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A STUDY Gf JOB SATISfACTION Of SECONDARY SCHOOL TEAC~ 
I N S H I L L 0 NG A N D L E A DE R S H I P C H A R A C T E R I S T I C l5 0 f --- - ----

TH1_ HEADS/PRIN£1£ALS 

CHAPTER-I 

LN T R 0 D U C T I 0 N 

1.01 Atl EXAMINATION Of THE IMPORTANT TERMS lN~OLVED 1~ 
THE STATEMENT Of THE PROBLEM • 

The title of the study as stated above contains two major 

terms, viz. rJob Satisfaction' and 'Leadership characteristics• 

In this chapter sn attempt has been made to clarify and discuss 

the meanings of,these two terms and to examine the theories 

underlying the concept of Job Satisfaction. These definitions 

will help to establish the frame of reference with which the 
"; 

investigator approached the problem. Consequently, the 

definition of Job Satisfaction to be adopted for the present 
' 

study will be formally stated so as to permit the construction ' , ~ 

of scales to assess Job Satisfaction. 

1.02 THE CONCEPT Of JOB SATISfACTIOli_ 

Meaning of the word "Work". "Job" and "Job Satisfaction" 

"Work" can·-be def~ned as "the application of human effort 

to achieve certain ends that often results in monetary benefits". 

The Oxford Dictionary has put it as "the application of effort· 

to a purpose, force in action, doing of something, a task or a 

material to be operated on, doinssor experiences of a specified 

kind, employment especially as a means of earning money, a thing 

done, made a product or manifestation". Thus work ~mplies the 

expenditure of,human effort to perform a job or attain a result. 

It generally involves a way of earning a living . 

. . . . . 2/- ..... 
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The word "Job" is used in a more restricted sense. 

Accordins to lexicographers it means "a piece of work to be 

done:". It refers to a very spccif~c task and somehow th~, word 

is som~timos used for work at a lower order. It may not be 

usual to refer to a scientific experiment, or an artist engagEd 

in painting or a poet composing a verse as angaged in a job. 

However the expression 'jo~ satisfaction' covers both the 

satisfaction derived from being engaged in a piece of work or 

in any pursuit· of a task of a higher order. 

The study of job satisfaction is clo~ely rcl~tcd to the 

question "why do people work"? or "what does a worker want from 

his job"? Since tho classic Western Electric Company studies 

were carried out at H3wthornc, beginnin~ in the lute 1920's, a 

great deal of research has bben directerl towards identifying 

factors that influence satisfaction which an employee derives 

from his job. 

The simplest answer to the question '~why does a man work7" 
I 

would be - to satisfy his needs. All behaviour serves some • 

purpose for the individual, e.g. talking at a conference, writing 

an article for a journal, eating, sleeping etc. - they a11 serve 

some purposes and satisfy some needs. 

. .... 3/- .... 
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Beyond this broad answer, the EXplanation seems to 

got complex ~nd is subject to much disagreement. It eeoma 

to depend on our view of man. for instance th~ro can be 

an economic view of man by which we expect a man to work 

because work produces wealth and wealth is useful for 

everybody. 
I 

The underlying assumption of this conventional 

economic view of'man is tha~ a man docs, should and will 
I 

work' for economic benefits. This view o~ man enjoyed 

widespread popularity befor~ the Industrial Revolution in 

the mid 1800's and even in the days of the scientific 

movement. It was assumed that employees were uniformly 

motivated by a desire for money and that other motives 

were either non existent or of little congcqucncc. As a 

result, to satisfy workers, various fin~ncial incentives 

wore offered. But all these in somE cases proved futile. 

This led to th~ search for other reasons than financial 

inc~ntivcs as factors of satisfaction in work. 

At this crucial time came the 'Hawthorne Studios•: 

A deeper appreciation for the worker's psychological state 

as well as ·the motivational properties of social rol~tion-

ships in the job came into prominence as a result of 

thesE studi6S~ 

1 E. Mayo. The Human Problems of an Industrial Civilization. 
New York, Mac r'illan 1933. 

..•.. 4/- .... 
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The inadequ~cy of the conventional economic view of 

man can best be indicated by considering the concept of 

motivution. It is a fundamental cxr-lanatory concept 

related to the "why" of behaviour. Organisms continually 

experience needs or wants which inrcl them to action. A 

man cun be said to be motivated when he is driven either 

to attain some goal or to avo~d ~orne undesirable consc-

quences. For exam~le when a hungry person needs food, he 

is driven by hunger, anrl motivated by a desire to obtain 

food in order to satisfy his needs. The internal needs 

of an organism are hypothesised at tho core of some 

theories of motivation. Of these the late Abraham Meslow2 

proposed an intcrest~ng theory concerning human needs and 

their effects u~on human be haviour. H~s theory helps ~n 

understanding the bchav~our of people at work. He 

s uggested that human needs be classified into the five 

different classes' 

1. Physiolog~csi needs . 

2. Safety nccdg 

3. Love needs. 

4. Esteem needs 
-

5. Self actua lisation needs. 

-------------------------------
2 A.H. Maslow, "A Theory of ~~man ~otivation" 

Psychological Review, 1943{1=p 370 - 376) 

....• 5 I- . ... 
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In addit1on to these five categor1cs, Maslow mentioned 

the category of order and acsthet~c needs, although he did 

not elaborate on this category. 

Haslow states that human needs arc arranged in a 

hierarchy of pre~otcncy. According to him the lower needs 
I 

must be adcquatclv satisfied before the ne:xt higher noed 

can emcrge. A "man" works for satisfying his biological 

needs such as food and shelter. He also works for sati~fy-

ing h1s social needs ~uch aq his social position and 

prestJ.gc. finally on satisfaction of prior needs in the 

hierarchy a person may be mot~vat~d to work for satisfyins 

his need~ of self actualisation, such aR self-fulfilment 

and personal gro~th. It is auite true that man lives for 

bread alone - when there is no broad. But what happens 

when there is plenty of bread and wh~n his belly is 

chron1cally filled? At once, other higher needs emerge, 

and these rather than physiolog1cal. hung~r dom1nate 

the cncrg1cs and when these in turn are sat1sficd now and 

still higher needs emerge:, and so on. 3 

---------------------------------------------------------------
3 ~1<::Js low Ibid 2 

••••• 6 I- . ... 
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When in the work situation the lower nEeds in the 

h~erarchy arc sat~sfied, the individu~l starts th~nking 

about his higher needs and potentialities such as gain-

ing recognition of his work, achievement of presti~e, 

self expression, possibility of growth etc. Only whenl 

all these needs have been satisfied can a man give of 
I 

his best, realise his true )potential and reach a state 

of self-fulfilment. Since a good part of his working 

life is spent at work, it stands to reason that. work 

must be sat~sfying in the broadEst sense of the term. 

Work must provide an apportunitv for a man to satiate 

all his needs, so that his full potential is released 

for utilisation. The answer to th~ question, "why 

people "work"? can best be given in the words of Blum. 

uWork is.a form of activity that has social approval 

and satisfies a real need of the ind~v~dual to be 

active, to produce, to cTeate, to gain respect, to 
~ 

acquire prest~~e and incidentally to c~rn ~oney - these 

are some of the reasons that people work". 4 

Motivation is an important factor in job satis-

faction and theories of job satisfaction. It is now 

proposed to briefly review some principal theories of 

·'Job Satisfaction. 
•, 

4M.l.Elum and J.C. Naylor - Industrial ~sychology - Its 

theories and Social Foundations, New York, Herfer & Row 

1958 (p 350}. 

.•••• 7 I- . ... 
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There seem to be three main theories of Job Satis-

faction. While these may spring from different traditions 

and outlooks, there docs seem +o be some basis for 

integrating th&m into "a'~yelatively consistent frame work"~ 

Ihc Need Fulfilment Theory: 

This theory originates: from two logical assumptions; 
t 

(a) a person ~s sat~sficd when he gets what he wants; 

{b) tho more he wants somGthiny or the more important it 

is for him, thE more sati9f~cd he will be when he obtains 

it and th~ moro dissatisfied hE will be when he docs ndt 

get it. Vroom6 has suggested t~'O , methods (the subtrac-

tive and mult~pl~cative) for the measurement of Job 

Satisfaction based on this conc~pt of it being a direct 

funct~on of the extent to which an environment corresponds 

to one's need structure. 

The subtract1ve model proposes that Job Satisfaction 

• is a direct function of the discrepancy betwe~n a person's 

needs (importance attached to them) and the extent to 

which the environment provides satisfaction or fulfilment 

of these needs; the gr~ater the discrepancy the less the 
' 

satisfaction while a smaller discrEpancy woulrl incicate 

---------------------------------------------------------
SA.K. l<ortnan; Industrial and' Organisational Psydology 
Chapter VII; Frcntice Hall Inc. New Jersey, 1971. 

6v.Vroom; Some Fersonality Determinants of th~ effect of 
part1cipation; Journal of Abnormal and Social rsychology, 
1959, Vol.59, lfagcs 322-2n. 

. .... 8/- .... 



- B -

greater job satisfaction. Vroom has shown that the use 

of this subtract~ve model may sometimes distort results; 

for example, ind~viduals with need (im~ortancc) levels 

of 1 and a fulfilment level of 1 would, on ,the bas is of 

this mopcl be r~tcd as having the same satisfaction as an 

individual with a need level score of 10 and a fulfilment 

of 10 {Discre~ancy score: 11 1 = 0; and 10-10 = 0; are the 
'I• 

same in each case). Vroom therefore suggested the 

multiplicative model wherein the individualR' needs ~cores 

are multiplied by the fulfilm~nt scores and the products 
I 

for the various needs added to give overall job satisfaction 

scores. Experimental ~vidence hAs pr8vided some ~upport 

for both tho models mentioned, without ~stablishing the 

clear superiority of one over the other. Yet other studies 

seem to suggest that the need fulfilment thcorv is only 

a partial answer in tho search of an adequate theory of 

job satisfaction. 

~ Social Reference Group Theory: 

This theory does not focus interest on the needsr 

desires or interests of a given individual but on the 

opinions and beliefs of the ~roup to which the individual 

refers for guidance, Such groups known as reference groups 

wo~ld be responsible, according to the theory, for deter-

' mining whether a pcr~on is satisfied with a job or not; 
' 

satisfaction would depend upon whethe~ or not the job 

••••• 9 I- . ... 
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meets the interests, desires and requirements of the 

reference group. Hulin7 obta1ncd strong support for thio 

hypothes1s in,a study involving female clerical workers. 

With job sat1sfact~on being held constant, he found that 

a pErson living in a well to do locality was likely to1 

like his or her job; this may be attributed to the fact 

that individuals from the'se .localities have a higher 

reference level 1n evaluating job conditions ln~eds). 

Th~rc arc some support from other studies for the ~ocial 

Reference Group Theory; but like others of its kind, it 

cannot cl~im to provide explanations for all rhenomena 

encountered. It is obvious, for jnstance, that whill man 

many individ~als are influenced by opinions and group 

evaluation of environmental ~hcnomcna, many are not eo 

influ~nced to any great extent. 

Hcrzcbcrg's ~'otJ.vatc,.r-tiyg1cnc Theory has stl.mulatcd a lot 

of rescarph; its f1ndings have, however, not always satis-

fied its assumption. 
• 

lt was developEd by Herzeberg Mauser 

and Shyderman and i ts rationale is provided by ~aslow•s 

{1964) theory of a prepotent hierarchy of needs. According 

to this theory man's n~eds arc satisfied or fulfill~d in 

a certain hierarchy of importance. Thus, certain basic~ 

psy chological ~cerls such as. those for food and water, for 

--------------------------- ' 

7 C.L. Hulin; Effectq of Community Characteristics on 
measures of Job Sat~sfaction: Journal of Arplicd f-syc~ology, 

1966 Vol.SO. (Pages 165- 192). 
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security etc. must be satisfied before the emergence of 

other !'locial needs such as \hose for bt!longingness, l.ove, 
I 

rccogni~ion etc. Again the satisfaction of these needs is 

necessary before other higher order needs such as those of 

self actualisation etc. can be fulfilled. Herzberg contends 

that in the contemporary American Society the baqic needs 

are' generally satisfied and ;hence job satisfaction will 
' 

usually be dep~ndent upon the fulfilment of the higher 

order needs in the hierarchy (self actualisation etc.}. 

These consideration~ led Herzberg to propound the two 

factor theory of job satisfaction, whose propositions may 

be summarised as below ~ 

(a) Job Satisfaction is a function of the environment, 

supervision, co-work~rs and general job content; these 

may be termed as the "hygiene" factors. 

(b) Job Satisfaction is a function of challenging 

stimulating work activities or work content, these 

are termed as the ":ctivator" factors. 

A great d cal of the evidence which did not support 

Herzber's porpositions was attributed to the use of 

restricted samp}3s of occupations Dnd the methodology of 

data collection e.g. the use of open-end reportin~ in which 

s u b 'j e c t s were r e q u i r c d · t o des c r i b e t he i r m o s t sa t i. R f .vi n g 

and dissatisfying incidents in a job. While a number of 

studies pain~ to these limitations and a tendency towards 

•.... 11/- •.•• 
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over simplication there is some reason to believe that 

motivators are considered more important than the hygiene 

factors in job satisfaction. This findin£, acco~ding to 

Korman8, can probably be accounted for in terms of the 

Social Reference Group theory. 

Thus it seems as if need fulfilment thcmsclv~s and 

Social Reference Group theories are the most adequate 

cxplun~tions of job s atisfaction. Research has had some 

r 
limited success in attempting to integrate these two 

theories and in dealing with the problems arising out of 

their integration, for example, problems dealing with 

combination to predict a given individual's job satisfaction 

or the problem of assigning w ~ights to each th~oretical 

explanation in an integrated th~ory. 

A great deal of r e'sea rc h however has nat been 

concerned with jus tifying theoretical assumrtions but with 

trying to discover what factors determine or ar.c related to 

,Job satisfaction. 
f 

Findings in this direction have discovered 

relationships between job satisfaction and factnrs such as 

occupation level, the content of the job, leadership and 

supervision, pay and promotional opportunities, working 

conditions and inter-relations in the work group and 

-- -----·------
BA.K. Korman,: 

Chapter VII, 
Industrial and Organisatjonal Psychology; 

f-rcntice Hall, New J!:rsey, 1971 
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personal factors s uch as the age and education~! level of 

workers. Sometimes there have been cxplana1~on9 provided 

for these r~lationships on the basis of the need fulfilment 

and social reference group theories. 

~Satisfaction !_Q£finition: 

The tormsjob satisfaction, job attitudes and moralD 

are often used synonymously as r£flecting effective 

orientations on the part of the individual towards his job. 

A positive orientation towards one's job may contribute to 

job se1tisfaction, -since the latter comprises a number of 

related needs. Job s~+isfaction m~y further contribute to 

' 
morale. M.L. Blum has defined job satisfaction, "a~ the 

result of various attitudes the employee holds towards his 

job, towards related factors anrl towards life1 in gcnerEll.9 

This complex of various attitucfcCJ is relater! to many 
I 

needs connected with work, wages, supervision, steadiness 

of employment, promotion prospects, relationship to 
~ 

associates and colleagues, and many other specific factors 

play their part in making the worker sat~sficd or dissatis-

fied with his job. Apart from these, his own needs ar1d 

aspirations, general adjustment, as w~ll as his s oc~al 
1 

relationships may have a vital role in d~termin~ng job 

satisfaction. 

·-----------------------------~------
9 M.L. Blum and J.C. Naylor, Industrial 
theoretical and Social foundation, New 
Row, 1968 (pages 350-353}. 

pg ychology s Its ' 
York, Harper and 
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In short "job satisfaction may be expressed as a 
t 

generalised attitude resulting from many specific attitudes 

of an individual in three areas, viz. specific jab factors, 

1 d . t d 1 t' h' 1
'
10 'individua a Justmen an group re a ~ens ~ps. 

Hoppock views it "as any combination of psychological, 

phy~ialogical and environm~ntal circumstances that causes 

hf 1 " f. d . h . bIt 11 
a person trut ul y to say, I am ~atis ~e w1t my JO • 

1 

Bullock in his study of social factors related to job 

satisfaction has defined it "as an attitude which results 

from a balancing and sum~atian of many qpccific likes and 

dislikes experienced in connection with the job these 

evaluations, may rest larg9ly u~on one's own success or 

failure in the achicv~ment of personal objectives and upon 

the perceived contribution of the job and company towards 

these ends". 12 

Smith·in his '~sychola~y of Industrial bch~viour' 

holds thQt "job Satisfaction £s the em~loyee's judymcnt of 

how well his job on the whole is satisfying his various 

nccds." 13 

1OM. L. B 1 u m , I b i d 9 • _, 
11 n. Huppock, Joh t;ati~faction, Ne:w York, Harrr:r 1935. 
12R.P. Bullock, "Social factor~ related to job ~atis faction", 
Research !\-1onagraph, r-.ro.70, Columbus. Ohio State University, 
Bureau,;of Business Research 1952. 
1 3 H • C • S m i t h ; F s y c h o 1 o g y of I n d u s t r i a 1 B c h a v i a u r , N c vJ yo r k , 
McGraw Hill, 1955. 
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For the pur~ose of th1s 1nv~stigation i~ w1ll be 

assumed that the fulfilment of eerta1n needs rolated to 

a job would determine the satisfaction dcr1vcd from it. 

furthEr it is maint~ ined that these needs would not all 

be considor~d equally important. The mode of measurement 

of Job Sdtisfaction adopted for the prnscnt study is 

presented in detail 1n Chapter Ill wh1ch deals with 

preparation of tho Tools lpage 54). 

1.03 s LEADCRSHIP : 

~~oncEpt and Definitions 

Tho term leadership has a wirle connotdtion. To some, 

leadership may mean a property of ~ group, while to others 
I 

it may refer to the characteristics of the individual. To 

those who emphasise group leadErship it may be synonymous 

with preAtigc, with the holding of a particular office Of 
w1th the performance of activiticg important to a group or 

with an emotional relationship between the leader and the ' 

sroup. To those who stress the 1nd1V1dual aspect of leader-

ship it may mean the possession of certain personal1ty 

charactcrist1cs such as dom1n3ncc, control, aggressiveness etc. 

Kerth Davis, 1n 'Human Behav1our At Work', states that 

"Leadership is the ab1lity to persuade others to seck 

defined objcct1vcs cnthusiast1cally. It i'3 the human 

..... 1 5/- ...• 
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factor that binds a group together and motiv~tcs it 

tow~rds goals ••....•••• It is the ultimate act that 

brings to succEss all the potential that is in an 

14 organisation and its people" • 

According to Katz and Kahn 15 there arc three major 

meanings attached to the concEpt of leadership in the 

social"scicnce li+~rnture; a positional attribute, a 

pGrsonol char~ctcr~st~c and a catcsory of behaviour. 

These three major meanin~9 c3n be made clear in 

certain of the definitions which follow. 

Pigers in 1935, defined leadership as "a prncess of 

mutu~l stimulation which, by succeqqful interplay of 

relevant differences controls hu~an energy in the pursuit 

of a common ca usc". 15 
This defin~t~on clearly expresses 

the notion of dynamic interaction between a lcudcr and 

followers workins towards 9grecd upon goals. Tt•c same 

14Kcrth Dav1s, Human Behaviour At Work, 5th edn. 
McGraw Hill Book Com~any,Ncwyork 1977 (p. 107) 

15 oaniel Katz and Robert Kahn; The Social Psychology 
of Organisation; John Wiley, ~cwyork, 1966 (p.3U1} 

16 Paul J.W. F-igcrs; Lcadtrship ::;nrl Dominc::tion; lloushton 
~iifflin, Botton 1935 (p.16). 
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theme is evident in Stod~ill's definition, "the process 

(act) of influencing the,activitics of an oryanis6d group 
17 

in its efforts towards goal setting und yoal ach1evcmcnt." 

Hemphill proposed a more action-oriented definition 

of leadership •..• "the initiation of a structure in 

interaction as part of the process of solving a mutual 

18 problem" . 

. Lipbam, in differentiating leadership from admini~tra­

tion modified the Hemphill definition onJy slightly, 

defining leadership as "the initiation of a new structure 

or procedure for nccomplishins an orgonisution's 'goals 

and objcctives'" 19 

This definition calls attention not only to action but 

to specific kinds of action: goal attainment or goal charge. 

The definitions pres~ntcd above focus on l~adership 

as a process. As-this process involves people who arc 

leader~ more clarity about it can be obtained by 

attempting to arr1vc at a definition of leader. 

-------:--------- -----------------------
17 Ralph Stogdil, ~Leadership, ~cmbership and Organisation" 
Psychological Bulletin Vol. 47 (J3nuary 1950) (p.4) 

18' 
John K. H~mphill, •Administr ation as problem solving in 

Admin istration theory in Eaucation; Andrew W. H~lpin cd. 
Chicago Midwest Administration C~ntre 1958 (p. 96) 

1 9 J a m c s M. L i m ha1n.i , "L c a d c r s h i p a n d A rl rn i n i c; t r a t i on i n r I • 

Behavioural Science and Educational A~~inic;tration : The 
sixty-third year beak of Griffithe!rll Cfhici"'go·; Tho 'iociety, 
1964 (p.122) / 
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Halph~n notes that the ~ost common usage of th~ term 

leader ~s "in relation to an outstand~ng membor of a 
~ 

20 class." 

ThG school executive or Principal/Hcdrlmast~r qualifies as 

a leader according to· this dcfinit~on in that he is 

"outstanding" by virtue of his assigned respons~bilitics. 

~nterestingly it would be possible to~convert any of the 

preceding definitions of l~ndershi~ to d8finition of leader 

by single word changes. Thus the leader is the individual 

responsible for "the process of mutual stimulation •.... n 

(Pigcrs)' the process of salving mutual problem" (Hemphill)s 

"the initiation of a new structure or procedure" (Lipham). 
' 

Fiedler, after review ing th~ definitional problems, defines 

the leader as "the ind1vidual in the group, given the taak 

of rlirecting Jnd ro-ordinating tasks rclc~ant to group 

activities or who, in the absence of a d~siunatcd le~der 

carries the primary responsibility for performing these 

21 functions in the group." 

Approaches may also be made in tErms of traits 

(possessed/acquired by leaders) or in terms of group 

functions - the activities, performanc~s, acts of group 

--·----
20Andrew W.Halpin, Theory and Research in Administration-

Mac Millan, Newyork, 1966 (P.81). 

21 Fred E. Fiedler; A theor; of leadership Effectiveness 
McGraw Hill, New york 1967 (~.8} 
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members (including leaders) to achieve certain outcome, 

i.o. group goals, ~oving group to goals, improviny quality 

of intera~tion amon£st members, buil~ing cohesiveness, 

making resource~ available to yroup. This has been stressed 
I 

by writers such as Bernard, Catell, French, Gibb, Likert, 

Lipitt etc.
22 

b~ership functions : Most researchers a~sume that leaders 

exert marc influence on a grou~ than ordinary members. 

There ~s, however, no agreement about what kind of in~lucnce 

this is or in what arcc:~s/domains it occurs. 
~· 

Cattell 

suggests that all group functions (member~' action to help 
I 

group to achieve desired status) arc leaderdhip funct~ons, 

e.g. a~hievemcnt of goals, human relationships,satisfaction 
I 

of members, minimum cost to member~ etc. Others like 

Krctch and Cru·tchfield
23 

restrict themselves to more 

restricted notions such as planning, decision ma~ing, 

co-ordinating e.g. plannins, policy making, expertise-

controlling internal relationships, awarding rewards/ 
I 

punishment etc. Present research docs not cn3ble us to 

clearly specify what leadership functions arc. Hence it 

may be more profitable to identify group functions and 

what determines their allotment to certaim offices or 

indivicluals. 

----------------------
22 norwin Cartwright and Alvin Zander; Group Dynamics 
Part V Chapter 24; f-'agc 304 ; Tavistock Publications, 
London 1953. 

23 n. Cartwright and A.Zander; Ibid 22, p.305 
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_I 

It must be realised that certain behaviours whicr serve 
; 

group functions in certain circumstances/situntions may not 

do so in others. for example a pilot of a bomber crew may 

be an excellent leader on bombing missions but less capable 

wh~n the plane crashes ancl survi~al is ~he main aim of the 

group. Different situations seem to require djfferent 

behaviours to promote group; function. 

fieoler's study suggests that leadership functions in 

a group may be determined by the degree of group structure, 

highly structured groups may be those where members ate ab 

able to verify correctness of group's decisions, group 

duties are clearly stated and fewer paths and steps are 

required to reach group goals, Eicdler suggested that 
eo 

effective leaders tend to be more assertivs in more 

structured situations and give more freedom to group 
I 

members and arc more supportive in less structured 

situations. 

~ 

: Most group objecti~es 

may be classified under two heads - (a) those concerned with 

the achievement of some group goal and (b) those concerned 

with maintenance or strenythening of the group. Examples 

of group pchaviour promoting group goal achievement are, 

(i) initiates action (ii} keeps membcrs'attention on the 

....• 20/- •••• 
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goal (iii) makes inform~tion available (iv) clarifies 

issucs'(v) evaluates the quality of work done (vi) makes 

expert information available. Examples of behaviours 

serving group (maintenance) functions are s {i) keeps 

interpers~nal relations in check/pleasant (i1) arbitrates 

disputes (iii) provides encouragement (iv) stimulates selr 

' 24 
direction (v) incrcascs.interdepcndcnce amonc members etc. - ~ 

It must be realised however that group achievement and 

.maintenance-functions may be related thus in promoting the 

solution of difficult problems; group solidarity may be 

achieved by promoting o~e function, may be, at the expense 

of another, e.g. in motivatin~ a group towards a goal, 

internal friction may be encouraged oven though the end 19 

achieved. 

Many studies have revca~ed that ·specialists (leadvrs) 

may emerge in these two functions- goal (task) achievement 

and group maintenanc6 in a family for example a fathet is 

usually the task specialist and the mother the social 
' 

emotional specialist. 

Factor analytical studies have indicated that these 

two f~ctors - task (goal achievement) and group maintenance -

account for as much as 83% of common variance leader 

behaviour. Sometimes these factors have been termed as 

"initiating" and "consideration" structures. Generally 

24 ~ 
D. Cartwright and A. Zander; Ibid 22 p. 306 
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leader behaviour which is high on both these structures 

would increase group ~ffcctivcness. 

It has been noted that threats to group maintenance 

functions, often results in leadership emerging to e~hanc~ 

these functions. This may not be an invariable "law of 

~cadcrship" but it docs scorn possible that groups ha~c 

tendencies towards self preservation. 

Similarly goal (task) achievement functions become 

more valuable when grou~s accept im~ortant goals and if 

such goals arc thrpatcncd. 

for the purpose of this study it was proposed to adopt 

ten leadership craractcristics (five of these concerned 

with the achievement nf some group goal and five of these 

concerned with the maintenance or strengthening of the 

group) for investigation. The followinq characteriat~cs/ 

leadership functions arc listed which were used for fuurther 

work in the construction of rating scaloe 'to be used in , 
this study. A 11(:1"tt1h~,;.. o f s t u d i c s in 1 c a d c r s hi p had r c v c a 1 e d 

that these characteristics wore frequently mentioned. 

1. Initiates action 

2. Helps to fodus members' attention on group goals. 

3. Clarifies problems. 

4. i'1akes information available to all rnt: mb c rs. 
' 

5. Evaluates quality of work done. 

6. Helps to maintal.n good relationship in the group. 

7. Settles dl.sputes between members • 
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. 

8. Provides encouragement when required. 

9. StimulatfJs self direction. 

10. txercises inter-dependence among members 

1.04. NEED"AND IMPORTANCE Of THE STUDY ' ------
The present study was conducted by the investigator 

to assess the job satisfaction of Secondary School teachers ' 

and it~ relationship to pc~ccptions of leadership charac-

tcristics of their Heads/Principals. It was presumed that 
I 

very few studios related to thi~ to~ic have bocn co~ductcd ·~ 

in this part of the count~y. Some of the reasons justifying 
! 

the need for a study of this type may be stated in the 

assertions that follow : 

Austin A.D.Souza 2? in his book, 'The Human factors 

in Education' has pointed to thc importance of job satis-

faction as an css~ntial clement in effective te~ching. In 

his own words he states that 'A satisfactory and satisfy~ng 

philosophy of life is the best possession of ~ teacher amid 
• 

t h c s hi f t in s s a n d s o f m o de r n 1-i f e , \oJ i t h o u t i t h c w i ll b e 

like a ship without a rudder, and will be in yr~vc dangor 

of sufforiny shipwreck and carrying his J::upils in 

destruction with him.' 

The process of education,it is agreed generally, is 
-, 

linked with productivity a~d national development. It 
I 

would, hence, bE justified to assume that satisfied and 

---------------------- --------------------------------
25 Austin A.D.Souza; The hum~n factor in Education, Orient 
Longman Ltd. Calcutta 1969 {p.272) 
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devoted teachers would make ~ better job of their vocations 

and hence promote the national cause more effectively. 

Job satisfaction is closely related to th3 mental 

health of the teacher. A sound mental h~alth remains the 

sine-qua-non for the worker to be effective at the optimum 

level of his efficiency. Th1s mental health is obtained 

~n the satisfaction of the workers' basic human needs.' The 

extent to which the teaching profession provides opportu-

' nitios to gratify the needs of workiny teachers enables them 

to obtain satisfaction and hence contributes to the 

development of a desired level of mental health. 

Amon' the many factors whjch may be considered with 

job satisfaction apart from the fulfilment of needs 

related to a job, supervision o~ leadership, may be an 

important one. It is the HeadmastEr or principal who ~as 

to set the tone of a school, to make peopl~ follow a 

~ 
desired path and to achieve the yoals set by the school 

authorities. 

The success of any school organisation depends to a 

large extEnt upon the quality of the ~ersonnel engaged in 

the educational process and upon the cffectivrncss with 

which they discharge indiv~dual and group responsibilities. 

The principal is one of the most important pcrsonq in the 

process of school education. It ~s he who exercises control 

over or manipu~ates other elements in the system in order 

..•.• 25/- •••• 
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to achieve prc-dertermined objectives. Therefore the 

success of any educational organisation depends to a great 

extent upon the effective behaviour and functioning of the 

principal or head. 

M C N .1 26 ary • J. cs in the "Essence of ~anagement", 

pointed out that, 'getting the best out of people in their 

day to day lives is not an ;easy job'. The variety of factors 

-
which makes thE workers decide to give of their best or not, 

to work hard or to go slow, to coorerate or to go against, 
•,-

arc to a great extent due to the influence of mind and 

emotions. Amo:.g the many factors which neccssari.+y affect. 

the mind and the emotions of the workers, su~crvision is 

of special significance. 

The attitude of the Supervisor or leader, the way in 

which he speaks and his. response to the:; problems of the 

workers, how he gives his advice, allows them to utilise 

their understandings and wisdcm in work and creates a team 

• spirit in them, plays an important role in creating better 

human relations or disturbing them 

In view of the above assertions, it was maintained 

that this study was worth undertaking. 

1.05: QBJffllYfS Of THE STUDY : 

{1) To assess the job satisfaction of Sccond~ry ,School 

-----------------------------
26 Mary Cushi~y Niles, "The Essence of ~anagcmcntP; Orient 
Longman, Bombay 1956 {p.83) 
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teachers in Shillong and identify th~ cxist~nce of any 

trEnds/patterns in the d~str~bution of measures of 
.1 

job satisfaction. 

(2) To investigate whether Job satisfaction is 

associated with the type of administration (Government/ 

Deficit/Privato etc.) of the schools under investigation 

(3) To investigate whether differencEs in Job 

satisfaction of teachers are associated with factors 

such as stx, religious background, age, qualificption 

and experiences (in terms of duration of service) of 

teachers in the sam~lc. 

(4} To investigate the lradership characteristics of 

Frincipals or Hc3ds of these schools as rcrceived by 

teachers in the schools subjected to investigation. 

(5) To investigate if there is ftny 9ssociation between 

I 

job satisfaction of teachers and their perception of 
_; 

leadership charactcrist~cs of f--rincl.pals or Heads! of 

the schools concerned. 
' 

1.06a ~I~ENT Of THE FRO~ 

The title of this study has been stated as "A STUDY Of 

JOB SATISfACTION Of SECONDARY SCHOOL TE.ACHERS IN SHILLONu 

AND LEADERSHIP CHARACTI:.RISTICS Of THE HEADS/PRINCIPALS". 

1.07: SCOPE AND DELIMITATION Of THE STUDY a 

Prior to attempting a statement regarding the scope of 

the study it may be desirable to write a few words about 

.•..• 2 6/- •••• 
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Shillang th~ locale of the study. Shillang, tho capital 

of Mcghalaya, is a lovely hill station located on tho 

northern slopo of the Shillong Peak, the highest peak in 

th~ State., Th~ Khasis, Jaintias and the Garos' arc the 

main tribes that form tho bulk of tho pupul~tion in the 

town. Besides theso there arc ather cammuniti?s like the 

Mizos, Nagas, Assameso, Bengalces and others who constitut~ 
I 

the minority groups in the town. Shillong is considered to 

be one of the prominent Oducational centres of North Eastern 

India. At present ~here arc 49 hiyh schoal9 in the Shillang 

Municipal area .• These schools arc managed by different 

agencies and termed as Government High Schools and Public 

schools administered by the State Government; Deficit and 

Adhoc schools mana~ed by the Missionary and local bodies, 

some of whom get grants from the Government, and Private 

schools which arc managed solely by'individual men and 

woman and in some cases by local bodies 

The present study will be restricted to tho followi~g s­

(1) A sample of 20 Secondary schools situated in 

different localities of the Shillong ~unicipal area. 

(2) Teachers involved would be drawn from the above 

mentioned schools. 

• ...• 27/- •••• 
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(3) for measuring Jab Satisfaction of teachers, only 

6 needs (related to Job Satiqfaction) would be c 

chcscn for the final instrument. 

(4) For measuring the Leadership character~stics of 

the Heads/Principals a limited number (6 cha-

racter~stics} of leadership characteristi~s were 

chose:n for the ,final investigation. 

---------o0o--------­o 
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C H A P T E R - 11 

2. 0 0 : REV IE W 0 F RELATE L!::.!. T l RA T1[jR E 

In this present chapter an attempt is made to pro~ide 

a review of tho literature relevant to this study. This 

rev~cw inciudes studios of ~oo ~atisfaction conducted both 

abroad and in India. 

While many studies haye been carried out on job 

satisfaction and its constituents it may be pointed out 

that studies which concentrate on job satisfaction of 

teachers arc fewer in number when com~arod to those 

involvins Industrial workers. Many investigations used 

job sati~faction as an independent variable and tried to 

correlate different factors of workers or behaviour such 

as production,' absenteeism, accident rate and turn over. 

Other investigations used job satisfaction as a dependent 

variable and tried to establish its relat~onship with 

personal variables such as age, sex, education, menta~ 
I 

state, number of dependents, caste ~tc. In such studio!! 

a great many co-relational patterns have been obt~ined. 

' 
The most commonly used tools for measuring job satisfaction 

arc in the form of Questionna~res, Rating scales, Lheck 

, lists and Interviews. In some studies the fulfilment of 

needs seem to be an important factor of job satisfaction. 

·One of those which was cond~ctod by Schaffer in 1953 1 seems 
~ f 

I I' 

to have.a close bearing on this present study and therefore 

it will be subjected to more detailed review than the others. 
I 

1Robert H. Schaffer; Job Satisfaction as related to need 
satisfaction in work. Reported in Psychological Monograph 
1 9 5 J , Vo 1. 6 7 No • 14 ( p p. r 1 - 2 9 ) • 
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2.01 : Studies Conducted Abroaf!. : 

2.01 (i) Schaffer in his study was concerned with human 

needs in jobs/work and their satisfaction. He conCE:iVCS 

of work as potential satisfier of both pri~ary and s 

secondary needs. He agrees with Hendricks 
2 

that work 

satisfaction consists of both rrimary and sublimativo 

satisfaction. In his study"Schaffer attempts to examine 
\ 

need S3tisfaction in work anrl its relationship to job 

adjustment or "Sati~faction". 

~_ihef!.!:LOf~ob Satisfacti.on : !lutline of_Schaffer's Stu£UL.: 
I 

Work is soon as a s~ecial area of human behaviour and it is, 
't.'l' ..... 

felt that whatever psychological mechanics operate to make 
I 

pt:oplE: "satisfied" or "dissat~stied" in general will also 

operate in their srhero 9! work makins them satisfied or 

dissatisfied with it. 

States of tension or dissatisfaction arc aroused when 

an individual is unable to satisf'y some of his needs. In 
I , 

any individual in a ~iven situation the amount of tension 
I 

or dissatisfaction is determined by (a) the strength of 

his needs drives and (b) the extent to which he can pc1ccive 

and utilise opportunities in tho situatinn for the 

satisfaction of those needs. 

2Hcndricks, I. Work and ple~sure princirlc, Psychn1ogica1 
analysis; Guarterly 1943 12 pp. 311-329 • 
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Thus to understand why an individual is dissatisfied with 

his job, one would necessarily have to know the extent of 

his needs which arc not being satisfied and the relative 

strength of those needs. Stated formally this theory states, 
I 

"overall Job satisfaction will very directly with the extent 

to which those needs of an individual which can be sati~fied 

in a job arc actually satisfied, the stronger tho need, the 

more closely will Job satisfaction depend upon its fulfilment". 

In his study Schaffer developed his own ~uestionnaire 

and it was designed to measure three variab~os - (a) tho 

strength of thL needs selected, (b) the degree to which 

each of the needs was bcin~ satisfied in the individua~'s 

job and (c) the individual ovcr~ll job satisfaction. Twelve 

of these needs were subjected to measurc~cnt. They arc ~iven 

below with thoir definitions. 

( 1 ') R o c o g n i t i on a n d A p p r o b a t ion : T he n e e d t o t\a v o on c 1 s 

' ... 
self, one's work anrl other things associated with one'~ ~ 

self known and approved by others. 
, 

(2) Affection and Intcr~crsonal Relationships ' The need 

to have a fooling of acceptance by and bolonging~css 

with other people. The need to have people in work 

situation with whom these r~lationship~ may be formed. 

(3} tiastcrv and Achievement s The necd:to perform 
I 

satisfactorily according to one's standard or the need 

to perform well in accordance with the self perception 

of one's abilities. 
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(4) Dominance : The need to have power over and 

control over others. 

(5) Social·Welfare The need to help others and to 

have one's efforts result 1n benefit to others. 

(6) Self exrrcssion : The need to have one's behaviour 

consistent with one's self concept. 
I 

(7) Socio-economic status : The need to maintain one's 

self and one's family in accordance with certain group 

standards with respect to material matters. 

(B) Moral Value Scheme : The need to have one's 

behaviour consistent with some moral code or structur~. 

(9) Dependence : The need to be controlled by others. 

Dislike of responsibility for one's own b~haviour. 

(10) Creativity and Challenge : The need for mooting 

new problems requiring initiative and inventiveness 

and for producing now and oriyinal wor~s. 

(11) Economic Sccuri~y : The need to febl assured of a 

continuins income. Unwillingness to take a chance In 

any financial matters. 

~2) Independence : The need to direct one's own 

behaviour rather than to be subject~d to tho 

direction of others. 

The Sample : Schaffer d~stributod his Questionnaire through 
I 

various agenciEs to individuals who were willing to 

co-opera to. No effort was made ~t selecting the sample: 
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anonymity was e~sur~d by rroviding for inpividuals who 

received the Questionnaire to mail it back to the author; 

thus there was no way of knowing on the part of the 

distributor as to who had and who had not responded. 

Considering the r~s~ond~nts, the author commentg that 

while it was c~rtainly typical of thG work force, it 

' could not be considered to be a random sample of such a 

~opulation. He int~ntionally issu~d his ~uestionnaire 

to certain select groups as he wanted to issue it to 

people who had a certain measure of verbal 2bility. 

However he contends that the nature of the sample docs 

not destroy tho ut~lity of his findings. The 

psychological factor.s he was invcsti~ating would appear 

universal~y and not in any single occupational level or 

group. • A tntal of 72 individuals responded to the 

questionnaire. 

from his study Schaff~r reported that the 

strongest nc~ds of his group were creativity, mastery 

and social weif~rc. It waq 2lso revealed th~t the 

measure of the extent to wbich each individual's most 

import~nt needs were sati~ficd yielded the best 

prediction of his overall job satisfaction . 
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2.01 (ii) :Vroom (1962) 3 stressed the importance of 

psychological need satisfaction in job satisfaction. 

Jobs which afford opportunities for individual judgm8nt 

and initiativ~, chances for the development and usc of 

a,:-titudcs and r;crmit same knc~tledse of results arc more 

sa,tisfying than those .,.Jhich do not provide for the 

fulfilment of these needs.~ 

2.01 {iii) 
4 

: Robert Huppock conducted a survey on a 

s~mplo of teacherss 500 ind~v~duals from 51 urban and 

rural communities were administered 4 attitude scales 

on job satisfact~nn. A combination of these yielded a 

measure of job satisfaction. Then a comparisnn was made 

between the 100 most satisfied and 100 most dissatisfied. 

Some of his findings revEaled that the better adjusted 

tcachcrs.wcre more satisfied, tho satisfied wore more 

religious and felt more successful than the dissat{sfied. 

3 ~ 
V.r.. Vroom, Eao-involvcrr.ent, Jnb satisfdction and 

job performanc~, ~ersonnel rsychology XV 1962 (pp. 159-177) 

4
R. Hoppock 1935 in Job satiqfaction as quoted jn Job 

S9tisfaction, Charter IV. Industrial Psychology and its 
social foundationq (cd) M.L. Blum, Harper Bros, Newyork 
1949 (pp. 78-105) 
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Also tho satisfied enjoyed better human relationships with 

supervisors and associates. Family influences and higher 

~ social status were other features distinguishing the 

Some of th~ studies have concentrated on tho factors 

associated with job satisfaction. These may be divided 

into two types - those whic~ stress the characteristics of 

the individual and those which stress the characteristics 

of tho job. Among the indiv~ctual characteristics chosen 

by workers to study their ~clationship to job satisfact!on 

~cntion may be made of the follnwingl inctivi~ual 

differences, age, education, sex, intelligence, occupational 

level etc. Important factors related to job satisfaction 

which have been mentioned in various studies include, 

organisati~n and management, irnm~diate supervision, social 

onviron~ont, communication, security, monotony an~ pay. 

Below arc some of the studies of factorq of job 

satisfaction carrierl out by different researchers :­

" lndi_ti.Q.ual_.£haracteri~ics : 

2.01 ~iv) '.&.s£,- DivErgent results were obtainod 1 in 

studies relating job satisfaction with age. Some: find an 

increase or decrease in satisfaction with age; others find 

no rclationsh~p at all. 

• •••• 3:6 I- . ... 
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5 Herzberg and others proposed that there is a 

si~nificant relationship bctw~cn aye and job satisfaction. 

Specifically they indicate that morale is hi9h for young 

workers~ immodicltcly after cnq.loymcnt, drops sharply aft~r th 

the first few years and then begins to climb as workers 

continue on their job. They explain that early satis-

faction is due ,to the newness of .the job. Dissatisfaction 

sets in due to uncertainty, lack of seniority and security. 

Some recent findinss however disagree with such trenqs.
6 

J. R. B1ock 7 and oth~rs attempted to investigate 

correlates of job satisfaction among groups of disabled 

workers takins age as one of the variabl~s. The study 

involved 249 physically disabled employees working in 

ABILITilS ~NC. ALBERSON, NEWYORK. Results of ~his study 

revealed that there is higher job satisfaction among 

older employees. 

-5 ----------------- -----------'---- ----
f. Herzberg ct al Job attitudes Revi~w of Rcacarch.,and~ 

! 

opinion ; Pittsburg Psychological Service in Glenn P. 
fournctt et all Chapter XX in theory and practice of 
vocational Guidance (Ed) by B. Hupson and J. Hayes 
{pp 257-275), r 

I 

fournctt Ibid S. 

7 J.R. Block et al, Personal and Guidance Journal 1964.42 
(pp.805-810). 
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8 Korman re~orted that research tryin~ to establish 

a relationship between age and job satisfRction, holding 

occupational level constant seems to indicate a generally 

positive relationship upto a c~rtain ~~e and a sharp\ 1 

decrease ther~aftcr. ~robably just after retircm~nt an 

individual is given fewer ~rcstl~ious tasks and hence tends 

to value his job less. 

2.01 (v) Educational lc~ l Vo1~er: and Kinn~y9 fcund a 

noy3tivo rclation~hi~ between educational Jevol nnd job 

satisfaction. 

~ consistent trend of evidence indicates that with 
~ 

occupational level held const8nt there is a nc9ativo 

relationship bchtccn educational level ancl job satisfaction 10 • 11 

2.01 {vi) ~~: Bryan and Boring
12 

in a study of Ph.D. 

students in f·sychology between tre years 1921 ancl 1940 

found most of them were satisfied - both men 3nd women; 

women of~en reported that marriage and profession are in 

conflict. 

Hulin snrl ~mith 13 contend thut it is not sex J2.Q.£ .@.£ 

----·--- ---------------
8A.K. Korman, Job Satisfaction (ChQptor VII) in Organisational 
f'sychol'ogy. frcntice: Hall lnc. ~!e:w Jersey 1971 
9H. M. Vol~~ and J.A. Kinnc.y; A9c, t:ducatio;., and. Job 
Satisfaction Personnel 1955 XXXll lpp 36-43) 
1 0 R • J. Can t r c s , an d H. C-an t r i 1 ; I n co m o , s at is fa c t ion an d 1 n c b rr: p 
aspiration: Journal of Abnoimal Social ~syc~oloyy 1946; in 
A.K. Korm3n, Ibid B. 
11 s.M.Kleirl).and J.R. t·~aher; Euucation, level and !!>atisfaction 
with pay: Personnel Fsychology 1957, J, 75-84 in A.K.Korman 
Ibid 6. 

I 

1946-1947 
1948 

12Bry3n and Boring; Job satisfaction, Rc3oarchos of 
rcportc:;d by R. Huppoch et al in occup3tion, Vol. 27, 
(pp 167-175). 
13 Huli~ and Smith in Job satisfaction: Issues and Problems, 
Glenn P. -Fournet CJ~cit 5 



- 38 -

that is related to job satisfaction but the entire constel-

lation of factors related to sex, i.e. pay, job level, 

promotional opportunities. Herzberg and others (1957) reported 

that the greater variabilit~ in the attitudes of women can be 

attributed to the multiple roles assumed by women when they take 

positions outside the home. It was further suggested that for 

job satisfaction, factors for men and women may'be d~fferent. 

Korman (1971) 14 reported that there is no consistent 

evidence as to indicate that women arc more satisfied with their 

jobs than mon holding such factors as job and occupationat level 

constant. • 

2.01 (vii) Occupational 1Gve1 1 One of the most consistent 

findings in all resEarch literature on job satisfaction is that 

the high or t h c. 1 c v c l of job t h c: s r t: at or is the s ~tis faction. 15 ' 16 • 1 1 ,-:.._ 

Clearly a person who holds a high level job is more satisfied 

with it than a person who holds a low levEl position. 

Super 18 has also noted a sign~ficant but not linear 

----------------------------------
14A.K. Korman Ibid 8 • 
15

G.W. England and- C. Stein. Tho occupational reference group­
a neg1£:Jcted concept in employe~:;s' a~ti tudes& f•ersonal Psychology 
1 9 5 1 , 14 , 2 9 9- 3 0 4 in A • K • B or rna n , Ibid 8 
16 r. Herzberg et-61; Job attitudes: Review of research and 
opininn, Pittsburg, Fsychological Service of Pittsburg in 
A.K. Korman, ibid 8. 
17 v.Vroom, Work and Motivation; Wiley, NEwyork 1964 in 
A. K. Korman, ibid· 8 
18 ' D.E. Super, Occupational level and Job Sa•isfaction: Journal 
of Applied Psychology, 1939, 23. 
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relationship b~tween satisfaction and occupational level with 

satisfaction greater at the higher levels. Centresand Cantril~ 19 

also came to the s~ne conclusion. 

A study by Gwim,Veroff and Feld (1960) 20 found that people 

in f!igh status :)obs reported more ego satisfaction in their work 

than those holding lower positions. 

Characteristics of the Job : 

Studies in this area have been undettaken employing job 

factors as the inde~endent variables and satisfaction as a 

dependent one. Some of these s~udies are commented on as b~low :-

2.01 (viii) Leadership and Supervision Chase's studies21 which 

involved over 1800 teachers found that an important factor relating 

to satisfaction for ~eachers was the Jynemic and ;..::.-. stimulating 

leadership of the Principal. Teachers also em~hasised helpfulness, 

opportunities for professional growth, respect and friendliness 

as administrative qualities \vh ich ·:- oontri buted to job satis­

faction. Bidwe11 22 in a related study~.-

19 R.J.Centres and H.Cantril Ib~ 10 

20 
G.Gwi~J.Veroff and S.Feld,American view their mental he~lth; 

21 

22 

Basic Books, New York 1960 in Glenn P.Fo~rnet Ibid 5. 
Fr~1cis S.Chase,"Profe~sional Leardership and Teacher 
~·!orale" Administrator's Note BooK. Vol-I (lvlarch 1953 Pp 1-4) 
also his " Factors for satisfaction in teaching". Phi Delta 
Kappan Vol.33 ( November 1951 Pp 127-132) in The New School 
Ex~cutive : A Theory of Administration (Ed~ Thomas D. 
Sergiovenni and Fred D. Carver_ : Dodd, t··!ead and Company 
New York 1975. 

Charles E. 31dwell, The Administrative Role ~1d satisfaction 
in teachir1g Journal of Educational Sociolo;;y Vol. 29 
September 1955 (Pp 41 - 47) In Thomas Sargiovanni and ?red 
D. Carve~ Ibid 21. 
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found that tEacher satisfact~on dep£nds upon teacher 

expectation of how administrators should behave and the 

extent to which these expectations were fulfilled. 

23 
L. Thomas (1956) in his summary of Research carried 

out on job satisfaction pointed out that consideration 

received from suporidrs is first amongst tho personal 

relations factors in Job Satisfaction, fair treatment is 
\. 

universally desired by all cntogories of workers and 

congenial relations with associates. 

Zander and 4uinn (1962) 24 1n a study showed that job 

satisfaction i~ conBruent with the immediate supervisor's 

personal interest an~ support for the worker. 

There are a number of studios which show that tho 

leadership of the 'democratic', 'considerate' or 

'part~cipative' type result in greater Job satisfaction 

than the 'authorat~c', 'directive' or 1 author~tarian 1 

(Vroom 1964) 25 • The simplest explanation of these findings 

! ,. 

---------------------------------------------------------------23·; L Th Th C · d · ~ ,,. • omas; e ccupat~onal structure an Educat~on. 

Job Satisfaction (Chapter IX); ~rentico Hall lnc. 1956 
( pp 197-230) 

24
A.Zandor and R. Quinn; The Social Environment and Montal 
Health Review of Past Research at the Institute of Social 
Research. Journal of Social Issues XVIII pp 48-66 in 
Job Satisfaction Issues and problems in Glear P.Fournet; 
ibid 5. 

25 Vroom (~964} as quoted in A.K. Korman; ibid B • 
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is that considerate leadership leads to ~reater satisfaction. 
I 

2.02 s Studies_gf_Job ~~sfaction Conducted ln lndia ' 

Among the studios conducted in India mention may be 

made of the following s-

2. 02 ( i) : Anjaneyelu ( 1968) 
26 

studied Job Satisfaction of 

teachers in some secondary schools of Andhra Pradesh. He· 

reports that teachers aro not satisfied with their job due 

to: (i) inadequate salary, (ii) less academic freedom and 

heavy work load. While these were the general causes of 

dissatisfaction, there were some special causes in different 
I 

types of schools. In Committee schools the reasons were, 

(i) lack of securiiy, (~i) rigid and orthodox service 

conditions and (iii) too much domination by management. In 

Mission schools, however, the reasons wore, (i) low pupil 

standards, (ii) lack of parental co-operation, (iii) lack of 

prospects in the job. In local board schools the reasons 

were, (i) interference by politicians, {ii) lack ·of suitable 

accommodation. In Government schools, (i) riyid sorviT~ 

conditions, (ii) lack of parental co-operation and 

(iii) frequent transfer, were the causes. 

He also found that the amount of satisfaction differed 

26
B.S.K. Anjaneyelu; A study of Job Satisfaction in 
Secondary School teachers and its impact on tho education 
of pupils with Sf-cei3l rcfcrcr1ct.: i..o the '3tate of Andhra 
Pradesh; unpublished Fh. n 'Thesis Edn. li. S. U. 1968 in 
Second Survey of Research in Education by M.B. Buch{c) 
1979; Society for Educational Research and Development; 
Baroda, India (p 458,462). 
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when male teachers were compared with women teachers due to 

sensitivity in social relationships and academic conditions; 

satisfied teachers were found to be favourable to students, 

dissatisfied teachers wore not. 

,2.02 4ii) s Lavinga (1974) 27 in a study nf job satisfaction 

amon9 school teachers reported the following major findings:-

(a) Primary school teacher~ were more satisfied than 

Secondary school teachers. (b) Female teachers were more 

satisfied than male teachers. (c) Job efficiency was 

positi~cly correlated with job satisfaction. (d) Young 

teachers in the ase group of 20 to 24 years wore more 

satisfied in both tho groups of primary and secondary school 

teachers. (e) Unmarried teachers wore more satisfied than 

the married ones. 

2.02 (iii) 
28 I 

: Singh ( 1974) conducted a study on teachers' ·" 

values and their relationship with teachers' attitudes and 

Job satisfaction. So me of his fin din ss revealed· that 

(a) teachers were moderately satisfied except with phys~cal 

facilities, economic benefits and administration. 

(b) Female and unmarried teachers wore more satisfied than .. 
male and married onos. 

---------------- ----------------------------------------
27

K.U. Lavinga; A Study of Job Satisfacti9n Among School 
Teachers. Unpublished Ph.D. Thesis, Edn. Gujarat Univ. 1974 
in Second Survey of Research in Educatiqn, by M.S. Such (c) 
1979, Society for Educatibnal RElsearch a'nd Development, 
Baroda, India (p 438). 

28
H.L. Singh; Measurement of Teacher Values And Their 
Relationship With Teacher Attitudes And Job Satisfaction; 
UnJ:ublishcd Fh. D. Thesis, Edn. B. H. U. ( 1974) in Second 
Survey of Research in lducation, M.S. Buch; ibid 27 
(pp 446-449). 
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~Q£_~ s Uniyal {1976) 29 who conducted a study on 
-

'Job Notivatio~ And Satisfaction of Education' found that, 
' h 

I 

highly satisfied teachers dis~laycd highDr need for • 

achievement than the low satisfied group. His findings also 

revealed that Government school teachers were more satisfied 
I 

than tho ~rivate school teachers. 

2.02 {v) : In a study of Teacher Pupil RDlationship in Higher 
' 

Socnndary Schools in Delhi by S.P. Anand {1971) 30 tho causes 

of dissatisfaction among teachers wore categorised under tho 

following heads: (a) low income, (b) low statu'3, (c) bleak 

future and.(d) poor service conditions when compared with 

other professions. 

2,02 (vil :)Cakda ... ;ala {1977) 31 in a study of women teachers 

of Secondary Schools in Bombay found that only 41% tpachors 

were fully satisfied with their job. Tho reasons for 

dissat~faction were mo~tly due to crowdLd classes and heavy · 

work load. 
---,-

29 M. P. Uniyal; 1 Job ~iotivation And Satisfaction Of Educ.ation', 
Unpublished Fh. D Thesis, Edn. All. ,IJniversity 1976 in 
Scrond Survey of Research in Education (Ed) M.B. Buch 
ibid 26 (p.502) 

30 S.P. Anand; Job Satisfaction Chapter VII From a Study of 
Higher Secondary Schools in Delhi; Ph.D.Thesis; Delhi U 
University 1971; (pp 416-445). I 

*31 u.J. Lokdawala; Tho Professional Growth Of Women Teachers 
of Secondary Schools of Greater Bombay; SNDT Bombay 1977 
in Third ,urvcy of Research in Education 1979 - 1903 (c) 
NC~RT, 1986 (p 817-818 
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2.02 (vii) : Gupt~ (1980) 32 
conducted a study on job ,, 

satisfaction at three levels of teaching which included 765 

male teachers from primary schools, secondary schools and 

colleges of Meerut Division. Some of his findings are, 

(a) ~iarital status·, age and tc;aching experience wEJro not 

associated significantly with the job sa1isfaction of 

secondary school teache;rs, •(b) F-rimary school teachers were 
; I 

significantly less ~3tisficd thun Secondary and College 
l 

teachers, (c) Secondary School teachers and College; teachers 

wore almost e;qually satisfic;d with their JOb. 

2.02 (viii) Pormal (1980) 33 administered a Job Satisfaction 

Questionnaire to find out the personality correlates of some 

job satisfied Higher Secondary School teachers. His study 

revealed that (a} aye appears to exert an adverse; im~act on 

Job Satisfaction, (b) sex produces differences in the level 

of job~satisfaction, (c) a ncyative relationship existed 

between le;ngth of ssrvice and the level of job satisfaction, 

and (d) tcache'rs of Government schools were more satis~eq 
',. 

than those in privately managed ones. 

--- -------..,-------
32 

S. P. Gupta; A Study Of Job Satisfaction ,At Throe Levels Of 

Teaching; Unpublished Ph. D. Thesis Edn. Meerut Un'iv 1980 
in Third Survey of Research in Education by ~.B. Buch; 1986 
opcit 31 {pp 809-810) 

33
N.K. Pormal; Personality 'Correlates Of Job Satisfied Higher 
Secondary School Teachers; Unpublished Ph.D. Thesis, 
Fsychology, Agra University 1980 in Third Survey of Research 
in Education; ibid 31 (pp 831--832) • 
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2.02 (ix) s Reddy (1980)~ 4 developed a job satisfaction 

inventory to find out the effect of type of management and 

sox on job satisfaction of teachers. Two hundred forty 

teachers working in schools controlled by 4 types of 

managemGnt served as subject for his study. On tt->e basis of 

the results obtained in his study Reddy draws the following 

conclusions : Teachers were .gcn,erally satisfied with their 

job. 
I 

Men as well as women teachers workiny in private 

schools were more satisfied than those workins under other 

types of mana~emcnt. Women teachers in Government schools 

and Municipal schools wore more satisfied than their male 

counterparts. In the case of private and Zilla Parishad .., 

Schools there was no significant difforence:bctween the 
J 

1 
levels of job satisfaction of men and women.teachcrs. 

2.02 (x) 1 Rao (19~1) 35 who conducted a 9tudy with qomc 

primary school teachers found that there was no difference 
I 

between the female and the male teachers with regard to 

their job satisfaction •. ,However, the male teachers were 

34 A • V . R • R eddy ; E f f e c t 0 f Type 0 f f·i a n a 1, e 1 n e n t A n d S e x 0 n 
Job Satisfaction Of Teachers. S.V. UnivErsity; Tirup~thi 
in ~uest in Education; Vol.XVII No.4; October 1980; Indian 
Council of Basic. t.ducation, Bombay 1980 (p 460). 

. , 

35 s.N. Rao; A Fsychological Study Of Work Adjustment And 
Tcachiny Success Of frimary School Teachers; S.V. University 
1981; N C E R T(Financo) in Third Survey of Research in 
Education (Ed); ~1.B. Buch; ibid 31 (p 835) • 
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more intrinsically motivated. It was also revealed that 
~ 

the length of serv~cc was related to Job sat~sfaction. 
A I 

£.02 (xi) : Sharma and Gupta (1983)
36 

in a study attempted 

to find out the rcldtion~hip between or~anisational 

climate and teachers' job sat~sfaction by using a Job 
I 

satisfaction scale developed and standardised by S.P. Gupta 

and J. Srivastava. 1 The sarnple .1nvolved male and female 

tEachers from 7 ~ntcrmediatc Colleges of rioradabad City. 

The findin~s revealed that highly satisfied teachers 

perceive the or~anisational climate of their institutiqn as 

characterised by high level of support and satisfa~tion, 

hi~h thrust, high democracy and freedom, high academic 

em~hasis and high discipline and control. On the other 

hand least satisfied teachers perceive organisGtional 

climate in their ~nstitution as charactcrJ.scd by high ' 

levels of disharmony, high authoritarianJ.sm and lack of 

These findinss indicate thdt institutions hav~ng m~rc 

SUFport and sat~sfaction, cmphas~s on goal achievement in 

the r~yht d~rcct~on, dcmocratl.C ways of functioning of 

' 
tho princi~al, cmphas~s on acad~m~c act~vit~cs producG 

----------------
36 B. Sharma and 5. Gupta; A Study Of The Relationship 

Between Orsanisational Climate And Teachers' Job 
5atisfactionl Journal of Educational Research and 

Ext c n s ion V o 1 u me 1.9 Numb c r 3 ; January 1 9 8 3 ; Sri 1 

Rama Krishna Mission Vidyalaya College of Education; Ta 
Tamilnadu (pp 145 - 149). 
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more job satisfaction in tcac~crs, while institutions having 

mor~ conflicts· and .iack;i.ng. cordial rclati'onships among 

tea~hcrs, _authoritarian attitude of Frincipals and lack of 

facilities produce dissatisfaction among teachers. 

2. 02 ( xi,il : Shukla 37 ( 1986} attempted to study the: relation-

ship bct~~en adm{ni~~rativc effectivcmess and job satisfaction. 

His sa0ple consisted of 120 Basic school teachers of Sita~ur 
1;. 

l 

(U.P.). I~ one of the findings the investigator reported tha~~ 

~dministrativc effcctivoneas of the educational lc~dcr seems 

to be positively correlated to job satisfaction of teachers. 

2.02 (xiii).: A stur!y of job satisfaction of Seconrl<Jry1School 

( . ) 3 0 Teachers by Palkhiwala 1959 draws a general conclusion 

that a largri percentage of teachers (betwocn.65 and 80} in all 

typos of schools (aided, unaided and unrccog~iscd} were 

disSatisfied w.i th their job for one reason or ,another. 

--------------------------- --·-------
3.7 P. C • Shu k i a : A Stu d y 0 f A d m l. n i s t r a t i v c E f fcc ·t i v c n e s s : I t s 
Relationship With Teachers' Attitude& Job Satisfaction A~d 
Morale, · Journal of Research And Extension·, Vol. 23 No.1 
July 1986. Sri Rama Krishna Vidyalaya College Of lducation, 
Tamil Nadu _(Pp 145-149) 

38.N.A. falkhiwala: A S·tudy Of Ono Hundred Cases Of Sc~
1

ondary 
Tcachors regarding Th~ir Job Satisfaction. M.Ed. Dissertation 
Bombay 1959 in Tho Third Indian Year Book Of Educatidn by 
S.B. Adaval, Educati·onal R'csearch, ... N.C.E.R.T. 1\lew Dolhi 1966 

'(p.140) 
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2 . 0 2 ( xi v ) J A n in v c s t i g a t ion u n d crt a k on by S h a r .n n ( 1 9 7 4 ) 
3 9 

on organisational climate of Secondary schools of Rajasthan 

with thE aim of investigating the rclationqhip between 

organisational clim~te and teachers' satisfaction revealEd 
I 

that a significant positive correlation was perceived between 

teachers' satisfac~1on and school climate involving factor~ 

such as leadership bchaviour.of the princip~l a nd headmaster's 

effectiveness. 

2.02 (xv) : DarJi (1975)
40 conducted a siudy on lc~dership 

behaviour and its correlates in some Secondary schools of 

Panchmahal Distr~ct. The study a1med at identifying leadership 

behav~our Fattcrns of pr~ncipalsv rneasurin~ teachers' morale in 
I 

the sampled schools nnd studyinv the inter-relationships nmony . 
leadership behav~our of the pr~nc1pal, ors<~ll1Sutl.onal cl~matc, 

teachers' morale ~ d etc. 

The study revealed that leadership behaviour dimensions 

and patterns were found to be significantly related to 
~ 

variables such as organisational climate, staff morale and 

acudemic motivat1on. 

--------------------------·-----------------------------------------39 M,L. Sharma : An Investigation Into Organisat1onal Climate 
Of Scc~nd3ry Schools Of Rajasthan in Second Survuy of Research 
in Education by ~t.o. Buch, Ibid 26 (p.492} 

40 D.K. DarJi : A Study Of Leadership Bchuviour And Its 
Correlates In tKe Secondary Schools Of Fanchmah~l District. , 
Ph.D. Dissertation, Education, f'.S.U. 1975 in Second Survey 
of Research in Educ2:.1tion by t'.B. Buch. Ibic 26 (p.466) • 
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2.02 (xvi) a Kolte (1976} 41 
conducted a study on job satisfac-

tion of Primary school teac~crs wh1ch 1s a verif1cation of the 

generality of tho Two-factor Theory referred to earlier in 

Chapter II. The main aims of the study were, to identify tho 

factors which arc responsible for both the te~chers' satisfac-

tion and dissatisfaclion and to test the validity'of Hergoberg's 

~ factor~thoory of Job Satisfaction. The qtudy was conducted 

on Primary school teachers from 6 fanchay~t 5~~itieq in Buldana 

District. Rcspond~nts wore asked to describe one incident when 
J 

they felt exceptionally sood a~out their job .and another when 

they felt GXccptionslly bad about it. In all, 78 incidents 

about good feeling 8nd 70 incidents about bad feclin~ about the 

job were collected. 

The study yielded the following findinys: 

(1) Achievement was rcs~onsible for the feeling of 

( 2' 

sai1sfact1on in about 42 of the collected satis-

faction incidents; 

• Thirty sood 1ncidcnts revealed reco~nition as a 

factor for the feel1ng of satisfact1on from the 

job. 

l3) Advancement cmcrvcd as a satiqficr in 18 ~f the 
I 

incidents collected in connection with the 

feeling of satisfaction. 

-----------------------------------------------------
41 N.V. Kolto ; Job Satisfaction Of frimary Sc~ool Teachers : 
A Test Of The Generality of the Two-factor Theory. National 
Institute of Rur2l Development, Hydcrabad, 1978, in Tho Third 
Survey of Research ~n Education, by N.B. Buch. Ib~d 31 
(pp 815-816). 
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On th~ whole Horgbcrg's duol factor theory was not 

supported in toto by the study. 

2.02 (xvii) : Saxena (1981)
42 

who conducted a study on 

Administrative leadership styles and teachers' morale 

involved 10 princip~ls and 150 tEachers of qomo colleges in 

Gopeshwar, Uttar Fradcsh in his investigation. ln his 
I 

study tho princl.pal's style in orsanisiny 0nd executing 

various proyrammcs and po~icic~ and his pattern of behaviour 

in dealiny with tc~chers with o sense of rey~rd for his 

position, status 3nd role has been treated os the ~r1neipal's 

stylo. Morale referred to the professional interest and 

enthusiasm that a pLrson displayed towards th8 achicvcm~nt of 

individual and group ~oals in a given job situation. Some 

of the findinss of the study were 1-

(1) Hish democratic style of the administrntor leads to 

high morale of teachers. 

{2) High authoritarian style results in~low ~orale of 

teachers . ......._ 

( 3) ,6,, Laissez fain: style h::~s o tendency to develop low 

morale rather than ~gh ~or~lc in tenchers. 

--- ----' 

42 K.K. Saxena : Ad~inistrativc Le3dership Styles And Tcaeherg' 
l"loralo. Gopcshwar, U. F. in The (rluc:~tional Review, f/ovcmbor 191:!9, 
Vo 1. XCV~ No. 1 I I f>la d r as ( p p 1 9 1 -1 9 3) 
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2.02 (xviii) a Another study on Leadership Behaviour WC\'3 

conducted by Naik ( 1902)
43 

in some Second·:ny c;:choolR of South 

Gujarat. Naik who studied the relationship between leadership 

behaviour of Headmasters and teachers' mor3lc in the schools 

visited by' hlm reported the followins findings :-

(1) Integration, (dependent on the leadership behaviour 

dimensions) was significantly relate~ to material 

and equipment, spcc~al services and to supervisory 

-relation::>hips. 

(2) There was no significant relationRhip between 12 

' dimensions of Leadership Behav~our involved in his 1 

study anrl the ex pericncc of the Headmaster. 

(3) Tcechors' morale hau no significant relationship 

with the type of school, location of school and 
I 

size of tho school. 

To summarise the review of literature related to this 

study it may be concluded that,a~ Schaffer has suggested, 
• 

Job Satisfaction is concerned wi+b the satisfaction of 

important needR related to a job and the extent of the 

satisfaction of such needs. A number of studies have shown 

that certain factors such as intensity)lo~dcrship, the 

salary, tho" work e nv ironmcn t, cXJ=Cr i_cncc and qua li fica t ion 

of teachers, the mana~ement of schools, the sox distri9ution 
I ----------43 D.G. Naik 1 An lnquiry lnto The Relationship Between 

Leadership Behaviour Of S~condary School Headmasters And 
Teachers' NoralE:J. t-h. D. Thcs~s (Edn.) S.l:a.U. 1982 in 
Third Survo,y Of nc~carch In Education., by r-:. D. Duch, Ibid 31 
{pp 916-917). 
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of teachers in a school, rclisious ~ffiliations of teachers, 

the ase o~ teachers etc. may be involved in ~his satisfaction 

of needs associated with the job of teaching ~n a school. It 

is with some of these factors which were consid&rcd in 

fran1ing hypothesis that this study will be mainl~ concerned, 

especially in the construction of tools to assess job 

satisfaction. 

To fulfil tho objectives mentioned in Chapter I and, in 

view of tho above findings in related studies, tho follbwing 

hypotheses were tcnt3t1vcly fr~mcd to aid the prosecution of 
r 

-further stages in the study. 

( 

2.03 ; HYPOTHESES 

I. Significant differences in job satisfaction may 

be identifiable between groups of teachers 
I 

belonging to different varieties of management 

(Government, Deficit etc.). 

II. Difforcncesin job satisfact~on may be idcnti~iable 

between Male and Female teachers in tho sample 

under investigation. 

I 1.1 • Significant diffcrcnce~in job satisfaction would 

be identifiable between teachers having different 

religious affiliations (Christians, Hindu and 

others). 

IV. Significant differences in job satisfaction would 

~ be identifiable between groups of teachers 

categorised· under different age groups/levels. 

( 
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V. Diffcrence9may be identifiable in job sati~faction 

between teachers of different levels of 

experience (in terms of duration of service~. 

VI, ThcrG would be a positive relationship between 

job satisfaction of teachers and an assessment 

of leadership characteristics of Heads/frincipals 

(as perceived by their subordinate teachers) . 

. . . . . 54/- ••.• 
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C H A F' T E R-Ill 

ME THO DO LOGY 

This chapter deals with the methods and procedures 

followed in the present investigation. The present study 
I 

was conceived with an aim of studying job satisfaction of 

school teachers and their p~rceptions of the leadership 

characteristics a f their Heads/ Fr inci pals. In d~scussing 
/~e. ..Po)/,..,., ;"S 

the methods employed by this study,Atasks have boon dealt 

with in this chapter :-

1. Selection of a representative sample. 

2. Preparation of tho tools. 

3. Procedure for date collection and 

administration of the tools. 

3.01 : Sclecti.9.!Lof a rcrr~ntatj,vo sample 1 

The samp1~ selected for this study comprised of 20 ~ 

Secondary Schools which were selected for investigation , 

out of a total of 49 Secondary Schools (Deficit, Private, 

Government and Ad-hoc) listed in the Shillong Municipal area. 
( 

In choosing the sample a l~st of schools and their 

locations was obtained from the office of the Inspector of 

Schools, Mawkhar, Shillong. The schools were re-arranged in 

lists in accordall..CC with the• different localities in which 

they were s1tuated ana turthcr categoTisation was carried 

out in terms of their manascmEnt (Deficit, Private, Adhoc 

and etc.). 

. ..•. 56/- ••. 0 



- 56 -

Table 1 below shows the distribution of 49 Secondary 

Schools in Shillo~g categorised according to their locations 

and management. 

Distribution of Secondary Schools in Shillgng 

~ith their locations and management 

----------------------------------------------------
LOCALITY 

·r 

laitumkhrah 

Dhankheti 

z 
: 

f>i A N A G £ ~1 £ N T •, 

------------------------------------1 D f" . Ad h 1 P . t 1 
r_ t 1 

~ J._c_J._t--=~-----o_c-=..: ___:~ e oovernmcn 1 
Total 

' ' 5 2 4 . • 0 11 

~~~-----~~~--------
. ..,_ ___ t __ _ 

~~---------~~----~-
1 

lumparing 

Mawkhar 
I' 

Wahingdoh 

Jaiaw 
,.\. 
Mission 
Compound 

1 6 3 0 r 1 ( Pub 1 i c ) 1 0 
~~-------------'--------·~·--------------'-- ----~-----: s s 

' 2 : 1 

' s 

3 2 
s 
: 
: 

0 

0 

z 
s 

0 3 

1 6 

---------------~------ ~-------------------~ ------: 
Malki 
l.G. P. ------
Police 
Ba·~ar 

' 
' 1 
• .!----

4 . . ---------
Polo 

Pynthor 

~1awprem 

0 

t 
i 

3 
. • 

2 
. . : • 

0 6 
_______ _l_ ________ _l ___________ ___l. ________ _ 

1 0 1 6 . 
--~-..;._----..!..-.----·----.::...----

3 0 

r--
. • 0 3 

CJ.u a 1 a p a t i 2 
: 1 : 4 

-------------------------~--------~--------------~ 0 : 
1 

7 3 49 __ __,:;..___ ____ ,!__ ____ ._...:... __ _ Total 22 17 
----------------~--------~-
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In s~lecting the 20 schools for this sample an attempt 
I 

was made to select the schools in such a way that the different 

geographic 1ocations/manag~ment~ etc. arc repr~sonted in 

suitable proportions in the sample. Th~ final list of 20 

schools selected for the investigation ~as drawn without bias 

so as to represent adequately the different gcog~aphica1 

localities of Shillong and 9lso other char~ctoristics such as, 

system of education {Boys'/Girls'/co-cducation) and typo of 

management (Government/Deficit etc.). 
I 

Table II prEsented below provides a break up of the 

sample chosen for investigation. 

TABLE-II 

Distribution 9f 20 schools~lectod for tho sample 

LOCALITY 

Laitumkhrah 
Dhankheti 

-------------------------------------M A N A G £ ~I £ N T ----- ~----------.-

Dofic_i_t~_Ad-hoc Private ; Government 1_!otal 

2 1 0 
I 

3 6 

--~---------~-----------~~-
4 0 Laban 

!:!:!!!!paring___: _____ 2 __ -:---_1___ ---~---
~------------~~-----------Mawkhar 1 

Jaiaw 

Mission 
Compound --- ----~ Malki 
I.G. P. 

Police Bazar 

1 

0 

1 

0 

1 

---. 
1 

0 

0 

1 

0 

. • 
1 
: . . . 
-. 

__:_0 _ ____;_ __ ~ --

0 

1 

: 
3 
I 

---~--

2 . 
----~--------------------1 0 2 

------~--~--- ----.,.-----:--
~~E~~----~-----1 _____ : ____ ~~~--~-- : 

---·-:----
0 2 

Total 8 5 3 ______ _,:....__, ~-~=:=======- ======---=----== 
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A more comprehensive list of tho schools chosen for the 
I 

sample is provided in tho Appendix "A" 

' 
As this study's most important data was concerneu w~t~ 

measures of Job Satisfaction and tho perception of leadership 
"J 

qualities of Heads/ Principals 'by the teachers in the sample, 

this chapter wil~ be devoted :to the steps involved ln the 

preparation of the tools for the~e measures which wore later 

administered in this investigation. The present study was 

conceived with the aim of studying job satisfaction of 

Secondary School teachers and its association, if any, twith 

perceptions of leadership characteristics of the Heads/ 

Principals. In ardor to fulfil the objoctiv~s of the study 

__ '-•al:..l.:~· the hypotheses the following tbols were 

constructed by the investigator. 

{1) A Job Satisfaction Scale. 

(2) Rating Scales to assess leadership characteristics 
~ . 

of Heads/Principals as perceived by teachers 

working under them. 

3. 02 ( §!) ; Job Sa.tisfaction Scalo ' 

As mentioned in Chapter II there has boen a vast body of 

research which seeks to discover the factors 9saociatod with 

job satisfaction. Most of those studios and surveys seem 

to concentrate in measuring the needs in one dimension only, 

i.e. the extent to which the needs arc satisfied. 
I 

For example, 

,an investigator may sock to obtain responses from certain 
\ 

I ..... 59/- ...• 
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groups of people/workers about their satisf~ction or 

dissatisfaction relating to certain matters such as, pay, 

work environment, supervision etc. Assuming that all those 

factors are of equal importance the investigator analy~es 

tho results based on tho proportions expressing satisfaction 

or dissatisfaction. Probably on~y those factors in which a 
T 

majority (large proportions) expressed dissat~sfaction are 

subjectod to examination for remedial action. This assumption 

fails to give the true .picture involved in job satisfaction 

or dissatisfaction. To support this asscrt~on a hypothetical 

' 
example may be ci te:d. If in a certain survoy 60% of a sample 

expressed dissatisfaction about income and security and the 
I 

same proportion (60% also expressed dissatisfaction with tho 

length of tho school hours, it cannot bo conclude:d that these 

two aro of oqual importance. It is thorofare important to know 

not only how strong - for or against - an individual fools about 

a certain issue but also how important he considers tho issue 

• to be. It may be that this ~as tho consideration which may 

have influenced Schaffor 1 in tho construction~ of his Job 

Satisfaction Scale. This scale was based on khe theoretical 

conceptualisation of job sati~faction that "overall job 

satisfaction will vary directly with the extent to which 

---;-----------------·------------
1 R.H. Schaffer : Job 
Satisfaction In Work 
No.14 (Pp 1-29). 

Satisfact~on As Related To Noorl 
: Psychological Monographs 195J; Vol.67 

. ...• 60/- .•.• 



- 60 -

those needs of the individual which can b~ satisfied in job 

are actually satisfieds the stronger the need the more closely 

will job satisfaction depend upon its fulfilment". 

f£~~ction of the Job Satisfaction Scale 1 

This study made an attempt to measure the needs related 

to job satisfact~on with respect to both their fulfilment and 

importance. The procedure involved in the construction of 

the instrument for the mea9urement of job satisfaction is 

described in the following paragraphs. 

A review of various investigations carried out in 'the 

field of Job Satisfaction enabled the investigator to select 
I 

ten factors which many studies had mentioned as being related 

to, or determining, Jo~ Satisfaction. These factors which 

appeared to be frequently mentioned in most of the studies 

under review were listed in a sheet of paper in the 

following order 1 

(a) Prestige and Status 

(b) Recognition and Approbation 

(c) Interpersonal relationships 

(d) Mastery end Achievement 
r 

(e) Income (Salary) and Security 

(f) Leadership and Supcrvi~ion 

(g) Suitable/Satisfactory ~ark Environment 

(h) Opportunities for Prom6tion and 

Advancement 

( i) Independence 

(j) Authority and Control • 

•••• • 61/-•••• 
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Each of the above listed needs were also described in 

terms of their specifications i.e. brief descriptions of 

how these needs may be fulfilled or manifested. Accompanying 
1 

these listed needs a paired comparison Questionnaire was 

framed in which each of these t6n needs were compared with 

the other and respondents were required to give their own 

judgment as to which need was considered more important by 

them in each comparison*., 

These lists and Paired Comparison Questionnaire were 

then given for an initial try out to 23 school teachers of 

Sacred Heart Girls' High School, Shillong. After this the 

lists were then distributed to the teachers of the following 
I 

Secondary schools ~-

1. St. Dominic High School 

2. Nongkwar High School 

3. Sacred Heart Boys' High School 

4. Lady Keane Girls' High School 

5. Church of God High School, Mawlai, Shillong. 

Each Questionnaire is accompanied by a letter addressed 

to the teachers requesting them for their cooperation and to 

give their judgment when each of the ten needs were compared 

with tho others. Tho schedule required 45 comparisons to bo 

made and altogether 45 judgments had to be indicated. In 

-------------------------------------------------------------------• Cppy attached bS Appendix 'B' 
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the schools listed above over 100 copies of the Questionnaire 
. 

were distributed but only 75 compl~ted she~ts were returned ' 

back to t~c investigator. 
I 

The needs in the paired comparison judg~~nt~ of 75 
.. 

teachers wore then subject~d to scaling procedures to assess 
I 
i 

their popularity or salience. Ths procedure followed in 

. assigning o~ scale values ~as adopted from the method as 

suggested by Edwards 2 • 

In this method tho frequency of tho number of times~ 

each need is judged !!lore i~portant .. than any other of tho 

nine .it is compared with is indicated initially in a matrix 

as in Table Ill(a) below. 

. I TABLE 111' (a) 

'f' HATR~ 

A . B. c D E .r .G H I I J 
~ 

Total -- --A', .... , ~ . 35: . 28 33 46 30 33 35 -~33 27 300 

·B 40 31 51 61 35 33 39 32 33 355 

·c ·47 ·44 45 53 27 38 38 33 20 345 

.D· 42 24 30 I 57 31 42 28 36 19 309 --E _. 29 . ·14. 22 

' 
18 15 30· 26 19 11 184 ---r 45 ' 40 48 44 60 48 33 33 20 371 - I-G :·. 42. ·42 37 33. 45 27 31 23 17 297 

··H !, 40 36 37' 47 49 I 42 44 18 22 335 ·-I 42 43 42 39 56 42 52 57 31 404 

J. 48 . 42• 55 56 64 55 58 53 44 475 

btal 37:5 320 330 366 491 304 378. 340 271 200 3375 --
. ' 2 '. . . 

A.L. Edwards, Techniques of Attitude Scale Construction, 
Applfi,t;o~ ·.::·.); Century Crefts, Inc. New York 1957 ( Pp 19-52) 

. . ',.:_.! J; • 
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The frequencies shown in Tabl& III{a) were then 

converted to proportions (percentages) of the total judgments 

possible and then , these were indicated in a 'P' Matrix as 

in Table 11 I( b). 
I 

from this, Table 111(c), the represent-

ation of the 'Z' Matrix giving the normal deviates 

corresponding to the proportions represented in Table III(b), 

was constructed. for example, in Table 1 I I (b) the value : ~ 

of .467 in the second column and first row represents the 

proportion of judgments in favour of 8 when compared with A. 

TABL£ - III (b) 

'P' t-1atrils 

A B c 0 E f G H I J 
r--

A - .467 '· 373 .440 .613 .400 .440 .467 .440 ,.360 

B • 533 . - ' .413 .680 .813 .467 .440 .520 .427 .440 
c • 627 .587 - .600 .707 .360 .507 .507 .440 .267 -D .560 .320 .400 - .760 .413 .560 .373 .480 .253 -
E .367 .187 • 293 • 240 . - • 200 .400 • 347 • 253 .147 

f • 600 .533 .640 .587 .BOO - .640 .440 .440 .267 

G .560 .560 .493 .440 .600 .360 - .413 .307 • 227 - ----
H .533 .480 .493 .627 .653 .560 .587 -' • 240 • 29 3 

I .560 .573 .560 .520 .747 .560 .693 .760 - .413 

J .640 .560 .733 .747 .853 .733 .'773 .707 .587 -
- -------· 

These proportions can be converted by reference to 

the 'Z' tablvs in Allen and Edward's book (referred to 

earlier) 3 into scale values which represent the d~viations 

3Ibid 2'p.246 
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from the Mean in a normal dis tr ibu tion. · This valuo, ( -. 08 3), 

is indicated in tho appropriate cell in Table III(c) below 

(2nd column. 1st row), whnn need B was compared with need A 

TABLE - Ill (c) 

·~· Matrix 

I ~ A B c D E f G H 1 J '', 

A - -.083 -.324 -.151 • 287 -.253 -.151 -.083 -.181 • 358 
B .083 - -.220 .468 .889 -.083 -. 151 .050 -.164 .151 

. . 

- --c • 324 • 220 - • 253 .545 -.356 .018 .018 -.151 -
D .151 -.466 -.253 - .706 -.220 • 1 5 1 -.J24 -.050 
E -.287 -~889 -.545 -.706 - -.842 -.253 -.393 -.665 -F' • 253 • 083 .378 .220 .642 - .358 -.151 -.151 
G .151 .151 -.018 -.151 • 253 -.356 - -.220 -.504 
H .083 -.055 -.018 .324 • 39 3 • 151 ,. 220 - -.706 
I .151 .184 .151 .050 .665 • 151 .504 .706 ..1. 

J .358 • 151 .622 .665 1. 049 .622 .749 .545 .220 
Total 1. 267 -.701 -.247 .912 5.629 -1.19 1.445 -.t4B -2.342 --r- - ·-..__ 

f-Ie an .127 -.070 -.025 .097 .563 -.119 .145 -.015 -.234\ 

JMe:n 
I 

• 264. .625 • 428 .473 .595 1.061 .379 .643 .483 
.498 

1. 63 1.43 1. 4 7 1. 58 2.06 1. 38 1. 64 1. 46 1. 26 
-·1---· 

The determination of these scale values enables the 

application of an internal consistency check. This check 
I 

involves determining how well the observed (obtained) or 

·• 622 
.66.5 

-1.049 

-.622 
-.749 

-.545 
-.220 

-
-4.981 

-.498 

1.000 

·-1. 00 

empirical •p• values agree with those to be expected in terms 

of the derived scale values. The first stdp in the process is 

to obtain a •z• matrix representin~ the normal deviates 

corresponding to the scale separation of the statements. This 

is shown in Table III{d) on the following ~age. 



,· 

0'1 
0'1 

' I . 
• 

.ooo .264 
J I 

j 

-
I -.264 

F -.379 -. 115 
~-

B -.42a 1 -.164 

c· -.473 -.209 

H -.483 -.219 
--

D -.595 -.331 --
A -.625 -.361 

~· --~-t±l -. 64~ I -. 379 

1-1.o61 1 -.797 

• 379 
F 

' 

-· 

-.049 

-.p94 

-.1G4 

-.216 

-.246 
-

-.264 -
-.682 

,f 

.428 
B 

TABLE-lll(d) 

Z. ·; t-8 tr ix 

.473 .483 
c H 

---f.---· --
,__ __ -

-
- -

-.o45 I --
-.055 -.010 

.595 
D 

I 

---- --- ----~-
-.167 -.122 -. 112 

-.197 -. 152 -.142 -.030 

-.215 -.170 -.160 -.048 

-.633 

.625 
A 

--· ... 

--

-.018 

--- -.sa~L-·~78-4---.466 1 -.436 

.643 1. 061 
G E 

1 -, 
f 

--l : 
~ 

. . 

i 

0'1 
U'l 
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By referriny to the appropriate tabl~a 4 thcae zi values 

can be transformed into proportions (percentages) to obtain 

the P' values corresponding to the theoretical normal 

deviates obtained in Table III(d). These correAponding 

theoretical proportions are shown in Table~lll(e). 
' 

Subtraction of p1 entries obtained in Table lll(e) from the ~ 

original P entries obtained in Table III(b) yields the data 

required for the co~p~lation of Table Ill(f) 

TABU;.- lll(el 

P' Values 

J I F B ~ c H D A G E' 
-

J H-- -· I 1• 396 
i - ~-f • 352 .454 I -· -B .334 .435 .461 -

~-

h .318 .417 .463 .482 • - I 

.315 .413 • 458 • 4 78 .496 

D • 276 .370 .415 .434 .452 .456 ) --r--
A .266 • 359 .403 '• 422 .440 • 44 3 .488 

G • 260 .352 • 396 .415 .432 .436 .4811.493 -
E .144 .213 .248 .263 .278 • 28 2 .321 • 3 31 .338 

--~· 

------------------------------------------------
4

Ibid Page 65 
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TABLE - I I I (f) 

Piscrepancicg Between Observed And Th~oretical_fropprtions 

(Pij- P1 ij) 

JC'The compilation of this Tabl~ facilitate~ the Calculation 
of an Internal Congistency Check in terms of the A.D. 
(Avvrage Di~crepancy) between tho obtained and the 

.theoretical proportions ~f judgments~ 

J 

I 

f 

B 

c 
H 

D 

A 

G 

E 

lDTAl 

' 
J I f B c H 

.017 

-.085 -.014 

• 106 -.008 -.014 - r--
-.051 .023 -.103 .105 

-.022 -.173 .102 .002 -.003 

-.023 .110 -.002 -.114 -.052 -.063 

• 094 .061 .003 .045 -.067 .024 

-.033 -.045 -.036 .145 .061 -.019 

.003 .040 -.048 -.076 .015 .069 ---- -.006 .014 -.096 • 10J -.046 .019 

A.D. of discre~ancies 

t D A G E 
-

-
-

-.048 

-.041 • 067 

-.081 • 056 .062 ---.170 • 123 .062 

~pij - plij = .117 

= gpjJ - P~ij _ ~~ 
n { n 

1 
- 1 );2 - 1 0 ( 9 ),h 

= .117 = 
45 = .0026 lCI .003 

The above calculation of ~.D. from Table III(f) represents 

the discrepancies ~etween the empirical or observed proportions 

and the theoretical (or expecte~) proportions • 
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*This obta.ined value of discrepancy is consid~rably smaller 

than those re~orted by Edwards and h~oce it m~y be evidence of 

the fact that judses, in makiny their jud~mcnts in tho Paired 

Com~arisons, did display an ade~uate degree of Consistency. 

The date were next subj~cted to a 'l2 test of 

significance for-the discrepancies between observed and 

theoretical prop?rtions obtained in Faircd Comparison judgments. 

This test was developed by rlosteller and is based upon tho ~ 

transformation of both tho observed P values and tho thooroti-

cal P~ valuGs into their inverse 8ine v~lues anrl then to test 

whether there is accord between the theoreticol ann obRerved 
. 

proportions. It consists in trongforminy the P anrl pi values 

into their corresponding ~and &1 valucq (the angular trans­

formation of percentages into dcgroc} 5 • 

Then, using tho formula ~ = 1£t21/~j l
2 6 

, the value of 

X: can be evaluated by reference to the table f~r an apprppriato 

number of degree of freedom (df), this being calculated by the 

formula df = {n - l){n - 2) where n = tho number of stimuli. 
2 

These transformations a.re shown in Table lll(g) and Tablem(h} 

'respectively and the ca1cu1ution of the ~ test of significance 

under Table III(i). 

*,P 40 Edward's Reference 

~ Ibid 2 Table II P~go 248 
6 Ibid 2 Fago 40 

------·-----
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J I ' f 
··--J - ---

I 39. 99. ·-··· -f 31. 1 t 41.55 -
B 41.55 40.80 43.11 -c 31. 11 4L55 35.87 -
H 32.77 29.33 48.45 -
D I 30. 20 43.65 39.99 
A 36.87 41.55 39.23 

8 
-28.45 33.65 36.87 

22.50 30.20 26.56 

69 -

TABLE - I I I( g) 

S.. Values 

B: c t" . H D -t A t G 
-'-

-=~= -
-- --
- -- -

' -
50.01 - -_43. 65 44.60 -
34.45 39.23 37.64 -
43.11 37.64 43.11 ---- --48.45 ~4.60 39.99 -
25.62 32.77 36.09 

. TABLE - I I I { hl 
g.J Values· 

--
41.55 -1-----
41.55 '·4a. 45 ---
29.33 38.47 39.23 -

' . 
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TA Eli::: J I t{ ! ) 

i9-- (}1} VEllups 

F J 1 f B C H D A G ~ E ,I 
~+---·~~--~----~----~----r---~-----T----~----~--~ 

~--._-----~----~'----~--~'-----~----~-----~--~~---T------1 
I • 99 -

_f_t---5~· __ 28~--~·-8_1~--~~--~---~~-----~ . 1 ---·~----~~--~ 

EB 6 • 2 5 ' - • 4 7 -. 8 0 - ' 
--~----~-----+---~--~-+-----·~---~-----~--·--+----~~--·-4 c -3.22 1.33 -6.0~1 6.04 
·-r---+---1--- ---+------+·---+---+---t---t-·---1 
H -1.37 ~0.66 5.86 0.11 -.17 

+----~-----+·-------+------T----~~---T----·~-------1 

D -1.49 6.38 -.12 -6.76 -3.02 -4.84 -
---~~---~-----~----·-T---------~----~ 

A 5.82 4.74- .18 2.60 -3.91 1.38 -2.76 
~-----~----~-------+----~------~----

~ -2.21 -2.74 -2.13 8.34 3.51 -1.33 -2.36 3.85 
--+·---+----~ 

E .20 .33 -3.31 -5.23 .95 4.01 -5.18 3.35 3.66 

( G- - G-'i) 2 Values 

c_-, Jl I I f l B ' c H -~ G E ' 
I I I J -

r- I • 9 al--:j -
~ 

~ f 27.88 .661 - i -- B 3 9 .-0 6 • 2 2 . 0 64 ---1-- -- -c 10.37 1. 77 3 6. 12 3 6. 48 -
~--=-r--- - r---- r----

H 1. 88 113. 64 34.34 • 01 .03 - - -D 2.22 40.70 ~1,45.70 9.12 23.43 ---- --
A 33.87 22.47 .03 6.76 15.29 1. 90 7. 62 -- - -
G 4.88 7.51 4.54 69.5 6 12.32 1. 77 5.57114.82 ---f-

.1tl10.96 E .04 27.35 ·. 9 0 16.08 26.8~11.22 13.54 -
!----

=741.2 121.1 8 187.08 8 6. 64 185. 8 6 37.~43.18 4 0. O~lli;.~~ ..2_.3. 54 - -
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= IE( 0- - G-!.i. 
021/N 

(where oe-2 = 821 ; and N = 
N 

2£(.99 2 
= 

= 741.20 ---
821/75 

= 741.£ 
10.95 

= 67.69 

+ ..... + 
821/N 

( 3. 68) 2 ---

= ~.!! = 36 
2 

T.h e -~ o f 6 7 • 6 9 is s i g n i f i c an t a t • 0 1 1 e v [j 1 

~ for 36 df = 58.80 

the number of judges) 

2 This obtained value of 'X.: lends fur~her support to the as~ertion 

that the previously obtained measure of discrepancy was of a 

sufficiently law degree to maintain that the judge, in Paired 

Comparison judgments were consistent in their judgments. 

* It wa~ decided to use in the final instrument - to measure 

Job Satisfaction - which took cognisance of both tro satisfaction 

derived from each need and t~e importance attached to it, tho six 

most consistently judged needs out of the ten submitted for Paired 

Comparison judgments. This choice, it was presumed, would meet 

b~ 
the requirement of a data collection device which would~as short 

I 

as possible without sacrificing efficiency. Thus it was decided 

to include only the following six needs in the final instrument 
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wh~ch was des~gned to a~se9q job-satisfaction. Those are also 

considered to be amongst the most important of tho ten needs 

submitted for judgments 

1. Income (Salary) and Security (£) 

2. Suitable satisfactory work ~nv~ronment (G) 

3. Prestige and Status • (A) 
I 
I 

4. Mastery and Achievement (D) 

5. Opportunities for Promotion and Advancement (H) 

6 • I n to r p o r s on a 1 r o lra t ions ( C ) 

f£nstruction of the Job Sati~fa£iion Scale 

1Second Stage) 

In the second phase, the ten need~ (which were submitted 

for pa~red comparison Judgments) where used in framins 50 

statements (five for each of the ten nced9). The statc~cnts 

expressed both the positive and negative attitudes towards job 
~ 

satisfaction in a teacher's life. A copy of these statements 

is attached in the Appendix*. Further judgments were obtained 

about these statements from 50 school teachers of the 

followins High Schoo~s of Shillony. 

1. St. Mary's High School, Shillong 

2. Buddha V~dya N~ketan H~gh School, Shillon£ 

3. Anath Ashram High School, Shillons 

4. Sacred Heart G~rls' H~9h School, Shillong 

5. Gandhi Buniyadi High School, Shillong 

-----------------------------------------------------------------------~ * Appendix 'C' 

.. .,/ ..... ' ..... -.... 
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. 
The teachers wore asked to judge on a five-point scale~ ,. 

the degree of satisfaction that each statement expressed for 

the job. A rating of 1 1 1 indicated extreme satisfaction while 

a rating of 5, extreme dissatisfaction. Tho point 1 3'1 indicated 

a neutral attitude. After these statements were being judged 

tho "~" value of each statement was computed. 
j 

Only those 

statements with lowest "Q" values were taken into consideration. 

Out of these, twelve statements - two representing each need -

were chosen for the final instrument for measur~ng Job 

Satic:;faction. The fact that thcso statements occupied extreme 

positions on the five point scale and that the "~" values were 

relatively small were amon~st tho cr~teria considered in 

selecting them for tho final instrument. Thus, it canr be 

asserted with confidence that the statements selected are 

judged generally to represent an attitude of satisfaction or 

dissatisfaction wit~ respect to the concerned needs. 

The 12 statements• were required to be rated on a s~ven­

point scale to indicate a respondent's favourable or unfavour-

able opinion regarding the statement. It was felt that a 

greater discrimination of response would bo available on this 

~cale than on a five-point ono. Studies havo shown tha~ there 

is a markedtondcncy for individuals to avofd the extreme ends 

of a scale when conferring their judgments ~sing a rating scale. 

Tb~ importance of each of thc~o twelve statements which 

* A,ppen dix "E" 
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represent a spc.cJ.. fJ.c need ,was Jud£;od by the scelc value of 

each need. lThc Scale Value had e~rlicr been determined by 

the Faired CornparJ.son judgments (Table III(cl] 

,1.02(b) 1 Construction of Rating Cicalc i.Q_~aess lcadcrshi.e, 

.£!!~ t e r is tics. 

A review of studies of leadership enabled the investigator 
I 

to select 10 leadership characteristics which are frequDntly 

mentioned in most studies. They were as follows :-

1. Initiates action 

2. Helps to focus members' attention on group goals 

3. Clarifies problems 

4. Makes information available to all members. 

5. Evaluates quality of work done. 

6. Helps to maintain good relations hip in the group. 

1. Settles disputes between members. 

8. Provides encouragement when required. 

9. Stimula t,es sal f -direction. 

10. Incre~ses interdependence among members. 

The abov~ list included both those characteristics which 

are responsible for achievement of group goals/objectives and 

those which are concerned with thE maintenance of group 

relations. This list was ini~ially administered to 25 teachers 

belonging to the following schools 1-
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1. All Saints High ~chool. 

2. St. Joseph High School 

3. ME.S.E.B. School, Kyrdemkulai 

4. Government Boys' High School. 

5. Khasi Pnar High School 

The list consisting of:the mentioned characteristics 

~as accompmnied by a letter to the teacher together with 

instructions in each. The lists were distributed to teachers 

and they were asked to give their opinions as to what are 

considered by them as the most important le~dership qualities/ 

char~cteristics of Heads/Principals. Teachers were required 

to givo their own ranking in the space provided following each 

characteristic. A copy appears in the Appendix "D". 

In order to determine the importance attached by this 

group of teache~ to each characteristic the Mean Rank of each 
l ', 

characteristic was calculated. The ranks conferrod on each 
~ 

leadership characteristic by the 25 judges (teachers) and the 

subsequent calculation of the mean ranks and standard deviations 

are shown in Tabl~ IV. 
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TABLE -IV-

Rank~A~signed B~ I~a£hers ln_Jydgm~nt Of LeadershiP Characteri§ti~~ 
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s * :: 

1 k N ( rJ + 1 ) 
12 

:: 11926.50 
..L X 25 X 
12 

= 11926,50 
' 229. 166 

t:l 52.04 
' 

10 X 
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1 1 

'x! is sign i ficen t at • 001 

•*w 
•• 

~ Co-officicnt of 

s 
= 

1"k2(N3 - N) n 

- 11926.50 
..l.x 25 2 (103-
12 

11926.50 
= 

1 X 625(1000 
TI' 

11926.50 = ., n X 625 X 990 

= ,11226. ~ 
51562.50 

-

w = 0 231 

Conc'ordanc e 

10) 

10) 

---------------------------------
* Reference for the ~ formula 

** Reforcncc. for the W formula 

Sidney Siegal s Non Parametric Statistics for the Behavioural 
~cicncG (Pp 231 - 236); International Student 
Edition - Mcgraw-Hill Kogakusha 1956 

I 
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The above Table indicates that the valu,e of~ is 52.04 

and it is significant at .001 level {~001 = 27.88 for 9 df)~ 

This may be interpreted as revealing a coefficient of 

Concordance which is highly significant. Hence it may be 

concluded that the judges in rating the charact~risti~s of 
I 

leadership indicat~ a high degree of a~reemont. 

Consequent to this analysis it was decided that only 6 

out of tho 10 characteristics would be chosen for the final 
I 

instrument to assess perception of leadershipl those with 

lowest· Moan Ranks were selected. for the final instru~ent. These 

six selected ch~racteristics were, 

(i) Initiates action 
" ., 

(ii) Helps to focu9 members' attention on group goals. 
• I 

(iii),Classifics problems. 

(iv) ~akes information available to all members. 

(v) Helps to maintain good rolation3hip in the group. 

(vi) Stimulates self-direction. 

These six characteristics were required to be judsod on 

a five-point ratins scale by tho respondents. The Job Sati9-

faction Scale, the ratings of l~adership characteristics and 

tho bio-data proposed to be collected were printed in tho form 
I 

of a consolidated booklet for administration and collection of 

data from the selected samplq. 

..... 79/- •••. 
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3.03 s Proc~re for Data Collec!i£U : 

The following procedure was adopted to collected data and 
) 

to verify the hypothesis :-

After construction of the toolq, viz. Job Satiqfaction ~cales 

and Ratings for Judgment of The Leadership Characteristics, 

a data collection device to record these measures and al~o the 

bio-data of respondents was adninistered personally to the 

teachers of the sample from 20 selected schools mentioned 
/ 

earlier. The entire data was deqigned to be obtained in a 

three-sheet booilet. A copy of this appears in the Appendix 'E'. 

Data for this study was collected during the period 1 of 

June to November 1989. Init~ally the investigator went to meet 

the Head of the school concerned and ex~laincd the purpose of 

the vis~t. This was then followed by f~xiny the date on which 

the ~nvesti~ator returned with the ~uestionnaire. In the 

beginning it was suy~ested that the Booklet be distributed 

through the Assistant Headmaster but this do~s not prov~ to be 
• 

successful when the teachers did not return the Booklet in time. 

In one case out of 25 Questionnaires that were diqtributed only 

5 of them were returned to the Asqistant Head. Due to this 

apathetic attitude of some of the teachers th~ investigator 

dec~ded to meet the teachers personally and request them to J 

complete the Questionnaire wi~hin a day (during their 'Off' 

period). In some ca~es where teachers were bu~y with the 

-
school routine they were allowed to take the ~uestionnaire home 

J 

and return it the next day. In most of the schools 
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the 1nvest1yator m~t th~ toach~rs in the t~achers' Common Room 

and after a f~w introductory remarks from tho Assistant Head 

(in sam~ schools the Head) the investigatord1stributed the 

Booklet to the teachers. The tcaxhors were also assured that 

their responses would be treated as confidential and that thcy 

would be usod for research work only. Althouth tho instruct-

ions were already provided in the Booklet, the teachers were 

request~d not to heqitate if any clarification was required.,~ 

No time limit was fixed but most teachers who agreed to rlo so 

res~ondcd in the school itself taking only 15 to 20 minutes 

to complete their responses. 

In the proccqs of data colluction while in mo~t ca9es 

there was co-operation from the Heads as well es the staff, 

the invest1gator did encounter some difficulties in some 

schools visited. On certain occa~ions the invest1gator co4ld 

not distribute th~ ~uestionnairc as the Head ~aqter seemed 

unwillin~ to co-operate after acoin~ th~ content of tho ~ooklet. 

This can be due to tho r~ason that some items require the 

teacher to judso their leaders a~ Principals. In some case~ 

even when the assurance was given to the teachers that the1r 

responses would be treated confidentially there was less co­

operation from somo teachor9 bccauqe of tho feeling that tho 

information given might lcad'to qomc unfavourabl~ qituation 
I 

in·and outside the school. In such cases the investigator 
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had to obtain date from some alternative school, whil~ maintain­

in9 the principle~ guiding sample selection. The collec~ion of 

data was also post~onod for some wo£ks in the month of July md 

August a~ schools were having their Half-Yearly Examination 

followed by summer holidays. After visiting each school the 

invosti9ator again went to meet the Head ~asters/Principals and 

expressed her gratitude for tho help and co-operation rendered 

by them. 

The completion of this proce~s of collecting data enabled 

this investigator to undertake the next qtage - the tabulation 

of data ~hich is recorded in the following Chaptor IV. 
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4.00 : TABULATION Of Thl DATA 

C 0 N T E N T S .;;..._,.;;..._...,;._ ___ _ 
4.01 : Data Relating To Personal Information 

of Teachers In ThQ Sample 

4.02 

4.03 

Data relating to Job Satiosfaction 
(concerned with 6 need~ related to 
the job) .••.•• 

Data Relating To Leadership 
Characteristics 

----------o 0o----------o 
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C H A P T 1:. R - IV 

TABULATION Of THL DATA 

This chapter de~l~ with the Frace~~ of scorin~ and 

tabulation of the r~sponses obtained after the administration 

of t_he tools to the selected sample. The tabulation of the 

data was carried out under three ma1n categories which are· 

as follows :-

4.01. Data relatin~ to information about the Age, Sex, Quali-

f1cation, Experience·and Relision of teachers was obtained 
' 

from the 1 Bio-datv oh page 2 of the data coll~ctjon Booklet. 
' 

The s e we r e t a b u 1 a te d in T a b 1 e s V , V I , 1 V I I , V l 1 1 an d 1 X. 

4. 02. Data rela~i~s to job satisfaction (concerned with 6 needs 
f 

related to the job). This was obtainud from page 2 of the 

Dookl~t/proforma which consisted of 12 stat~mcnts and responses 

to these on a 1-point rating scale and were recorded in 
I 

Tables X, XI and Xll. 

4.03. Data relating to leadership charactc~istics was obtained 

from pa9c 3 of the Booklet which contained 6 characteristics and 
1 1 ~;:, 

responses to these to be jud~cd on a S:point ratin~ scale. 

These respo~ses were tabulated in tables XIII and XIV • 

• . . . . 8 3/-•••• 



J 

I 

- 83 -

~ s Data relating to pcr~onal information 

TABL£ - V(al 

showin~ the distr~bution of a9c (of teachers in years) 

in the whole sample ~nvcst1gatcd 

~---s_s ____ s_9-----~----~~ 
so - s4 13 I 
4s - 49 I ---~--l 

r----- t 1 I__ 4 0 - 4 4 3 0 I 

~ 35 _ 39 -~ 47 I 
L~- 34 I 33 I 
I 25 - 29 I 57 --i 

, L------+1--- I l _ _:o - 24 I 2~ 
L__ N.= 220 _ _j 

Mean = 34.55 

(' = 8.9 

Tho moan ago of teachers in tho sam~le was computed 

I fo 

to bo 34.8 yrs ( r = 8.9) almost equal nuffib£r9 were found to be 

betweEn the levels 20- 29 (N = 81) and between 30 - 39 (N = BO) • 
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,!ABLE. =-~ 
showing the nistribution of age levels 

(as determined from a consid~ration of 
the ~oan of the whole sample} 

The Table be1ow was later utilised for inve~tigGting 

the association between Job Satisfaction and Age of Teachers 

Age in year'3 Total ~ ------------+-----------+-----·--
Above 43 
' ~1 + 1 <J) 

33 1 5 ·.' 

t-------------~-- ----i 
149 Eotwccn 26 - 43 

(M ~ 1a) 
68 ~ ________ ._ __________ +-------

Below 26 

L (M -1~~--±~~ 1 7 ')ia 

100 % 

An examination of the above Table reveals that ~lmosi 

', 

(68~) of this sam~lc was aged roushly between 26 and 43 yEars. 

TABLE - VI 

showing the distribution• of male and female ~eachcr'3 in the sample 

Sax To tal ~ -
Mole G2 

' 28 "' - --
female 158 72% --
Total J 220 100~ 

·~--- ' 

Table VI revealed that a vast majority of this sample 
I 

(72~) 

were women teachers. 
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TABLE - VII 

showing the distribution of teachErs 

in two Educational Categories 

Educat~onal ~ N ~ % --f 
~ualifi::~~-----~------~ 
Fest Graduate 47 21 % 

Graduates 173 79 c;( 

~---r~::_----------~~o--~ __ 1_o_o_~--~ 
The data in Table Vll indicntcd that th~ Graduates in this 

3 
sample of teachErs make up morE than 4th of the sample. 

TABLE - Vl1J4a1 

showing the distribution of 7 catc~ories of 

Experiences of teachers (in years} in the sample 

J t 
Lxperitnce of teachers 1 ~ (in yearg) 
---

31 - 35 I -----
26 - 30 5 

21 - 25 13 --------- --
16 - 20 JJ ------------

37 t---11T -
0

15 
-------·~~------~ 

6 - 10 -t---54 

l========-1---s ~---N_-,_ ... ---~~-2~:: _-J 

Mean (years of Experience) ~ 

~'9 

10.45 

7.35 
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TABLE - VI I I (Ej_ 

sh~inq the Eis1£12Yii£n of 3 cateagr~es_Qf Experie~ 

~f-!£~£~~~rsl as~ken from thg Mgan 

l~---.1! 
~b~S-!b£_Eistribution 2f_qclisi.o~~ affiliai~ 

~!_teachers in_tho sample 

1• 

nsed~ rolatcd to the job). Th1s ~calc, a~ mcnt~oncd in Chapter 

Ill~ contained 1: statement~ which expressed satisfaction or, 

.... . 67/- .. .. 
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dissatisfaction w~th the six ~est importan1 neods subjoct~d 

to inv~stigation. Thc~E statLments were to b~ ratcrl on a 7-

point rating scale rangin~ from "very ~tronQ ~greoment• 

to ~very strong rli9agreement" {~oint 1 to point 7). The 

fourth on the scale indicated a "n~utral" or an "undecided~ 

attitude. Each of th~ six needs was represented by two state-

ment~ - one indicating satisfaction and another indicating 

diss.;!tisfaction. On the other hand one i~ a positive state-

ment while the other is a nc~ative staf-cment (relating to Job 

satisfaction). For example, statement 3 - "Other~ in my 

profession and the public consider my job to have much less ·~ 

prestige and status attached to it than other teaching jobs" -

r~presents an attitude of dissatiqfact~on felt in rolatio~ to 

the need for prestige and status. For this same need state-

ment No.9 - "In my Judgmcryt my job is as worthy as any other 

in matters of prcst~ge and status" - re~rcscnts a positive 

sense of satisfaction f~lt to this same need. The othc.r needs 
, 

were also represented in this same way. for scorin9 tho state-

ments all those which indicate satisfaction 1wcrc scored over 

the range 7, 6, 5, 4, 34 2, 1, to correspond with ratings 

ranging from "very strong Agreement" to "very strong diqagree-

ment". On the other hand all those statemcnt9 which indicate 
' 

dissatiqfaction were qcored over the rang~ 7, 6, 5, 4,13, 2, 1, 
I 

but to correspond to the ratins c~tegoricq extenrlin9 from 
r 

"very strong disagreement" to "very strong agreement". ln case 

••••• B B/- •••• 



- BB -

of indiv~duals who did not check u statement a score of 4 

correspondin~ to the 'undecided' ratin9 c~tegory was assi~ned. 

These scores indicate the degree of agreement with the statement 
I 

and hence the sati~faction derived from certain ncods aqsociatcd 

with their jobs. Thec;e scores did not take account of tho 
I 

importance attached to each neerl ~hich the statementc; represent. 

Therefore in order to obta~n a job satic;faction qcorc which 

accountc; for both the satic;faction obtaincrl And +~c importance 

attached to the need, each rating of a statcmcn+ waq multiplied 

by the scale value of each need ac; indica1cd in Table III{c) 

(Chapter 111). Thu~, ratin~q ~n c;tatcmcntq 1 and 7 which were 
I 

connected with the need for Income and Security were multiplied 

by 2.1. Ratinrs,s in statements 2 and 8 (suitable/satisfactory 
I 

Work Environment) were multiplied by 1.6. Ratin~s in statements 

J and 9 {Prest~gc and 5tatu~) were multi~licd by 1.6. Ratings 

in statEJments 4 and 10 (Nastcry and Ach~cvcmc.nt) were multipliEd~ 

by 1. 6. Ratings in statements 5 and 11 (flpr;ortunitieCJ for 

Promotion and Advancement) were multiplied by 1.5. 
• 

The final 

score obtained, therefaru, accounted for both the satiqfaction 

obtained and the importance attached to the needq. Table X 

below shows the distribution of the scnrcc; and the ~can and 

Stand~rd Deviation nf tho whole qample. 

. .. 
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TABLE - X 

showing the Distribution of the Job Satisfaction Score~, 

the Mee~n and Standard D6viation ( ~) of th£: whole sr.~mplo 

ME;an = 82.5 

0 = 15.84 

1" 

Apart from det~rmination of thG Job SatiRfaction scores 

of each individual the data obtained from tti6 Job Satiqfaction 
I 

Sc~le were next subjGcted t~ another form of analysis. 
' 

As al~eady mentioned th~ statem~nts in the Scale indicatG 

their a~proval or disapproval on a sevcn-pojnt scale. Thus, 
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each rating would reflect satisfaction or dissatisfaction with 

the qix needs {aq rcprt."'~ntcd by 12 ~i.atc.mentq) invnlverl in the 

fulfilm~nt of needq related to the job {J~b Satisfaction). 

Table XI below prc~cntq the number~ (Jn percentage) of res~onses 

expressing satisfaction or favourable, rli9-s3tjsfaction/unfavour­

able or neutral attitude with respect to each of the qix needs 
• 

which were asqessed by the Job ~atisfaction ~calc. 

TABLE -XI 

showing an Analysiq of the Rcsponqes of 

the Job Satisfaction Scale 

-------~----------J--u_d_g-ments/Ratings ---~ 

Statement~/Needs -- -·---r I I Total 
favourable lNeutralJUnfavourable 

Rntins 7,6,5f~~ing 4~R~ting 3,2,1 

l
t--1-n-c::-;se~~ 14;-l--~-~---;:;;--~--;4-0--t 

{Statements 1 &. 7) {33~) (12~) j {55%) (100%) 

Suitable/S~sfactory -~~~-r---;-6 -~---~~ ----:40 ~I 
Uork t.nv1ronment I ( 4 3~) I (17 %~ (40%) (100'Jb) ~·~ 

Statement9 2 &. 8) I 
_J_ - -t -, .. 1 I P::~ig:-~ Statu~ I --;;;---- ~-~;- ,---9-9- --:;-~ 

F.:.:.::.:~~:_~9 ~ ~ ( 6B~) J ( 9~_) _j_~ ( 23%~-+ ( IOO%) I 

ltvlastery &.. Achievement•! 233 1 72 I 135 ~ 1 440 I 
(St~:_:::ts 4 &.~~~--~~) 

1 
~~~) I ~31%!.__ ~~~~ 

'

Opportunities for I I I 
Promotion And I 117 72 251 f 440 

!Advancement. 1 (27~) I (16%) (57%) (100~) 

l~sta~~s s &.~4-- _ . --'-----r---r Interpersonal I 393 hs l 32 440 I Relationship (89~) 1 (4~) (7~) (100%) 
'(Statementg 6 &. 12) t tT =-~-~---=-· ---m;-)-.- ·~~~;)-r-~(~~) (166~) 
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The data tabul~ted in Tabl~~ X enrl XJ reve~l thqt ~nr~ t~en 

half the sample of teachers investigated (62%) ~xpre~sed satis­

faction in the fulfilment of the six neens related to Job 
I 

Sati~faction. Some of theqe needs, e.y. fulfilment in Inter-

personal relationshipq (B9!Jt) and for fulfiln~ent of Pre~tige an~ 

Status needs (68%) seem to obtain greater satisfaction than those 

related to "Opportunities for ~remotion", while approximately 

only about half the sample (43~ and 53~ respcct~vely report 

be~ng satisfied in fulfilling their ne~ds for a suitable Work 

Environment and for attainin~ ~astery and Achievement in their 

jobs. 

for identifyin£ th~ existence of any trcnds/~atternp in th~ 

diRtribution of 01easurcs of jab s~tiqfaction th& data (Job Satis-

factinn scorGs) were next ~bjected to another form of analysis. 

Thi!=l analysiq can be mad~ usc of -='"' an attempt for flllfi11ing 

objective No.I nf the study a!'l mentioned in Chapter I 

tost was conductc~ to find out if there i9 a qjgni-
1 
I 

ficant difference bctw&&n the observed responses (~) and t~ose 
I 

cxpElctEd (fa_) on the !tbypothElsiq of a normal rliqtrib'ution. from 

the rc.sult of obtained from the followin9 Table XI I ('\._2 :
1 

2.16) 

it may be consid&rcd that the Jnb Sati~faction qcores of teachers 

in th£ samplE wuro normally distributed. This may bo interpreted 

2 as indicating that about 'l of teachers - 154 ·out of 2?0 or 70~ 

soem to obtain scor&s wi~hin a' ran~£ of M t \o or that the 
'' 

maJority arc obtainins scores indicatiny an ~vEragc luvcl of 

Job Satisfaction. 

. ...• 9 2/- ••.• 
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TABLE - XII ------
presenting a 4 X 2 Contingency Table and a x2 

h~ ....... M g;f"~ i~l 

J
Below ~1~~;t~~ (se:~ecn Abo~~-· 

test 

~~ + 1 
9e ----- -f--Bvlow £_=t :67-~J.:~~~ ~ 

--~---J ___ 36-- ~--~-~ --~ 0 

---
1 fe 35 4 75 75 
r------- ------j 
' fco = f6 1 

~-. :1. 
I 0_ - fJ ...L 

35 

-5 

ll 
75 I 

3 5 

---
5 

-
5 
!r 

-
Total 

fZO 
: 

220 

----

I }· '~ 

l ---
I 

= ~~~~-B__..._= • 7 
= • 028 6 

...l 
143 _j 
--

'~ = 2. 15 62 

df = 3 X 1 = 3 

~ is not significant 

fcfore listing the hypotheseq, further work on Job Satis-

faction ~calc involved an investigation of the reliability of ·~ 

this scqle ~or the whole sample. This was done by splitting , 
the 12 statcmentq of the Job S~tiqfaction Scale into two equal 

partg (6 statomontg in each half), thus obtaining the scores for 

six needs in the top half (Statements 1 - 6) and scores for the 

corroqponding 6 noods in tho lower half tStatcmcnts 7 - 12). . 
Product Moment corrclatio~s wore workod out for the whole sample 

and the Spearman Brown Corrcction 1 was usod for obtain1n~ a 

measure of the reliability of the Job Sat1sfaction scoros. Tho 

procedure is presented 1n the Appendix•. from this calculation .... -------- _______ ,_,_ ___________ --------
1 spcarman Brown formula for correction of a Split half and 
from H.E. Garrett Teqting for Teaching; £uras1a Publishing 
House, New Delhi, 1959 P 224. 

*Appendix 'f' 
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the rcliabllity of-the Job Sat)~faction ~calc yicldod a 

co-effic~cnt of .81. This is an adequately high correlation, 

in d i c a t in g t ha t t h c J o b Sa tis fa c t i on ~ c a 1 e w a s a r c 1 i a b 1 e ' ~ 

' instr,urncnt. 

With tho completion of the above calculation nf reliability 

the Job ~a tis fact ion data were r~ a dy for usc in te~ tin g 1thc 

hypotheses to be presented in the next chapter V. 

This rating scale eq mcntinned earlier (Chapter III) con-

sistcd of thD 6 most important lcadcr~hip qualiticq or 

characteristic9 which were to be rated on a 5-point. ratin9 scale 

ranging from the ~ighcst rating which i~ point 1 in tho scale to 

the lowest rating which is point 5. Tho intermediate ~oints 

between 1 and 5 indicate lower ratin~js than the highest, i.e. a 
I 

rating of 1. In searing the responses to this scale, checks 

made by each respondc;_nt were noted and scorc;d accordingly. for 
T 

example, a teacher who checked at point "1" to the first 

characteristic - "lnitiatGs action" - indicated that his/her 

Principal was rated very high on this quality. Therefore the; 

score given to this characteristic was alloted one; point. This 

same procedure waq followed in scoring all the other leadership 

qualities/characteristics. The following table qhows an analysu 
I 

of all the ratings of leadership charactcri~ticq for the whole 

samplc. 

. .... 94/- •... 
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TABLE-XIII 
I 

showing an_Analysis of Data obtainerl from judgments/Ratings 

of Le~dership Characteristics 

4 and 5 

L ___ ratal 

The data r~vealed in the above; table. s~c1os to indicate that 

thD majority of the sample - 62% - indicate ratinys of ~1" or •2ft 

in tho various characteristics of their judgments which they were 

required to judge, thus indicating that the majority did rat~ 

their Heads and Principals highly in terms of the leadership 

qualities submitted for their judgment. further work in ratings 
f 

of leadership characteristics involved an investigation of the ,, 

reliability of the9c rating scales. This waq carried out by 

splitting the 6 ch~r9cteristic~ into two equivalent halves. In 
I ',. 

doing this two sets of scores were obtained by combi~ing 

judgments (rat~ngs) on alternate items in the rating sc~le. 

Thus, th~ first set of scores represented the sum total of the 
I 

I 
ratin~s on ~he ratings delivered to characteristics with odd 

s~rial numb~rs {1, 3,5) and the second set was obtained from t~e 

scores {ratin~s) en the characteristics bearin9 even serial 

numbers (i.e items 2, 4, 6). The. next st~p was to find cut the 

...... 9 5/- .••• 
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the Means and Standard Deviations (a-) of the scores of the 

sample on the two different sets of characteristics {odd and 

even). The computations of these are as under :-

Characterist~cs 1,3,5 {odd) Characteristics 2,4,6 (even) 

M'=7 

a= 2.58 

M == 7 

Using the above data a f (phi) Co-efficient was computed 

to indicate the measure of reliability of the rating scal~s to 

judge leadership charmcteristics. 

TABLE - XIV 

Data for calculation of .~Co-efficient for 

ratings of leadership characteristics 

Odd r;:; Below ~· Above 7 I ~=~ . t 
- --r 

Ab I {B) ~ (A) ~ 84 ~ 

=~--~-..:.1 __ f 53 1 (A + B) 

J (D) (C) 136 • 

7 __::~~ ~--~9 ---1~- (C + D) 

J--~~-_1 70 -~-_j 

53 x 119 - _2j__x_1]_ 
-- -----

V84 X 136 X 150 X 70 

=- 6307 - 527_ 

v11424;-t0500 
"" ___ 5180 

106.88 X 102.47 

= _578Q 
10952 
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,Lx r(hAlf te~q'tl 
1 + rthalt test) 

2 X g 53 
1 ... ; 53 

= • 69 

As the ~(phi) co-efficient may.be regarded as approxi~~tely 
r 

equivalent to a Product Moment Co-efficient the Spearman Brown* 

Correct~on formula was applied to the obtained value of ¢. This 
! 

yielded a v~lue of .69. This corrected~ value of .69 indicates 

that th~ scores obtained in the 'odd' and 'even' numbered sections 

of the l~~dersh~p rat1ng scale~ were highly related; hence indi-

eating that these scales were adequately reljable meaquring 
I 

deviceq. 

------------- _. .. ·------------------

*Spearman Brown Prophecy formula for est~m3t~ng reliability ~n 
H.~. Garrett Statistics in Psychology and lducation International 
Book Bureau; Hydcrabad, 1979 p 339 

•.•• • 91/- . ••• 



c H A p U_R_=....J_ 

5.00 ANALYSIS AND INTERPRETATION 

n c 0 N T £ N T S ---
Page 

5.01 Analysis and Intc.rf.JrE:tc.lt~on 
rc.lating to Hypothc.s is - I 97 - 107 

5.02 Analys~s and lnte::rprc.tation 
relat~ny to Hy~othosi~ - I I 107 - 108 

5.03 Analys'~s and Interpretation I 

relating to Hypothes~s - I I I 106 - 11lr 

5.04 Analysis and lntcrprctat~on 
rcla tin g to Hypothesis - IV . . . 110 - 111 

s:os Analysis and Interpretation 
relating to Hypothesis - v 111 - 113 

5.06 Analysis and Interpretation 
relatiny to Hypothesis - VI 113 - 1 1 6 

5.07 Analysis and Interpretation 
relating to Hypothcs is - VI I , 1 6 - 122 

5.08 Su mrna ry of the Analvsis and 
Intcrprc.te1tion 122 ' 123 



- 97 -

CHAf-'TLR-V -------

The data tabul:!lted in the r·rcvious chapter ~nriicated that 

both the tools utilised, i.e., the Job Satisfaction ~cale and 

the set of Ratingq to asses~ lead~rqhip were of an adequate 

reliability. The Job Satisfaction ~cale yielded a reliability 

of r = .81 {corrected for split half rcliab~lity) while the 

correcterl phi (~) Co-efficient to assess the reliability of 

the ratings of l,cacicrship vielcfcrl a value r•f .68. Botlhl these 

may be rcg~rdcd, as stated hitherto, as ev~dcnccs of the 

reliability of the mcasuriny devJces. 

I'' 

It ~s now proposed to test lvt-r~fy) the hypotheses framed 

in the prev~ous chapter (Chapter 11). 1 n a t. t c m p tin g t'h ~ s 

cxerc~s~ it is pra~~~cd to state each hy~othcs~s formally, 

present the tests applJ.cd for th.l'> J::rocc'>s and J.n1:crF'ret 

their results. 

5.01 a Hypothe:sis No. I a Siynif~cant diffc.renccc;' in Job SElt~s-

faction may be identifiable betw~cn grn•Jrs of teachers belonging 

to different varieties of management (Government, Deficit, 

Private and Ad-hoc). 

In order to verify the above stated hypothesis a 2 x 4 

contingency t~ble was compiled and J.S pregented below :-

..... 90/- •..• 
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.TABU. r.. XV 

~-~~_f~i!J.gl!:n c v_.1E.!2l e_!:.Q._~.£ili-Ee la tio!:U! hips b~ tween 

~2~a tisfacg9..!l:__An d ~n·agj.n ~Authori ti~_Qf_ ~chools 

"r:: Job Satisfaction Scores 

. f~an.age.~ent f__:s .;;; be;:l-~~-9-8-~ 
: .. ·.. ·. . ( 75. 1) i . ·. ( 11. 9) . ' 

Dcf~c:it .· BJ . 4 . t . t37 
. ' .. ·. . (.95) -+-. . (.05:--t 

Total 

,--- ... . ( 3 9. 7 ~ . ( 6. 3 ) . . 

' 

Ad-hoc 34 · f . 12 46 _II 
(.74) t (.26) ! t---. -:- -.-(50~--r~9) 1--~ 

Private 51 · · f 7 J · 58 

'· --~ BB) _ I · ( ~-_.J.-----1 

Government ( 
2 ~2 1 ) (

4
-7 °) 8t 29 

(. 76) .- ( • 24) ' ---f 

_·_r_o~=::___ ---~90 ·-- -~-~ . ·- 22_0_--~"-~ 

Expected fre quen cic s arc pr c sen ted in bra c: k c ts· above th~ 

observed in '·appr~priate cells. .{ f·roportion3 arc presentcrlr in 

brackets in each· cell fn brackets below each observed._ frequency). 

~ = 1.4.80 

.-~e i s . 9 i g n i f i c a;:, t . a t ·: 0 1 1 e vi:] { ~ 1 f c r 3 d f = 11 • 3 4 5 ) 

C. {Co~¢fficient of Continsency) = .25 

The data. presented in Table XV above:: revealed a signific~nt 
,. . '. 

C~i-squar_c value of, the. lcvc:l 'of 14. BO. This may be interpreted 

.as. indicating a sisnific3nt·~ssociation between the t~o 

v~riables, i.e. Job Satisfaction and Man~ging Authority of the 

school in. the s.:wplc (i.~. Defic-it, Ad-hoc, et.c. ) . 

. . . . . 99/- •... 
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~ ~o-effi~i~nt of Contingency ~f the v~lu~ of .25 indi· 

cates that this relationship is of a moderately hjgh degree as 

with the number of cla'3ses subjected to test in this case 

{2 x 4) maximum value of .816 or .866 may be expcctcd1• 

Hence the managi~g authorities of the schools conc~rned pro-
' I" 

bably have an influence in determ~n1n~ the job satisfaction of 

the teachers they ~mploy. l~ this 1nVLSt1gntion Government 

and Ad-hoc school teachers obtained considerably greater 
I 

proportions {24~ and 26% res~ectively) of higher job sati3-

faction scores (above 98) than their contempo=arieg Deficit ~ 

~rivate schoclE {5% and 12% rcspcctlv~ly). Also a considerably 

higher proportions of the DEficit and Frivutc school teachers 

score les~ on job satisfaction in comparison with th~ir 

Government ~nd Ad-hoc counterparts (95% to 88% Vs 76% to 74~). 

Hence it can be ccncluded that a test of this hypothesi~ 

indicated that the data obt3ined provided a substantial 

confirmation of this hypothesis. 

obtained to test this hypothesis 

further analysig of-.the data 
I 

was attempted by investi~ating 

hnw the four c<Jtct;ories of "':C"hocdo:; (bovc:rnment, ~·rivF.lte, 

Deficit and Ad-hoc) differed with regard to the particulor 

needs (Incom~ and Security, Work Envircnment etc.) which con-

stituted the Job Satisfaction Scale. M~cn~ and Stanrlard . 
Deviations ( o) of the four catc~ories of sc 1horJl9 w~re corr.pute.d 

and 't' test conducted to investigate d~ffcrcnces between the 

schools with regard to the particular need subjectEd to test. -------------J-----
1 H.E. Garrett - Statistics in r3ycholo~y and Lducation; 
Longmans, Green and Co. (4th t.dition) Ne":'york, 1953 (page 370) • 
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Tables No. XVI(o), {b), (c), (d), (c), (f) pre~:~en~ the 't' 

t~sts and their inter~retations. 

}ABh£ - X~W 
D~ffcrcnce between 4 d~ffcr~nt school groups with 

regard to sat~sfaction reyard~ng Income and Security 

--#--, r-
roups N Mean J o f ,(). 
mpa~red 1 D 

'
-~. 29 ---;-8.51-:~ 7.3-; 4.81 5ign~ficant 

Vs 1 at 
~Pr~vat=-- ~~~t-5.1 ____ _t______ .01_1_c_v_e ___ 1 ______ _ 

1 Govt. 29f 16.5 

1 
6.2 1.47 ! 2.93 5ignificant 

l~d~~oc __ ~~~-L~~ 
1 
___ 

1
_--{---. o5 alte~:._....:__ 

I Govt. f 29l18.5 f 6.2 ~ 
I V c; i t 1. 3 2 i 3 • 8 5 1 S i g n .1. f i can t 
Def~cit 87 13.4 5.9 j t 

Private 5-;r~~~~ 5. 1 -- ----r--S.1.gni ficant .. --
Vs f 1.14 1.84 at 

Ad:_'2~- 464_1~~ 6.2 ___ _ _ _:_o~_:~,:.:_ __ _ 

' Private 58 1 12. 1 
1 Vs .921-1-.41 L-Not 
t Defic_i_t--+--8~_22·4 ~ ---------

[ n:drso~ct :: I :::: __ :~-L~:_d~_a_t_s_i_g_n_i_f_i_c_a_n_t _ _l 

----C~~~ of Sigryifica:::-

Signific!ent 
5. 1 

An examination of the above table indicates that the 

Government school tc2chers seem to be the ~ost sat.1.~f.1.cd w~th 

regard to the .1.ncome and ~erut.1.iy off~red .1.n thc.1.r JOb. An 

cxam.1.nat.1.on of the table9 reveals that there are s.1.gn.1.fiFant 

d.1.ffcrenccs between th~s var~c:ty of schoolc:; and \he others • 
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The Arl-hoc varjety of schools also significantly differ from 

their private counterparts with rcyard to the fulfilm~nt of 

this need associated with job sati9faction. Hence the general 
I 

conclusion may be that teachers ~n uovernment schools tend to 

be more satisf~ed w~th regafd to the income and qecurity in 

their Job than their counterparts ~n the othe~ categories of 

school. 

TABLE - ~!..i!U 

Difference between 4 school group~ with regard to 

the Work Environment in thbir jobq 

Govt. 14.14 f 3.95 . 
I Vs f t .95 · .55 f Not Significant 

f-~~~ 13. 6~~~-~--f -----
1 Govt. 14 • 14 f J.9S { 1.00 11.53 t Not Significant 
l_~~~o=._ 12.61 1 4.65 I f--
l Govt. w4.~~;~;;-+-~---,- , Significan~-

'Js I .85 2.01 at 
Deficit 12 41 4 10 .05 level 

Private ·, tJ:6;-t4:~5 ... --- - Not ~gnifi:nt 
Vs 1 .91 1.11 

Private l 13.62 4.55 -t, I 
V.s j .74 1.64 Not Significant I 

Defi~iti1~~., 4. 10 __ JJ__ ---- ~~ ' 
Adv~oc 12

"
61 4

"
65 

.81 ~25 Not Significant . J·~ , 
Deficit 22.41 4.10 , 
---- - --- ----- - ---------·----

Table· XVI(b) pre~ents th~ data related to differences -
,1-r',. 

between the four var~eties of school groups under investigat,ion 
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with regard to their opinions relating to the work environment 

encountered in their places of work. The 't' test conducted 

to invest~gate differences between the. groups with regatd to 

this need reveals·no s~~nificant differences between them 
- ~ 

r 

except when Government and Defic~t schools were compared in 

computation of the 't' test. This result may ~e interpreted 

a8 ind~cating that the school~ under invcstjgation were 

yenerally holrl~ns q1~ilar OFinion~ reyarding the Work Enviro~ 

ment they encountered in their place~ of work. Teachers in 

government schools when compared 1~ith thoc:;e in ueficit school~, 

howevEr, seem to have a better o~~nion of their work 

environment. 

TABLL_- XV.!hl 
Differences between 4 school groups with regard to 

the Prestige and Status associated with their jobg 

r-~~~:ps--l--~- J -----
c ···ean o < r- o:~::~d- ~~;; ~;: 80- __ u_·.r;.., __ _ 

I Vs • 73 
Private 16.64 3.95 

~--r:~~~-. ~..-- 16-. -9-0---4-·-2·-.-aar-

------ -----------
CR 

.36 

1. 09 

Level of Significance 

---------------------
f 

No t 5 i g n i f i c din t 

Not Significant 

---------------------r
-~d-hoc 15.33 _4_. ~- ---

Vs .70 1.81 
Govt. 2o80 I 

Not ~ignific~nt 
I I • 

Deficit 4.39 
----------l- - r--:---r--l __ A_p_:_~_~_:_~-e--~ ::~-:~ __ :_~_:_:~--·89-~1.4-7-+-N-o-t-~ignif>-·c_a_n_t ____ ~-

1 Private 16.64 3.95 I 
Vs .70 1.44 Not Si~nificant 

Deficit 15.63 4.39 

Ad-hoc · 
Vs 

Def'icit 

15.33 

15.63 4.39 
Not Significant 4.94 -3 

-
--t--· 81 • 3~ l-_______ ,.._ ____ - ---~- ----------------1n:u ....... 
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Tabie XVI(c) pr~~enterl ~bovc inrlicateq the ~~ta Anrl 

resuJtc; of 't' te:-ds when the four grouJJS were compared in 

pairs to invest1batc their opinions regarrlin~ the prestige and 

status associated with their job~. As +he Table reveals, no 

c;ignificant differ~nces were ob+~inerl in any of the 6 compa-
• 

risons. "This may be interpre~Ed 35 indicdt1n9 that with regard 

to the prestige a~d statuq a~~oc1atcd w1th their job the groUIJS 

are of more or lese; the same opinion. 

TASLC. - XVI {d) 

Differences between 4 school g~o~ps with re~urd to 

the Opportun1t1es for Mastery and Ach1cv~mont 

on the1r jobs 

... . ,.104/- .... 

. ,. 



- 104 -

The abov~ Table presents the 6 (six) 't' tests conducted 

to in v es tiga tc· tho opinion of teachers in the sample with regaJrd 

to tho opportunities in their jobs to usc to the bc~t of t~cir 

abilities, their aptitudes, skills etc. (Mastery and Achievement). 
\. 

Here, again, teacherR drawn from Government schools revealed 

significant differences when compared with their counterparts 

from the other varieties of sc~ool. There was also a significant 

difference when Ad-hoc schools were compared with Deficit schools 

The re~ults of these tests may lead one to conclude that teachers 

in Government school~ generally qcem to be of the opinion that 

:)they have bettor opportunitieq in their jobs for uqe of whatever .. . ' . 
aptitude, skills which they posqess than their counterpart~ in 

other categories of qchnols. 

T~e following Table XVI (e) prc~ontq 't' toqts conducted ·~ 

to vcrifv difforcnccq between thcqo four groups of tcachcrq with 

regard to t~eir opinions regardin~ opportunitioq for Promotion 

and Advancement in their jobs. The Ad-hnc school teacher~ seem 
~ 

to have expressed the moRt favourable opinion in thi~ regard 

(They obtained tho highest Moan qcorc of 12.5). Hence it may be 

concluded that when this group was compared with others all tre 

't' teRts revealed significant differences • 

. . . . . 105/- .... 
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l~~~ L.::_ X v .L..!.£1 
Differences between 4 school groups with regard to 

f 

opportunitieq for Promotion And Advancement 

6RouPS f --.-T~~-1 ,------
--=~~~~~~ ME~: ~ I OD +- CR Level of Si9nificance 

Govt. t9.48 3 ___ .30 I , 
Nat Signi fican.t 

--------------------4 
Significant 

.. 
- ------------f 

Vs I 76 38 Not significent 
I Deficit I 9.77 4.21t• · 
r Pri::tE-r--;.-~~- ~ -- ---- ----1 

Vs - .88 I 4.01 I C)ignific~nt I 
r--~-h~_:_t-~~:~- -~:_~ ____ L __ _J_____________ 1 
I Private: 8.97 I 4.15 f f f Not qignificant J 

Vs } • 71 1. 1 3 j 
I Deficit l 9. 77 1 4. 21 j' tos frl!· 143rlf = 1.93 1. 

1---;dv~::---~ ~;~~I-:;~-;~-. ~~-L-~ 33Jt-:~~"; ;icant ___ l. 
l __ De~~~~:_1 _ --~_:_~~J~~-1 __ _ __ __ ----------- ___j 

Table XVI (f) on the followjny p3gc preqcntq the 't' tests 

conducted with regard to di ffcrences between the four school ·,. 

groups about their opinions of inter~ersonal relat~onships 

which ~re encountEred in their places of work~ 

..... 1 0 6/- ••.• 
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TABLE - XV I _lfl. 

Differences between 4 school groups with regard to 
I 

Intf?rporsonal Relationship in their jobs_ 
' ·."! 

Groups 
Compared , · 

Govt. 
Vs 

Private 

.-:----~--.• -
• J.· 

.' Mean o 
-

-15.69 3.14 

18.02 

________ --., _____ .....,_ 

CR L~:vc.l of Signi ficanaE, 

---- ------+-----------------------~ 

o12 
SignificEint at 

3.24 o01 level 
for 8 5 d'f = 2 -~ 6 3 

Govt. ! -15-. ~-9 J. 14 f --- gni ficant a:;:-
Vs J .75 2.85 .01 level 

~-~:-::n-t~ --:-- -:~-: :-: :: ~: 1-- · ·----- __ :n_1_:·?r_~~-df _::_.2· 63 

I Vs 1 · I . 71 • 08 Not Significant 
I Defic~-·t · .. __ 1_5_._63 t 3.83 ;1 

t- tc · f ~ 1----~~l~,---- ------
Pr~~atc . 

18
"

02 .1 3
"

23 ·I .64; .• 29 1 Not Significant 

Ad-hoc _17.8~ -=~2 1 -~ _l 

fr6~ate 1e.o2 I J.2J .sg i -:~5 t~~~nf;~~r~-; .. t-----1-

....__D_eficit .~~63-l-3.8~ ---1--- ~~~for 146~ 2.63 

:Ad-hoc 17.83 3.22 ll. I Sionificarit at 
· Vs I .63 3.49 .01 level . 

. L Def~cit 15. ~.:._j_.:_:aJ __ t 0 _1 for--~-~~~:3 

An examination o'f the '·'above· Table indicates that Private 

schools. wo~e·thc most ~atisfiod (in terms of Mean score) ~ith 

regar,d to. the .interpersonal relation!';hips existing in their work. 

environment.· They w,crc ·followed closely by the: Ad-hoc variety 

' of schools ·~ the Gov c rn mcnt and Deficit 9c hools, however, haVf: 
. I 

a considor~vly less high opinion about their intcrpcrRona.l 

·· relationship~, encountered in their job. The Private and {the 

Ad-hoc schools when compared with their Govcrnmen~ and Deficit 

·, 
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- 107 -

counterpartq reveal q~gnificant differences with regard to 

the~r opinionq about intcrperqnnal rclationqhipq in their 

Honco this may indicate that in Government anrl 

' 
Deficit gchool~ intcrperqonal rElationshipq may not be a~ 

do~irable as thcycould be, an~ in thig respect they seem to 

quffer in compar)qrn with t'1eir frivat~ ann Ad-hoc countorpar~. 

5.02 : ~yQgth~~~~-~9L_ll : Differenceg in job Ratjqfaction may 
I 

be id~ntifiable tetwecn Male anrl female teacherq in the qample 

under invcgtiyation. 

To test the above hypothcsiq a 3 x 2 Contingency Table 

was compiled and i9 presented ~n Table XVII below :-

TABLE -XV I I 

A 3 x 2 Contin~Lncy Table to test d~ffcrEnccs in 

Job Sat~sfaction between ~ales and fcmal~s 

Expected frequencieq are presented in brac~ets above 

obgerved frequency, proportions arc preqented in each cell in 

brackets below each observed frequencv. 
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rx..._2 = 4. 0 2 no t q i g n i fica n t 

~5 for 2 df = 5.9917 

An examination of the ~ata pre~ented in the above Table 

~nd the~ teqt computed indicate that there was no difference 
I 

in the job Ratiqfactl~n between groups of male end female 

teacherq in the sample under inveqtigation. Hence the 

Hypotheqis as stated would have to be rejected in conqideration 

of the data obtained in thiq inv~qtigation. further examina-

tion o~ the proportions in each cell of the above Table 

revealq almost q~milar job sat1sfact1on scorcq for the males 

and females. While high scoring maleq and femaleq make up 16% 

and the nverage scoreq amon~qt thcq~ categoricq make up 78% 

anrl 68% respectively. 

5.03 : ~otheqiq_No~ • Significant differences in job 
~ 

satisfaction would be iddntifiable between teachers hnving 

different religious affiliatianq (Chriqtinn, Hinrlu anrl others). 

For the purpose of verifying the above Hvpothesis the 

religious groups ~ere clagsified in termq of chriqtians 

) 

I ~ 

(to include both Roman Catholicq nnci f'rotestnntq , Hinduq and 

A 3 X J 

presented in Table XVIII below 
r 
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TABLE- XVIII 

A 3 x 3 Contingency Table to test difference~ in 

Job ~ati~factinn between 3 religiouq groupq 

r----:··-1.-.-----~---~~,-~~;-i~;~~;fi~~--~-~~:l 
I e 1.g1.on . Below Between Above J 

I I 67 t- 67 - 98 98 t r,-------- ----~i-(;~~-;-) 
1
. -u;-90)-t~~~9)J __ _ 

Christian 1 22 71 14 107 
I l (.21) t (.t:6> I <.13) 

t--------~~;-~-> 0~2o)l·(;;o9) ~---

1 
Hindus II i1 0 -+- 7 2 , I 1 4 , I 9 6 

(.10) (.75) (.15) 
·----------- -1------ ----+---t------4 

~
I t (2.78) ' (11.90) I (2.32) I 

Others I 4 ~ 11 1 2 I 17 

-- ---t-~.23) -~~-t--~~1---
L_ Tota'_:. _t 36 --~~f--3~- 220 ..1 

Expected frequenci~~ are prcqrnted in brAcketq above 

observed frequencieq. Proportions are pre~ented in each cell 

in bracketq .belnw ench :::>b~ervcd frequency. 

~ = 4.5 not significant 

lt2 for 4 df = 9.48~7 

The~ test computed above wa~ not ~ignifjcant at the .055 

level 9nd hence this result may be interpreted as indicating 

that job satisfaction waR not influrnced by the religiou9 

affiliations of th~ +.vachers under inve~tigation. A further 

examination of the proportions scoring above 98 (which may be 

regarded as a hioh job satiqfaction score above M + 1 c) in tt--e , - I 
above Table indicates percentages between 12 and 15 for the 
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above three roligiou~ groupings. Average scnreq (between 67 

and 98) vary from 65% to 66% for these religiouq groups. Hence 

it can be concluded that for thiq gample under inveqtigation 

religious affiliations may nat be a significant influence in 

determining the ~atisfactian that teacher~ obtained from needs 

related to their jobs. 

5.04 : ~~Q!hcsi~~_lY ' ~ignificant differc~cos in job satis-

r 

faction would bo identifiable betwEen groupq of teachcrq 

categorised u~der difforent age groupq#lcvcls. 

In testing tho above hypothesis throe age groups abovo 43 

years, between 26 and 43, and below 26 years were compared in 
j 

terms of their jab satisfdction scores. This categorisation of 

the three groups was based approximately upon th£ Mean (34.5) 

and r (8.9) of the sample (TablE V(a) and V(b) Chapter iv). 
These three groups corresponded to ages above M + 1 <r (Above 43), 

betwe:cb M :t 1 v (between 26 and 43) and' bElow M- 1 o (below 26). 

A 3 x J Contingency Table to test this hypothesis was comp.lcd 

and is presentEd in Table XIX on the next page • 
• 

Expected frequcnci~s arc presented in bracketq above 

obsorvod frequencies. Proportions aro presented in each cell 

in ~rackets below each observed frequency. 

~ = 7.59 (not significant) 

L-~ for 4df ~-=: 9.48!!.7 

The stated ~ypothesis waq rejected as the ~ test conducted 
j 
' l 

indiceted no significant differences at t.hc .05 level between ... 
j 

the 'Variables being· tested. A furt~er examina+ion of the Table 
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below reveals almn~t qimilar proportionq in the thrco levola of 

the job qatisfaction scores between ~e~chcrq in the age groups 

between 26 and 43 and above. Diffcrcnceq in proportionq in the 

job satisfact{on scores of the below 26 age groups and other 

two groups were noted. However, the test revealed no signifi-

cant differences as stated earl~cr. 

TABLE - XIX 

A 3 x 3 Contingency Table to test relationship betwe~n 

Job ~atisfaction and age of teachers 

r---~bove 4~-1-~2
7

~-!-- ~;;;6,:: ,::SO) +,- 33 
~ (M + 1~ I (.Q6) ! (.79) I (.15) 

1-B t-' .... -26- 43 ~4.38) ~I (~04:3)-11-(;0.3;) I I 
1 e wec;;n J 2 3 104 22 149 f 

~-~M :t 1 ~) ~--~=-) -i--~~~_L_(_. ~~-+--~ 
I Below 26 I (6.23) I (26.60) ~~ (5.18) ' 

( ./) 11 24 ~ 38 t 

t __ _:_: 1o +__:_:_~ ~-~-63~-t- <-.-~0-)~·~--~ 
Total 36 l 154 30 j_ 220 _________ j -------------

5.05 ; ~oth~~ No~ :Difference~ may be identifiable in 

job satisfaction between teachers of different 1cvelq of 

experience (in terms of durat~on of service). 

fo~ the purpose of veri~ying the ~bovc hypothesis a 3 x 3 
' 'flf>" • 

.-!.'•(' ~· 
Contingency~~Table was compiled and iq presented in Table XX.on 

the following page. Three categories of experience, i.e. 

teachErq with above 18 years of service, te~chers with 
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bctwec0 3 - 18 year~ of ~ervicc and teacherq with below 3 yea~ 

of service were compared with reqpect to their job qatisfactior 

score~. These three categories correspond~d to service periods 

categorised by three levels, viz. M + 1~ , behH:en M '!: 1 o andl 

below M - fa-respectively Liable VIII(a) and Table VIII (b.lJ. 

TABLE:- XX 

A 3 x 3 Contingency test to inveqtigate relatipnship between 

Job Satisfaction And Experience 

r-------------r~-~~:~~-;:~:--- ' 
Years of experience t ., B 1 t B t ~Ab ~ Total . e ow t e ween ave rl 

67 l 67 - 98 98 

---------- 'r ~~;~1~<z4.50) (4. 77-)--+-------f 
Above 18 2 21 · 6 35 
(M + 1<l) ~) 1.77) I (.17)" I-~ 

r--- Be~=e 
3 18 

-\ (24.5;;·~,,--(~o~}~---~~20.45) \ l n - 24 10 6 1 20 150 
~ (M! 1<!"") .(.16) I {.71) I (.13) 

I Be~::~------~(5.73~,-z;~SO)-r--(4--.7-7-)---J~----~ 
L (M- 1<)) I <-1~0) I (.2~0) I (.i1) (35 

L__ -=---_ t 36 __ -r~:;-t-~---+---2;;--
Expected frequencios are preAented in brfcketA above 

observed fr~quencies. Proportions are presented in each cell 

in brackets below each observed frequency. ,. 

~ = 6. 84 not significant 

·The result of the~2 test conducted above indicn~ed no 

signific~nt differences between three levelq of job satisfaction 

scores on three categories of experience (service). Hence this 

..... 11 3/- •..• 
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reqult again may be interrreted a~ indicating no influence on 
. 

job satisfaction attributable to the length of service or 

experience of the teachers. If this experience (it would be 
I 

agreed) would be related to the age of teachers concerned, the~ 

the finding agrees with the previous one which revealed no 

association betw~cn Job satiqfaction and the agt of teachers 

under investigation. 

5.06 : ~othe~~N~~ : There woulrl be significant dif-

ferenceq in job satisfaction between Gradu~te and Post Graduate 

groups of teachers. 

To test the above hypothesis a 3 x 2 Contingency Table 

waq compiled anrl iq presented below s-

~L..::_XXI 

A 3 x 2 Contingency Table to test differences in Job 

Satisfaction between greduate and poqt grarluate teachers 

-=r-;-------~------ 1 Job Satisfaction l t 
Qualification --1- -1 ~Total' 

1 
Eelow 1 Between Above ~ ~ 

~------~--u:~;)T(;-;~~01-' 6. 41) --l 
1 Past Graduate 4 Jt I ' 29 14 t 47 I 
I I (.09) I (.61) (.30) I 

r-------

1
~ (;;. 31 >r ( 12 ~o-t-(;~;;~ 1 

L 
Graduate 32 125 I 1 6 , 1 17 3 J 

-------- -~:..~~~j __ ~732___j_~:09~-' 1: 
£xpedted frequencies are presented in brackets above 

observed frequencies. f~oportions are preqented in each cell 

in brackets below each observed frequency . 
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14.27 

~ is signif~cant at .01 l~vel 

= 5.991 

Contingency Co-efficient C = .25 

The~ te~t computed to te~t the abov~ hypothe~i~ revealed 

a highly ~ignificant differenc,e (~ = 14.27 which was signifi-
I 

cant at .01 level). ~Contingency Co-efficient of .25 further 

testifies to the relationship between a teach~r's qualificatim 

and his or her job satisfaction. In the q3mple under inve::tiga-

tion the pro~ortion of post Gra~uate teacherq obt~ining high j~b 

satisfaction 9Coreq differerl ccn9iderably from th~ proportionq 

amongst the graduate teachers in the sample (30~ Vs 9%).1 The 

pro~ortions betwe~n these two categorieq amongst the avwrage 

and lower categories of jo~ satiqfaction qcores also reveal 

considerable differences (61% nnrl 9%) amons~t the Poqt Graduate 

group versus 73% and 18% amon~st the graduate group~. Hence 

the data obtained i~ this investigation is a strong confirmation 
f 

of the hypothesis. Fest bra~uate teachers, it seems, tend to be 

more satisfied in their job than their grarluate counterparts. If 

one conqiders that the Post Lraduates hJvc spent s greate~ time 

and energy for the acquisition of their qualificationq it may b0 

possibl~ thay are experi~ncin~ gr~~ter qucceqs in their jobs and 

hence deriving a greater amount of ~atisfaction a~ a result of 

their performAnc~ which iq refl~cterl in thr.ir h)gher job 

sati~faction ~core~. 
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To furthEr examine the differ~nccs between the~e two groups 

't' tcqtq were conducted to investigate difference~ between them 

in cuch of the six needs. Table XXI I presents the result of 

these 't' tssts. 

TABLE- XXI I 

prc~cnting 't' t~qt~ to investigntc diffcrenccq between 

Graduffltc and Po~t Graduate teachers 

in each of the qix needs -

r---------- ·- -----------------------
: : . NEEDS : 

VI 
~ 1----- ---+' ----- ----- ---

~ II I g +' +' ~ .~ 
E I E c c c c 
o » c I ID » A> o w o-; 
u I . Q) +' 0 (J) "' ~ E •ri E ~ c 
Ul I ~ "0 ·~ I .~ I ·~ "0 .; I .e ~ ~ 6 -g ~ Ul 0 
o.. uc:J ::> mCro I m<ID Ect:c a.·,.. I 
:J cct: u c I o< +' m .,.. 1 a m ~ +' 
a .-. CJ ~ 1-4 c.n J ~ ..c ~ ::> aJm 

J ~ "' . ~ l a. I ~ ... ~ ~; l 

~Pas t----t~-=-~~~; 0 ~=-~ 041 fl :~;:-;~;:--;;-: 9 4 ~~; fl 1 6, 0 6~ 
G d t "IC1= 6.8-,Cf"= 4.8 ICl-= 3.J911Cf= 4.24 0=·3.85 o-=3.85 ~ 
:~~ ~f-=-2~- ~~ 47 II.:~~~~ 4~ ~~ 47 N= 47 I 

I ~, = 1 3 • (] 11 ,.; = 1 2. 8 21 M = 1 5 • 6 9 I fl...:~ 14 • O~t-1 = 1 0 • 3 2 M = 1 6. 8 21 
GraduateiiJ= 5. 74 IJ"= 4.25 IJ= 4.42£ == 4.09 0= 4.4 cr=• 3. 70 
-----·- N=_2~~-- ~=-173_~=~73_ N_=_~:_ N=~~~___t= 1~ 

fuD =1.08 <fb = .62 01) =.59 61> = .69 j<fl>= .66 laD== .63 
I CR=3.51 CR=1o96 CR=2.61,CR= .16 CR=.4B !CR= 1.21 

I RE~~lts \signifi_;; Not si- 'iignifi-rNat '-'~i- Not "li- !Not si-1 

I ' t • tests j cant at gnificant cant at IJlifie<:nt gnificant ~g1ificant 
\ • 0 1 1 c v • 0 1 levc 1 i j L _________ ------------- __ .!.__ __ 

An examination of the above Table XXII reveals that Post 

Graduate teachers SEem to b~ more ~atisfiEd with regard to the 
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income Rnrl qc~uri1y nffcrcrl in t~el~ jnbo. Aq thr Tnble rcvoal~ 

there is a sign~ficant difference between rest Graduate and 

Graduate tcachcrq with respect to thiq n~cd. fur+ her examine-

tion of t~e Table reveals that there is a qisnificant differcnc~ 

of opinion between fast GraduatE and Graduate teachers r~~ardin• 

Prestig~ and Status which their Jobs command. Post Graduate 

teachers seem to consider thc~r Job as hav~n~ more Prestige and 

Statu<J. Rogard~ny four other necdq, viz. Work Environment, 

Maqtery And Achievement, Promot1on and Adv~nccmcnt and lnterper 

sona1 Relationship, the 't' tests reveal that there are no 

significant differences between Grarluatcq and Post Graduate 

tcac hcr9. This rc~ult may be interpreted thut teacherq {both 

Greduateq and Post Graduates) were generally holding ~imilar 

opinions regarding the above mentioned needs. 

5.07 : Hypp~heqiq,Na. VII s There woulrl be a poqit~vc relation· 
' 

ship between job satiqfaction of teacher~ Rnrl an assessment of'' 

leadership char6ctcristics of Headq/rrincjpals as perceivei by 

their subordinate teachers. 

To test the abov~ hypothesis a 3 x 3 Contingency table w~ 

comp~led. This Table which is presented on the next pege 

(Table XXIII) has three levels of job sati9f3ction as in the 

other hypotheses which are compared to the ratingq by teachers 

in . the sample of the leaders h~ p c ha rae te r ~ 9 tJ.cq of t hci r Hea.ds I 

; PrincJ.pals. Theqe leadership character~qtJ.C9 conqJ.sted of 6 

different leadership characterJstJ.cs which were required to be 
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judg~d by each indivirlual teacherq with reference to their own 

Heads/Principals. 'In compiling Table XXIII be:low, 3 categorie,"~ 
1 ~ 

of ratings were considered, l..c., 1 anrl 2 (thf!c;e were relatively 

higher judgmentR of 3 leadership characteriqtic), 3 (thig wa~ a 

neutrAl judgment of a leaderqhip cherncteriqtic) and 4 anq 5 

(these were relatively lower judgrrent of a leadership 

characteristic). 

TABLE- XXIII 

A 3 x 3 Contingency Table to verify the relationqhip 

betweenr 1job satiqfaction· and· leaderc;hip qualities 

l_:__o b 5 ~ t_!_~:._a :.__~ i o "--C' 
Ratings Belo~etween ~ Above r Total I 

.-~-:--r~~-~~1 ~ ~:7:.::) (11
9
:.23) L ~1 

~------t--152(.70) _ss~~6o_> -~~~~ 823 

1 J 3 I (54.49) (233.1) I (45.41} I 
'--------+~:~~~~ 244~~~l_ t---44~~~J_.:33-

4 and 5 f (26.84) (114.80) I (22.36) 

l T 0 t B 1 216 924 180 ~3-20 l 36 154 30 

---- ----- --------~--------

Expect~d frequencieq are prec;ented in br~ckets above 

observed frEquencies. Proportion.::; are presented in each oell 

in bracketq in line with each op"'erved frequency. 

~ = 10.1 signific=1nt at .05 level 

(~05 for 4df = 9.448) 

c = 0 08 
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The ~ te~+ computed for the ~hove Tabl~ rev~Alerl a valu~ 

significant at the .05 level. A co-efficient of Contingency (C) 

calculated for the above revealed a value of .DB which can be 
I 

inierprcted as not indicating a very high degre~ of linear 

relationship between Job Satisfact1on and teacher~' perception 

of leadership characteristics of t~eir He.ous/Prl.nCifJal-:t. How-

ever, as there is a significant difference as indicated by the 

'><! test, there may be some reason to believe a more complicated 

relation~hip may exist between job Aatiqfaction qcores and the 

judgments of teacher~ of leadership qualitjes of their Headq/ 

Principals. furthe:r reference to the above Table rr-veals 
1
that 

while the high and the low job qatiqfaction qcorerq think highny 

of the leadership characteri~ticq of their Heads (Proportion 

of65% 3nrl 70~ respectively) the prnpor+ion of the average job 

satisfaction scorers judging their Headq ~imilarly is not as 

much {60%). Similarly while qmaller proportion .of the high arrtf 

low job satisfaction scorerq rate these leade~ship qualities 

poorly. (Ratings of 4 and 5) ~lightly larger proportions of ~the 

av~ragc job satisfaction scorerq confer these ratings on their 

Heads/Principals. Thus there '3eemc:: to be a tendency on the 

part of the highly satisfied and the less ~atisfied to judge 

their Heads/Princ~psls differ~ntly from the average job 

Satisfaction 9COrerR. 

To further clarify the result obtained from this test, 

~ tes-ts vJere carried out to compare these three categories 
I 

of job satisfaction with leader9hip characteristic~ 1, 2, J 
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and 4 (~uelities which wer~ concerned with achievement:of 
I 

group goals) and characteristics 5 and 6 (qualities which are 

-
referred to as maintenance~af group. climate and relationships. 

A 3 x 3. Contingency Tabl~ was compiled t·o .compare the 

relationship between job satisfaction and ratings of judgment~ 

to 4 of .the scores of leadership ratings~ This Table is 

' 
pre9ented below ,_ 

( .. 

TABLE - XX'V 

A 3 x 3 Contingency Table to verify the relationship 

between job gatisfaction and Ratings 1 - 4 of the 

le~dership ratings 

Expec~ed'frequencies are presented in brackets above the 
. .. 

:ob~~rved ~requencies. Proportions are presented in each cell 
'. 

:; in' bra.ckets ·below eBch observed frequency • 
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~ = 13~11, significant at .05 level 

L-x!05 ~for 4 df d 9.44~ 

c = • 12 
~ I 

The~ computed above indicated again a significant.value 

3t the .05 level. Hence thi~ indicates that high job satia-

faction qcores are related to the ratin~q/judyment of 
I 

leadership characteristics. ~ Contingency Co-efficient af .12 

again indicateq a not v~ry high level o~ relationqhip but a 

trend of 'the high end low job qatiqfaction '3CoreR ( 63% and 7B%: 

reqpectively)to confer higher judgmentq regarding their Heads/ 

Principals' leadership qualitieq than thoqe of the average 

job satisfaction scoreq (62~). A yet another x2 teqt was 
~ 

:onducted to inveqtigate the relationqhip b~tween job qatis-

f~ction scores a~d judgment conferred on categorieq 5 and 6 of 

the 1eadership characte~istics iubmitted for ratinss. 

A 3 x 3 Contingency Table was compiled as preyiously to 

investigate the relationship between job satisfaction and , 
characteristics 5 and 6 submitted for ratin~/judgmcnt. 

Table XXV is presc~ted on the next page with the result 

of the ~ test. 
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TABLE - XXV -----
A 3 x 3 Cont~ngency Table to inveqt~gate 

relat~onship between Job sat~gfaction 

and rat~ng {5, 6) of leadersh~p character~st~cs 

~----1-----:;--o b sa t > s -;:-c t >on · I 
r i (40.58) , (173.6) , (33.82) 

1 
. 

I _1 :d 2 +- 40 -I -~~- I - ~---1- 246 l r- 3 I ( 20. 94) t ( 8 9. 6) !' (· 17. 4 5 ) l I 
I I 21 94 13 I "128 I 

,-:--:~:~---~-~~o1_/;;-T-~:::;;-r-~~-;;>-r 64 ' 

r T 0 t • 1 r T2 +--30-A --i---60 ---, 440 ·I 
L ____________ j _______ L ___ J. l 

Expected freouencieq are Fr~~ented in bracketq above 

observed frcoucncieq. Proportionq are preqen+cd in each cell 

in brackets below each observ~d fre~J~ncy • 

~ = 3.07 

2 ~ 05 for 4 df = 9.448 

Th~ ~ test comp9red above revealed a value of 3.07 ~hich 

was not signific~nt et the .OS level. Hence ~t waq concluded 

that nu relationship is ind~cated betwe~n Job satisfaction and 

and the judgment of leadership'charactcristics relating to 

maintenance of good relationship ~n the group and gtimuletion 

towards self direction. 
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Hence tho tests conducted to verify thi~ Hypothesis No.VI 

indicate a partial confirmarion of it. Thoro is a relation-

ship between job satisfaction of teachers and tho perception 

of their Heads'/Principals' leadership qualities concerned 
I 

with promoting group goals. However this relationship is not 

ind~cated in connection with leadership characteristics 

concerned with promoting group relationships and cl~matc. 

5.08: Summa~ of tb£~nalvsis a~_!nterpretatiQn ' 

Tho test of the various hy~othGses reported above and 

findinys of th~s study are br~efly summarised below J-

1. Tho verification of th£ first hypothcsis 1to investigate 

the association between different varieties of management and 

Job satisfaction indicated a signif~cant relationship between 

those variables. further it was revealed that Government 

svhool teachers generally tend to be more satisfied with their 

job than teachers,of other varieties of schools. A closor 

examination revealed that Governmr.nt school teachers expre~s 

higher degrees of satisfaction with regard to the income and 

security in their jobs and the opportunitiEs available fo~ use 

of their skills and abilities. With regard to tho interpor-

sonal relationship oncountorod in their job, the private and 

Ad-hoc varieties of schools seem to be more satisfied in com-

parison with thc~r Government and deficit counterparts. With 

regard to the Work Environment ava~lablo and Prestige and St~tus 

attached to the~r Jobs thEre generally docs not s~em to be grea1 

difference of opinion between tho different groups compared • 
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2. No significant differences between Male and female 

' 
teachers were revealed. Hence it may be concluded that Male 

teachers and female teachers in this sample expres~ similar 

degrees of satisfaction with their jobs. 

3. Religion does not seem to be associated with job satis-

faction as revealed by the data obtained in the sample. 

4. Job satisfaction was not .associated significantly with 

the age or the experience of the teachers in the sample under 

investigation. 

5. A significant association was indicated between Job Satis-

faction and Educational 'Lalification of the teachers under 

invcs tigation. In testing the 5th hypothesis Post Graduate 

teachers generally seem to be more satisfied in comparison with 

their lesser qualified counterparts. 

6. The hypothesis investigating the association between job 
I 

satisfaction and the teachers' judgments (ratings) of the 

leadership characteristics of their Heads/Principals indicated 

a significant relationship o~ly between job satisfaction a~d 
I 

',. 

leadership characteristivs related to fulfilment/achievement of 

group goals, ~.c. teachers tend to be more satisfied if they 

'perceive their Heads/Principals as being concerned with aehieve-

mont of group goals and objectives. Job satisfaction was not 

~ound to be closely associated with teachers' perception of· 

leadership ~~aracteristics of the Heads related to maintenance 

of group functions. 

----------ooo----------
0 
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C H A P T E R - VI 
.. ; .'"'-

£onclusi~~nd Su~stion~r further 1ig~i£~ 

In thi~ concluding chapter, an attempt will be mad~ to 

comment on the extent to which this investigation has ful-

.filled the objectives stated,;and to compare the principal 

findings with.studies attempting investigations with similar 

problems. Also the limitations of this stucy will be stated· 

and suggsst~ons for further investigation will b~ recommended. 

This study, as previously mentioned, stated five main 

objectives as its princi~al concerns. In order to facilitate 

these task~ a series of hypotheses were framed and data col-

lectcd to.verify them. 
I 

Previous chapters have devoted themselves 

to presenting the data collected, the testing of hypotheses and 

'the invt.s~igator's atte111pts. to interpret the results of these 

tests~ It ~~ now proposed to draw some ,gEneralised conclusions 

as stated in the paragraph above. f 

1 •. With ~~gard to' the first objective tif this study, the dis-

'tribution Of the measures of job satisfaction obtained· in this 

study was p~csented in Table X of' this report. This distribu-
1 

tion revealed a Mean Job Satisfaction score of·B2.5 which 

could b~ regarded as above a Neutral (neither very satisfied 

nol:' very dissatisfied) attitude towards onc''3 jol::?. It may be 

menti~ned:that if all respondents had responded with a rating 
• ,-< ' ~ I • 

of 4 to·~ll the statements in the scale, they would have 
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obtained a s~orc of about 79.2. further calc~lations revealtd 

that the observc.d fre-~cncy' ~f s.co·r.os did not differ aigni fi­

cantly from a normal distribution (Table XII, Chapter IV). 

Hence it was 6oncluded that a majority (70~) of the sample 

under investigation nbtaincd Job Satisfactinn scores within 
. . . 

the rang2. of_Mean ± 1~ • This trend is probably what is nor-

mally obtained whc.n many human behavioural characteristics 

arc subjected to measurement using unbiassed samples. 

2~ The second objective - to investigate the association, if 

any, between Sllob Satisfa'(l..tion and the type of administration 

(management) of the schools ~was studied by the data procured 

to ~est t~e.first hypothesis. Detailed· and summarised findin~s 

and-interpretations of tests of this hypothesis have been pre-

scnted and discussed in earlier chapters. This study did 

identify a relationship between Job Satisfaction and the 

administering authority of the schools {Govt/Privatc etc.). 

This stud~ found fhaf teachers in Government s6hools in 

Shillong were more. satisfied with their job than their cou~ter-

parts in other varieties of school~ .• This finding e grEles wi t'h· ~ 

t_hat, of Reddy 1, Anjaneyulu 2 , Uniyal 3 , Porma14 cited earlier. 

---~--------~-----~-------~----1 . . . 
A.V.R. Reddy, Ibid 34, Chapter II. 

2 . . . 
B.S.K. AnJaneyulu, Ibid 26, Chapter II 

3 M. P. · Uniyal, . Ibid 29, Chapter 11 
J 

4 
N. K. Parma!, Ibid 33, Chapter I I 
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It is probable that Government school teachers arc mo~c ~ati~­

ficd in Shillong because of a fe~ling of grGater security in 

their jobs and because of the income/salary that they obtain. 

They also report having more opportunities to make tho best 

use of their skills and abilities. 
I 

3. The task related to fulfilling the third objective of the 

study, i.e. to investigate if differences in job satisfaction 
' 

were associated with variables such as sex, religious back-

grounds, age, Gualification, experience and leadership was 

undertaken by tests of hypotheses Nos. II, II, IV, V, VI 

and VII. The detailed discuss~ons of tho tests of these have 

been reported earlier. It can generally be concluded that 

some of tho f~ndings of this study agree with those obtained 
J 

elsewhere, while some do not. Brief conclusions with regard 

to these follow s 

a) As reported earlier, this study did not reveal any 

difference9 in Job Satisfaction between Men and Women 

teachers involved in th1s investigation. This fintling 

seems to contradict that of many other studies, viz: 

Huppock
5

, Hulin and Smith 6 , Lavinga7 , SinghB and Rao9. 

--------------~---------
5

R. Huppock, Ibid 4, Chapter II 
6

Hulin and Smith, Ibid 13, Chapter II 

7 K.U. Lavinga, Ibid 27, Chapter II 
a , 

H. L. Singh, Ibid 18, Chapter I I 

9 s.N. Rae, Ibid 35, ChaJJter II 

--------------------------------
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These studies, rcvi~wed earlier, did find some dif-

ferences in Job Satisfaction between these two sexes. 

However, the present study part~ally agrees with those 

studies of Reddy9 and Rao 10 • Reddy reported iN his 

study that there was no significant difference 

r 

between the level of job satisfaction of men and 

women teachers in Private and Zilla Parishad schools. 

Rao. as well, reported that there was no difference 

between female and male teachers with regard to job 

satisfaction of Primary School teachers of his sample. 

b) This study revealed that religiouq affiliations did 

not seem to be associated with Job Satisfaction. 1 

This is a heartening finding especially aa there are 

a considerable number of tsachcrq in Meghalava workin~ 

in schools and institutions whore they must be a 

minority. Unlike in other States where minority com-

munities may often express attitudes of resentment 

at majority attitudes and practices and hence dis;atis 

faction in.thoir JObs, this trend docs not seem to 

prevail in Shillong. 
-

c) This study did not reveal any differences 1n Job 

Satisfaction which are attributable. :to, -or- associated 
' 

with the age levels or experience of teachers com-

prising this sample under investigation. This findin~ 

-------------------·-------------
9A.V. Reddy, Ibid 34, Chapter II 
10s.N. Rao, Ibid 35, Chapter II 
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seems to again contrad~ct·thoso in other studiES 

abroad and in India viz. • those by Huppock 11 , 

12 13 14 Herzberg , Block and Pormal • All these studies 

had indicated some association between Job ~atis-

faction and the age or experience of teachers. Tho 

study, however, agr~cs with previous findings of 

15 16 Gupta anci Rao ' Gupta reportEd that age and 

teaching exper~ence were not assoc~ated significantly 

with Job ~atisfaction of SEcondary School tEachers ot 

his sample. Rae's find~ng revealed that the length 

of s~rvice was not relatEd to Job satisfaction. 

d) This study did indicato that teachers with Post 
I 

' ~ 

Graduate qualifications were morE satisfied with their 

jobs than wEre their lesser qualified counterparts. 

17 This finding agreos with that of Huppock who also 

asserted that Job Satisfaction was associated with 

the ~alificationg of a teacher. This i!!l, as was ' 

contended earlier, probably explain~d by the fact that 

the more qualified teachers command greater skill and 

expertise and as a result mEet with greater succe9s 

in their tasks. A whole host of psychological , 

--------------------------------------------------------------·----------
11 R. Huppock, Ibid 4 Chaptpr ~I 
, 2 

f. .. Herzberg, lb~d 5, Chapter II 
13J.R. Block, lb~d 7 Chapt~r II 
14 N.K. Pormal, lb~d 33, Chapter II 
15 s. P. Gupta, Ibid 32, Chapter II 
16s. N. Rao, lb~d 35, Chapter 1 I 
17R. fuppock, Ibid 4 Chapter II 
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literature i~ availAble w~jch eontenrl~ thet ~ucce~~ 

and ach1cvement of goals and needs is related to satis-

fa1ction and cons~uently a minimisation of frustration. 

18 t9 
e) A number of studies such as those of Chase , Thomas 

Zander and Quinn 20 and Sharma and Gupta 21 rev~£wed 

carl1cr, asserted that effectiVE leadership was a 

factor in dctsrmining the Job Sat~sfaction of teachers. 

This study also found partial agreement with those 
I 

previous findings. ln this invcsti getion, teachers 

who perceived their Heads/Principals as bciny conc~rned 

with the achievem~nt of group goals and objEctives 

seemed to score at a higher level on the Job Satis-

faction .Scale than othorA who perceived their Heads/ 

Principals as rather low in this characteristic. How-

ever, thore did not seem to be any difference between 

thD high level of Job Satisfaction Scorers and thpse 

scoring at lower levels in their perceptions of their 

Heads/Pr1ncipals for their concern with the mainte~ance 

of group functions, i.E., tasks like maintaning 

amenable group relationsh1ps. This characteristic 

again may be a topic for furthEr study and invEsti~tior 

------------------------------------
f.S. Chase, Ibid 21, ChaptEr II 

9L. Thomas, Ibid 23, ChaptEr II 
0

A. Zandar and R. Quinn, lb~d· 24, ChaptElr II 
1s. Sharma,and S.P. Gupta, Ibid 36, Chapter II 
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A few words arc now devoted to comments on the limitations 

and strengths of this study. Wh1lc th1s study did involve
1 
as 

many as 220 teachers drawn from 20 differEnt schools, this rdid 

·not 1nvolve more than half the schools reg1stcred by th£ 

Department of Public Instruction in Meghalaya. While there 

was every attempt made to select an unbiassed sample, it may 
I 

I 

have been more profitable to h~vc involved a larger sample. 

As it was, the sample seem to be ratherc heavily loaded with 

female teachers (N e 158, i.e. 72~) as against the Males 

{N = 62, i.e. 26~). In attempting to study the association 

between leadership characteristics and Job Satisfaction, the 

instruments used depended upon the perception of leadership 

characteristics by' the teachers. While it is undeniable that , 

such perceptions do have a bearing on the effectiveness of 

leadersh1p it may be worthwhile in other studies to develop 

more d1rect methods of assessing leadership funct1ons and 

effect1veness. Hav1ng said th1s it is submitted that the 

ins~ruments used in this study to assess leadership charac-

t~ristics and Job Satisfaction were reliable devices. The 

latter may probably be found useful in any further studies 

in this domain. 

---------ooo~-------
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M. Nongrum 

Research fellow 

Dear Sir, 

APPENDIX-B 

DEJpartiT'cnt of 
Educatinnal Rcqearch Anrl Studies 

N.f..H.U., New Campus 
Shillong - 793006 

In conn6ction with my Research Study I need some informa­

tion about the needs (factors) in~olved in the Job Satisfaction 

of teachers. Your assistanc~ is requested in this task. Please 

read through the l~st of noeds (on pago 1) accompanying this 

letter and then compare them with each other as per instructions 

given (on page 2) c~rrying a paired-compar~son questionnaire. 

I would be grateful if you could kindly return it to me after 

complEtion. 

Thank~ng you. 

Yours ~incoroly, 

(Modalin Non~rum) 

Enclo:- As above 

l 



List Of Same Needs Involved In Jab Satisfaction ----- -- -- -
h d

. I 
Ten need~ whose fulfillment, according to ot or stu 1es, 

arc involved in an employee(s fccl1ngs of Satisfaction with 

his/her work, arc listed below. Please read through thiq li~t 

and their specifications {given in bracket~}. After that please 

turn to page 2, read the instruction~ and indicate your judgment 

when comparing each need with the other. 

A. fEESTIGE AND STATUS s {Tho fulfillment of thiq need would 

depend upon an individual's own Judgment regarding the 

worth or value of his profession in comparison with other 

occupations and the status and prc~tiyc accorded to it 

by others). 

B. RECOGNITION AND APPROBATION s (fulfillment of this need is 

exemplified by the recognition accorded to a teacher's 

work and qualit1es by Princ1pals/Education Officers/ 
I 

Inspectors/Collc§ques when the occasion demand~ it) 

C. l~i£!pcrs~al Rclat!onshipq s (Tho degree of liking for 

other members of your School Staff, the degree of , 

If' 

informality and congeniality in intcrpcrqonal rclatio~hips 

arc involved in tho satisfavtion of this need). 

D. ~~RY AND AC~EVEMENT s (This need arises out of the skill 

and Mastery in one's work subject or activity and would be 

fulfilled when certain goals and objoctivcq pertaining to 

these spheres are achieved) 

E • .!!:!E..QME (SALARY) AND SECURITY ; (Sdtisfaction of this need 

would involve a feeli"g of asqurance regarding a regular 

income and confirmation and permanency of service conditions . 

. . . . . 2/- .... 
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F. LEADERSHIP AND ctUPERVI5ION s (fulfillment of this need ---
would depend upon tho typ~ of leadership.a teacher works 

under, tho dogro~ to which it is of tho democratic, con-
I 

sidorate, participative type as opppsed to tho autocratic, 

authoritarian and directive variety). 

G. SUITABU./SATISfACTORY WORK ENVIRONMl:.NT J (This need is satis-
_ ___. --- ----- I 

fiod when suitable physi~al and administrative conditions 

c~uipment and facilities arc available for tho efficient 

performance of one's duties). 

H. OPPORTUNITIES fOR PROMOTION AND ADVANCEMENT ' (fulfillment 

of such need roquireq opportunities for promotioniin one's 

occupation, e.g. chances to become a Head/Principal as 

well as possibilities for professional gro'wth, e.g. oppor-

tunitios for further training courses etc.). 

1. ~DEPENDENCE ' (This need is fulfill~d when opportunities 

exist to direct one's own behaviour to a considerable 

extent rath~r than being constantly subjected to tho 

directions of others). ~ 

J. AUTHORITY AND CO~~ s (This need is fulfilled by opportuni-

tics to exercise one's power to direct or con1rol others -

Colleagues or students). 

--------~oo-------0 
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PAIREO CClMPARISON QllECiTinNNAIRE 

.., 

l~ruct~ ' You arc now requested to compare each need, listed 

in the prev1ous pa~ps, with the other in accordance with the 

schedule g1ven below bearing in mind your own school situation. 

Please 1nd1cate wh~ch need in your opinion is more important in 

each comparison. There 1s no such thing as a right or wrong 

judgment. It is your opinion that matters. Please refer' to the 

list on Pages 1-2 1f you feel it necessary while making your 

judgment. 

Example : In comparing the need for Recognition (B) with that 

of Income (Salary) and Security (E) I might judge the latter as 

a more important need requiring fulfillment and hence I would 

indicate my judgment by writing 'E' in the brackctq at the end 

of the comparison questipn thus 

Rocognition (B) V9. Income (Salary) and Security (E)? (E) 

Please follow this procedure and indicate your judgments in the 

comparisons given in the schedule below. 

1. Interpersonal Rclat1onships (C) Vs. Opportunities 

for Promotion And Advancement (H) 7 

2. Mastery and AchievEmcn t (D) Vs. lndepe:ndence (I) 7 

3. Recoyn1tion (B) Vs Leadersh1p (f) 7 

4. Interpersonal Relationsh1ps (C) Vs. 

ronment (G) 7 

Work Envi-

( 

( 

5. Le:adership (f) Vs Independence (I) 7 ( 

6. Income {Salary) and St~cur~ty (c..) Vs Leadersh11J{f)7( 

7. Intorpersonal Relationshipc:; (C) Vs Prcst~gu and 

Status {A) 7 

••••• 4 I- . ... 

I 
) 

'"} 

I I> 
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PAIRED COMPARISONS QUE';TJONNAIRE {Con.i2.:.1 ---------
B. Opportunities for Promotion and Advancement (H) Vs 

Independence (1) ? 

9. Recognition (B) Vs Opportunities for Promotion and 
' 

( I 

Advancement (H) ? , ( r: ) 
I 

10. Lc.adership (f) Vs Satisfactory Work (,.virrmment (G)? ( ,., ) 

11. Recognition (B) Vs Authority and Control (J) 7 

12. Recognition (B) Vs Income and Security (E) 7 

13. Mastery and Achievement (D) Vs Authority and 

Control ( J) 7 

14. Recognition (B) Vs Mastery and Achievement (D) 7 

15. IncomE: and Se::.curity (E) Vs Satisfactory Work 

Environment (G)? 

16. Mastery and AchievemE:nt (D) Vs Suitable Work 

Environment (G) 7 

17. lnterpGrsonal RelationshiJ-1 (C) Vs Independence (1)7 

18. Prestige and Status (A) Vs Income and Se::.c.urity (E) 7 

19. OpportunitiEs for Promotion and Advancement (H) Vs 

Authority and-Control (J) 7 

20. Recognition (B) Vs Pre::.stige and Status (A) 7 
I 

21. Prestige and c;tatus (A) Vs Leadership anc 

~upcrvision {f) ? 

22. Interpersonal Relationships {C) Vs Authority and 
I 

Control (J)7 

23. Inter~crsonal Rclationshir:s (C) Vs Income and 

Security (£) ? 

..... 5/- .... 

) 

( I ) 

( I 

f 

( '­

( 

( 

,:· 

) 

) 
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24. Recognition (B) Vs IntEI'personal Re1ation9hips (C)? ( · ) 

25. Inte;rporsonal RelationShip (C) Vs Mastery and 

Achievement (D) 1 

26. Prt.stigt. and Status, {A) Vs Opportunities for 

Promotion and Advancemo~t (H) 7 

27. Leadership and Supervision (f) Vs Opportunities for 

Promotion and Advanccme~t.{H) 7 

28. lncomc and Sec~rity (E) Vs lndcpcndoncc {I) 7 

29. Satisfactory Work Envir~nmcnt (G) Vs Authority and 

/ 

( 

I( 

Control (J)? ( 

30. Income and Security (E) Vs Opportunities for 

.,1. 

) 

) 

) 

) 

Promotion and Advanccme~t (H) 7 ( ) 

31. Mastery and Achievement { D) Vs Opportunities for 

Promotion and Anvanccme.~t (H) 7 ( ) 

32. Suitable Work Environmct'lt (G) Vs Opportunities for 

Promotion and Advanccmet'lt (H) 7 ( ) 

33. MoRtory and Achievement (D) Vs Inconrt. and 

Security (E) 1 

34. Mastery and Achievcmcnt (D) Vs Prestige and Status(A) 7( '),,.. 

35. Recognition (8) Vs Ind.'apendence (I) 1 

36. Prestige and Status (A) Vs Satisfactory Wbrk 

Environment (G) 7 r ( 

37. Indspendt.ncc (I) Vs Authority and Control {J) 7 { 

38. Mastery and Achievement (D) Vs Leadership and 

Control (J) 7 
' I ) .. 

39. Income and Security {E) Vs Authority and Control(J)7 

..... 6/- .... 
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40. ~at.isfactory Work Environment (G) Vs Indopcndc.nce (1)7 (' 

41. Pr&st~gc. and Status (A) Vs lndDpEndcncEt (I} 7 ( 

42. Pr£stige and Status (A) Vs Authority and Control (J)7 ( 

43. Interpersonal Relationships (C) Vs Leadership and 

Supervision (f) ? 

44. Leadership anc Supervision (f) Vs Authority and 

Control (J) 7 

~5. Recognition (B) Vs Suitable/Satisfactory Work 

t.nvironmcnt (G) 7 

) 
I ~ • 

) 

) 
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3 2. ThE:rc arc yaad chances ~n ruy Jab for a promotion and also 
I 

appartunit~cs to acqiorc better qua~if~catians and skills 

( 1 , 2, 3, 4, 5. 

33. The equipment and facil~t~~g provided for th~ t~achc1s 

in my schools leaves much to be desired (1, 2, 3, 4, 5. 

34. At the place where I work, there arc ample opportunities 

for makin~ fr~cnds and developing free, informal relation-

ship with my colleague~ (1, 2 , 3' 4, 5. 

35. The work environment in ~y qchool in tcrmq of builrlingg 

and oth~r facil~ties is qatiqfactory in same rcqpects but 

not sa good in some others (1, 2, 3, 4, 5. 

36. There is ample opportunity in my jab to uge my diqcretion 

init1ative or invcntivcncqq {1, 2, 3' 4 ' 5. 

37. In my judgment, my Job is a~ worthy aq Rny ather in 

' matters of prcqtiye and statuq (1, 2, 3 , 4, 5. 

38. Opportunit~cs far promotion and profcsRional yrawth are 

ne~thcr wholly absent nor arc they very l~kcly ~n my Job 

( 1 ' 2, 3, 4' 5. ) 

39. Ther~ arc some o~portunit~cs for makins fr~ends with my 

colleagues at work, but there arc some obstacles too in 

this sphere {1, 2, 3, 4, 5. 

. , 

40. A desire to obta~n part~c1pat1on and co-operation seems to 

be the pal1cy of my superiors in my job (1, 2, 3, 4, 5. 

_41. The probability frr promotion to B Principal's Post in my 

jobor for acquiring better qualificationq is very low 

( 1 ' 2 , 3, 4 ' 5. ) 

-, 
..... 6/-. . . . I 
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A PPENDJ X 'C' (Con t.f!.:J. 

42. There is very little or no opportunity in my job for me 

to use my discretion, initiative or inventivcne~s 

( 1 , 2 ' 3 , 4, 5. 

43. The salary I receive in my job and the a~~urance of its 

permanency do satisfy me (1, 2, 3 ' 4' 5. 

44. Others in my profession and the public conqider my job 

to have much less prestige and status attached to it than 

other teaching jobs. ( 1, 2, 3' 4 ' 5. 

45. My job is cons~dercd to be les~ prc~tigious and to have a 

lesser status than other s~m~lar jobs (1, 2, 3, 4, 5. 

46. In my job the poss~biliti~s for promotion to a Headmaster's 

or a Pr~ncipal's post or for ac4uiriny b~ttor ~ualifica-

tions arc rathElr few ( 1, 2 , 3 ' 4' 5. 

47. My job affords mEl consid~rable opportunities to exercise •,,. 

power and authority over others, both students and 

colleaguEls (1, 2, 3, 4, 5. ) 

48. The desire on the part of my supervisors, to obtain pa~ti-

cipation and co-operation i~ absent in my job 

( 1 ' 2, 3' 4 ' 5. ) 

49. The work environment and the equipment and facilities 

obtainable in my job arEl poor and very inadequate 

( 1 ' 2 ' 3' 4 ' 5. 

' 50. The salary I receive in my job and the conditionq of 

security and stability in my job arc very adElquatc 

( 1 ' 2, 3, 4' 5. 



A P P E N D I X - 'D' 

The following is a list of leadership characteristics. 

K~ndly read through the list and rank them from 1 to 10, 

according to what you consider to be the moc;t important cha­

racter~stic that a Principal/Head of an educational lnst1tution 

should possess. After completion kindly return it to me. 

Thanking you. 

Yours faithfully, 

~kdalin Nongrum 
Research Scholar 
Department of Education, 
N. £.H. U. , ~hill on g 

1. Initiate~ action 

2. Helps to focus member~' 
attention on group goals 

r 

3. Clarifie., problem~ 

4. Makes information available 
to all membEr!': 

5. Evaluates quality of work rlone 

6. Helps to ma1ntain good relation­
ships in the group 

7. Settles disputes between membcrs 

B. Provides encourage:ment 
when required 

9. Stimulates self-dire:ction 

10. Increases intcrrlcpendencc 
anong mcmbcrs. 

( 

Rank. 

) 

) 

) 

/ 



M .Non~ r-um, 
·Research Scholar. 

J1ea r 'l'eache r, 

.Ar P ~:::; Jrtx. - £ 

I 

Departnent of EducC\tional 
Research and Studies, 
N .E .H. U. ,Shl.llong. 

I am conducting a stta/i.y on 11.Jow Satisfacticn of Scho~).l 

"reachers in Shillong 11 in connection with a resealjch ProJect. I 
I 

thereTore requent you to kjndly help me &y·giv~ng'your judgements 
~ . 

to the Statements in page~ 1 and ~age 2. Your responses will be 

treated with the ut,mont confidence and used solely for the puqtose 

of my investigation. 
1 

~banking you. 

Yours since rely, 

'Iii ' -,~_ 
(Med~l~rWI 

) ., \.'<' 
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Experience as a teacher , '-,'"" ___ years. Religion: (_ L···-':"i····-""' . 
The twelve statcmfn ts given below express opinions about certain need which most teachers seek to satisfy m 

their work at school Bearing in mind the situation in your school, please indicate your degree of a!::reement/dis-agreement 
by pl<:cing a",/" mark in one of the cells following each statement. A "v'" in cell ''1'' would indicate very strong agreement 
\~ith the stateme:lt while pl:::cing the mark in '·VII" would meanl very strong dis-agreement, "IV'' re;Jresents an undecided 
or_ neutral att1tud::, ''11'' antl "Ill'' represents ~sser degrees of aoreemeot . than "1' while • 'V'' and •·Vl'' represent lesser 
degrees of dis astecmcnt than • vn··. 0 

J't "[-\- 3 4. 4 -:: (. t;; ? 

1(2 

ft.~ 

s '. 0 

~·~ 

~' c 

1. This is a very JV:)Qr!-,· paid job and the 
ccr.dition of security ar.d st:.bdity in it are just 
as bad. ·') . 

:7-. . I 
2. My school provides e\ccllent equipment and 

f<-cilities for the p e r f o r m a n c e of my duties 
dlicicntly) 

1 
G 

3. Others in my ;-'roccssion and the public 
consider my job to have much Jess prestige and 
status attached to it th:tn other te<:ching jobs/·b 

4. Work at my school d0es enable teachers to 
use \\hatever aptitudes, skills and abilities they 
may possess. j, b 
5. The probability of promotion to a Principal's 
post in my job. or fc;>r acquiring be~ter qualification 
IS very low. 1: ) 
6. My job does give me chances to be friendly 

•1_ ).- with my colleagues and to work in an informal 
·1" 1 

, q atmos~1berc. / • 5'. 
~--- ~-

7. The salary I receive in my job and the ' r· . ~ condition of security and stability are very 
: ~· adequate .} ·/ 

~·b 
8. . The w o r k enviromei1t, equipmenc and 
facilities obtained in my job are poor and very 
in-adequate ) , G 
9. In my judgment my job is as worthy. as 

~ · 0 any other in matters of prestige ~nd status.f rC 

4.~ 

3·0 

- 10. Circumstances requiring-the involvement of 
any special skills or abilities that a teacher may 
\10Ssess are rare in our sct:oot f . C, 
I I. There are good chances in my jop for a 
proTl)otion and also opportunities to acquire-
better qualifications and skills. j, 5> : 

_ 12. An informal atmos;:>here at work and the 

1 ) oppcrtunity for developing friendships with my 
___ ' __ colleagues are quite unknown in my job./ , ~ 

h 5 • 3 ~ u.l-\ 

I 
I; II 

Very Strong 
strong agreement 

agreemer.t 

I @ 

1 G 
' 

·; } 

•:t r.; 
1 

·I (}; 
1 5o 

q- G 

I 2 

';f ~ 
) 

. l ~ 

7- 1/ 

I I_}-

III I IV I v VI vu 
Agree- Neutral I Dis· Strong Very 
rnent of !agreement dis- strong dis· 

undcided lgreement 1greernent 
- .. ----

J lf 5 c I 

5. y ·€) 2- I 

J (/ ~) (, '1 

5 (fJ J -L I . 

~) 4 s- ~ 7' 

@; y ] 2_ I 
. 

s- L( w L- I 

[tr c.; s f. ·~7 

~ 
y 5 'L- / 

y ~ ) £ 1-
)- (_( 

~ @- I 

3 y I@ (, ~ 
' 



Dear Teacher, 

In continuation of the Job Satisfaction Scale which you 
kindly responded, to, I am herewith ~ubmitting another six statements 
regarding leadership qualities ( Characteristics ) of Principal/ Heads of. 
Schools. I would be grateful if you could read through the statements ,. 
and provide your judgme.lts of your Head/ Pcincip1l on a fivo point 
Scak:. A check of "l" would indicate that yonr Principal/ Head wou'd 
rate \cry high on this quality, while a rating of ".)" wouid indicate the 
lo\\·est rating. The intermediate points between 1 & 5 would correspor.dingly 
indicate lower ratings than the highest i e. a rating of ·'1". This· infor­
mation, will be treated with the strictest of C31lfid~i1C~ and. m~d '0:1\y fur 
1r1y research work. 

1. 

.1. 

4. 
5. 
6. 

Thanking you. 

Yours. sincerely 

,11ttr/ 
Medalin Nongrurn 

I 
1 

1. 
1 

'}. 1 J . ~ , ) 
QUALITIES ( Characteristics ) , 

~ c._,·- 'x 
lnitiatcs action (D,,J,3,4.2"vf • 
Helps to focus mcmbc_rs attention on group goals ( 1,~3,4,5 ). 
Clarifies problems ( 1(2)3,4,5, ). . 
Makes information a\.(ailablc to all members ( 1 ,2(3.14,5 ) -';"'\4 
Hdps to maintain good rclati_Bnship in the group ( 1,2,Jfi,5 ). 
Stimulates self direction ( I ,2(.3)4,:5 ). 

Kindly~ !'.1 your Bio-uata below:- _ 

I\ arne-~· _ _:_ __ -------Age --- 1 ----

5."cx--- ----Qualification------------------·-­

Exp~r;ence as a teacher------Year Religion--------



A P P l:. N D 1 X- 'f' 

Calculatinn nf the Prnduct Momc;nt Cnrrclation Between t"''o 
halves of Scores on Job Satisfaction Scale (Whole sample 
N = 220) 

_ = 1st Half 

•'- Znd Half I ~-19 20-2; l3o=~9f 40-49 50-59,60-6~c0r~" 1 f y ~y ·I fy•ztr x' y' 

I . 60-69 I ! l 1 B 4 2 L I 4 2 3 I 16 B 

-+,-- -tj_+-; 18.8( 1 ) 1 8:~ -3-;-t,-; 3;13~-- --:6 
: 50-59 

-~---~- --t--r--- ---~-+-+----
1 ' 40 _ 49 I 2 I -17 61 1 o 1 1 91 o 1 o o _o j 
I I --h> _ ____J__ - I 1'- t _ _J_ I (J) (2) , (1) (-1) 

30-39 3 16 40 I 18 1 I ,, 78 -1 -78 7B I I 'B·O ~I 
1 9 3 2 40 t- -1 

I
' , (4) F-(2TI -,-, 1=-t I I I 

20-29 I I 4 I 6 I L' 10 ~21-20 401.:8 I . . 116 j12 I 
I I I t--~-- t-- - -- 2 _j 
j To}_~l I I I I f I I I ~~fy~:S:fy '~'y' I 
~ I 3 I 22 I 63 I 104 I 2 3 5 I 220 ,_53 1 ~ 13 2 

1 · x' ~~3 1-2 1--~~L--:-r~-~~ I i-i-t- ., l 
~--t---t-_j --f-- - I _J_ . ---j 

tx' 2 

J __L_L--l __ _L_~ - J 



132 ( .33 X -.24 ) 
220 - -

= ----------------------
• 99 X .85 

.6- .0792 = .5208 
= .8415 .8415 

!. = • b1d8 - . 62 

* 

. ., 

Correction r (whole test) a -~-~-~i~~!f_~~~~L---
1 + r(half test) 

2 X .62 
= --------------

1 + .62 

1.32 
m --------

1. 02 

= .8148 

= o81 

6Y = 1~1Z2 _ _ <-=~L-)2 
220 220 

I 241 ~~ 2 ox= I -(::L~--) 
220 220 

D I 1.0955 - (- .53 J2 
• I .7773- <- .24) 2 

=I 1.o955- .10U9 21 .7/75 - .0516 

=I .9856 .. I .7197 

= .99 c .85 

* Spearman Brown formula for correction of a Split half 

r. H.~.Gerret, Testing for Teachers, Eurasia Publishing 

House New Delhi, 1959 ( p- 224). 


