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Abstract
Globalization is a phenomenon, which is in heated discussion around the globe 
This study determines the level of professionalism as well as employee outcome 
in the Department of Rural Development, Arunachal Pradesh. It also ascertains 
an association between employee professionalism, public service motivation 
commitment and job satisfaction. A survey was conducted for 42 officials from 
two districts of Arunachal Pradesh, one being high performer and the other being 
low performer in terms of the developmental outcomes. It was found out that the 
employees of both the districts scored only moderate level of professionalism as 
well as employee outcome. A positive association could also be established 
between employee professionalism, public service motivation and commitment 
However, job satisfaction was found out to be negatively associated with employee 
professionalism.
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Introduction
Professionalism get reflected in the public service employees' behavior at work, 

their constant effort to improve, reinforce and update knowledge and refine the skills that 
are necessary for carrying out tasks and enhancing their output and productivity (Ssonko, 
2010). Professionalism consists of the attitudes and behavior one possesses toward one's 
profession (Boy t et al., 2001). Public service professionalism is no longer just another job or 
occupation, it is a challenging call for involving a commitment towards serving the public, 
advancing its interests and avoiding temptations to put oneself first before ones public 
duties, obligations and responsibilities (Caiden, 2000). Thus this study concentrates on 
employee professionalism and how it can influence the employee outcome of an 
organization, because both academics and practitioners in management have placed
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considera c  C0 °un understanding how job activities affect em ployee outcom e
/yarnmarmo, 1996). For the purpose of this study three variables w ere co n sid ered  as 
Ptnpl°yee outcom e' they are pu blic service m otivation  (PSM ), co m m itm en t an d  jo b  
satisfaction.

Public service motivation is defined as "an individual's orientation to delivering 
service to people with the purpose of doing good to others and society" (Hondeghem & 
perrŷ  2009). PSM  originates from beliefs that unique motives are found among public 
servants that are different from those of their private sector counterparts (Perry et al., 
2010)- It is also found to have a desirable impact on work and social outcomes (Brewer and
5elden 1998; Naff and Crum 1999).

Porter et al. (1974) have defined com m itm ent as "the re la tiv e  s tre n g th  o f  an  
individual s identification and involvement in a particular organization". Organizational 
commitment is an im portant part of an employee's psychological state because em p lo y ees 
who experience high organizational commitment are theorized to engage in  m any beh aviors 
such as citizenship activities and high job performance that are believed to be b en efic ia l to 
the organization (Jaros, 1997), In  other words, committed em ployees are the salient resou rces 
and the foundations o f any organization (Kassahun, 2005).

Job satisfaction  focuses on em ployees' response to the exp erien ce o f th e ir  jo b  
(Mowday et al. 1982). Job satisfaction has been identified as m ost frequently studied variable 
jn organizational research (Dali et al., 2013). Van Scooter (2000), states that jo b  sa tisfactio n  
is a very attractive topic for a lot of researchers. This is because jo b  satisfaction  h as a lo t o f 
implications in the perform ance of an organization.

This paper also explores the relationship betw een em ployee p ro fessio n alism  an d  
employee outcom e. It is reported that professionalism  is p o sitiv e ly  a sso c ia ted  w ith  
organizational com m itm en t (N orris, 1984; Sejjaaka, 2014). The a sso c ia tio n  b e tw e e n  
professionalism and job  satisfaction has not been established properly due to the v ariation s 
in the results regarding their association. Study of Schroeder and Im dieke (1997) fou n d  
that professionalism and job  satisfaction is related negatively and another stud y fou n d  
that professionalism does not have significant effect on job satisfaction (K albers and Fogarty , 
1995). However, different research results were found in studies of B oyt e t al., (2001) an d  
Shafer et al., (2002) that professionalism  has great affect on job  satisfaction.
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Employee Professionalism Employee Outcome

Figure 1 above presents the conceptual framework for this study. It provides an 
outline for the design of the study with regards to the relationship between various variables. 
Thus it can be seen from the figure that increase in Employee Professionalism would lead 
to increase in Public Service Motivation, Commitment and Job Satisfaction which will in- 
tum lead to better service delivery by the employees.

The present research study is carried out in Arunachal Pradesh, which is called the 
land of rising sun and is a hilly tract situated on the north-eastern tip of India, comprising 
roughly of 83,743 sq. km. of area. It is the homeland of more than 25 major tribes and 
numerous allied ethnic groups. Two districts were considered for the study based on the 
performance report of the Department of Rural Development, Arunachal Pradesh. The 
districts considered were West Kameng district, which was amongst the top performing 
districts and East Kameng district which war amongst the least performing district. It is 
also worth mentioning that these two districts, were created out of the erstwhile Kameng 
district. This fact makes it an interesting comparison that a researcher would like to take 
up. The Kameng district was bifurcated between East Kameng and West Kameng on 1st 
June 1980. West Kameng district has an area of 7,422 sq km. and comprises of five major
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Table 1
Comparison of the Two Districts of Arunachal Pradesh

____________ Paramet

Number of SSI 
Units

Districts
ers ot Comparison

Total number 
of employment 
in the district

Total Investment 
(Rs in Lakhs).

West Kameng 
East Kameng

55
06

70
30

105.00
12.50

Source . State Gazetteer o f Arunachal Pradesh, 2010

Development of these ^  departaent of Rural
district. From table 1 we can see the difference 7 Were °nCe a Part of * e  same

terms of the number of SSI units total num J f '  ™ ance of the district may il be
investm ent. It is dear that the pichu" o f t ™ "  * £  ? * * * ?  T  
of East Kameng district. Therefore it , amen8 dlstrlctlsmuchbetterthanthat

Importance of the Study

ir t, W fem H ? v n°f  ̂  S8T  “  3 Prerecluisite for effectiveness of the civil service 
S l S n n i  A . I  cons‘der,ed as ̂ e  required attribute for a successful system
(Alagh 2013) Although there are abundant studies that have tested professionalism and
employee outcome separately, only few have analyzed the relationship between these two 
phenomena. WhUe the literature on professionalism and employee outcome on private 
sec or is growing, research on public sector is  a relatively less studied phenomenon and 
a ost negligible m Arunachal Pradesh. The study will help to determine the level of 
professionalism and employee outcome of the selected districts which will help in 
«n erstanding the specific variables that need to be given more importance for better 
performance of the department. The study also finds out the association between
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professionalism and employee outcome which will contribute to enhancing the knowlecj 
base regarding association between the two variables.

Objectives of the Study
1) To compare the level of professionalism and employee outcome of the 

employees in two districts of Arunachal Pradesh.
2) To find out the relationship between professionalism and employee outcome

Methodology of the Study
This paper is descriptive in nature. In order to fulfill the objectives, primary data 

was collected using questionnaire and secondary data was collected through various sources 
like Government Official publications, websites, books and journals etc. First of all, on the 
basis of the performance report, 2012-2013 of the Department of Rural Development 
Arunachal Pradesh, two districts were selected based on the performance i.e one being 
high performing and the other low performing. The two districts of Arunachal Pradesh 
that were considered for the study were West Kameng district as it was amongst the top 
performing districts and East Kameng district, that was amongst the least performing 
districts. After selecting the districts, census method was applied in order to survey the 
employees of the Department of Rural Development, Arunachal Pradesh. Officials represent 
the Group A and Group B categories of the employees working in the Department of 
Rural Development, Government of Arunachal Pradesh. The sample size of the respondents 
was 42 officials from the Department of Rural Development, Arunachal Pradesh.

Halls Professionalism Scale (modified by Snizek) was used to measure the level of 
Professionalism which is a widely used scale to measure professionalism (Blezek, 1987; 
Shafer, Park and Liao, 2002; Mat and Zabidi, 2010; Lasswell, 2010). Besides the five original 
dimensions of Hall's Professionalism one more dimension "Expertise" has been included 
in the scale as it is an important attribute for professionalism (Howell and Dorfman, 1986; 
Kolsaker, 2014). Thus Professionalism in this study was measured through six dimensions 
viz. (a) Expertise (b) Professional Community Affiliation (c) Social Obligation (d) Belief in 
Self Regulation (e) Professional Dedication and (f) Autonomy.

Employee Outcome in this study was determined by using three variables viz. (a) 
Motivation (b) Commitment and (c) Job Satisfaction. The first component of employee 
outcome for this study is Motivation. It is mainly concerned with Public service motivation 
(PSM) which was measured using a 14-item PSM scale which was developed by Kim, 
where PSM is measured in four dimensions which are (1) Attraction to Policy (2) Dedication 
to Public Interest (3) Compassion and (4) Self- Sacrifice. The next variable for employee 
outcome is Commitment which was measured using the three component model used by 
Lee et al. as it has cross-cultural implications. It comprises of 15-items scale based on three 
components, which are (1) Affective Commitment (2) Continuous Commitment and (3)
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Normative Commitment. The third variable of the study w hich is Job Satisfaction w as 
measured using the Job D escriptive Index developed by Sm ith, Kendal and Hustin (1969) 
which consist of six dim ensions viz. (1) W ork (2) Pay (3) Opportunity (4 ) Supervisor (5 ) 
Co-worker and (6) Job itself (Stanton et al., 2001). The statem ents in the questionnaire 
which were negative in nature were scored in reversed order accordingly i.e. 1 for strongly 
agree, 2 for agree, 3 for neither agree nor disagree, 4 for disagree and 5 stands for strongly 
disagree.

In  order to determ ine the employee professionalism score and em ployee outcom e 
score average mean for each respondent was calculated and then the overall m ean for the 
entire sam ple was computed. The score interpretation for the same is provided below:

T able 2 
Score Interpretation

M ean Level
< 3 Low

3 - 3.99 Moderate
4 - 5 High

Source : Kraetschm er et al. 2004

F in d in g s  a n d  D isc u s s io n
Table 3 presents the demographic profile of the respondents.

T able  3 
Demographic Profile

V ariable Sub- Variable Frequency Percent

Age 31-40 yrs 18 43
41-50 yrs 22 52
51-60 yrs 2 5

Qualification Graduate 33 79
Masters 2 5

Professional Course 7 16
Group Group A 23 55

Group B 19 45
Tenure Less than 5 years 6 14

M ore than 5 years 36 86
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00 r-Type of Appointment Permanent 9
______ Deputation_______________ _____________ ^ 2 1 ^ ^

Primary ̂
It can be seen from the demographic profile that most of the respondents belonged t0 ̂  
age group of 41-50 years of age (52%) Mowed by 31-40 years of age (43 /o) and 51-60 
of age (5%). In terms of qualification, significant percentage of the respondents Were 
graduate (79%) followed by 16 percentage of the respondents who undertook so^ 
professional course and only 5 percentage of the respondents were post graduate. Majority 
of the respondents belonged to Group A category (55 /o) of the employment and 45 
percentage of thembelonged to Group B category. Maximum of the employees had tenur* 
of more than 5 years in the department (86%) and only 14 percentages of them had worked 
for less than 5 years in the department. As far as type of appointment is concerned 79 
percent of the respondents were permanent employees and 21 percent of them were on 
deputation.

International louml of Applied M m gpm  I Research, Vol. 3 (No. 1 & 2), Page: 92 - j 0s

Table 4
Demographic profile of the two districts

Variable Sub-
Variable

East Kameng District West Kameng Disirirt
Frequency Percent Frequency Percent

Age 31-40 yrs 12 52.2 6 31.6
41-50 yrs 11 47.8 11 57.9
51-60 yrs - - 2 10.5

Qualification Graduate 19 82.6 14 73.7
Masters - - 2 10.5

Professional Course 4 17.4 3 15.8
Group Group A 13 56.5 10 52.6

Group B 10 43.5 9 47.4

Tenure Less than 5 years 3 13.0 3 15.8

More than 5 years 20 87.0 16 84.2

Type of Permanent 16 78.3 15 78.9

Appointment Deputation 5 21.7 4 21.1

Source: Primary Data
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The above table presents the com ■
uran &  seen ^ at maJ°rity of the variable of the two districts.

ars category (52%) whereas majority n n l °  ^ st ^amen8 district belonged to 31-40 
Longedt0 41-50 years of age category ^ 8o/,ex! mployees from West Kameng district 
districts were graduate (East Kameng - «?<y u i  )0I%  °f employees from both the 

ployees both East Kameng (Groun A q̂ o/ 6St ^amenS " 74%). In case of the Group of

* -53% Gr0UP B ■47%) district have almo °* -B " 43%^and West Kamen& (Gr0UP 
Majority of the employees of both the d k h tf^ r  dir! 1S10n of Percentages for employees. 
. j  tenure of more than five years in th n  S Kameng “87%/ West Kameng - 84%) 
Pradesh. As far as the type of appointment 0partment of Rural development, Arunachal 
hoth the districts (East Kameng - 78 30/ w  f ° ncerned majority of the employees from

of them were on deputation (East Kam eng^l y T w  " ?l ' 9%) W6re Permanent and rest 
The first objective of this studv wW u Kameng - 21.1%).

professionalism and employee outcome of thPh! ^  to ™mPare the Ievel of employee
out the professionalism as well as eirmln ° cted districts was fulfilled by finding 
0Ut F 35 emPlQyee outcome score for both the districts

Figure 2 : Comparison of Employee Professionalism Score

lOWifom mid Employee Outcome: A c„„, • „
P ] / n State o f Northeast India

Source: Primary data

Figure 2 above presents the employee professionalism score for both the districts. 
It is clear from the result that the better performing district which is West Kameng district 
scored higher (3.84 mean score) as compared to East Kameng district (3.5 mean score). It 
indicates that the employees of West Kameng district have higher level of employee 
professionalism as compared to East Kameng district. However both the districts have 
moderate level of professionalism since both of the districts scored less than 4 mean score. 
For further comparison of employee professionalism between the two districts, an effort 
was made to break down the sub variables of employee professionalism and find out the 
variations amongst the districts.

1
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Figure 3 : Comparisons of Sub-Variables of Professionalism

. IC o lu m n l 0Column4
/ I

Autonomy

Dedication to Profession

Belief in Self Regulation
1

Social Obligation L  l

rroiessionai Lornmunity ...

jexpertise

Source: Primary data

Comparison for the sub-variables of employee professionalism is presented in figure
3 above. It is evident from the result that West Kameng district scored higher mean than 
East Kameng district for all the sub-variables of professionalism except Autonomy (West 
Kameng district-3.09 mean score, East Kameng district-3.2 mean score). Both the districts 
had moderate level of dedication to the profession (West Kameng district-3.77 mean score, 
East Kameng district-3.49 mean score) and belief in self regulation (West Kameng district- 
3.54 mean score, East Kameng district-3.52 mean score). In case of the rest of the sub variables 
of employee professionalism, West Kameng district had high level of social obligation 
(4.31 mean score), professional community affiliation (4.07 mean score) and expertise (4.07 
mean score) whereas East Kameng fall only in the moderate level of the score interpretation 
(social obligation - 3.62 mean score, professional community affiliation - 3.65 mean score, 
expertise - 3.52 mean score).

Thus in case of employee professionalism, the better performing district which is 
West Kameng district had brighter result than East Kameng district. Hence we can also 
conclude that higher level of employee profersionalism leads to better performance of the 
district.

Comparison of the two districts was also carried out in terms of employee outcome 
which consists of public service motivation, commitment and job satisfaction.
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Figure 4 : Comparison of mean scores of Employee Outcome

Figure 4 presents the result for the overall employee outcome of the two districts. It 
is evident form the result that both the districts have only moderate level of employee 
outcome as both of them scored less than 4 mean score. There is a very minimal difference 
between the scores of the two districts though West Kameng district (3.58 mean score) 
scored slightly higher than East Kameng district (3.53 mean score).
Further comparison was also carried out for the sub variables of employee outcome (public, 
service motivation, commitment and job satisfaction) for both the districts.

Figure 5 . Comparison of mean scores for sub-variables of employee outcome
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a W est Kameng 

■ East Kameng

Source: Primary data 
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For commitment also West Kameng (3.43 mean score) scored slightly higher 
Kameng district (3.23 mean score), however both of then fall under moderate Iev 
commitment. For job satisfaction also both the district falls under moderate level but 5  
scenario is different in terms of the comparison between districts because East Kam 
district (3.54 mean score) which is a low performing district scored higher than West Ka ^  
district (3.33 mean score). This may be because they have the liberty to work accords ̂  
their desire as we have seen earlier that East Kameng scored higher in autonomy i 
earlier findings. e

Thus, it can be seen that the employees of the Department of Rural Develon 
of West Kameng district have scored higher on employee outcome and its sub-vari kT* 
except for job satisfaction where East Kameng scored higher than its counterpart distr' ̂  
Second objective of the study which was to find out the relationship between errm! ^  
professionalism and employee outcome in the two districts was fulfilled by perform: 
Pearson Correlation for employee professionalism and employee outcome. Thus 
hypotheses for each district were formulated: U

HI, = There is no significant relationship between employee professionalism and 
employee outcome in East Kameng district.

Hlb = There is no significant relationship between employee professionalism and 
employee outcome in West Kameng district.

Table 5
Correlation for Employee Professionalism and Employee Outcome

East Kameng West Kameng

Variables Pearson p- Value
correlation 

Value

Pearson p- Value 
correlation 

Value

Employee Professio- 0.692** .000
nalism v/ s Employee 

Outcome

0.110 0.655

**. Correlation is significant at the 0.01 level (2-tailed).

Table 5 presents the correlation result which was performed between empl°yee 
professionalism and employee outcome for the two districts. It can be seen from the resu



r

that correlation is significant at 0.01 n.v i f
hypothesis for the same is rejected iHc i & U6 r Kameng district and thus the null
/r = 0.692) between the two variant S°Teen^ at^ erek a  moderate positive correlation 
professionalism would lead to incr ^  • ^US ^ *ni^cates that increase in employee 
[yhereas for West Kameng district reM ^ ^  em^ °y ee ou[c°me in East Kameng district, 
professionalism and employee outc  ̂ 0ns^P cou^  not be established between employee 
jevel of 0.05 and so the null hypoth 01110 ^  ^  P'va ûe (0-655) is more than the significant 
can assume that professionalism eS.1S,COû  not be rejected for the said district. Thus we 
performance of East Kameng d i s t a l  V *  °ne °* âctors responsible for the poor
employee professionalism of the d fc tr t  * US 3R 6^0rt should be made t0 i^ re 356 

Correlation was also perfor f 
professionalism to find out w h i^  ^  sub'variables of employee outcome with 
professionalism for both the disb-irtc Tt?nabIe haS stronger relation with employee 
the same. ’ Slx nu  ̂hypotheses were also formulated for

PSM in East Kameng di°tnrt™flCant relationshiP between employee professionalism and

PSM in West Kameng S t r i c t * ”* " *  relationshiP bet" ' een employee professionalism and

com m itaeW ta^es r K a m e ^ t o c r latl0nShiP betWeCn employee ProfessionaIism and 

c o m m ta itto  w L m m ^ S k f ati0nShip emp'° yee Professionalism m d

jobsati^acHor^kEasrKanSngistrict3^0118'1̂  emP'° yeeProfessionalismand

j o b s a t i S t o ^  w L t ° ^ g “ 0nShiP betW6en empl0yee P ^ “ m and

Table 6
Comparison of Pearson Correlation for Employee Professionalism and Sub Variables

of Employee Outcome of the Two Districts

m jessiottalism and Employee Outcome ■ A ^  ■ ,
■A Study mu State o f Northeast India

Variables

East Kameng

Pearson
correlation

Value

Employee Professio­
nalism v/s Public 

Service Motivation

.904**

West Kameng

p- Value

.000

Pearson
correlation

Value

p- Value

.460* .048
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.522* .022
Employee Profession- -575 

alism v/s
Commitment . 4 3O .066

Employee Professio- -.483* 
nalism v/s Job 

Satisfaction_____________ _________________

**. Correlation is significant at the 0.01 l e v e l  (2-tailed).
*.Correlation is significant at the 0.05 level (2-taile ).

* - * ■ >  ̂ ZZSSiSZSZ!-'
can be seen that all the null hypotheses exc®P and public service motivation there 
significant at 0.01 and 0.051eve. or pro essi hypothesis regarding empl0yee
is a positive correlation for both the s ^ts ̂ d  so both m^ny p^e ^  ^poye

professionalism and public service motlv* h J een employee professionalism and
shows that there is a = 0.000) which is also the highest amongst all
public service motivation (r . 'P  f ployee outcome, as compared to the
the correlation test for the three sub-variables 01 em p  y = 0 048 v H *

moderate positive correlation for West ̂ ^ 8 j !r avery important role for East Kameng
canbeseenthatem ployeeprofession^m c^p y attribute for any
district as it will encourage public service motivation wm<- ny

v Ju e^ O  S t w d f i p p o r t s  the research ofN onis (1984) and Sejjaaka (2014) where it is 

p r o f e s s i o n ,  is

“ e ^ t  c o g e n t  o/the employees in both the districts can be enhanced with the help 

o f  S ^ o e t o  a r i d  Imdieke^l997)and Dali (2013)where they have found that professionalism
imd^ob satisfaction is r e l a t e d  negatively On the other h a n d n o r e a ^ P  J h
established between these two variables for West Kameng district (r- -0430, p value 
n 066) which is in consistency with Kalbers end Fogarty (1995) who had found out that 
professionalism does not have significant effect on job “ f a c t i o n  T^us * e  nun h y p o to s 
for East Kameng district regarding employee professionalism and job satisfaction reject 
however the null hypothesis for West Kameng district could not be rejected.



Therefore it can be concluded th 
Department of Rural Develop emP*°yees °f the two selected districts of

vital role in enhancing the level o fd 'h t*  ^ rUnac^a  ̂ Pradesh, professionalism can play a 
^ployees which can further help ■ C Serv*ce m°tivation as well as commitment of the 

Tfte analyses above were on the ba ^  U!^ rovin8 performance of both the districts.
0f the Department of Rural D evelop8 °  a  resPonse employees of the two districts 
side of the coin but it is also importTnTf' i?nmachal Pradesh- It mosdy showed the positive 
professionalism of the employees °  u °W 1110 °Pinion of the stakeholders regarding 

common questions were asked to the £ VG 3 m  t0 ^  F ound reality 1 ThuS 3 feW
people concerning employee professionalism pe° ple s rePresentatives and com m on

, ------ Pesc.rl ptlve AnaIysis for the Stakeholder's Responses of the Two Districts

______East Kameng West Kameng
_________________________SD j
Regularity of 
visit to village

professionalism and Employee Outcom? „
dy in a State o f  Northeast India

schemes

Biasness in 
implementa 
of schemes

OfficialsT> i i 0 0 6 17 0 0 0 8 2 9
Peoples
Representatives

3 11 0 10 0 1 3 0 11 0

Common People 106 69 0 0 5 92 38 0 6 0
Officials 0 0 4 9 10 0 0 0 16 3
People's 0 11 0 12 1 5 0 3 5 2
Representatives
Common People 20 77 5 71 7 13 51 7 59 6
Officials 18 5 0 0 0 8 11 0 0 0
People's 4 2 3 13 2 2 3 6 4 0
Representatives
Common People 13 30 22 95 20 0 43 13 70 10

Source: Primary Data, (SD = Strongly Disagree, D = Disagree, NAD = Neither Agree Nor 
Disagree, A = Agree, SA = Strongly Agree)

Table 7 presents us with the descriptive analysis for the responses of different 
stakeholders. Response to the regularity of visit of the officials to the village reveals that 
majority of the Officials from both the districts agree that they visit the village regularly 
which contrast with the response of the common people because majority of the common 
people do not agree that they visit the village regularly. In East Kameng district 97 percent 
of the respondents do not agree that the officials visit the village regularly and in West
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Kameng district 95 percent of them do not agree to the same. Similarly in case of the 
conduct of regular monitoring of the scheme it can be seen that the there is a variation 
the opinion of the stakeholders for both the districts. Majority of the officials agree that 
they monitor the schemes regularly but in East Kameng district majority (54%) of them 
and 47 percent of the common people from West Kameng district do not agree with the 
same, however there are almost equal division of positive and negative responses in case 
of the people's representatives. Lastly in case of the biasness in the implementation of the 
schemes is concerned, it can be seen that all of the officials have disagreed to the query but 
majority of the common people (East Kameng - 64%, West Kameng - 59%) believe that 
there are some biasness in the implementation of the schemes. As far as the people's 
representatives are concerned in East Kameng 62 percent of them agreed that there is 
some biasness in the implementation of the scheme, however in West Kameng district 
there were equal division for agree and disagree regarding the issue.

To check whether there is any significant difference in the responses of the three 
categories of respondents' six more null hypotheses were formulated and ANOVA test 
was conducted for the same.
H5a = There is no significant difference in the opinion of the respondents across three 
groups regarding visit of the officials to the village in East Kameng district.
H5b = There is no significant difference in the opinion of the respondents across three 
groups regarding visit of the officials to the village in West Kameng district.
H6a = There is no significant difference in the opinion of the respondents across three 
groups regarding conduct of regular monitoring of schemes in East Kameng district.
H6b = There is no significant difference in the opinion of the respondents across three 
groups regarding conduct of regular monitoring of schemes in West Kameng district. 
H7a = There is no significant difference in the opinion of the respondents across three 
groups regarding biasness in the implementation schemes in East Kameng district.
H7b = There is no significant difference in the opinion of the respondents across three 
groups regarding biasness in the implementation schemes in West Kameng district.

Table 8
Result of ANOVA for Comparison of Responses for Three Categories of Respondents

Between the Two Districts

Regularity of Conduct regular Biasness in impleme- 
visit to village moritoring of schemes ntation of schemes

________________________ EK WK EK WK EK WK

Officials (Mean Score) 3.74 4.05 4.26 4.16 1.22 1.58 
People Representatives 2.71 3.40 3.12 2.93 3.29 2.80 
(Mean Score)
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2.96 3.44 3.35

9.242 42.928 28.681
.000 .000 .000

rom *onPeop U 9  141 2.82/Mean Score)
L a lu e  97-745 126.834 16.49
^ OVAp-value -000 .QQQ -0Qq

Source: Primary data, (EK - East Kameng, WK - West Kameng)

Table 8 above presents us with the result of ANOVA test between three categories 
of r e s p o n d e n t s  for two'districts. I t  is evident from the result that all the null hypotheses 
formulate or as een rejected as all the tests are significant at 0.01 level. Thus
it is p r o v e d  at ere is a significant difference in the response of the three categories 
regarding various issues regarding professionalism.

Conclusion

Employee professionalism is regarded as one of the most important entity for an 
organization because a well performing public service is based on its professionalism (Yi- 
Armstrong, 2000). Therefore, we require employees who exhibit professionalism in their 
day-to-day activity. From the first part of the analysis it was found out that the employees 
of both the districts have moderate level of professionalism and they also secured good 
scores for the sub-variables of the employee outcome. But when we look at the second part 
of the analysis, it is visible that the common people of both the districts had a contrast 
opinion regarding professionalism issues of the employees of the Rural Development 
department. They had the opinion that the employees do not carry out their responsibilities 
satisfactorily. A positive association between employee professionalism and employee 
outcome is also revealed in this study. Hence, a need for enhancing professionalism of the 
employee to increase the employee outcome of the department has been immensely felt.
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