19 0.02 0.01 -0.06 -0.07 -0.06 0.15** 0.09** -0.08** -0.21* -1.01*
(0.09) (0.16) (0.12) (0.08) (0.112) (0.08) (0.06) 0.0p) (0.04) (0.03) (0.11) (0.53)
O 0.01 0.19* -0.02 0.03 -0.11** -0.06 -0.00 0.00 0D. 0.05 0.07 0.52
(0.07) (0.11) (0.10) (0.05) (0.05) (0.08) (0.07) 0.09) (0.07) (0.04) (0.08) (0.70)
Age -0.00 -0.02 0.01 -0.00 0.00 0.02* -0.01 0.02** -0.01 -0.01*  -0.03** -0.05
(0.01) (0.02) (0.02) (0.01) (0.01) (0.01) (0.01) 0.04) (0.01) (0.01) (0.01) (0.08)
Male 0.17%*  0.38** 0.08 0.03 0.02 -0.03 0.05 0.35%** -0.09 8¢} -0.03 0.13
(0.05) (0.12) (0.05) (0.04) (0.05) (0.05) (0.04) 0.04) (0.07) (0.04) (0.06) (0.35)
Raised in urban -0.12** 0.00 -0.14%** -0.07** 0.02 -0.06 -0.11** -0.01 -0.08* 0.00 -0.10 0.63**
(0.05) (0.05) (0.05) (0.03) (0.08) (0.05) (0.04) 0.06) (0.05) (0.02) (0.07) (0.32)
Father’'s education -0.01 -0.01 0.01 -0.01** -0.01 0.01 -0.00 0.00 0.00 0.01*** 0.01 -0.03
(0.01) (0.01) (0.01) (0.00) (0.01) (0.01) (0.01) 0.04) (0.01) (0.00) (0.01) (0.05)
Mother’s education 0.00 -0.00 -0.00 0.01 0.01 0.00 -0.00 0.00 -0.01 -0.01* 0.00 -0.04
(0.01) (0.01) (0.01) (0.01) (0.02) (0.01) (0.01) 0.04) (0.01) (0.01) (0.01) (0.10)
Father's occupation 0.11 -0.02 0.08 0.07 0.11* 10.0 0.07 -0.06 -0.11 -0.05* -0.14** 0.31
(government) (0.07) (0.07) (0.09) (0.05) (0.06) 0. (0.05) (0.06) (0.08) (0.03) (0.06) (0.42)
Father's occupation 0.06 -0.11 0.18*** -0.02 0.05 0.02 0.07 0.08 -0.01 -0.02 -0.15** 0.14
(business) (0.07) (0.10) (0.06) (0.05) (0.06) (.08 (0.06) (0.05) (0.05) (0.03) (0.06) (0.45)
Mother has job 0.01 -0.11 -0.16* 0.10 0.04 0.03 00.1 0.18* -0.14 0.05 -0.19 -0.22
(0.09) (0.09) (0.09) (0.07) (0.08) (0.10) (0.10) 0.09) (0.12) (0.04) (0.14) (0.58)
Constant -0.22 4,29*** 3.36™** 3.05%** 3. 81** 2 B55¥* 4 3% -0.32 1.40*%** 0.41** 1.78***  7.39***
(0.29) (0.51) (0.45) (0.35) (0.33) (0.43) (0.29) 0.29) (0.38) (0.16) (0.45) (2.50)
Observations 433 433 433 433 433 433 433 433 433 3 43 433 433
R-squared 0.09 0.15 0.07 0.03 0.03 0.05 0.04 0.12 11 0 0.08 0.07 0.07

Notes: The standard error were clustered at theeguocations (districts and training center whiaterviewed were undertaken) and enumerators
are reported in parentheses. *** p<0.01, ** p<0.0p<0
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Appendix Table 2.5 Effect of the 2015 pay scale reform on the edunatiqualifications, market skill, & personality Applicant Pool (gender analysis)
Engineer Log real

VARIABLES

Post

Post x Male
Age

Male
Constant
Observations
R-squared

(1). Male post =Female
post (p value)

(2).Male Pre=Female pre

(p value)
(3)- (1)-(2) (p value)

=1if grade
of SSC exam

is A+

(1)
0.02
(0.11)
0.04
(0.12)
-0.02
(0.01)
-0.07
(0.08)
0.69*
(0.36)
433
0.07
0.78

0.34

0.96

ing

graduate

(2)

0.04
(0.05)
0.00
(0.06)

0.01
(0.01)
0.08*
(0.04)

-0.47%
(0.21)
433
0.08

0.64

0.02

0.74

Income

3)
0.09
(0.14)
-0.15
(0.14)
-0.00
(0.02)
0.18*
(0.10)
10.06***
(0.52)
221
0.03
0.82

0.07

0.39

Big-
five
Index

(4)
-0.00
(0.07)
-0.06
(0.07)
0.00
(0.01)
0.09
(0.06)
-0.10
(0.33)
433
0.02
0.79

0.10

0.64

Extraversion' Agreeableness

(5)
0.06
(0.11)
-0.02
(0.14)
-0.01
(0.02)
0.13
(0.08)
3.95%*
(0.47)
433
0.03
0.82

0.11

0.74

(6)
0.11
(0.13)
-0.18*
(0.11)
0.01
(0.02)
0.01
(0.08)
3.60%+
(0.53)
433
0.03
0.11

0.91

0.13

Consciousness

(7)
-0.21
(0.17)
0.20
(0.15)
0.01
(0.01)
-0.06
(0.08)
3.52%*
(0.41)
433
0.02
0.21

0.40

0.17

Neuroticis@®penness
©) )
-0.02 28%0.
0.1) (0.15)
0.08 -0.32%**
0.16) (0.11)
0.01 10.0
0.02) (0.01)
-0.15  0.15**
0.10) (0.07)
2.54%** 3.40***
0.6Q2) (0.42)
433 433
0.01 .03 0
0.80 0.04
0.17 0.03
0.65 0.02

Notes: The standard error were clustered at theeguocations (districts and training center whieterviewed were undertaken) and enumerators
are reported in parentheses. *** p<0.01, ** p<0.8p<0. Other controls are: urban and occupatiofatifer and mother.
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Appendix Table 2.6. Effect of the 2015 pay scale reform on the PSM;qmcial behavior, & social preferences of appligaol (gender analysis)

VARIABLES PSM Interested Commitment Social Civic Compassion Self- =1 =1 if =1 if =1 if Altruis

Index in policy  to public Justice  duty Sacrifice participated in | east Present most m to
making  service voluntary/char patient bias risk poor (0-
ity activities averse 10)

1) (2) 3 4) () (6) (M (8) 9) (10) (11) (12)

Post 0.00 -0.28* 0.21* -0.04 0.05 0.04 0.04 0.22** -0.07 -0.10 -0.31**  -1.09
(0.10) (0.15) (0.12) (0.06) (0.09) (0.10) (0.07) 0.08) (0.14) (0.06) (0.10) (0.81)

Post x Male -0.04 0.16 -0.09 0.03 -0.07 -0.08 -0.09 -0.12 0.12 0.03 0.14 0.77
(0.10) (0.12) (0.12) (0.07) (0.08) (0.11) (0.07) 0.00) (0.14) (0.06) (0.14) (0.73)

Age 0.00 -0.01 0.01 -0.00 0.00 0.02* -0.01 0.02* .020 -0.01* -0.03** 0.01
(0.01) (0.02) (0.01) (0.01) (0.01) (0.01) (0.01) 0.00) (0.01) (0.01) (0.01) (0.07)

Male 0.19**  0.31* 0.11 0.02 0.07 0.00 0.08 0.38*** -0.14 -0.05 -0.09 -0.22
(0.07) (0.14) (0.09) (0.05) (0.07) (0.06) (0.06) 0.06) (0.09) (0.05) (0.07) (0.47)

Constant -0.39 3.93%*  3.30%* 3.00%**  3.83*** 253 4.30"* -0.23 1.62%* 0.35**  1.68**  6.00***
(0.30) (0.53) (0.40) (0.31) (0.33) (0.46) (0.27) 0.20) (0.34) (0.17) (0.42) (2.14)

Observations 433 433 433 433 433 433 433 433 433 3 43 433 433

R-squared 0.06 0.10 0.04 0.02 0.01 0.04 0.03 0.10 .07 0 0.05 0.04 0.02

(1). Male post 0.39 0.00 0.21 0.32 0.56 0.49 0.60 0.70 0.84 0.40 .070 0.22

=Female post

(p value)

(2).Male 0.01 0.02 0.25 0.63 0.30 0.99 0.22 0.00 0.11 0.32 .180 0.64

Pre=Female

pre (p value)

3). (1)-(2)(p 0.80 0.06 0.15 0.50 0.38 0.57 0.33 0.02 0.50 0.27 .030 0.20

value)

Notes: The standard error were clustered at theegupcations (districts and training center whietterviewed were undertaken) and enumerators are
reported in parentheses. *** p<0.01, ** p<0.05, p%0. Other controls are: urban and occupatiomibier and mother.
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Appendix Table 2.7 Effect of the 2015 pay scale reform on the edunatiqualifications, market skill, & personality BECS officers (gender analysis)

VARIABLES =1if grade of Engineering Logreal Big-five Extraversion Agreeableness Consciousness Neuroticis@penness
SSC examis  graduate Income Index
A+
1) (2) 3) (4) 5) (6) () (8) 9)
PostxO 0.15 0.16* 0.42%** 0.10 -0.28* -0.13 0.33* .16 -0.26
(0.13) (0.08) (0.14) (0.11) (0.15) (0.17) (0.17) 0.28) (0.19)
PostxOxMale 0.04 0.07 0.02 -0.17* -0.02 -0.08 -0.15 -0.26* 0.06
(0.12) (0.10) (0.15) (0.09) (0.17) (0.14) (0.16) 0.15) (0.13)
Post 0.02 -0.02 -0.22%* -0.03 0.13* 0.03 -0.13 0.0 0.11
(0.08) (0.03) (0.09) (0.04) (0.08) (0.16) (0.11) 0.18) (0.14)
(0] 0.08 0.02 -0.08 0.09 0.06 0.07 -0.07 -0.03 0.11*
(0.05) (0.04) (0.07) (0.08) (0.10) (0.09) (0.09) 0.18) (0.06)
Age -0.02* 0.01 -0.00 -0.00 -0.01 0.01 0.01 0.01 .020
(0.01) (0.01) (0.02) (0.01) (0.02) (0.02) (0.01) 0.0R) (0.01)
Male -0.05 0.08*** 0.15 0.10** 0.13 -0.04 0.01 -0.1 0.05
(0.07) (0.03) (0.10) (0.04) (0.08) (0.09) (0.09) 0.08) (0.08)
Constant 0.87** -0.34 10.21*** 0.01 3.87** 3.65%+* 3.45%** 2,43+ 3.55%**
(0.40) (0.23) (0.54) (0.32) (0.49) (0.58) (0.37) 0.59) (0.41)
Observations 433 433 221 433 433 433 433 433 433
R-squared 0.09 0.12 0.07 0.03 0.04 0.03 0.02 0.01 .030
(1). Male post =Female post 0.11 0.99 0.05 0.58 0.02 0.89 0.46 0.78 0.49
(p value)
(2).Male Pre=Female pre (p 0.44 0.01 0.12 0.03 0.09 0.68 0.23 0.12 0.01
value)
(3). (1)-(2) (p value) 0.32 0.63 0.00 0.59 0.14 70.9 0.89 0.75 0.39

Notes: The standard error were clustered at theegupcations (districts and training center whietterviewed were undertaken) and enumerators are

reported in parentheses. *** p<0.01, ** p<0.05,<¢( Other controls are: urban and occupation digiaind mother.
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Appendix Table 2.8 Effect of the 2015 pay scale reform on the PSM;gwrcial behavior, & social preferences of BCSceifs (gender analysis)

VARIABLES PSM Intereste  Commitmen Social Civic Compassio Self- =1 =1 if =1 if =1if Altruis
Index din t to public Justice duty n Sacrifice  participated in Least Presen most m to
policy service voluntary/char patient tbias  risk poor (0-
making ity activities averse 10)
1) (2) 3 4 5) (6) @) (8) (9)  (10) (11) (12)
Post xO 0.36™*  0.32 0.35* 0.06 0.11 0.17 0.15 0.04 -0.38=* 0.12*  0.01 1.76*
(0.14) (0.22) (0.15) (0.09) (0.13) (0.13) (0.11) 0.10) (0.12) (0.07) (0.12) (0.91)
PostxMalex -0.14 -0.14 -0.12 -0.14 0.03 -0.03 -0.05 -0.18 0.13-0.12* 0.05 0.33
(0]
(0.13) (0.16) (0.14) (0.10) (0.10) (0.13) (0.11) 0.14) (0.12) (0.07) (0.12) (0.70)
Post -0.10 -0.19 0.06 -0.00 -0.06 -0.07 -0.06 .16 0.10%* - -0.21*  -0.98*
* 0.08**
(0.09) (0.16) (0.14) (0.07) (0.10) (0.08) (0.05) 0.06) (0.03) (0.03) (0.12) (0.51)
O 0.01 0.18* -0.04 0.04 - -0.06 0.00 0.02 -0.00 0.06 0.06 0.50
0.11**
(0.08) (0.11) (0.12) (0.05) (0.05) (0.08) (0.07) 0.10) (0.08) (0.04) (0.09) (0.71)
Age -0.00 -0.02 0.01 -0.00 0.00 0.02 -0.01 0.02** 0.01 - -0.03* -0.05
0.01**
(0.01) (0.02) (0.01) (0.01) (0.01) (0.01) (0.01) 0.0Q) (0.01) (0.01) (0.02) (0.08)
Male 019~ 0.41**  0.08 0.05 0.02 -0.03 0.05 0.36*** -0.11 a -0.03 0.12
(0.05) (0.13) (0.06) (0.05) (0.05) (0.06) (0.05) 0.06) (0.08) (0.04) (0.07) (0.38)
Constant -0.25 4.18*** 3.42%** 3.00**  3.80**  2.56*** 4.39%+* -0.23 1.44*%  0.42* 1.72%*  7.33%*
(0.28) (0.52) (0.42) (0.33) (0.35) (0.44) (0.26) 0.28) (0.39) (0.17) (0.47) (2.40)
Observations 433 433 433 433 433 433 433 433 433 3 43 433 433
R-squared 0.08 0.14 0.05 0.02 0.02 0.05 0.03 0.10 .09 0 0.07 0.04 0.06
(1). Male post  0.18 0.11 0.09 0.50 0.30 0.20 0.11 0.00 0.04 0.26 980 0.04
=Female post
(p value)
(2).Male 0.00 0.02 0.26 0.57 0.52 0.82 0.22 0.00 0.10 0.45 .180 0.71
Pre=Female
pre (p value)
(3)|- (l))-(2) (P 0.04 0.60 0.05 0.65 0.23 0.24 0.03 0.72 0.00 0.64 .720 0.14
value

Notes: The standard error were clustered at theeguocations (districts and training center whieterviewed were undertaken) and enumerators @@ted in parentheses. ***
p<0.01, ** p<0.05, * p<0. Other controls are: urkaard occupation of father and mother.
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Appendix 2.A: Variables
Age: Calculated from self-reported birthdate
Male (male=1, O otherwise),
Married (married=1, O otherwise)
Raised in an urban area: equals 1 if the applicaséd in the district and capital area
up to secondary education.
Years of schooling: Measured by years. In the cdartEBangladesh education system,
completed primary school=5 years, completed seagnsichool=10 years, College
graduate=12 years, university graduate=16 yeadspast graduate=17 years.
Father’s education: Schooling years of father
Mother’s education: Schooling years of mother
Father’s occupation (business): equals 1 if theefadf the respondent is in business.
Father's occupation (government): equals 1 if théhdr is a first/second class
government officer
Mother has job: equals 1 if mother work outsidehbene for a wage.
Highest grade in the Secondary School Certific&®Q() examination: equals 1 if the
individual got grade A+ (90-100% marks) in the setary school certificate
examination.
Enrolled in coaching center: equals 1 if the agplts/officers took BCS examination
preparation in the coaching center.
Engineering major: equals 1 if the individual gratkd from the engineering faculty of
a technical university.

Quota Privilege: This variable takes 1 if the apgtits have quota privilege for getting
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BCS job and zero otherwise.

Took BCS exam in 2013: It equals 1 if one appliedBCS exam in 2013 and zero
otherwise.

Experience in Private sector jobs: It equals 1h#& applicants/officers worked for
private sector jobs before applying to the civivege examination and zero otherwise.
The Big-five Personality Traits: The Big-Five factnodel developed by John (1990)
contains 44 items, which are in turn divided inteefdimensions of personality:
extraversion; agreeableness; consciousness; na@snotand openness (Almlund et al.,
2011). The responses were collected on 5-pointrt_keales, showing the extent to
which the applicants and officers agreed or dissgjreith the statements. In this
dissertation, a shorter list of questions contgirii® questions, with 2 questions per
dimension was used following Donato et al. (201%) Rammstedt & John (20Q7)
Extraversion: Extravert represents the traits ofirahvidual related to activity and
energy, mainly sociable (Benet-Martinez & John, 89 omputed as the average
response to the two questions related to extraversi

| like to interact and talk with people.

| am sometime shy and unable to communicate whbratasily (Reversed).
Cronbach’s alpha for these two questions: 0.4

Agreeableness: Agreeableness represents thedfaitsindividual related to altruism,
tender mindedness, trust and modesty (Benet-Mar@ndohn, 1998). Computed as
the average response to the two questions relatddreeableness.

| like to cooperate with others although it is ubifit.

| tend to find fault with others (reversed).
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Cronbach’s alpha for these two questions: 0.12

Conscientiousness: Conscientiousness representsaitseof an individual related to
hardworking, organized, responsible and goal dikdiehavior (Benet-Martinez &
John, 1998). Computed as the average responseetdwihh questions related to
extraversion.

| do any task with regard to every detail: not stipeal and partial.

Anybody can depend on me (in general).

Cronbach’s alpha for these two questions: 0.4

Neuroticism: Neuroticism represents the traits le# tndividual related to anxiety,
sadness, irritability, nervousness, emotional nistg (Benet-Martinez & John, 1998).
Computed as the average response to the two quesélated to Neuroticism.

| can be tensed a lot in any matter.

| am emotionally stable, not easily upset (revexsed

Cronbach’s alpha for these two questions: 0.3

Openness: Individual having openness behavior shmyesiness to new aesthetic,
cultural and intellectual experiences (Dal Bo et 2013). Computed as the average
response to the two questions related to Openness.

| like to think deeply or carefully about any task.

| Prefer work that is routine (reversed).

Cronbach’s alpha for these two questions: 0.4

Big-Five Personality Index: It is an equally weigtitaverage of the z-score of each

module of the Big-Five Personality inventory (setatls in Alam and Kijima, 2020).
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In the case of Neuroticism module, the reverseesa@s considered as it is a negative
trait (See more details Benet-Martinez and John, 1998).

PSM (Public Service Motivation) index: To constri®&M index 12 statements from
the 40 statements of Perry’s 1996 scale of Pubhdc&e motivation (Perry, 1996) were
elicited, and created an equally weighted aver&dfeeaz-scores of each module of the
PSM.

Attraction to Policy Making: Computed as the averagsponse to the following two
guestions.

| am interested in making public programs and pediavhich are beneficial for the
country.

| like to share my views on public policies witthets.

Commitment to the Public Interest: Computed astlerage response to the following
two questions.

An official's obligation to the public should alwsagome before loyalty to superiors.

| would prefer seeing public officials do what issh for the whole community even if
it harmed my interests.

Social Justice: Computed as the average responise following two questions.

| am not afraid to go to bat for the rights of atheven if it means | will be ridiculed.

| do not believe that government can do much toersaiciety fairer (reversed).

Civic Duty: Computed as the average response téotloaving two questions.

| believe everyone has a moral commitment to caffairs no matter how busy they
are.

| have an obligation to look after those less wéll
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= Compassion: Computed as the average response faltveing two questions.
| have little compassion for people in need whowareilling to take the first step to
help themselves (reversed).
It is difficult for me to contain my feelings whésee people in distress.

= Self-Sacrifice: Computed as the average responbeetillowing two questions.
| believe in putting duty before self.
Making a difference in society means more to me tiersonal achievements.

= Participated in volunteering or charity activitiesjual 1 if the individual did voluntary
works or charity activities before applying in tbigil service, 0 otherwise.

= Patience and Present Bias: To measure the patimnteresent bias, hypothetical 4
guestions were asked.

e Q1:If he buys a shirt and wins a prize, he can rectie prize money 2000 BDT
instantly or 2500 BDT after one month. Would heslido wait for one month?
Yes/No.Q2: If Q1=No, The respondent is asked if he is offé3660 BDT after
one month, would he like to wait for one month? /Kes

e Q3: If he buys a shirt and wins a prize, he carixecthe prize money 2000 after
one month or 2500 after two months. Would he lizkenait for two months?
Yes/No. Q4: If Q3=No, The respondent is asked ifsheffered 3000 BDT after
two months, would he like to wait for two month?sfdo. By using the response
to Q2, if one did not agree to wait for two montkisey were considered as
snsidere ree to wif one answered Yes in Q1 andhN@3, or Yes in Q2 and No

in Q4, they were identified as 1 and No in Q3,
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= Most-risk averse: To measure the risk taking bedrathe respondents were asked 3
lottery questions to choose (A) or (B): (1) (A) 20BDT with certainty or (B) 50%
chance of winning 4000 and 50% chance of zero(ARR000 BDT with certainty or
(B) 50% chance of winning 8000 and 50% chance od,z8) (A) 2000 BDT with
certainty or (B) 50% chance of winning 10000 an#c5thance of zero. Those who did
not want to take the risk in lottery 3 are ideetfias the most risk-averse.

= Altruism: In this article, altruism were defined the level of the unselfishness of the
respondents to a poor family. To do so, the responid asked a hypothetical question:
if the respondent is given 10 tokens (1 token v&il@ BDT), how many tokens does
he want to give to poor families and how many tekeéoes he want to keep for himself.
Those who agreed to give more tokens to poor famdre considered as more altruistic.

= Consumer Price Index (CPI) of Bangladesh: CPI da&ta collected from World Bank
(2017b). In this regard, the previous wages ofldisejob were converted to real value
at the price level of 2017. BCS officers who apglier the exam in 2012, 2013, and
2014 were appointed to the first post 2.5 yearr.l&o the income of previous job
before joining to BCS was measured at price lek20&4, 2015, and 2017, respectively.
CPlin 2014, 2015, and 2017 is 136.05, 152.32,141d14, respectively.

= Hypothetical questionson preferences (Patience, Risk aver se and Altruistic
behavior)

Now vs. 1 month (2000 vs 2500)

1. Suppose you bought a soap and you have justawaize. The prize is 2000 BDT. If you
wait for 30 days, you can receive 2500 BDT (youl weceive money in 30 days for sure).
Would you like to wait for 30 days? 1=Yes 0=No.

If the answer is yes, please skip the questioBs i2no, please answer next question.
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Now vs. 1 month (2000 vs 3000)

2. The same scenario as above, but now if you f@ai80 days, you can receive 3000 BDT
(you will receive money in 30 days for sure). Wowtal like to wait for 30 days? 1=Yes, 0=No,
If the answer is yes, please skip the questiohtBelanswer is no, Please ask next question.
3. The same scenario as above, but now how mugcloulmeed for you to wait for 30 days,
instead of receiving a prize today? (Please wiieatmount) ............. BDT

1 month vs. 2 months (2000 vs. 2500)

4. Suppose you bought a shampoo and you have arstavprize. The prize is 2000 BDT and
you can get the prize in 1 month from now. If yoaitdor 2 months (instead of receiving in 1
month from now), you can receive 2500 BDT. Would like to wait for an additional 1 month
(2 months from now)? 1=Yes 0=No

If the answer is yes, please skip the questiongd%aif no, please ask next question

1 month vs. 2 months (2000 vs. 3000)

5. The same scenario as above, but now if youfwa® months, you can receive 3000BDT.
Would you like to wait for an additional 1 month iffbnths from now)? 1=Yes 0=No. If the
answer is yes, please skip the questions 6, i&tisgver is no, please answer next question (6)
6.The same scenario as above, but now how muchwaoeged for you to wait for an additional
1 month (2 months from now), instead of receiving prize in 1 month?......... BDT

7. Now you have a partner X. Suppose you are dgideiokens by a charity organization. Each
token you keep is worth 100 BDT, while each tokenrypartner receives is worth 300 BDT.
You are independent to distribute the tokens Yioel can donate to your partner or you can
keep it for you). How many tokens will you give your partner and how many tokens will

you keep for you?
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8.1 Suppose | were to offer you a choice between thewog two choices: Choice A: 2000
BDT with certainty. Choice B: A business with a 56k@nce of winning 4000 BDT and a 50%
chance of winning nothing. Which would you chodShoice 1=A or 2= B?

8.2 Suppose | were to offer you a choice betweerfdliowing two choices: Choice A: 2000
BDT with certainty. Choice B: A business with a 56k@nce of winning 8000 BDT and a 50%
chance of winning nothing. Which would you chodShoice 1= A or 2= B?

8.3 Suppose | were to offer you a choice between theWong two choices: Choice A: 2000
BDT with certainty. Choice B: A business with a 5@%@nce of winning 10,000 BDT and a

50% chance of winning nothing. Which would you cé®oChoicel=A or 2=B?
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Appendix 2.B
Reform in the labor market situation:
During 2010-2013, labor force participation hagmisubstantially. In this time, female labor
force participation rate has been increased cordp&renale. Labor force having tertiary
education was increased but still low. Real wageease rate was stable during 2010-2013.
Interestingly, labor force participation in agrituke has been decreased but increase in the
manufacturing sector, this is may be due to rapavth of Ready Made Garment sectors (ADB
and ILO, 2016). However, considering the labor mefessue, it was found that the Bangladesh
government enacted Labor Act, 2006, subsequentlgstamended in 2013. However, the law
was enacted mainly for ensuring right of the wask@abor) in the manufacturing sectors
(Ministry of Labor and Employment, n.d). As BCSioéfrs are not the potential candidates in
the manufacturing sector as labor, this reform mingtve no effect on the BCS applicant pool.

Reform in the Education Sector:

In Bangladesh, after the liberation in 1971, thaddadesh government have taken initiatives
to reform the education sector several times. Rt&mpt was undertaken by forming the
Qudrat-E Khoda Commission in 1974. This commissioggested to change the traditional
memorizing system education as well as to stremgthe research activities. Subsequently, in
1979 Jatiyo Shikkha Upodeshta Parish@éidational Education Advisory Council), in 1997
Jatiyo Shikka Nity Pranayan Committee (National &ion policy Preparation Committee),
in 2002 Bari Commission, in 2003 Moniruzzaman M@a@nission, and finally in 2009 again
Moniruzzaman Commision were formed, and these casion mainly emphasized on the
improvement of the quality of higher education. Hweer, the recommendations of these

commissions are rarely implemented by the govertntersum, during the pay scale reform
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(2014-2015 financial year) and the time wheH B&tch (took exam after the reform) entered
to high school/higher secondary school, higher atioic (2008-2010), there was no major

change in education system (Hossain & Mohammad K@itb; Khan, Rana, & Haque, 2014).

Reform in the recruitment and pay scale:

We do not find any other reform and policy changbgh could affect applicant pool of BCS
after 2015 other than pay scale reform. Howevagvarule as Bangladesh Civil Service (Age,
gualification and Examination for direct recruitnieRules, 2014 were approved by the
government in September 18, 2014. Compared toquevules ordered in 1982, there was not
any major changes in the new Rules ordered in 2bilthe new rules, 200 marks for the
preliminary exam were introduced and previoushyats 100 (Establishment Division, 1982;
Ministry of Public Administration, 2014). The lategform was on the pay scale reform in

2015. There were not any major changes in the egipn and selection procedures.
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Chapter 3
I ncentives to I mprove Gover nment Extension Agent Performance: A
Randomized Control Trial in Bangladesh

3.1 Introduction

Agriculture is an important sector for a developgapnomy, as it is a major source of
employment, income, and foreign exchange (de JaBagioulet, and Suri, 2017). However,
farmers in developing countries face many obstaoleshancing productivity, such as a lack
of access to new agricultural technologies (Birklsze, Evenson, and Feder, 1991; de Janvry
etal., 2017; Jack, 2013; Lee, 2005). Although msiten services are publicly provided through
agents in developing countries, one extension agerst cover 500-5,000 farmers (Davis,
2008). Under this situation, farmers rarely havecadite and timely access to relevant advice
(Anderson and Feder, 2007). Therefore, efficieniciélse public agricultural extension system
must be improved.

Although there is anecdotal evidence about the hoarale of public agricultural
extension agents due to low salaries and insufficgupervision, few studies rigorously
examine whether incentives and monitoring can ecdnaprvice delivery. Empirical literature
on public service delivery in health and educasiectors has found performance pay (Basinga
et al.,, 2011; Mbiti et al., 2019; Muralidharan aBdndaraman, 2011), social recognition
(Ashraf, Bandiera, and Jack, 2014: Ashraf, Bandliaral Lee, 2014), and monitoring with
penalties (Banerjee et al., 2008; Dhaliwal and Har2917) to be effective. However, other
studies found negative consequences of performpagewhich changes behaviors to focus

on work related with incentives (Glewwe et al., @0&nd to manipulate records to avoid
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punishment (Dhaliwal and Hanna, 2017). Thereforetemining effective incentives to
increase service delivery by public sector workgiisconclusive.

In rural Bangladesh, more than 87% of the populatiepends on agriculture for
income (World Bank, 2016, 2017a). In 2016, the Basesh government formulated a new
agricultural extension policy to ensure sufficiesgrvices for all farms. Under this policy,
programs were launched that aimed to increaseudignial productivity, crop diversification,
and cultivation of cash crops. To address climhsnge and ensure a clean environment, the
government emphasized the diffusion of green teldgyo(i.e., natural fertilizers versus
chemical fertilizers) (DAE, 2018). To implement@wnpolicy successfully, there is an urgent
need to improve agricultural extension worker peniance. By conducting a randomized
control trial (RCT) to provide tournament-type intiges to public agricultural extension
officers in Bangladesh, this chapter explores tlyp@estions: (1) Does introducing incentives
to the public agricultural extension system help@ase service delivery? (2) If yes, what kind
of incentive, financial or non-financial, works t&® (3) Is increasing monitoring as effective
as providing incentives?

The results show that financial incentives, nomficial incentives, and increased
monitoring have positive effects on service delyyand their effectiveness is not significantly
different on average. However, for poorly perforgiagents, increased monitoring has an
advantage in improving performance. An analysistled heterogeneous treatment effect
indicates that the effect is greater among agemtsffices with high variations in initial

performance than among those with low variations.
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This chapter contributes to the literature in thregys. First, considering the diffusion
of new agricultural technologies, the existing géscexamine the effectiveness of farmer-to-
farmer extension services and information shalanfliera and Rasul, 2006; BenYishay and
Mobarak, 2019; Conley and Udry, 2010; Kondylis, Mere and Zhu, 2017; Krishnan and
Patnam, 2013; Munshi, 2004; Shikuku, 2019; Takahd&#hno, and Otsuka, 2019; Tripp,
Wijertne, and Piyadasa, 2005) and how to select fikesners who can widely diffuse
technology information (Beaman et al., 2018; Enmleaicd Dar, 2020). This chapter examines
how to enhance service delivery by providing inceg# to public agricultural extension agents.
Recent studies focus on farmer-to-farmer extensesumices (key farmers to ordinary farmers)
and the role of social networks (e.g., neighborgntls, peer farmers, and relatives) in
disseminating new agricultural technology inforroati

Second, this chapter examines the effects of ineenbn service deliveries by public
sector workers. Some empirical studies examineffieet of financial incentives, non-financial
incentives, and monitoring on test scores, abseEmeeand the service delivery of health
workers (Ashraf, Bandiera, and Lee, 2014; Banegjes., 2008; Dhaliwal and Hanna, 2017,
Mbiti et al., 2019). This chapter also indicateattimcentives given to agricultural extension
officers increase service delivery and tests thectfeness of financial incentives, non-
financial incentives, and increased monitoring.

Third, this chapter empirically tests the effect w@nk-order tournaments on
performance. Although the financial incentive imlmged and examined by many RCT studies
is performance pay, a reward system based on aomaek tournament is used by many
companies to compensate employees due to easplefm@ntation. Empirical studies examine

the effect of the rank-order tournament on empl@grérmance based on cases in the private
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sector of developed countries (Conyon, Peck, adte§2001; DeVaro, 2006; Eriksson, 2007,
Knoeber and Thurman, 1994). So far, the literatsir@sent in this regard that examines the
effect of the rank-order tournament in the pubdicter of a developing country.

The rest of the chapter is organized as followsti&e 3.2 presents the institutional
background of agricultural extension services. i8ac3.3 discusses the methodology,
experimental design, and empirical methods. Secidnreports the descriptive statistics,
baseline balance, estimation results, robustnessidénce, and discusses the “do no harm”
principle for experimentation. Finally, Section 8&ncludes and presents directions for future

research.

3.2. Ingtitutional background and public agricultural extension servicesin Bangladesh

3.2.1 Institutional arrangement for agricultural extension services

The Department of Agriculture Extension (DAE) ig ttentral public organization that
provides agricultural crop extension services kdaaimers in Bangladesh. The department has
2,000 extension personnel (managerial-level cieliviee officers) and 14,092 field-level
extension agents stationed in 492 upazila (subictjsagriculture offices (Huber and Dauvis,
2017). District offices act as a controlling offiéer upazila agriculture offices, while the
upazila agriculture offices deliver extension seegi at the field level. The deputy director
(DD)*® and upagzila agriculture officer (UAO) lead thetded- and sub-district-level agriculture

offices, respectively.

19 Deputy Director (DD) is appointed from mid-levebigladesh Civil Service (Agriculture) cadre
officers who are recruited under the competitival gervice exam. Their post at an entry level is
Agriculture Extension Officer (AEO) (@grade). After 5-8 years, AEOs get promotion as Zilpa
Agriculture Officer (UAO) and become head of UpaZgriculture office (8 grade). After 10-15 years,
UAOSs get promotion as Deputy Director (head ofBigrict agriculture offices).

59



A field-level extension agent, known as a sub-#msisagriculture officer (SAAO), is
responsible for delivering extension services #0Q,farmer families (one block) on average.
SAAOs are permanent and pensioned employees (ASIB®3; Huber and Davis, 2017;
Rashid and Qijie, 2016). Regional agriculture a@§icalong with district and upazila offices,
are responsible for SAAOs’ promotion and transféthiv the region (DAE, 2018). The
performance report of SAAOSs is sent to the DAE Khdistry of Agriculture via the district
agriculture office.

In Bangladesh, public agriculture extension ses/axe provided by group discussions,
field demonstrations, field visits, motivationalits, training for contact farmers, a celebration
of field days, individual consultation with farmefarmer field schools, and electronic media
and devices (radio, television, phone) (DAE, 2(H8&que, 2011). It is common for SAAOs to
provide extension services through field demonstnat individual consultancy, and field
visits with farmers. Generally, the contents ames/of extension services provided by SAAOs
vary based on agricultural seasons and locatiohghé\beginning of each season, the DAE
sets targets for each type of extension servicthéodistrict agriculture offices. District offices
specify the targets to each upazila agricultureeffwhich in turn assign targets to block-level
officers.

Beyond the government, NGOs and private organizafwovide extension services to
farmers (ASIRP, 2003; Nippard, 2014). NGOs deliegtension services to micro-credit
clients to bolster the poultry business and softedstry. Private organizations providing
extension services are limited to selling seed f@ntlizers, promoting fish hatchery, and
extending irrigation facilities to farmers (ASIREQ03). Thus, private organizations’ extension

services are not substitutes for public services.
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3.2.2 Incentives and monitoring in the Public sector agricultural extension services

The minimum qualification for an SAAO is a diplommeagriculture. To recruit SAAOS,
the DAE advertises in the national paper, whickesttéhe location (district) of vacancy where
applicants reside. The selection is based on wrigied oral examinations. Once selected,
extension officers are posted to districts othanttheir home district. After a few months,
extension officers are posted in their home ditstyisome even in their village. The salary is
fixed and increases based on job tenure and promd®rior to 2015, when pay scale reform
was implemented, the entry-level salary of an SAR&3 lower than the average income for a
similar occupation (BBS, 2017). In 2015, pay becamoee than doubled and high in the rural

setting®®

Extension worker absenteeism is commbimsufficient transportation budgets are
believed to be a major challenge for extension &gdrwever, this should not be a problem
if they reside in their jurisdictional area. ltdsmmon for female extension workers to reside
outside their jurisdictional village after marriageue to social norms and customs (purdah
system), it is not easy for female farmers to weith male extension workers. To solve this
dilemma, in 1996, the government enacted a polppomnting female extension workers to

provide extension services to rural women. Howeives, national level survey on agricultural

20 Extension workers tend to work hard to achievetérget on projects from donors, because they
receive an honorarium, which is partly determingddays of training participated and field days
arranged in addition to their salary from the pcbojé&rom a project, SAAOs receive an honorarium of
around 450-500 BDT (about 6-6.5 USD) per day. Thiggests that financial incentives based on
performance can be an effective policy instrumentrhproving extension worker performance.

2 Workers residing outside their jurisdictional tds the main reason for absenteeism. Though all
extension workers must remain in their jurisdictiack, there is no enforcement of this policy (Key
Informant Interview, 2017).
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extension coverage, ASRIP (2003) found that onl9618f female farmers knew about

government extension services.

Promotion prospects for SAAOs are limited. Aftery&gars of work, an SAAO (11
grade) can apply for a promotion to assistant afitice extension officer (AAEO) (#0grade).
Based on performance, both UAO and DD nominate S&AdD foreign- and national-level
trainings and for the Best SAAO of the Year awdDAE, 2018)%? Employer recognition is
important for workers’ careers (Dewatripont, M.witg 1., Tirole, J., 1999). This incentive
may not ensure promotions or privileges while esitem officers enjoy the honor. Nonetheless,
the Best SAAO of the Year is selected annually, amg one extension officer receives the
award. Therefore, current incentives may not becgiffe in improving SAAO performance,

on average.

The performance of SAAOs is monitored in two wapérequent and planned block
inspections and weekly meetings (referred to aklyemnferences). Every month, district-
and upazila-level officers announce an inspectiam. tHowever, according to key informant
interviews, geographical dispersion makes monitpradl blocks difficult for officers.
Controlling officers hardly maintain a tour plan.héh extension officers are older than
monitoring officers (UAO/DD), monitoring officersae difficulty to encourage extension

officers to achieve the target.

22|n a field diary, SAAOs keep a record of extenssenvices (i.e., how many farmers communicated for
specific extension services and how many of theoptdl those services). To select the Best SAAQef t
Year, both UAO and Deputy Director (DD) from distriAgricultural Office inspect the blocks of the
candidates and physically verify the performangeorieed (DAE, 2018). The best SAAO of the division
(nation) receives the crest from the divisionaiagffs (prime minister).
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All SAAOs for each upazila agriculture office acedttend the weekly meeting and to
record their weekly achievements in specific boaksintained in the upazila agriculture
offices. If the performance is unsatisfactory, UA@=e the weekly meeting to encourage
SAAOSs to increase service deliverfi@ddowever, SAAOs do not lose their jobs nor are they
suspended if they do not achieve the targets. Windiee is a policy to issue a showcause letter
when SAAOs have a low achievement rate, it is yassued by the UAO. During the weekly
meeting, UAOs can mention, in front of colleagukesv-performing SAAOs who do not
achieve the target and request that they must wegoerformance.

Often, SAAOs strive to achieve seasonal targetiseaend of a season. This makes it
difficult for upazila and district offices to conduinspection in all the SAAOSs to visit/check
the status of extension services in the field byABA, especially as this is when upazila and
district agriculture offices are preparing the nsaéson’s plan. Therefore, changing the target
period from the season (4 months) to each monthntake monitoring and tracking more
efficient and may enhance work performance of SAAOs

In summary, a key problem to providing extensionvises efficiently is poorly
motivated SAAOs. A scheme exists to enhance SAA@prance through awards, training
opportunities, and promotion prospects. Howevas, thay not be effective in encouraging
poor-performing SAAOs to achieve their target, sirtds rare for them to be fired or severely
punished due to poor performance. Therefore, eaging poor performers is a major issue in

the Bangladesh public sector.

2 When there is important message from the DAE aimibtry, district-level officers join the meeting
to deliver a motivational speech for SAAOs and shtre latest directives (DAE, 2018Jhe
performance of SAAOs is also tracked by the AnrCahfidential Report (ACR) written by AEOs,
which is submitted to UAO (DAE, 2018). Any poor femances indicated in the ACR affects
promotion prospects.
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3. 3 Methodology

3.3.1 Experimental design

Based on the institutional background, this chapiers to motivate poor-performing
SAAOs to enhance service delivery by providing tament-type incentives. Tournament-
type rewards, rather than performance pay, aligh thie current DAE system, which is also
tournament type (i.e., Best SAAO of the Year), edasy for the DAE to adopt and adapt.
The weekly meetings were utilized where SAAOsdiervice delivery diary. In the meeting,
annual or seasonal targets (the number of farnesevehom SAAOs provide information on
specific practices and technologies) set by upaleculture offices are announced. Adding
tournament-type rewards each month to a weeklyingeemphasizes the monthly target rather
than the seasonal target. The incentive’s effe@AAOS’ service delivery is determined.

According to tournament theories (Connelly et 2014; Eriksson, 2007), more able
players tend to exert more effort to win the ptizan less able players. For enhancing less able
players' performance, tournament organizers hapdimstrict) more able players through
rules (Knoeber and Thurman, 1994). In the experiméenvas tested whether the impact of
handicapping better performers helps improve pediopmers' service delivery.

Tournament theory also predicts that high vamatod initial performance among
competitors leads to increase in service delivenprag more able officers. In contrast, low
variation of initial performance among competit@sults in similar effects on all competitors.
Additionally, experimental setting, winning prob#tyiis different by the size of the office,
since the number of winners from each office isesanmerefore, the effect of the experiment
on the performance of the poor performers shoufdrdoy the initial variation of performance

among competitors and by number of officers witrnoffice.

64



Rewards can be financial (cash) or non-financian@r as positive and possibly
censure as negative). Benabou and Tirole (2003exd(1993) theoretically show that tighter
monitoring motivates workers to increase efforthe short term, but it is not the case in the
long term. Demougin and Fluet (2001) show that fmwered financial incentives with precise
monitoring are effective in increasing worker effdgince the comparative effectiveness of
financial and non-financial incentives remains ustlelied, determining which is more
effective in the public agriculture sector in Baaudgsh is the empirical questi#hiThe effect
of four incentives (Fame, Moneyl, Money2, and lasipa) on SAAQ’s effort is evaluated.

This chapter examines all SAAOs working in 40 ulaagriculture offices in ten
districts of four divisiong> After sorting upazilas by division and districtget upazila
agriculture offices are assigned to each treatna@ult control group. Since an upazila is
equivalent to a sub-district and there were noridisevel events and trainings during the
experiment and evaluation period, it is unlikely 8AAOSs in control offices to be discouraged
by not receiving incentivedn all study offices, including the control officed AOs asked
SAAO:s to indicate the number of farmers they predithformation in the month prior to the

weekly meeting. UAOs also requested them to achaewmsnthly target rather than seasonal.

24 One exception is Ashraf, Bandiera, and Lee (20d#)ch compared the effectiveness of financial
and non-financial incentives on public health wonserformance in Zambia. Non-financial incentives
(social recognition) rather than financial inceacommission on sales) were effective to motivate
health workers to sell more.

25 From October to mid-November 2017, another suoresAAOs were conducted in the same four
divisions covering 11 districts (2-3 districts fromach division). In this survey, four upazilas were
selected in each district. In each upazila agtcaltoffice, the list of SAAOs were prepared whaeve
hired around 2015 (2011-2018) and randomly sele28HSAAQOs (5-10 officers from each office).
This survey contains detailed information on SAA®s. select four divisions and 11 districts, the
divisions and districts affected by floods in 20dd districts whose cropping patters were different
due to topographical reasons (wetland and hillyjendropped first. In these flood-affected areas,
rehabilitation programs for farmers were undertalather than regular extension services. One wpazil
office refused to participate, resulting in 40 o8 studied. In the analysis, SAAOs who did notkwor
in the sample office in the previous season wectueed.
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This makes the experiment officially implementedhief is crucial for SAAOs participation
in the experiment®

At the beginning of the first weekly meeting in dary 2018, UAOs requested SAAOs
to furnish complete information on service delivaryDecember 2017. This was considered
the initial performance before the experiment.#d beginning of the first weekly meeting in
February 2018, UAOs requested the same for Janitiey.calculating the performance based
on service delivery in December 2017 and Januatg 20AOs selected the best (or worst)

two SAAOs in the office’

For Fame and Moneyl treatments, the two best pe€i® are selected based on the
highest percentage increase in service deliveriesne month. For Money2, the two best
performers are selected based on the highest nunfiservices delivered in one month. For
Inspection, the two worst performers are selecaskd on the lowest percentage increase in
service deliveries in one monthTo motivate initially poor-performing officers, lfowing
tournament theory prediction, good performers weaedicapped before the experiment in
Fame, Moneyl, and Inspection, bringing low perfasnan advantage. It is unclear if
handicapping better performers has negative effextsheir efforts a priori. Average and

heterogeneous treatment effects for poor- and rgedtdorming officers were estimated. By

2 Since subjects of this chapter are incumbent p@xiension officers, official support from the DAE
were needed. A senior officer from the DAE wereedlirLetters were sent to all sampled upazila
agriculture officers for their consent to condun experiment. All sampled upazila agricultureas§
indicated their interest to participate in the expent. During the experiment announcement,
enumerators were present in agriculture officesunigrators were trained how UAOs make
announcements, and AEOs convinced SAAQOs to paatieigo that the experiment was properly
conducted in all offices.

27 Detailed explanation on how to calculate the serdelivery (performance) is provided in the
Appendix 3.B.

28 Bengali scripts were prepared for all treatmeidt@mtrol offices. The English translation is altiad

in Appendix 3.A.
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comparing the impact of Moneyl and Money2 on poerfggmers, the effectiveness of

handicapping better performers in improving théqrenance of poor performers was tested.

For the Fame treatment, the UAO announced thahéetsuld select the two best
SAAOs and send those names to the district officEgming the DD that they are the two
best. SAAOs desiring to be promoted to UAO makeawdforts to improve performance.

For the Inspection treatment, the UAO announcetdhé&she would select the two worst
SAAOs to be inspected by the DD (Deputy Directé.indicated above, regular inspection
is conducted by Agriculture Extension Officers (A§Cand UAOs (Upazila Agriculture
Officers), not DDs. Inspection by the DD is rarelamplies severe punishment (censure) for
SAAO's poor performance. Unlike other treatmentse tnspection treatment reveals
information about the worst two SAAOSs in the offiCe avoid censure and/or to achieve
higher career goals, SAAOs try to avoid being detbas the worst. Furthermore, being labeled
as the worst can induce shame.

In the Moneyl and Money?2 treatments, the UAO annedrthat he/she would select
the two best SAAOs and explained that a foreigversity, in partnership with the upazila
agriculture office, would provide monetary incemrvto them. The rewards were 3,000 BDT
(about 40 USD) for the best performer and 1,000 EBdout 12 USD) for the second best.
The monthly salary of SAAOs is 16,000 BDT; thuss tmonetary incentive was significant.

The timing of the rewards and their certainty aifeecent under each treatment. For
example, the reward for Moneyl and Money? is prediadnmediately after the selection. The
reward for Fame (future promotion) is uncertain @novided more than 10 years after the

experiment. Consideration of a new incentive diffire treatment effect. Therefore, using the
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SAAOs’ preferences, such as present biasness sindwversion, the heterogeneous treatment
effect on performance was testéd.

Since performance measures (see details in AppeéhBixare self-reported service
deliveries, SAAOs might overstate their servicewvagl data to receive the reward or avoid an
inspection by higher authority. The over-reportprgblem is unlikely, as UAOs warned the
SAAOs that they would issue a showcause lettep¥er reporting. Need to mention that as
the service deliveries are easily visible in thedj UAOs can check it during their inspection.
After collecting data, all the upazila agricultw#ices checked the data whether there were
any over-stated service delivery data by the SAA@sides, traditionally, upazila agriculture
office collect self-reported service deliveriesadat SAAOs in every week, and it is expected
SAAOs do not provide over-stated service delivedata. At least in the context of public
sector, it is well practiced that when controllioificer order seriously to the sub-ordinate not
to provide any false information (example: sendedivery data in this research context), sub-

ordinate follow that order seriously.

3.3.2 Estimation model

McKenzie (2012) indicates an analysis of covamaf@NCOVA) estimation of
treatment effects is better than difference-inedghce (DID) estimation when autocorrelation
is low. In this chapter, the autocorrelation is@fbr the control group and 0.428 for the

treatment group, and the sample size is more th@nvéhich means that ANCOVA has higher

2 This analysis is conducted by merging anotheregtisvdata. Since the experiment is designed as a
policy change at DAE, socio-economic background @ther information from the SAAOs were not
collected before the experiment. The merged dasali@ observations and is called the restricted
sample.
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power than DID. Therefore, an ANCOVA estimation rabd used as the main specification
to estimate the treatment effects on the performahextension officers:

Yist = BrFs + BuaM1g + LyaM2g 4 Bils + Y Xisto1 + 0Yigt—1 F Cist vvvvvevnereniinineinnns Q)
whereY,,; is the service delivery of SAAOIn sub-districts at timet (after the experiment).

F, M1, M2, and | are dummy variables for the fa@atments: Fame, Moneyl, Money2, and
Inspection, respectivelys are treatment effects to be estimated separfategach incentive.
X;s+—1 presents a set of SAAO characteristl¢s. ; indicates the lagged dependent variable at
time t-1 (before the experiment) argd; is the error term. Standard errors are clusterdiea
upazila agriculture office level.

Since there may be a heterogeneous treatment Bff &@AAOS’ initial performance as
predicted by tournament theory, interaction termes added between treatment status and
performance index at the baseline. To estimateh#terogeneous treatment effect of the
experiment on performance, the following modelgedu
Yist = BrFs + BuiM1s + PuoM25 + Bils + Brz Fs X Zig 1 + Purz M1 X Zigy +
Buzz M2 X Zig 1 + Biz Is X Zige 1 + MZi 1 + VXist—1 + 6Yise—1 + €15t

. (2)
whereZ;,,_, is an indicator variable equaling 1 if the init@érformance index is below the
median, and 0 otherwise. The coefficients of irdkoa terms are marginal effects of each
incentive for SAAOs with poor performance at theddme, while those of un-interacted terms
are marginal effects for better performance.

The sample is divided into SAAOs in offices witlgher variance of initial performance
and those in offices with lower variance. This sesturnament theory predictions: (1) high

variation of initial performance among competiti@ads to increase in service delivery among
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more able officers, (2) low variation of initial ffermance results in no difference in effort
level between better performers and poor perfornsrd (3) the treatment effects are higher
in smaller offices than larger offices. Equatiowere run separately for these sub-samples.

As explained in the previous section, the treatneffiect can be heterogeneous based
on the SAAO preference. Therefore, different Zghsas time discount, present bias, risk
aversion, altruism to the poor, and public servicgivation are applied by using the restricted
sample.

To test the robustness of the estimation resul&dibhynating time-invariant unobserved
individual characteristics of SAAOs, the treatmeff¢cts on the performance are estimated by
the following model.

Yiee = BeFs X Ty + BuaM1g X Ty + ByaM2 X Ty 4 Bils X Ty 4 p Ty + Qi + €1t veevveneannnnn. (3)
whereT; takes value 1 if the data is after the experinagrt O otherwisez;; is the SAAOS’
fixed effects.

3.4 Descriptive Statistics and Estimation Results

3.4.1 Descriptive Statistics and Baseline balance

Table 3.1 shows the baseline socio-economic chaisiits (age, gender, tenure) of
the SAAOs, the number of SAAOs in upazila agriadtwffice, and performance variance
within the office. More than 80% of the SAAOs aralenand have been in the position for an
average of 15 years. The number of SAAOs in anilgagricultural office (office size) is
approximately 23. Except for performance variantese characteristics are comparable
across the control and treatment groups. Distidioudif initial performance within an office is
larger in Inspection and Moneyl than in Money2 &adhe. The number of officers in the

offices with Inspection treatment is slightly highlean with Fame and Money?2 treatments.
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Table 3.2 shows total performance index beforesdted the experiment for the control
and treatment groups. There are no differencesoial fperformance index before the
experiment, while after the experiment, performaiscgignificantly higher for the treatment
groups. Before the experiment, performance indexsignificantly different for Moneyl and
Money?2 treatments than for Fame treatment. Theas® in performance index for Inspection
is significantly greater than for Moneyl, while taas no significant difference among other
treatments?® The last four columns compare performance indewésn male and female
agents and between more and less-experienced agkeats are no differences in performance
index before the experiment by gender or tenurewdder, female and less-experienced
extension agents increased service delivery dferekperiments. This suggests that gender
and tenure affect the impact of incentives on perémce, as examined in the analysis of
heterogeneous treatment effects by adding interatérms with these variables.

3.4.2 Estimation Results

Column 1 in Table 3.3 presents the estimated eftéctreatments on the total
performance of the SAAOs. All four treatments havpositive and significant effect on the
level of agricultural extension services providgdhe agents. Inspection, Fame, Money2, and
Moneyl treatments increase the average performdnyceé.49, 0.43, 0.41, and 0.38,
respectively. Evidence indicates that these estisnatre statistically different from each

other3!

30 Appendix Tables 3.1 and 3.2 show the performatieectreatments and control groups by each outcome
variables for the pre-treatment and post-treatrperibd respectively.

31 Appendix Table 3.4.1 where outcome variable ishemrvice delivery measure show same results
qualitatively.
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Other columns show the heterogeneous treatmemtefa performance by the initial
poor performers, gender, and job tenure. Firstttlnenament theory were tested that when
better-performing officers are not handicapped (B@), poor performers do not improve
performance. The results were compared from Money2 Fame, Moneyl, and Inspection
that handicap better performers. Column 2 shows Maneyl and Inspection effect
performance significantly greater for poor perforsmthan better performers. Since Moneyl
and Inspection treatments handicap better perfantéris finding is consistent with the
tournament theory prediction. While Fame also heaql better performers, there is no
significant difference between poor and bettergrening officers. An explanation could be
that poor performing officers care less about ®ittarreersin Money2, there is no significant
difference between the poor and better perforntgssnot clear why better-performing officers
did not exert more effort when not handicapped. Aghwtreatments, there is no significant
difference in treatment effects on the poor perfmnindicating that handicapping better
performers is an effective method to incentivizemgerformers to increase efforts.

Columns 3 and 4 show the results for SAAOs in effiwith higher and lower variances
of initial performance3? respectively. Even when handicapped (except Mopepgtter
performers increase their efforts more than podiopmers if the initial performance variation
is high. None of the experiments indicate thatititentive effects on performance are greater
for better performers than for poor performers.IRepection, poor performers increase service
delivery more than better performers initially. dffices with lower performance variance,

financial incentives without handicapping betterrfpemers (Money2) increases the

32 Table 3.3. (columns 3-6) Shows sub-sample analyEesse sub-samples are not stratified when
assigning treatment arms. Estimation results eypneted with caution.
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performance of better performers more than of peoformers. Furthermore, performance by
poor performers is enhanced the most by Inspethiam the other treatments.

Columns 5 and 6 show the office size (number offetitors), and the treatment effects
are greater in larger offices, which contradicte tburnament theory prediction. In larger
offices, Inspection has the greatest impact fopiba performers. In smaller offices, Moneyl
has a greater impact on poor performers than Maney?2

Column 7 presents differences in treatment effegtgender. Money?2 is significantly
greater for male agents than female agents. Amemgie agents, Inspection is significantly
higher than Money2 and Fame. Since the worst twimpeers are selected in Inspection, this
suggests that selecting the worst instead of rébnmers should be considered an effective
incentive mechanism, especially for female agents.

Column 8 shows significant differences between nrexgerienced and less-
experienced officers for Moneyl and Money?2 treatimelness-experienced officers increase
service deliveries more than more-experiencedaficThere is no differential effect between
Fame and Inspection on performance by experieneendy monetary incentives are effective
to improve less-experienced officer performanceytimay think their pay is too low to
increase service delivery without additional revgard

The results on heterogeneous treatment effectflogrs’ preference are given in Table
3.4. There are no heterogeneous treatment effagierdormance by time discount (patience),
altruism (to the poor), risk aversion, personaliby,public service motivatiof® However,

Fame and Inspection incentivize agents who arepregent biased and can demotivate the

33 For these analyses, the restricted sample is ibeddescriptive statistics and estimation resarks
given in Appendix Table 3.5 and 3.6, respectiv&he description of the variables used in the retsiri
sample are given in Appendix 3.C.
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biased agents (column 8). This result is expe@sdewards of these treatments are not paid
immediately like Moneyl1 or Money?2.

In summary, the four treatments motivate extenaments to improve performance on
average. While the results do not indicate a coatpar effectiveness of financial and non-
financial rewards on performance of public sectoteresion agents, there are significant
heterogeneous treatment effects on performancefifiti@gs indicate that poor performers
make more effort for the awards when better peréssmare handicapped, as tournament theory
predicts. Regarding predictions of differentiakets due to office characteristics (performance
variation and office size), Inspection (possiblaighment on worst performers) works best to
improve poor performers in offices with higher \eatce and smaller number of officers.

3.4.3 Robustness

With panel data, an officer fixed effects modehjgplied by eliminating time-invariant
unobserved individual characteristics of SAAOs. Apgix Table 3.3 provides the results for
total performance index as an outcome variablefanthe heterogeneous treatment effects,
and Appendix Table 3.4.1 and 3.4.2 show each sedativery measure as outcome variables.
The estimation results are qualitatively similathe ANCOVA results, which confirms that
the main results are robust.

Six months after the experiment, a short interweas conducted with the UAOs and
AEOs to determine the consequences of the expetimEndissatisfaction existed among
SAAOs regarding the experiment. No offices indidateat the experiment had negative effects
on performance of SAAOs. Three offices introduciailar incentives to increase extension

services. This suggests that the chapter of teisediation supports the “do no harm” principle.
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3.5 Concluding remarks

This chapter examined methods to improve servidvetg of public agricultural
extension officers in Bangladesh, especially far performers. For this purpose, a randomized
control trial was conducted. Since improving sesvielivery of poor-performing agents is
more urgent than improving best-performing agethis,effects of introducing financial and
non-financial incentives and increased monitoringgection) were tested to determine if they
motivate low-performing extension agents to incegasrformance. All treatments motivated
poor-performing extension agents to improve peréoroe, and increased monitoring had a
stronger effect than financial incentives.

There are two policy implications of this chaptéirst, if the purpose of introducing
incentives is to motivate poor-performing agentsgreéasing monitoring of the worst-
performing public workers is more effective thawaeding the best performers. As identifying
and revealing the worst performers may not be dabépin some settings and have negative
consequences, careful application is needed. Fampbe, this chapter found that the effect of
inspection treatment is stronger among female siiaragents than among males. If this is
due to a strong aversion to being selected as thst werformers in the office among women,
the number of female extension agents (and appéixanay decrease, which can prevent
female farmers from accessing new agriculturalretidgies in the future. Second, clarifying
work duties, an emphasis on short-term (monthlfhemathan long-term targets (annual), and
a frequent reward system can increase work effytpublic workers. In many developing
countries, fiscal budgets in the agricultural settave been declining. Introducing financial
incentives may not be feasible. It is, thereforapartant for control officers to manage

extension workers creatively using non-financiaeintives. This also indicates that not only
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the work morale of field workers but also the maera abilities of control officers are key
for improving service delivery.

In this study, it was find that male extension wasgkimproved performance more than
that of the female extension agents. The likelsoeamight be the social norms and purdah
system of Bangladesh where female extension workaysfeel shy/embarrassed to work with
male farmers. To increase service delivery, thesiptestwo strategiééare : i. to use female
organizations for easy communication and ii. Feraatension workers can help female clients
of microfinance institute. Besides these two sgia® a designated female friendly office room
in their jurisdiction block (village) and selectiagcapable contact farmers in the farmers group

may help female extension workers to increase cedeliver.

To work with female group, female extension workeas form female farmers groups.
Female extension workers can motivate female feasnggoup for preparing homestead
vegetable garden. When forming/adjust farmer'sigsp female farmers can be added in the
group; in that case it would be easy for the femneatension officers to communicate with the
female farmers. In the case of microfinance insths, as in the village level there are many
NGOs (microfinance institutions) worked with femalents, female extension officers can be
aresource persons to train up the female cligiti€&z®s regarding use of new crop technology.
In the case of office room, as it is difficult fire female extension agents to reside in the
village, an office room in the Union Parishad @gjeé level local government) for the female
extension agents may be useful to communicate twétfarmers easily. During office hours,

farmers can visit them in the office. Also in praet female SAAOs mainly spend much time

34To know the mechanism of how to improve the pertomoe of female extension agents, an
interview from one male agriculture officer and demale agriculture officer was taken.
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preparing skilled contact farmers so that male &smmostly communicate with the male

contact farmers. In that case, workload reducefefoale SAAOS.

A female agriculture officer gave information thi@amale SAAOs mainly spend much
time to prepare a skilled contact farmers so thalenfarmers mostly communicate with the
male contact farmers. More specificallyf@nsion workers generally work with the groups. In
the group there must have some leader farmer (cifiataner). As female extension agents do
not reside in villages (if posting not at won vijj& and cannot spend much time in the field,
they provide more training to the contact farméugy try to pick up right/hardworking contact
farmers) so that people can get extension ser#tiogs the contact farmers in the absence of
SAAOs. In that case, work load are reduced for female G8An the case of using a mobile
phone by the female extension officers to provideemsion services, it is also difficult
considering the social context. A female officeformed that when the mobile number of
female extension officer's become available, thengpbad people called them even at night
for an unnecessary talk. However, form the coritrglbffice side, a key informant informed
that the situation is changing day by day, anddumd many hard-working female extension
officers that do not feel shy/embarrassed to woitk \inale farmers group. However, this
context can be an interesting research topic uréut

The limitation of this chapter is that the incemgveffects on the performance of the
SAAOs were examined only for the short-term. Theparative effectiveness of increased
monitoring over financial and non-financial incenes found in this chapter may decay over
time. This is an important research area to beysar$urther. As previously mentioned, future

research can also aim to improve the manageribiyadsi control officers in the field.
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Table 3.1: Descriptive Statistics on Baseline CharactessbtSAAOs and Upazila Agricultural Office by Tresnt Status

Variables Control Fame Moneyl Money2 Inspection T1/T2 T1/T3 T1/T4 T2/T3 T2/T4 T3/T4
(T1) (T2) (T3) (T4)

1) (2) 3) (4) (5) (6) (7) (8) 9 (10 (11)
Male extension agents 0.88 0.83 0.82 0.86 0.83

(0.32) (0.37) (0.38) (0.34) (0.38) 0.82 033 0.88.24 0.70 0.40
Job experience (Years) 14.31 15.28 14.70 13.81 15.75

(13.05) (2.36) (12.01) (12.71) (12.43) 0.68 0.30.730 052 044 0.16
Number of SAAOs in 23.77 22.93 23.79 22.66 24.85
Upazila Agricultural Office (7.20)  (6.37) (8.51) 6.00) (8.88) 032 0.70 0.03 018 0.27 0.01

Performance variance within office 0.16 0.13**9.21*** 0.17** 0.22***
(0.05) (0.06) (0.10) (0.06) (0.12) 0.00 0.00 0.000.00 0.35 0.00

Number of SAAOs 171 152 168 159 157
Notes: Numbers in the parentheses are standardtibaeg. ***, ** and * indicate that there is a sificant difference in means between treatment and

control groups at 1%, 5%, and 10% level.
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Table 3.2: Index of Service Delivery (Total Performance Ingdby Treatment Status

Fame Moneyl Money2 Inspection TUT2 T1/T3 TL/T4 T2/T3 T2/T4 T3/T4 Male Female More Less
Variables Control (T1) (T2) (T3) (T4) Agents Agents experienced experienced
Agents Agents

1) () (©) (4) (©) ® O @® (o 310 d1) (@12) (13) (L4 (15)
Pre 001 009  0.02 0.06 004 -0.001  -0.07 -0.02 -0.003
treatment

(0.54) (0.52) (0.49)  (0.53) (0.58) 0.05 001 037 056 0.33 0.180.53) (0.56) (0.53) (0.54)
Post -0.33  0.03%  0.04%* Q.12+ (.13 001 002 005 0.04*
treatment

(0.47) (0.38) (0.42)  (0.52) (0.58) 069 0.09 006 019 0.13 0.790.53) (0.49) (0.51) (0.53)
Difference -0.240 0.12=* 0.02*** 0.06**  0.17*** -0.01  0.08* -0.03 0.6**
(post—pre)  (0.50) (0.45)  (0.51) (0.55) (0.63) 0.08 029 044 054 0.03 0.10057) (0.57) (0.55) (0.59)
Number of 171 152 168 159 157 684 123 437 370
Observations

Notes: The numbers in the parentheses are stadduaiations. ***, ** and * indicate that there issgnificant difference in means at 1%, 5%, and 10%

level between treatment and control groups (ColurBhlbetween males and females (Column 12 — 18 batween more experienced (above median)
and less experienced (below median) extension ag€otumn 14 — 15).
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Table 3.3: Effects of treatments on the performance (Totdlopmance index)

VARIABLES Base Z=1 if scored lower than median 4£1  Z=1 if tenure >
Male 15 years
Full Full sample Higher Lower Larger Smaller Full Full sample
sample variance office variance office office size office size  sample
1) (2) (3) (4) (5) (6) (7) (8)
Fame (T1) 0.41%** 0.44*** 0.44*** 0.43*** 0.59%** 0.26*** 0.33** 0.35%**
(0.09) (0.11) (0.11) (0.08) (0.10) (0.09) (0.12) 0.08)
Moneyl1(T2) 0.38*** 0.32%** 0.28*** 0.29%** 0.30%*** 0.35%** 0.39%** 0.26**
(0.11) (0.11) (0.10) (0.09) (0.09) (0.10) (0.12) 0.14)
Money2 (T3) 0.43*** 0.47*** 0.31*** 0.63*** 0.76*** 0.19** 0.26* 0.33***
(0.11) (0.12) (0.10) (0.09) (0.09) (0.09) (0.15) 0.1)
Inspection (T4) 0.49%** 0.39%** 0.23** 0.54*** 0.63** 0.20** 0.58*** 0.46**
(0.15) (0.14) (0.10) (0.09) (0.09) (0.09) (0.18) 0.18)
Fame (T1) xZ -0.05 -0.02 -0.07 -0.14 0.02 0.09 0.00
(0.09) (0.16) (0.12) (0.13) (0.13) (0.08) (0.00)
Moneyl(T2)xZ 0.12** 0.23 0.03 0.14 0.09 -0.02 0.01**
(0.05) (0.14) (0.13) (0.12) (0.14) (0.09) (0.00)
Money2 (T3) xZ -0.09 0.10 -0.29** -0.18 0.00 0.20* 0.01**
(0.09) (0.14) (0.13) (0.12) (0.14) (0.10) (0.00)
Inspection (T4) xZ 0.20** 0.35** 0.09 0.24* 0.16 -0.11 0.00
(0.09) (0.15) (0.12) (0.13) (0.13) (0.10) (0.00)
z 0.06 -0.07 0.17 -0.02 0.12 -0.05 -0.01**
(0.08) (0.11) (0.09) (0.09) (0.10) (0.07) (0.00)
Male -0.02 -0.03 -0.09 0.04 -0.02 0.01 -0.02
(0.03) (0.03) (0.07) (0.06) (0.05) (0.06) (0.03)
Job Tenure -0.00** -0.00** -0.00* -0.00* -0.01*** -0.00 -0.00**
(0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00)
Initial Performance index 0.40%** 0.46*** 0.43*** (b3*** 0.40*** 0.50%** 0.40%*** 0.40%**
(0.05) (0.08) (0.05) (0.06) (0.05) (0.05) (0.05) 0.06)
Constant -0.27*** -0.29*** -0.13 -0.43*** -0.33***  -0.26*** -0.25** -0.21%**
(0.09) (0.10) (0.10) (0.08) (0.08) (0.09) (0.11) 0.08)
Observations 807 807 399 408 395 412 807 807
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Table 3.3: Effects of treatments on the performance (Totgsfgymance index)cpntd.)

VARIABLES Base Z=1 if scored lower than median 4£1  Z=1 if tenure >
Male 15 years
Full Full sample Higher Lower Larger Smaller Full Full sample
sample variance office variance office office size office size  sample
) (2) 3 4) 5) (6) @) (8)
R-squared 0.30 0.32 0.29 0.36 0.43 0.30 0.31 0.31
Fame=Moneyl (p-value) (0.70)
Fame=Money2 (p-value) (0.75)
Fame=Inspection (p-value) (0.52)
Moneyl=Money?2 (p-value) (0.57)
Moneyl=Inspection (p-value) (0.42)
Money2=Inspection (p-value) (0.68)
Marginal effects when Z=1 or 0
Famel 0.39 0.42 0.36 0.45 0.28 0.42 0.35
FameO 0.44 0.44 0.43 0.59 0.26 0.33 0.35
Moneyl1 0.44 0.51 0.32 0.44 0.44 0.37 0.54
Money10 0.32 0.28 0.29 0.30 0.35 0.39 0.30
Money21 0.38 0.41 0.34 0.58 0.35 0.46 0.61
Money20 0.47 0.31 0.63 0.76 0.19 0.26 0.37
Inspectionl 0.59 0.58 0.45 0.87 0.36 0.47 0.46
Inspection 0 0.39 0.23 0.54 0.63 0.20 0.58 0.46
FameO=Famel (p value) (0.57) (0.89) (0.54) (0.29) (0.91) (0.25) (0.25)
Moneyl1=Money10 (p value) (0.02)** (0.11) (0.82) 0.43) (0.55) (0.83) (0.04)**
Money21=Money20 (p value) (0.34) (0.46) (0.03)** 0.14) (0.97) (0.05)* (0.05)*
Inspection0= Inspectionl (p (0.03)** (0.02)** (0.44) (0.07)* (0.22) (0.29) (65)
value)

81



Table 3.3: Effects of treatments on the performance (Totdigoemance index)dontd.)

VARIABLES Base Z=1 if scored lower than median 4£1  Z=1 if tenure >
Male 15 years
Full Full sample Higher Lower Larger Smaller Full Full sample
sample variance office variance office office size office size  sample

1) (2) 3) (4) (5) (6) (1) (8)
Famel=Moneyll (p-value) (0.53) (0.43) (0.76) ».89 (0.10) (0.56) (0.75)
Famel=Money21 (p-value) (0.97) (0.93) (0.88) MD.2 (0.41) (0.64) (0.26)
Famel=Inspectionl (p-value) (0.16) (0.16) (0.01)** (0.00)*** (0.37) (0.69) (0.57)
Moneyl1=Money?21 (p-value) (0.58) (0.32) (0.88) A8 (0.02)** (0.39) (0.49)
Moneyl1=Inspectionl (0.30) (0.47) (0.00)*** (0)or (0.39) (0.48) (0.74)
Money21=Inspectionl (0.18) (0.09)* (0.00)*** (@p** (0.08)* (0.92) (0.89)
FameO=Money10 (p-value) (0.22) (0.12) (0.15) (>80 (0.34) (0.40) (0.43)
FameO=Money20 (p-value) (0.75) (0.19) (0.03)** 1@ (0.47) (0.45) (0.92)
FameO=Inspection0 (p-value) (0.74) (0.04)** (0.18) (0.75) (0.49) (0.08)* (0.52)
Moneyl10=Money20 (p-value) (0.19) (0.73) (0.01)**  (0.00)*** (0.10) (0.21) (0.59)
Money10=Inspection0 (0.56) (0.61) (0.01)** (0.60) (0.10) (0.20) (0.32)
Money20=Inspection0 (0.60) (0.39) (0.37) (0.18) 0.90) (0.05)* (0.53)

Notes: F1: Fame when Z=1, FO: Fame when Z=0, M1dné&¥1 when Z=1, Standard errors are clusteredatilapagriculture offices in parentheses, ***

p<0.01, ** p<0.05, * p<0.1
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Table 3.4: Effects of treatments on the performance (Totsfggmance index) (ANCOVA) [Restricted Sample]

VARIABLES Z=1if least Z=1reside Z=1if Z=PSM Z=BigFive zZ=1if Z=1if Most Z=1if
patient in the block obtained A-  Index Personality Altruist Risk Averse Present Bias
grade to poor
1) (2) 3) (4) (5) (6) (7) (8)
Fame (T1) 0.35** 0.27** 0.43*** 0.35*** 0.36*** 032** 0.11 0.40***
(0.17) (0.12) (0.112) (0.08) (0.09) (0.13) (0.18) 0.09)
Moneyl(T2) 0.51*** 0.43*** 0.46*** 0.35*** 0.36*** 0.36*** 0.26*** 0.37***
(0.16) (0.14) (0.15) (0.09) (0.09) (0.10) (0.08) 0.1¢4)
Money2 (T3) 0.40** 0.51*** 0.66*** 0.50*** 0.50*** 0.52%** 0.59*** 0.50***
(0.16) (0.13) (0.13) (0.10) (0.11) (0.19) (0.14) 0.14)
Inspection (T4) 0.37 0.40** 0.32%** 0.40*** 0.39* 0.37** 0.34** 0.50***
(0.27) (0.15) (0.10) (0.12) (0.13) (0.18) (0.15) 0.16)
Fame (T1) x Z 0.02 0.15 -0.18 0.03 0.21 0.01 0.29 -0.60***
(0.15) (0.16) (0.18) (0.25) (0.18) (0.03) (0.20) 0.16)
Moneyl(T2) x Z -0.24 -0.15 -0.21 0.05 0.01 -0.00 150 -0.28
(0.15) (0.13) (0.18) (0.19) (0.14) (0.02) (0.16) 0.20)
Money2 (T3) x Z 0.23 -0.04 -0.26 -0.24 -0.10 -0.00 -0.10 -0.18
(0.18) (0.19) (0.17) (0.23) (0.24) (0.03) (0.20) 0.16)
Inspection (T4) x Z 0.05 -0.04 0.12 0.24 0.24 0.00 0.11 -0.68***
(0.28) (0.19) (0.20) (0.20) (0.16) (0.03) (0.19) 0.2)
Z 0.05 0.03 -0.13 -0.11 -0.01 0.09 0.38***
(0.112) (0.12) (0.17) (0.13) (0.02) (0.11) (0.10)
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Table 3.4: Effects of treatments on the performance (Totdigoemance index) (ANCOVA) [Restricted Samplepiitd.)

VARIABLES Z=1if least Z=1reside Z=1if Z=PSM Z=BigFive Z=1if Z=1if Most Z=1if
patient in the block obtained A-  Index Personality Altruist Risk Averse Present Bias
grade to poor
1) 2) 3) (4) (5) (6) (1) (8)
Male -0.19** -0.20** -0.22%** -0.16* -0.16** -0.19* -0.17** -0.15*
(0.08) (0.08) (0.08) (0.08) (0.08) (0.08) (0.08) 0.08)
Job Tenure -0.00* -0.00* -0.00** -0.00* -0.00* am -0.01** -0.00**
(0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) 0.00)
Initial Performance index 0.48*** 0.50%** 0.48*** RO*** 0.50%** 0.50%** 0.52%** 0.53***
(0.07) (0.07) (0.07) (0.06) (0.06) (0.07) (0.06) 0.0¢)
Constant -0.15 -0.13 -0.19** -0.08 -0.14 -0.04 10.1 -0.15
(0.12) (0.112) (0.09) (0.10) (0.120) (0.13) (0.09) 0.1¢4)
Observations 170 170 170 170 170 170 170 170
R-squared 0.49 0.48 0.49 0.49 0.49 0.48 0.49 0.49

Notes:Other controls are Muslim, married, SSC Adgraraduate, rural school, quota privilege. Clusteandard errors by upazila offices are in paeseh.
% p<0.01, ** p<0.05, * p<0.1
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Appendix Table 3.1: Initial Outcome Variables

Variables Control Fame Moneyl Money2 Inspection Male Female More Less
Extension Extension experienced experienced
(T1) (T2) (T3) (T4) agents  agents Extension Extension
Agents Agents
) 2 3 4) ®) (6) ) ) 9)
Number of Compost Ground prepared 4.72 4.7 5.17 4.99 4.66 4.86 4.88 4.83 4.90
(2.62) (3.07) (3.09) (3.29) (3.04) (2.96) (3.39) (2.98) (3.08)
Number of observations 143 152 137 147 143 612 110 381 341
Number of FYM ground preparation 3.67 3.32 392 4.07 3.8 3.8 3.25** 3.83 3.68
(2.16) (2.82) (2.86) (2.49) (2.76) (2.63) (2.57) (2.52) (2.76)
Number of observations 171 152 155 159 170 684 123 437 370
Number of Vermi ground prepared 1.43 1.24 1.31 1.28 1.39 1.322 1.39 1.27 1.41
(1.43) (1.36) (1.45) (1.45) (1.32) (1.39) (1.49) (1.41) (1.39)
Number of observations 171 152 155 159 170 684 123 437 370
Percentage of Land used as Ideal Seedbeds 57.55 56.09 53.55 56.13 60.91 56.55 58.42 56.17 57.62
(%) (25.15) (19.81) (26.89) (21.46) (24.48) (23.98) (22.97) (23.72) )(24
Number of observations 136 130 145 134 137 587 95 377 305
Number of farmers used Balanced Fertilizer 162.73 39.39 182.88 196.97 136.65 164.56 153.15 167.88 156.81
(217.52) (136.94) (156.13) (160.71) (177.61) (179.75) (152.91) (181.6 (168.84)
Number of observations 171 125 155 120 162 623 110 400 333
Appropriate row user for cultivation 107.33 111.4 101.95 94.05 98.64 105.76 84.80* 99.09 106.89
(96.58) (76.64) (110.11) (66.96) (162.67) (113.80) (95.91) (112.15) (110.67)
Number of observations 140 125 155 120 162 596 106 386 316

Notes: Numbers in the parentheses are standardted. ***, ** and * indicate that there is a sifjcant difference in means between treatmentcamdrol
groups at 1%, 5%, and 10% lev€blumnl1-Column 6 presents the means differencedmtvhe treatment and control gro@olumn 6 and 7: The Means
difference in the service deliveries between matekfemales. Column 8 & 9: The Means differenchénservice deliveries between more experienced and
less experienced extension agents.

85



Appendix Table 3.2: Post-Treatment Outcome Variables

Variables Control Fame Moneyl Money2 Inspection  Male Female More Less
(T1) (T2) (T3) (T4) Extension Extension experienced experienced
agents agents Extension Extension
Agents Agents
1) (2) 3) (4) (5) (6) (1) (8) 9)
Number of Compost Ground prepared 4.88 5.78*** 562 5.69*** 6.08*** 5.57 5.85 5.57 5.66
(2.08) (3.01) (3.23) (2.89) (3.24) (2.95) (2.93) 1@ (3.12)
Number of observations 143 152 137 147 143 612 110 381 341
Number of FYM ground prepared 3.93 4,93 *** 5.2%** 5.70%** 4,91*** 4.95 4.76 4.80 5.07
(2.46) (2.40) (2.56) (3.05) (3.67) (2.92) (3.03) (2.74) (3.14)
Number of observations 171 152 155 159 170 684 123 437 370
Number of Vermi ground prepared 1.49 2.03%** 1.94%** 1.79* 1.79* 1.78 1.89 1.66 1.96%**
(1.45) (1.44) (1.52) (1.76) (1.50) (1.54) (1.49) (1.53) (1.53)
Number of observations 171 152 155 159 170 684 123 437 370
Percentage of Land under Ideal Seedbeds 52.45 65.29%* 59.21%** 64.13***  75.60*** 62.68 67.39 62.32 64.59
(33.28) (21.53) (21.74) (32.01) (27.12) (28.68) (26.62) (30.00) (26.81)
Number of observations 136 130 145 134 137 587 95 377 305
Number of farmers used Balanced Fertilizer =~ 148.22 184.00 223.03***  229.6***  214.57%** 196.76 205.96 193.83 203.29
(114.44) (93.41) (118.468) (140.39) (178.68) (137.78) (130.27) (136.54) (136.77)
Number of observations 171 125 155 120 162 623 110 400 333
Appropriate row user for cultivation 109.36  172.78*** 178.96*%** 182.96*** 219.28*** 175.66 164.51 165.93 183.85*
(120.80) (84.85) (58.261) (127.102) (175.87) (131.13) (99.23) (118.47) (135.92)
Number of observations 140 125 155 120 162 596 106 386 316

Notes: Numbers in the parentheses are standardtibeg. ***, **, and * indicate that there is a sidicant difference in means between treatment and
control groups at 1%, 5%, and 10% level. Columnlu@®mo 5 represents the means difference of theaedaliveries between the treatment and control
group.Column 6 and 7: The means difference in the sedétigeries between males and females. Column 8 Bh® Means difference of the service
deliveries between more experienced and less expad extension agents.
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Appendix Table 3.3: Effects of treatments on the performance (Toeafggmance index) (Officer Fixed Effects Model)

VARIABLES Base Z=1 if scored Z=1if Male Z =1 if tenure<15 Z=Initial Z=Tenure Z=Initial
lower than extension performance Performance
median agents score variance by
office
1) 2 3) “4) ®) (6) (7)
Fame (T1) x Post 0.45%* 0.50%** 0.42** 0.42** 0.40* 0.50%** -0.27
(0.15) (0.16) (0.19) (0.17) (0.10) (0.17) (0.33)
Money1(T2) x Post 0.36*** 0.28** 0.28* 0.41** 0.38* 0.24* -0.32
(0.13) (0.13) (0.16) (0.16) (0.11) (0.14) (0.26)
Money?2 (T3) x Post 0.39*** 0.43%** 0.16 0.39** 0.43* 0.37** -0.03
(0.13) (0.15) (0.15) (0.16) (0.11) (0.15) (0.32)
Inspection (T4) x Post 0.50%* 0.37* 0.61** 0.44* 0.49%* 0.59** 0.13
(0.16) (0.17) (0.14) (0.17) (0.15) (0.19) (0.31)
Fame (T1) x Z x Post -0.08 -0.24* -0.36*** -0.07 -0.00 4.86**
(0.06) (0.12) (0.13) (0.13) (0.01) (2.32)
Moneyl1(T2) x Z x Post 0.15*** 0.03 0.07 -0.12 0:01 3.95**
(0.04) (0.16) (0.13) (0.13) (0.00) (1.55)
Money2 (T3) x Z x Post -0.07 0.09 -0.13 0.00 0.00 2.72
(0.09) (0.17) (0.10) (0.13) (0.00) (1.92)
Inspection (T4) x Z x Post 0.28** 0.27* -0.01 8.0 -0.01 2.55
(0.11) (0.15) (0.12) (0.20) (0.01) (1.71)
Post -0.33*** -0.52%* -0.14 0.13 -0.34 %+ -0.30%** 0.15
(0.12) (0.12) (0.16) (0.11) (0.09) (0.11) (0.22)
Z x Post 0.39*** -0.11 0.06 -0.56*+* -0.00 -3.06*
(0.03) (0.12) (0.08) (0.10) (0.00) (1.39)
Constant -0.01 -0.01 -0.01 -0.01 -0.01 -0.01 -0.01
(0.02) (0.02) (0.02) (0.02) (0.02) (0.02) (0.02)
Observations 1,614 1,614 1,614 1,614 1,614 1,614 6141,
R-squared 0.10 0.27 0.11 0.11 0.42 0.11 0.13

Notes: Cluster standard errors by upazila officedraparentheses. *** p<0.01, ** p<0.05, * p<0.1
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Appendix Table 3.4.1: Standardized Service Delivery Measure (ANCOVA nigde

VARIABLES Compost groun: FYM ground Vermi Appropriate  Appropriate Ideal seedbec
preparation. preparation ground fertilizer user  row user preparation
preparatior
1) 2) 3) 4) (5) (6)
Fame 0.29* 0.40*** 0.44** 0.30* 0.49%** 0.4¢
(0.15) (0.12) (0.16) (0.15) (0.12) (0.34)
Money] 0.1¢ 0.39** 0.35** 0.51%** 0.57*** 0.3C
(0.21 (0.15 (0.17 (0.17 (0.09 (0.32
Money2 0.24 0.54%** 0.26 0.54** 0.61*** 0.45
(0.16 (0.18 (0.17 (0.21 (0.21 (0.37
Inspection 0.41* 0.32 0.22 0.53** 0.89*** 0.76*
(0.24 (0.25 (0.18 (0.24 (0.30 (0.40
Male -0.0¢ -0.0C 0.0C -0.0t 0.0¢ -0.07
(0.12) (0.11) (0.08) (0.07) (0.06) (0.11)
Job Tenur 0.0C -0.0C -0.01** -0.0C -0.0C -0.01
(0.00) (0.00) (0.00) (0.00) (0.00) (0.01)
Initial outcome variables 0.38*** 0.40*** 0.55%** @8+ 0.28*** 0.42%**
(0.07 (0.06 (0.04 (0.05 (0.06 (0.07
Constant -0.16 -0.26* -0.16 -0.28** -0.56*** -0.26
(0.14 (0.15 (0.13 (0.13 (0.10 (0.30
Observations 722 807 807 733 702 682
R-squared 0.16 0.20 0.33 0.13 0.16 0.26
Fame=Moneyl (-value 0.64 0.97 0.61 0.22 0.5¢ 0.2C
Fame=Money2(-value' 0.7¢ 0.4z 0.31 0.2¢ 0.62 0.8¢
Fame =Inspectic (p-value’ 0.64 0.7% 0.2¢ 0.3 0.21 0.3C
Moneyl=Money?2 (p-value) 0.83 0.45 0.62 0.91 0.84 470.
Moneyl=Inspection (p-value) 0.45 0.77 0.52 0.94 90.2 0.07
Money2 =Inspectia (p-value’ 0.52 0.4z 0.8t 0.97 0.4z 0.2¢

Notes***, ** and * indicate that there is a significamlifference in means between treatment and cogtmips at 1, 5% and 10% level. The
standard error is clustered at sub-district level ia parenthesis. Note: Index for compost grouvtFground/Vermi ground preparation:
Standardized value of Number of compost grounds/Fg¥ddind, Vermi ground prepared by the farmers tithconsultation of SAAO. Index for
ideal seedbeds preparation: Standardized valuercéptage of total land used as ideal seedbedsebiatmer with the motivation from SAAO.
Index for appropriate fertilizer use: Standardizatle of the number of farmers used appropriatditer with the consultation of SAAO. Index
for appropriate row user: Standardized value ofilmaber of farmers maintain appropriate row foe Galtivation with the consultation of SAAQ.
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Appendix Table 3.4.2: Standardized Service Delivery Measure (OfficereBiffect models)

VARIABLES Compost grouni FYM ground Vermi Appropriate  Appropriate Ideal seedbec
preparation. preparation ground fertilizer user  row user preparation
preparatior
1) (2) 3) 4) (5) (6)
Fame x Po: 0.27 0.47** 0.50*** 0.37 0.48** 0.54
(0.17) (0.18) (0.17) (0.32) (0.21) (0.32)
Money1 x Pos 0.1c 0.36* 0.39** 0.3t 0.60*** 0.41
(0.25 (0.29 (0.17 (0.34 (0.21; (0.30
Money2 x Post 0.18 0.48** 0.31* 0.30 0.70%** 0.51
(0.22 (0.21 (0.14 (0.33 (0.22 (0.34
Inspection x Post 0.42* 0.30 0.23 0.58 0.95%*** 075
(0.25 (0.21; (0.14 (0.37 (0.32 (0.34
Pos 0.0t 0.0¢ 0.04 -0.0¢ 0.0z -0.1¢
(0.13) (0.12) (0.10) (0.31) (0.16) (0.28)
Constar -0.12%** -0.20*** -0.16*** -0.11** -0.29%** -0.12%**
(0.04) (0.03) (0.03) (0.05) (0.04) (0.04)
Observations 1,444 1,614 1,614 1,466 1,404 1,364
R-square 0.0¢ 0.1t 0.1z 0.0¢ 0.2¢ 0.1c
Fame=Moneyl (p-value) 0.45 0.55 0.60 0.88 0.51 0.51
Fame=Money2(-value' 0.6: 0.97 0.2¢ 0.6: 0.2¢ 0.8¢
Fame =Inspection (p-value) 0.77 0.58 0.65 0.81 0.63 0.67
Moneyl=Money?2 (p-value) 0.54 0.42 0.14 0.38 0.13 430.
Moneyl=Inspectio (p-value 0.2¢ 0.7¢ 0.37 0.37 0.2¢ 0.1t
Money?2 =Inspectic (p-value’ 0.3¢ 0.4¢ 0.5¢ 0.2¢ 0.41 0.3¢

Notes: *** ** and * indicate that there is a sifjpant difference in means between treatment amdrol groups at 1, 5% and 10% level. The
standard error is clustered at sub-district level ia parenthesis. Note: Index for compost grouvtiFground/Vermi ground preparation:
Standardized value of Number of compost grounds/F¥ddind, Vermi ground prepared by the farmers tithconsultation of SAAO. Index for
ideal seedbeds preparation: Standardized valueroéptage of total land used as ideal seedbedsebiatmer with the motivation from SAAO.
Index for appropriate fertilizer use: Standardizatue of the number of farmers used appropriatéditer with the consultation of SAAO. Index
for appropriate row user: Standardized value ofitlvaber of farmers maintain appropriate row foe KGaltivation with the consultation of SAAOs.
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Appendix Table 3.5: Descriptive Statistics (Restricted Sample)

Variables Contro Fame Money] Moneyz Inspectiol
1) &) 3 4) 5)
Pre-treatment performance index -0.053 -0.250* 6D.0 0.183* -6.740
(0.485) (0.485) (0.514) (0.463) (0.637)
Post treatment Performance In -0.337  0.082*+* 0.069*** 0.282***  0.082***
(0.462) (0.631) (0.387) (0.571) (0.631)
Tenure 9.91¢ 16.69** 13.7¢ 15.25 16.69**
(11.651) (12.939) (11.267) (12.593) (12.939)
Male 0.757 0.848 0.778 0.844 0.848
(0.435) (0.364) (0.422) (0.369) (0.364)
Islam 0.784 0.697 0.750 0.688 0.697
(0.417) (0.467) (0.439) (0.471) (0.467)
Married 0.568 0.636 0.75 0.563 0.636
(0.502) (0.489) (0.439) (0.504) (0.489)
=1 if obtained A- grade 0.514 0.606 0.500 0.656 606.
(0.507) (0.496) (0.507) (0.483) (0.496)
=1 if Graduate 0.189 0.121 0.250 0.156 0.121
(0.397 (0.331 (0.439 (0.369 (0.331
=if raised in village 0.892 0.848 0.917 0.875 884
(0.315 (0.364 (0.280 (0.336 (0.364
=1 if quota privileged 0.243 0.121 0.139 0.188 20.1
(0.435) (0.331) (0.351) (0.397) (0.331)
PSM Index 0.104 -0.088 0.012 -0.009 -0.088
(0.458) (0.530) (0.478) (0.437) (0.530)
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Appendix Table 3.5: Descriptive Statistics (Restricted Samptsntd.)

Variables Control Fame Moneyl Money2 Inspection
1) &) 3 4) 5)
Big five Inde> -0.01¢ 0.101 -0.02¢ -0.04¢ 0.101
(0.487) (0.486) (0.481) (0.484) (0.486)
=1 if least patient 0.622 0.697 0.583 0.531 0.697
(0.492) (0.467) (0.500) (0.507) (0.467)
Altruism 5.270 4.455 4.222 4.688 4.455
(2.815) (3.624) (3.145) (3.095) (3.624)
=1 if present bias 0.054 0.242* 0.083 0.156 0.242*
(0.229) (0.435) (0.280) (0.369) (0.435)
=1 if most risk averse 0.784 0.667 0.778 0.813 6D.6
(0.417) (0.479) (0.422) (0.397) (0.479)
=if reside in block area 0.405 0.455 0.639** 0.438 0.455
(0.498) (0.506) (0.487) (0.504) (0.506)
Number of Observations 37 32 36 32 33

Notes: Standard deviations are in parenthesesp&®:01, ** p<0.05, * p<0.1
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Appendix Table 3.6: Effects of treatments on the performance (Totafggmance
index, TPI) (ANCOVA) [Restricted Sample]

VARIABLES Base Z=1if Z=1if Z=1if Z= Z=tenure  Z=Initial
scored Male tenure<15 Initial Performance
lower extension performance variance by

than agents score office
median
1) 2) 3) 4) 5) (6) (1)
Fame (T1) 0.36***  0.33** 0.42** 0.30** 0.33*** 0.F+** 0.40%**
(0.10) (0.13) (0.18) (0.14) (0.11) (0.14) (0.12)
Moneyl(T2)  0.36***  0.24* 0.40%** 0.37** 0.38*** 030** 0.48***
(0.11) (0.13) (0.15) (0.16) (0.12) (0.13) (0.12)
Money2 (T3) 0.52** (.52**  (Q.57** 0.65%** 0.48*** 0.35* 0.81***
(0.13) (0.16) (0.22) (0.16) (0.15) (0.20) (0.20)

Inspection 0.42**  0.37**  0.44%** 0.39* 0.42%** 0.51** 0.30

(T4)

(0.16) (0.15) (0.13) (0.21) (0.15) (0.19) (0.19)

Famex Z 0.12 -0.07 0.15 -0.14 0.00 0.33
(0.14) (0.17) (0.16) (0.17) (0.01) (1.12)

Moneyl x Z 0.26* -0.05 -0.02 -0.27 0.01 -0.69
(0.13) (0.18) (0.16) (0.17) (0.01) (0.61)

Money2 x Z -0.05 -0.06 -0.23 0.21 0.01 -1.64
(0.22) (0.20) (0.21) (0.21) (0.01) (0.98)

Inspection xZ 0.11 -0.03 0.09 0.12 -0.00 0.29
(0.18) (0.25) (0.24) (0.17) (0.01) (0.61)

z 0.10 -0.14 0.92
(0.10) (0.16) (0.58)

Male -0.04 -0.03 -0.01 -0.01 -0.03 -0.03 -0.02

(0.07) (0.07) (0.11) (0.08) (0.07) (0.08) (0.07)

Job Tenure -0.00 -0.00 -0.00 -0.01** -0.00 -0.01* -0.00

(0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00)
Initial TPI 0.51** 0.61** 0.51**  0.50*** 0.52*** 0.52*** 0.45%**

(0.07) (0.09) (0.07) (0.07) (0.13) (0.07) (0.06)
Constant -0.24** - -0.27** -0.14 -0.25** -0.23** -0.43***

0.29%**

(0.09) (0.10) (0.11) (0.17) (0.10) (0.11) (0.13)
Observations 170 170 170 170 170 170 170
R-squared 0.42 0.45 0.42 0.44 0.44 0.43 0.48

Notes: Cluster standard errors by upazila officedraparentheses. *** p<0.01, ** p<0.05, *

p<0.1
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Appendix 3.A: Experiment Scripts

Script for Fame treatment

There is pressure from higher authorities for eveup-assistant agriculture officer
(SAAOQ) to achieve their monthly target. Therefa@tyrting next month, with instructions
from the Deputy Director (DD), we will select thed best SAAOs who increase their
achievement rate the most. After selecting thewi|llsend a letter to the DD with their
names, along with other reports. For example, if Xlachieved 90% in December and
100% in January, and Mr. Y achieved 60% in Decenaloer 70% in January, then the
percentage increase in target achievement for Man& Mr. Y is 100x10/90=11% and
100%x10/60=17%, respectively. Thus, Mr. Y will benswered a better performer than
Mr. X. This means agents who performed poorly m ithitial period have the potential

to become the highest achievers.

Please do not over-report service deliveries. lf go so, a showcause letter will be issued.

I will confirm your service deliveries in the field

Script for Money1l treatment

There is pressure from higher authorities for eveup-assistant agriculture officer
(SAAO) to achieve the target monthly. Thereforartstg next month with instructions
from the Deputy Director (DD), we will select thed best SAAOs who increased their
achievement rate most. To increase service deliefgreign university has decided to
offer a monetary reward to the two best achievens. best achiever will get 3,000 BDT,
and the second-best achiever will get 1,000 BD#illlselect the two best SAAOs who
increase their achievement most. For example, itMachieved 90% in December and

100% in January and Mr. Y achieved 60% in Decenalper 70% in January, then the
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percentage increase in target achievement for Man& Mr. Y is 100x10/90=11% and
100x10/60=17%, respectively. Mr. Y will be consiglgéra better performer than Mr. X.
This means agents who performed poorly in theahgieriod have the potential to become

the best achievers.

Please do not over-report service deliveries. Uf go so, a showcause letter will

be issued. | will confirm your service deliveriesthe field.

Script for Money2 treatment

There is a pressure from higher authorities forgweib-assistant agriculture officer
(SAAOQ) to achieve the monthly target monthly. Beming next month, according to an
instruction from the Deputy Director (DD), we waklect the two best SAAOs. To
increase service delivery, a foreign university iesided to offer money to the two best
achievers. | will select the two best SAAOs basedoreased percentage of achievement.
For example, Mr. X achieved 90% in December andd.@® January. Mr. Y achieved
60% in December and 70% in January. Mr. X will besidered a better performer than
Mr. Y. The best achiever will get 3,000 BDT, and #econd best achiever will get 1,000

BDT.

Please do not over-report service deliveries. lf go so, a showcause letter will be issued.

I will confirm your service deliveries in the field

Script for Inspection treatment
There is a pressure from higher authorities forrgweib-assistant agriculture officer
(SAAQO) to achieve their monthly target. Beginningxh month, according to an

instruction from the Deputy Director (DD), | willrgpare a list of SAAOs ranked by
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achievement rate. | will select the worst two perfers based on who increased their
achievement rate the least and send their nanties [@D. For example, if Mr. X achieved
90% in December and 100% in January, and Mr. Yeaed 60% in December and 70%
in January, then the percentage increase in thettachievement for Mr. X and Mr. Y is
100x10/90=11% and 100x10/60=17%, respectively. YAwill be considered a better
performer than Mr. X. This means agents who peréarmoorly in the initial period have

the potential to become the best achievers.

Please do not over-report service deliveries. Uf go so, a showcause letter will

be issued. I will confirm your service deliveriesthe field.
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Appendix 3.B: Variables
For the data analysis, the following variables wesed:
= Age of SAAOs: Calculated based on self-reportethfates of respondents.
= Experience as SAAOs: Number of years working imeirjob.
* Female: =1 if SAAOs are female, O otherwise.
* Young: =1 if the age of the SAAOs is lower than thedian age, 0 otherwise.
= Office size: Number of SAAOSs in an upazila agriowil office.
= Initial poor performers: =1 if the SAAOs scoreddyelthe median score in the
initial performance index.
= Initial performance distribution by office: Variamof the initial SAAOS’

performance index in each upazila agriculturalosffi

Service delivery (performance) measures

Performance of SAAOs is a measure of the numbeenfice deliveries in one
month prior (2¢ week of December 2017 t6' Week of January 2018)and after the
experiment (2 week of January 2018 t¢'iveek of February 2018). In particular, the
performance of SAAOs is measured by the numbeawhérs to whom they provided
specific extension services before and after tii@rme According to a national-level
survey (ASIRP, 2003), around 90% of farmers wheirgsd advice from SAAOs adopted

the advice provided® The experiment took place in the middle of theiRaason when

35 Compost and vermicompost ground preparation ogear round. For these outcome variables,
the service deliveries in the month before andr dfte treatment were compared. In the case of
other outcome variables, such as appropriate ifettiluser, ideal seedbed preparation, and
appropriate row user, service deliveries for tree®@ices seasonally were compared. The service
deliveries in two seasons were compared, such asifkB (late summer season) (before the
experiment) and Rabi (winter season) (after thattnent).

3 Nippard (2014) found that that more than 90% ofmfars trust the advice of public sector
extension agents.

96



SAAOs provide six main agricultural extension seeg: (i) compost ground (sites)
preparation; (ii) FYM grounds (sites) preparatidii) vermicompost grounds (sites)
preparation; (iv) rice cultivation with appropridetilizer use; (v) rice cultivation with
the appropriate row; (vi) ideal seedbeds preparafmr rice cultivation. Outcome
variables are the numbers of farmers who adoptesktpractices with the consultation
of SAAOs. However, the observation numbers aresghfit for some outcome variables
(compost ground preparation, ideal seedbeds prisparappropriate fertilizer use, and
appropriate row user). Though six main servicesevpeovided in all agriculture offices
during the experiment, some upazila agriculturece$f do not provide all extension
services. For example, upazila agriculture offidegtali, Harinakundu, Laxmipur sadar,
and Satkhira Sadar do not prepare or emphasizeasirgmund preparation. Therefore,
85 observations the compost ground data from thpseilas were excluded During
the experiment, data for job tenure, age, and geofdextension officers was collected.
To ensure a formal and natural experiment, oth@oseconomic data of the officers were
not collected.

Some services are more easily delivered than sithieerefore, each extension
service was standardized by mean and standardtideviand an overall performance
measure was constructed by taking an average stahéardized values of each service.

This is the Total Performance Index (TPI), whichsvealculated for the initial and the

37 Preparing ideal seedbeds is not popular and ar@rovided by SAAOs in some upazilas.
Therefore, 125 observation for ideal seedbeds vesduded from these upazilas: Betagi,
Khoksha, Kumerkhali, Madaripur Sadar, Mirzaganj, Kgkedpur, and Patharghata. Similarly,
appropriate fertilizer and appropriate row useadadm Amtali, Jhikorgacha, Betagi, and Kushtia
Sadar were excluded. In these upazilas, rice plaate not mature enough in the seedbeds, and
therefore data for appropriate fertilizer and appede row user during cultivation was not
possible to collect. As the Sharsha upazila aguoceloffice does not maintain cultivation in
appropriate row, data of appropriate row user vex@uded. Finally, 74 and 105 observations
from these upazilas for appropriate fertilizer aoa user were excluded, respectively.
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post-treatment periods. In the third chapter, TRl Bndex of Service Delivery are used
as synonyms.

Compost:
In Bangladesh, farmers make compost by mixing cowgdwith crop residue, water

hyacinth, dry leaves, vegetables and fruit peeid,\@eeds. The decomposition process
takes six to nine weeks, and compost can be sfordtiree to six months. During land
preparation, compost is applied to enhance the(égiticulture Learning, 2018). The
measurement of service delivery on compost uséasnumber of farmers SAAOs
motivated to prepare compost in the last month.

Farmyard Manure (FYM):

Farmyard manure refers to the decomposed mixtuanimhal manure, urine, bedding
material, fodder residue, and other organic mdtesach as crops residue and waste. It
has high organic content, which increases wateatihglcapacity and improves friable
soil structures (FAO, 2012). The application ofti@lly decomposed manure can increase
pests. The measurement of service delivery on F¥kheé number of farmers SAAOs
motivated to prepare FYM in the last month.

Vermicompost:

Vermicompost is produced using earthworms for costipg organic residues and is a
widely used organic fertilizer (Agriculture Leargin 2018). The duration of the
decomposition process is shorter, and the lossimients during the process is smaller
than that of traditional compost (Agriculture Leiagy 2018). The measurement of
service delivery on vermicompost is the numbeiaofiers SAAOs motivated to prepare

vermicompost in the last month.
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Ideal Seedbeds:

There are several standards for seedbeds to belemideal in Bangladesh. The width
of the seedbed should be 1.0-3.5 feet, but thaheran vary. There must be a 25-30 cm
drainage between seedbeds. In every square met&0®Bgrams of seeds must be sowed
evenly (AlS, 2015). Frequent weeding should be ootetl. The measurement of service
delivery on ideal seedbeds is the percentage dbthakland used as an ideal seedbed in
the current season (Rabi Season) (post-treatmeiadpand in the previous Kharip-2
season (mid-July to mid-November 2018) for the l@seConstruction and management
of seedbeds are only at the beginning of each angmgeason.

Appropriate Fertilizer usefor cultivation:

Farmers who used fertilizer after consulting withA®s regarding types and quantity of
fertilizers are considered appropriate fertilizeexs. The measurement of service delivery
on appropriate fertilizer use is the number of appate fertilizer farmers during the Rabi
season (post-treatment period) and in the previkharip-2 season (mid-July to mid-
November 2018) for baseline. Fertilizer applicati®mlone at the beginning and middle

of each cropping season.
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Appropriate Transplanting:

Appropriate transplanting in rice cultivation idfided by seedlings transplanted in a row
with space of 25x15 cm between rows (AlS, 2015 fifeasurement of service delivery
of appropriate transplanting is the number of appate transplanting farmers during the
Rabi season (post-treatment period) and in the igfarseason (mid-July to mid-

November 2018) for the baseline. Transplantingoisdaicted only at the beginning of

each cropping season.
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Appendix 3.C: Variablesfor Analyses using Restricted Sample

For data analysis, the following variables wereduse

Married: 1=married, O otherwise.

Religion (Islam): 1=Muslim

Raised in an urban area: 1=raised in the distrndtcapital area up to secondary
education.

A-grade: 1=grade A- (60-70% marks) in the secondahpol certificate exam.
Quota Privilege: See Appendix 2.A.

Big-Five Personality Index: See Appendix 2.A.

PSM index: See Appendix 2.A.

Patience and Present Bias: See Appendix 2.A

Most-risk averse: See Appendix 2.A

Altruism: See Appendix 2.A.

Reside in block area: Equals 1 if the SAAOs residieir jurisdictional village,

0 otherwise.
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Chapter 4: Conclusion and Policy Implications

4.1 Conclusion and Policy implications

Considering incentives as an important policy tréase performance of workers,
and to recruit and select higher quality officerspublic sector, two case studies were
documented in this dissertation. In the first cassurvey was conducted on the civil
service applicants and incumbent civil servicegefifs of Bangladesh. In particular, using
survey data on the civil service applicants anitefs, we examined whether the 2015
pay scale reform attracted higher quality offiagerterms of education, previous income,
personality, and Public Service Motivation (PSM)tie BCS. In the second case, a
Randomized Control Trial (RTC) were conducted st the effectiveness of financial
and non-financial incentives, and increased moimigofor improving performance of
incumbent agriculture extension officers. In botses, this dissertation found that
incentives were effective for attracting highly tfied applicants as well as civil service
officers in the BCS, and for improving the performa of public agriculture sector
frontline workers. This dissertation findings sugigéhat incentives are an important
policy in order to improve the public sector workeguality and motivation in developing
countries like Bangladesh. The policymakers of Basesh and other developing
countries should consider incentives as a meangbving the efficiency of their public
sector. In the subsequent sections, the findingsheftwo case studies has been
summarized along with policy implications.

In Chapter two, the estimation results show that gay scale reform does not

increase the average quality of the applicantsalpplicants in the post-reform cohort
were more pro-socially motivated than applicanthepre-reform cohort. In the case of

incumbent civil service officers, the chapter 2irthat post-reform BCS officers have
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higher educational quality than pre-reform officared higher PSM. Compared to pre-
reform BCS officers, they are also more motivategdublic service, more altruistic to the
poor, and have higher social preferences. Thesknfis are different from those of
previous studies examining the effect of incentieesthe quality and motivation of
community-level public sector workers. Findingstloé chapter two of this dissertation
also suggest that the effect of financial incergtioa the quality and motivation of the
applicant pool of public sector jobs depends orctirgext.

Chapter 2 again did not examine the effect of #ierm on the performance of
the civil service. The fact that better quality induals were joined to BCS at the
recruitment stage does not guarantee their long-ierprovement in performance, as
Bertrand et al. (2018) find in the context of thdian elite civil service, where those with
lower promotion prospects are less motivated aeffiaient in providing public service.
As the promotion prospect in BCS is highly politiedl and corrupt and 84% of our
sampled BCS officers expressed concerns about gi@mthe government may need to
introduce promotion criteria not based on lobbyamgl political choices, so that officers
are motivated to provide public service until retirent. This can also have a positive
effect on recruiting better-quality individuals fire civil service as also found in Morgan
et al. (2012).

Besides, the pay scale reform may have had negaiiv&equences on the public
sector too. After the pay scale reform, a trend al@served: highly qualified applicants
(even doctors, engineers, and professionals) shéitilecbr no interest in private-sector
jobs; even high salaried applicants have beenngatieir private-sector jobs for BCS
jobs, an observation confirmed in the second chaptibis dissertation. The government

is the largest employer in the economy, but therdmrtion of the private sector to the
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development of the country is larger than thahefgovernment sector (Islam, 2016). For
the sake of the development of the country, a nyzgor of the talent of the youth should
be used for the development of the private seesmecially for the productive and service
sectors (Islam 2017). As Islam (2016) rightly peohbut, it is good to build a strong and
capable public sector human capital when a cousthy the developing stage through
incentives, but in the long run, this may hamperate sector development. Policymakers
must consider this possibility in advance, so thatpublic sector wage is not too high

compared with private sector jobs.

In the Chapter three, the estimation results shwat tinancial, non-financial
incentives and increased monitoring were effedovéencreasing the overall performance
of the public agricultural extension agents. Théinestion results also show the
significant positive effects of the treatments be performance of female and young
extension agents, pre-treatment performance oéxbtension agents, and pre-treatment
performance distribution variation by office. Chapthree also find that almost all the
treatments were effective for motivating the lowh&bextension agents to increase their
performance, and increased monitoring had a straffget than the financial incentives.
The findings of the chapter 3 can help the agnralt policymakers of developing
countries to improve the public extension servibgsconsidering incentives as an
important policy. As many of the developing coussrsuffer from the poor performance
of the public extension agents, evidence from thied tchapter of this dissertation
suggests that monitoring based on the poor perfocen@an be an effective way of

activating poor performing extension agents.
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The evidence of chapter 3 also suggests that isedeanonitoring can be an
effective tool to improve performance of the framél agriculture extension workers.
Although Monitoring is sometimes costly, chaptes &ndings do not suggest more
inspection in terms of monitoring, rather contmdjioffice can inspect based on the level
of performance to warn poor-performing agents. Thesy reduce burden of more and
regular inspection to the performance of SAAOs.iDyithe survey, it was found that
most of the Upazila agriculture officers do notdal regular inspection schedule.

Finally, effective service delivery is importantr fthe public sector, thereby to
improve public sector service delivery the governtr@ometimes offer incentives for
motivating its agents to work hard. In particulaffering incentives are a potential
strategy that government can use to improve pedoo® of the workers (effort channel)
and to recruit better quality workers (selectiomrtel). In the context of Bangladesh
Public Sector, it was found in chapter 2 that feiahincentives help to attract better
quality officers (selection channel) in Banglad€stil Service. The chapter 3 also finds
that financial, non-financial incentives and in@ea monitoring was effective to improve
performance (effort channel) of the agriculturalession workers. It is expected that this
research will help policy makers of developing does (at least in the context of

Bangladesh) to improve their public sector throafjbrt and selection channel.
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