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A STUDY OF JOB SATISFACTION GCF SECONDARY SCHOOL TEACHERS

IN SHILLONG AND LEADERSHIF CHARACTERISTICS OF
|

THE _HEADS/PRINCIFALS

CHA PTER -1 [

INTRODUCTI1ON
1.01 AN_EXAMINATION OF THE JMFORTANT TERMS_INVOLVED IN
THE_STATEMENT OF THE PROBLEM

[ )

The title of the study 8s statcd above contains two major
terms, viz. "Job Satisfaction' and 'Leadership characteristics'
In this chapter an 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
invcstigatof approached the problem, ConseGuently, the
definition aof Job Satisfaction to be adopted for the present
study will be formaily stated so as to permit the construction '

of scales to assess Job Satisfaction.

1.02 JTHE CONCEPT OF JOB SATISFACTION

Meaning_of the word "Work®. "Job" and "Job Satisfaction"

[ 4
"Work" can-be dcflncé as "the application of human e%fort
to achieve certain ends that often results in monectary 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, doingsor experiences of a specified
kind, employment especially as a means of earning money, a thing
done, made a product or manifestation". Thus work .implies the
expenditure of.human effort to perxrform a job or attain a result.

It generally involves a way of sarning a living.
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The word "Job" is used in a more restricted sense.

-

According to lexicographers it mcans "a piece of work to be

done". It refers to a very specific task and somchow thclword
is sémetimcs used for work at a lower order. It ﬁay not be
usual to refer to a scientific experiment, or an artist engaged
in painting or a poet composing a verse as &ngaged in a jab.

However thec expression 'job satisfaction' covers both the
satisfaction derived from being:engagcd in a piece of work or
in any pursuit of a task of a higher order.

The study of job satisfartion is closely related to the
question "why'do people work™? or "what does a worker want from
his job"? Since the classic Western Electric Company sthdies
were carried out at Hawthorne, beginning in the late 1920's, a
great deal of resecarch has been directed towards identifying
factors that influence satisfaction which an employee derives
from his job.

The simplest answcr to the Question ?why does a man work?"
would be - to satisfy his needs., All beh;viour servcs some,
purpose for the individual, e.g. talking at a conferecnce, writing

an article for 8 journal, eating, sleceping etc. - they all serve

some purposes and satisfy some needs.

-7
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Beyond this broad answer, thc explanation scems to
got complex and is subject to much disagrccment. It seems
to depend on our view of man. For instance there 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. The underlying assumption of this conventiénal
economic view of' man is tha} a man does, should and will
work' for economic benefits. This view o® man enjoyed
widespread popularity before the Industrial Revolution in
the mide1800's and even in the days of thc scientific
movement. It was assumed that employees were uniformly
motivated by a desire for money and that other motives
wecre either non existent or of littlec consequence. As a
result, to satisfy workers, various financial incecntives
wore of%cred. But all these in some cases proved futile.
Thisuled to the search for other reasons than financial
incentives as factors of satisfaction in work.

At this cru cial time came thc 'Hawthornc Studies'.'
A deceper apprcciation for thc worker's psychological state
as well as-the motivational propertics of social relation-
ships ip the job came into prominence as a recsult of

these studies!

E. Mayo. The Human Problems of an Industrial Civilization.
Mew York, Mac f'illan 1933.

1

oo'-oA/"cobo
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The inadeQuacy of the conventional economic view of
man can best be indicated by considering thc conccpt of
motivation. It is a fundamental explanatory concept
relatcd to the "why" of behaviour. Organisms continually
expcrience ne?ds or wants which inmpel them to action. A
man can be said to be motivated when he is driven cither
to attain some goal or to avoid some undesirablec conse-
quences. For example when a hungry person needs food, he
is driven by hunger, and motivatcd by a desire to obtain
food in order to satisfy his needs. The internal nceds
of an organism are hypothesised at the core of some

theories of motivation. Of these the late Abraham Meslow2
proposed an interesting theory concerning human needs and
their effects upon human be haviour. His theory hclps in
understanding the behaviour of pecople at work. He

s uggested that human needs be classified into the five
different classes:

1. Physiologaicat nceds

2, Safety nceds

3. Love needs.

4, Estecm needs

9. 3elf actua lisation needs.

i

2 ALH. Maslow, "A Thcory of Human Motivation"
Psychological Review, 1943@}370 - 376)
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In additaon to these five categoracs, Maslow mecntioned
the category of ordcr and aesthetzc necds, although he did
not elaborate on this category. !

Maslow statcs that buman needs are arranged in a
hierarchy of prcpoﬁency. According to him the lower needs
must be adeQuatelv satisfied before thc next higher need
can emerge. A "man®™ works for satisfying his biological
nceds such as food and shelter. He also works for satigfy-
ing his social nceds such as his social position and
prestige. Finally on satisfaction of prior needs in the
hisrarchy a person may be motavated to work for satisfying
his needs of self actualisation, such as self-fulfilment
and personal growth. 1t is ocuite truec that man lives for
bread alone - when there is no bread. But what happens
whcn there is plenty of bread and when hig belly is
chronically filled? At once, other higher necds ecmerge,
and theseg rather than physiologacal. hunger dominate
the cnergaes and when these in turn arec sataisficd new and

still higher nceds emerge, and so on. 3

3 Moslow Ibid 2

.--.06/"-"0
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When in thc work situation the lower needs in the
hicrarchy are satisficd, the individual starts thanking
about his higher needs and potentialities such as gain-
ing recognition of his work, achievement of prestige,
self expression, possibility of growth etc. Only wheni
all these needs have been satisfied can a man give of
his best, rcalise his truegpotcntial and reach a state
of self-fulfilment. Since a good part of his working
lifc is spent at work, it stanqs to reason that . work
must be satisfying in the broadest scnse of the tcrm,
Work must provide an apportunity for a man to satiate
all his needs, so that his full potential is relecased
for utilisation. The answer to the qucstion, "“why
pcoplec 'work"? can best be given in thc words of Blum,
"Work is a form of activity that has social approval
and satisfics ; real need of the indavadual to be .,
active, to produce, to create, to gain rcsbect, to

e
acquire prestige and incidentally to carn moncy - these
ke, 4

are some of the rcasons that pcople wor ;

Motivation is an important factor in job satis-
faction and theories of job satisfaction. 1t is now
proposed to briefly review some principal theories of

"Job Satisfact ion.

)
>
1

4M.L.Blum and J.C. Naylor - Industrial Fsychology - Its
theories and Social Foundations, Mew York, Herfer & Row
1958 (p 350).

ceeed /=0,
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Theories of Job Satisfaction:

There seccm to be three main theories of Job Satis-
faction. While these may spring from different traditions

and outlooks, there docs seem +0 be some basis for

integrating them into "a'yelatively consistent frame work"D

The Need fulfilment Theory:

This theory originatesgfrom two logical assumptions;
(a) a person i1s satisfied when he gets what he wants;
(b) the more he wants something or thc more important it
is for him, the more satisfied he will be when he obtains
it and the morec dissatisfied he will be when be docs ndt

get it. Vroom6

has suggested two . methods (thc subtrac-
tive and multagplicative) for thc measurement of Job
Satisfaction based on this concept of it being a direct
functaion of thc extent to which an environment corresponds
to one's need structure.

The subtractive model proposes that Job Satisfaction
is a direct function of the discrepancy betwcen a personﬂs
needs (importance attached to thcm) and the extent to
which the environment provides satisfaction or fulfilment

of these needs; thec greater thc discrepancy the less the

gatisfaction while a smaller discrepancy would incdicate

S5A.K. Korman; Industrial and Organisational Psydology
Chapter VI11; Frentice Hall Inc. New Jersey, 1971.

i
!

6v.Yroom; Some Fersonality Determinants of the sffect of
partacipation; Journal of Abnormal and Social Fsychology,
1659, Vo0l.59, (Fages 322-27.

ceredB/-0
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greater job satisfaction. Vroom has shown that the use
of this subtractive model may somctimes distort results;
for example, individuals with need (importance) levels

of 1 and a fulfilment lcvel of 1 would, on,ﬁhe bas is of
this model be ratcd as having the same satigfaction as an
indiv}dual with a nced level score of 10 and a fulfilment
of 10 (Discrepancy score: 1-1 = 0; and 10-10 = 0O; are the -
samc in each case). Vroom therefore suggested the
multiplicative model wherein the individuals' nceds scores
are multipiiod by the fulfilment scorcs and the produFts

for the various needs addecd to give overall job satisfaction

scores. Experimental aQidcnce has provided some support
for both the models mentioned, without establishing 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 the search of an adequate theory of

Jab satisféction.

The Social Reference Group Theorvy: f

This theory does not focus interest on the nceds,
desires or interests of a given individual but on the
opinions and beliefs of the group to which the individual
rcfers for guidance. Such groups known as reference groups
would be responsible, according to the theory, for deter-
mining whether = pcrson is gatisfied vith a job or not;

t

satisfaction would depend upon whether or not the job

ceees /=0
l
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meets the intercsts, desires and rcgQuirements of the
reference group. Hulin7 obtaincd strong support for this
hypothesis inya study involving female clerical workers.
With job satisfaction being held constant, he found that
a person living in a well to do locality was likely to
like his or her job; this may be attributed to the fact
that individuals from thcse .localities have a higher
reference level in evaluating job conditions (needs).
There arc saome support from other studies for the Social
Reference Group Theory; but like others of its kind, it
cannot claim to provide explanations for all phenomena
encountered. It is obvious, for instance, that whill man
many individuals are influenced by opinions and group
evaluation of ecnvironmental phenomena, many are not so

influenced to any great extent.

Herzeberg's FMotaivatey Hygicne Theory has stimulated a lot

of rescarch; its findings have, however, not always satis=-

L4
fied its assumption. 1t was decveloped by Herzeberg Mauser

and Shyderman and i ts rationalc is providcd by Maslow's
(1964) theory of a prepotent hierarchy of necds. According

to this theory man's nceds are satisfied or fulfilled in

-

i

a certain hierarchy of importance. Thus, certain basic:

psy chological neceds such as those for food and water, for

1

-

7

C.L. Hulin; Effects of Community Characteristics on

mecasures of Job Satasfaction: Journal of Arplied Fsychology,
1966 Vol.50 . (Pages 185 - 1392,

0.00010/"0000-0
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security etc. must be satisfied before the emergence of
other social needs such as 'those for belongingness, lpve,
recognition etc. Again the satisfaction of these ncedé 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 basic needs
are genecrally satisfied and pcnce job satisfaction will
usually be dependent upon the fulfilment of the higher
order needs in the hierarchy (self actualisation etc.).
These considerations led Herzberg to propound the two
factor theory of job satisfaction, whose propositions m;y
be summarised as below 3

(a) Job Satisfaction is a function of trhe cnvironment,

supervision, co-workers and gencral job content; these

may be termed as the "hygiene” factors.

(b) Job Satisfaction is a function of challenging

stimulating work activities or work contcnt,.thcse

are termed as the "ictivator" factors.

A qfeat d cal of the evidence which did not support
Herzber's porpositions was attributed to the use of
restricted samplzs of occupaticns and the methodology of
data collection e.g. the use of open-end reporting in which
subjects were required to describe their most satisfying

and dissatisfying incidents in a job. While a number of

studies point to these limitations and a tendcncy towafds

= 0.--.11/-0000
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over simplication therec is some reason to believe that
motivators are considered more important than the hygiene
factors in job satisfaction. This findincg, acco~ding to
Korman8, cag probably be accounted for in terms of the
Social Reference Group theory.

Thus it scems as if need fulfilment themseclves and
Social Reference Group theories are the most achuate\’
cxplanations of job s atisfaction. Research has had some
limited success in attempfing to intcératc 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 problcm of assigning w eights to each theoretical
explanation in an integrated theory.

A great deal of research however has not been
concerned with jus tifying theorctical assumptions but with
trying to discover what factors determine or arc related to
Job satisfaction. Ffindings in this direction bhave discov;red
relationships bctween job satisfac+ion and factnrs such as
occupation level, the content of the job, lcadership and
supcrvision, pay and promotional opportunitics, working

!

conditions and inter-relations in the work group and

——

BA.K. Korman -: Industrial and Orgenisational Fsychology;
Chaptor VII, frentice Hall, New Jersey, 1971

oooo.12/"bo-. i
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personal factors s uch as the age and educational lcvel of
workers. Samctimes therc have bcen explanations provided
for these relationships on the basis of the need fulfilment
and social reference group theories.

Job Satisfaction $ Definition:

-The termsjob satisfaction, Jjob attitudes and morale
are often used synonymously aé reflecting effective
oricntations on the part of the individual towards his job.
A positive oriecntation towards one's job may contribute to
job satisfaction, -eince the lattcr comprises a number of
rclated necds. Job satisfaction may further contribute to
morale., M.L. Bluﬁ has defined job satisfaction, "as thc
result of various attitudes thc cmployee holds towards his
job, towards rclated factors and towards 1ife' in gencral.9

This complex of various attitudes is rclatcd to many
needs connected with work, wagcs, supcrvision, stcadincss
of employmcnt, promotion prospccts, relationship to

[ 4
associates and collecagues, and many other specific factors

play their part in making the worker satisficd or dissatis-
fied with his job. Apart from thecse, his own needs and
aspirations,’gcncral adjustmecnt, as well as bis s ocaal
relationships may have a vital role in determinang job

satisfaction.

Im.L. Blum and J.C, Naylor, Industrial Psychology: Its'
theoretical and Social foundation, New York, Harper and
Row, 1968 (pages 350-353).

'000013/(—lb.l
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In short "job satisfaction may be cxpressed as a
generalised attitude resulting from many specific attitudes
of an individual in thrce areas, viz. specific job factors,

‘individual adjustment and group relationships."10

Hoppock views it "3g any combination of psychological,
physiological and cnvironmental circumstances that causes
é person truthfully to say, "] am satisficd with my job".11

Bullock in his study of~social factors related to job
satisfaction has decfincd it "as an attitude which results
from a balancing and summation of many specific likes aqd
dislikes expericnced in connection with thec job ..... tHcse
evaluations, may rest larggly upron one's own success or
failure in the achicvement of personal objectives and upon
the perceived contribution of the job and company towards

thess ends".12

Smith-in his 'tsychology of Industrial behaviour'

holds that "job Satisfaction is the employcc's judygment of
- [ 4
how well his job on the whole is satisfying his various |

necds.“13

"Ou. L. Bium, Ibid 9. 4
11

12R.P. Bullock, "Social factors relatcd to job satis faction",
Research Monograph, No.70, Columbus. Ohio State University,
Bureau'iof Business Research 1852.

1BH.C. Smith; Psychology of Industrial Behaviour, Newyork,
McGraw Hill, 1955,

R. Huppock, Joh Satisfacticn, Necw York, Harper 1935.
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For the purposc of this anvestigation i* will be
assumcd that thc fulfilment of certain needs related to
a job would detcrmine the satisfaction dcraved from it.
Further it is mainta ined that these needs would not all
be considered cqually important. The mode of mecasurement
of Job Satisfaction adopted for the present study is
presented in detail an Chapteé 111 whach deals with

preparation of the Tools (page 54).

1.03 s LEADLCRSHIP

T

I1ts Concept and Definitions ¢

The term leadcrship has a wide connotation. To some,
lcadership may mcan a property of a group, whilc to others
it may rcfer to the charactcristics of tkc individual. To
those who emphasise group lcadership it may be synonymous
with prestige, with the holding of a particular office of
with thc performance of activitics important to a group or
with an emotional rclationship between the ls;dcr and the ¢
¢roup. To those who stress the indavacdual aspect of lcader-
ship it may mean the posgcssion of certain personalaty
charactcristaics such as dominancc, control, &ggrecssiveness etc.

Kerth Davis, an 'Human Behaviour At Work', states that
"Leadcrship is the ability to persuade others to scek

defincd objectaives enthusiastically. 1t is the human

-t-.~1s/"'.cao
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factor that binds a group together and motivates it
towards goals .......... It is the ultimatc act that
brings to success all the potential that is in an
organisation and its people"14.

According to Katz and Kahn15 there arc three major
meanings attached to the concept of leadership in the
social ‘science literature; a positional attribute, a
personal characterastac and a catcgory of behaviour.

These three major meanings can be made clear in
certain of the definitions which follow.

Pigers in 1935, defined leadership as "a process of
mutual stimulation which, by successful intcrplay of
relevant differences controls human energy in +he pursuit
of a common ca usc".15 This definition clearly cxprecsses
the notion of dyna%ic interaction between a lcader and

followers working towards ggrecd upon goals. Thec same

14Kerth Davis, Human Behaviour At Work, S5th ecdn.
MctGraw Hill Book Company, Newyork 1977 (p.107)

5Daniel Katz and Robert Kahn; Thec Social FPsychology
of Organisation; John Wiley, Newvork, 1966 (p.301)

1EF‘aul J.W. Figers; lLeadership snd Dominction; loughton

Mifflin, Bogton 1935 (p.16).
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!
{heme is evident in Stodgill's definition, "the process

(act) of influencing the activities of an organised group

in its efforts towards goal setting ancd yoal achlevement."17
Hamphill proposed a morec action-oriented definition

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

interaction as part of the process of solving a mutual

H

problcm".18 :

Lipham, in differentiating leadership from admini%tra~
tion modified the Hemphill definition only slightly,
defining leadership as "the initiation of a new structure
or procedure for accomplishing an organisation's 'goals
and objectivcs'"19

This definition calls attention not only to action but
to specific kinds of action: gecal attainment or goal charge.
The definitions prcsentcd above focus on leadership

as a process. As-this procecss involves people who are

leaders more clerity about it can be obtained by

attempting to arraive at a definition of leader.

1TRalph Stogdil, "Leadcrship, Membership and Organisation™ |
Psychological Bullctin Vol. 47 (January 1950) (p.4)
18John K. Hemphill, "Administr ation as problem solving in
Admin istration theory in Education; Andrecw W. Halpin ed.
Chicago Midwest Administration Centre 1958 (p. 96)
/

9Jamcs M. Li baﬁv, "Lcadcrsbip and Administration in
Behavioural Sciencec and Educational Administration ¢ The
sixty-third year bcok of Griffithed Chicago; The Society,
1964 (p.122) !

I NV
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Halphan notes that the most common usage of the term

20
lcader 18 "“in relation to an outstandang member of a class."

-

The school cxecutive or Frincipal/Hedadmaster qualifics as
a lcader according to’ this definitaon in that he is
"outstanding®™ by virtue of his assigned responsabilities.
;nterestingl§ it would be possible to.convert any of thec,
preceding definitions of lbadership to definition of leader
by single word changes. Thus the leader is the individual
responsible for "the process of mutual stimuylation ....."
(Pigers)s the process of solving mutual problem" (Hemphiil)z
"the initiation of a new structure or procedureﬁ (Lipham).
Ficdler, aftecr review ing the definitional problems, defines
the leader as "the indl;idual in the group, given thec task
of directing and co-ordinating tasks relevant to group
activities or who, in the absecnce of a désigna+cd le~der
carric8 the primary responsibility for performing these
functions in the group."21

Approaches may also be made in terms of traits

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

functions - the activities, performances, acts of group

2DAndrcw W.Halpin, Theory and Research in Administration -

Mac Millan, Newyork, 1966 (P.B1).

21Fred E. Fiedler; A theor§ of leadership Effectiveness
McGraw Hill, New vork 1967 (p.8)

000'18/-0-00
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mémbcrs (including leaders) to achievo ccrtain outcomo,
i.o. éroup goals, maving group to goals, improving Quality
of interaction amongst members, building cohesiveness,
making resourccs available to group. This has been stressed

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

Lipitt etc.22

Leadership functions : Most rcscarchers acsumc that leaders
exert morc influence on a groug than ordinary members.

There 4s, however, no agrecment about what kind of indlucnce
this is or in what arcas/domsins it occurs. Cattell
suggests that all group functions (membcrs' action to help
group to achieve desircd stetus) arc lcadérdhip functions,

~

€.g. aghievement of goals, human relationships,satisfaction
of members, minimum cost to members ctc. 6thcrs like
Kretch and Crwtchf‘icld23 restrict thcmsclves to more
restricted notions such as planning, decision making,
co-ordinating e.g. planning, policy making, c;peftise-
controlling internal relationships, awarding rewards/
punishment etc. Fresent research does not cnable us/to
clearly specify what lcédcrship functions are. Hence it
may be more profitable to identify group functions and

what dctcrminecs thcir allotment to ccrtaim offices or

individuals.

2Dorwin Cartwright and Alvin Zander; Group Dynamics
Part V Chaptexr 24; Fage 304 ;Tavistock Publications,
London 1953.
23D. Cartwright and A.Zander; Ibid 22, p.305
/

)v77'19/"s’.oo
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R

1t must be realised that ccrtain bchavéours which serve
graup functions in certain circumstancee/si;uations 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
when the plane crashes and survival is thc main aim of the
group. Different situations seem to rcquire different
behaviours to promote group; function.

Fiedler's study suggests that leadership functions in
a group may be determined by the degree of group structure,
highly structured groups may be those wherc members ére ab

able to verify correctnoss of group's decisions, group

duties are clearly stated and fewer paths and steps are
required to reach group goals, Eicdlcr suggcsted that
effective leaders tend to be more assertive in more
structured situations and give more freedom to group
members and arc more supportive in less structured

gsituations.

~

Iwo besic types _of Group function : Most group objectiles
may be classificd under two hcads - (a) those concerned with
thc achievement of some group goal and (b) those concerned
with maintenance or strengthening of thec group. Examples

of grouplpchaviour promotinc group goal achievement are,

(1) initiates action (ii) kceps members'attention on the

ceees20/=0..,
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goal (iii) makes information available (iv) clarifics
issucs’(v) evaluates the quality of work done (vi) makes
expert information available. Examples of bebaviours
serving group (maintenance) functions are 1 (i) keeps
interpersonal reclations in chcck/pleasant (i1) arbitrates
disputes (iii) provides encouragement (iv) stimutates self
direcction (v) inpreascs.in&crdepcndcnce among members etc. 28
It must be realised however that group achievement and
.maintenance -functions may be rclated thus in promot;ng the
solution of difficult problems; group sclidarity may be
achieved by promoting one function, may be, at the expense
of another, e.g. in motivatin: a group towards a goal,
internal friction may be encouraged even though +hc cnd is
achieved.

Many studies have revéaled that -specialists (leaders)
may emcrge in these two functions - goal (task) achievement
and group maintenance in a family for example a‘fathof is
usually the task spccialist and éhe mother the social ‘
emotional specialist.

Factor analytical studics have indicated that these
two factors - task (goal achievement) and group maintenance -
account for as much as B3% of common variance lcader

behaviour. Sometimos these fabtors have been termed as

"initiating" and "consideration" structures. Gencrally

— . e o e

24D, Cartwright and A. Zander; Ibid 22 p.306

-'00021/-.0.- v
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leader bghaviour which is high on both thesc structures
would increase group effectiveness.

It has beecn noted that thrcats to group maintenance.
functions,K often results in lcadcrfhip emerging to enhance
these functions. This may not be an invariable "law of
lcadershig® but it docs seem possiblc that groups haWe

tcndencies towards self preservation. /
Similarly goal (task) achicvement functions bccome
more valuable when groups accept important goals and if
such goals are threatened.
For the purpose of this study it was proposed toc adopt
tcn leadership characteristics (five of these concerned
with the achicvement of somc group goal and five of these
concerned with the maintenance or strengthening of the
group) for investigation. The following characteristics/
leadership functions arc listcd which were used for further
work in thc construction of rating scales 'to be used in
this study. A momber. of studies in leadership had rev;alcd
that these characteristics were frequently mentioned.
1. Initistes action -
2, Hclps to fodus members' attention on group goals.
J. Clarifies problems.
4., Makcs information availablc to all members.
5. Evaluates quality of work done.
6. Helps to maintain good relationship in the group.

‘

7. Settles disputes between members. :

0-...22/‘0.-.
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8. Provides‘cncouragcmcnt when recquired.
9. Stimulates sclf direction.

10. Exercises inter-dependence among members

The present study was conducted by the investigator
to assess the job satisfaction of Secondary School teachers '
and its relationship to pe;ccptions of lcadership charac-
teristics of their Heads/Principals. It was presu%od that
very few studics rclated to this topic have boen conductcd‘”
in this part of the country. Some of the:rcasons Justifying
the nced for a study of this type may be stated in the
assertions that follow 3 x

Austin A.D.Souza25 in his book, 'The Human factors
in Education' bhas pointed to the importance of job satis-
faction as an esscntial elcment in effective teaching. In
his own words he states that 'A satisfactory and satisfying
philosophy of life is the best possession of <« tecacher amid
the shiftin¢ sands of modcrn life, Qithout it he will %e
like a ship without & rudder, and will bc in ygrave dangecr
of sufferiny shipwreck and cerrying his pupils in
destruction with him.'

The process of education,it is agrecd generally, is

T

linked with productivity and national dcvelopment., It

would, hence, be justified to assume that satisfied and

-—

25Austin A.D.Souze; The humgn factor in Education, Orient
Longman Ltd. Calcutta 1969 (p.272)

.....23/-....



- 23 -
devoted teachers would make a better Jjob of their vocations
and hence promote the national cause more effectively.

Job satisfaction is closely related ts thz mental
health of the teacher. A sound mental health remains the
sine-qua-non for the worker to be effective at the optimum
level of his efficiency. Th:s mental health is obtained
an the satisfaction of the workers' basic human needs. The
extent to which the teaching profecssion provides opportu-
nilics to gratify the ncéds of working teachers enables them
to obtain satisfaction and hence contributes to the
development of a decsired level of mental hecalth.

Amon% the many factors which may be considered with

Job satisfaction apart from the fulfilment of needs

related to a job, supervision or lecadership, may be an
important one. It is the Headmaster or pr%ncipal who Has
to set the tone of a school, tc make people follow a
desired path and to achieve the yoals set Hy the school
authorities. ¢

The success of any school organisation depcnds to a
large extent upon the quality of the ferscnnel cngaged in
the educational process and upon the cffcctiveness with
which thecy dischbarge individual and group responsibilities.

The principal is onc of the most important persons in the

-
'

process of school education. It 1s he who exercises control

over or manipulates other elements in the system in order

ceeedsl25/ =0t
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to achieve prc-dertermined objectives. Therefore the
success of any educational organisation depcnds to a great
extent upon the effective behaviour and functioning of the
principel or head.

Mary C. Nileszs in thc "“Essence of Managcment®,
pointed out that, 'getting the best out of people in their
day to day lives is not anfeasy job'. The variety of factors
which makes the workers decide to give of }hcir best or not,
to worg~hard or to go slow, to cooperate or to go against,
are to a great extent due to the influence of mind and
emotions. Amoig the many factors which necessarily affcct,'
the mind and the emotions of the workers, sdpcrvision is
of spccial significance. /

The attitude of the Supervisor or leader, the way in
which he speaks and his. response éo the problems of ihc
workers, how he gives hié advice, allows them to utilise
their understandings and wisdcm in work and crca£cs a team
spirit in them, plays an important role in crecating bet;or
human relations or disturbing them

{n view of the above asscr%ions, it was maintained

that this study was worth undertaking.
1.05: OBJECTIVES OF THE STUDY !

(1) To asscss the job satisfaction of Secondery School

26

Mary Cushing Nilcs, "The Essence of Managemecnt™; Orient
Longman, Bombay 1956 (p.83)

-
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|
teachers in Shillong and identify the cxistence of any
trends/pattcrns in the dastrabution oﬁ mcasures of
job satisfaction.
(2) To investigate whother job satisfaction is
associated with the type of administration (Governmaét/
Deficit/Private etc.) of the schools under invastigation'
\ (3) To investigate whether differences in job
satisfaction of teachers are associatecd with factors
such as s&x, religious background, age, qualification
and expcricnces (in terms of duration of service) of
teachers in the sample.
(4) To investigate the lcadership charactecristics of
Frincipals or Hcads of these schools as perceived by
teachers in the schools subjected to investigation.
(5) To investigate if therc is any gssociation between
Job satisfaction of tcachers and‘}hcir perception of
leadership characteristics of trincapals or Headsi of
the schools concerned.

[ 4

1.063 STATEMENT OF THE FROBLEN

The titlc of this study hss becn stated as "A STUDY OF
JOB SATISFACTION OF SECONDARY SCHDOL TEACHERS InN SHILLONG
AND LEADERSHIP CHARACTLRISTICS CF THE HEADS/PRINCIPALS",
1.07s SCOPE AND DELIMITATION OF THE STUDY 3

Prior to attcmpting @ Statement regarding the scope of

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

ceres26/=ian,
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Shillong the locale of the study. Shillong, the capital
of Mecghalaya, is a lovely hill station located on the
northern slope of the‘Shillong Peak, thc highest peak in
the Sta¥e., The Khasis, Jaintias and the Garos are the
main tribes that form the bulk of the pupulgtion in the
town. Besides these there are other communities like the
Mizos, Nagas, Assamecse, Bcngalces and others who constitute,
the minority groups in the éown. Shillong is considered to
be one of thc prominent ¢ducational centres of North Eastern
India; At present there arc 49 high schools in the Shillong
Municipal arca. These schools are managcd by differcnt
agecncies and tecrmed as Government High Schools and Public
schools administered by thec State Government; Deficit and
Adhoc schools manaycd Ly the Missionary and local bodics,
somc of whom get grants from the Government, and Frivate
schools which arc managed solcly by individual men and
womcn and in some cascs by local bodics

The preseont study will be restricted to the followithg 3=~

(1) A samplc of 20 Secondary schools situated in

differcnt localities of the Shillong Municipal area.

(2) Teachers involved would be drawn from the above

/
)

mentioned schools.

e 2T/~
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For mcasuring Job Satisfaction of tcachcrs, only
6 nceds (related to Job Satisfaction) would bc ¢
chesen for the final instrument.
For mcasuring thc Lcadership characterastics of
thc Heads/Principals a limited number (6 cha-
racteristics) of leadership characteristics were

chosen for the final investigation.

0
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CHAPTER 1]

2.00 : REVIEW OF RELATED LITERATURE

In this prcsent chapter an attempt is made to proride
a rcview of the litcraturc rclevant to this study. This
rcview includes studies of Job Satisfaction conducted both
abroad and in India.

Whilc many studics have becn carricd out on Jab
satisfaction and its constituents it may be pointed out
that studies which conccntrate on job satisfaction of
teachcrs are fcwer in number whcn compared to those
involving Industrial workers. fany investigations used
Jjob satisfaction as an indepcndent variable and tried to
correlate different factors of workers or bebaviour such
as production,'abscntecism, accident ratc and turn over. -
Other investigations used job satisfaction as a dependent
variable and tried to establish iis relationship with
personal variables suych as agc, sex, education, ment?I
state, number of dependents, caste etc. In such studich
a great many co-relational patterns have been obtained.

The most‘commonly used tools for mecasuring job satisfaction

are in the form of Questionnaires, Rating scalecs, Lheck

~lists and Intervicws, In some studies the fulfilment of'

necds seem to bec an important factor of Job satisfaction.

-One of these which was conducted by Schaffer in 19531 seems

to have a close bcaring on this present study and therefore

it will be subj)eccted to more detailed rcview than thec others.
!

1Robert H. Schaffer; Job Satisfaction as related to nced

satisfaction in work. Reported in Fsychological Monograph
1953, Vol.67 No.14 (pp.r1-29).

000.030/-000-
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2.01 s Studies_Conductcd Abroad :

2.01 (i) 3 Schaffecr in his study was concernecd with human
necds in jobs/waork and thcir satisfaction. He congeives
of work as potential satisfier of bothb primary and s ’
secondary needs. He agrees with HQndricks2 that work
satisfaction consists of both primary and sublimative
satisfaction. In his study Schaffer attcmpts to examine

need satisfaction in work and its rclationship to job

adjustment or "Satisfaction".

A theory of_Job_Satisfaction 3 Dutlinc of_ Schaffer's Study:

Work is seen as a special arca of bhuman bechaviour and it is,
e

felt that whatever psychological mecchanics operate t? make
people "satisfied" or "dissatistied" in gencral will also
opcrate—in their éphere of work making thcm satisfied or
dissatisfied with it.

States of tcnsion or dissatisfaction arc aroused when
an individual is unable to satisfy some of his neceds. In
_ any individual in a given situation tﬁc amount of tensio%
or dissatisfacticen is detcrmined by (a) thc strength of
his nceds drives and (b) thc extent to which hc can pcrceive

and utilise opportunitics in the situation for thc

satisfaction of those nceds.

—

2Hondricks, I. Work and plcasurc principle, Psychnlogical
analysis; Quarterly 1943 12 pp. 311-329,
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T

Thus to undorstand why an individual i% dissatisfied with
his job, onc would nccessarily have to know thc extent of
his nceds which are not bcing satisfied and thc relative
strength of those needs. Stated formally this thcory states,
"overall Job satisfaction will very directly with the extent
to which those nceds of an individual which can be satigfied
in a job are actually satisfied, the stronger the nced, the
more closcly will )Job satisfaction dcpend upon its fulfilment®.
In his study Schaffer devecloped his own Lucstionnaire
and it was designed to mecasurc thrce variables - (a) the
strcngth of the needs selected, (b) the dcgree to which
each of thc nceds was bcing satisfied in thc individual's
job and (e) thc individual ovcrall job satisfaction. Twelve
of these nceds werc subjeccted to mecasurement. Thecy are given
below with their dcfinitions.
(1) Recognition and Approbation 3 The nced to Rave one's

self, onc's work and ather things assnciatcd with onc's

"

self known and approved by othcrs. ‘

(2) Affcction and Interpersonal Rclationships 3 The need
to have a feeling of acceptance by and belongingness
with other people. The ncod to have peopls in work
situation with whom these relationshipé may be formed.
(3) Mastery and Achievement 1 The neced'to perform
satisfactorily accordiné to one's standard or the nced

to perform well in accordance with the sclf perception

of oneg's abilitics.

...-032/-0000
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(4) Dcminance : The nced to have powcr over and
co;trol over others.
(5) Social:Welfarec : Thec nced to hclp others and to
have onc's efforts result ain benefit to others.
(6) Self exprcssion : The nced to have onc's behaviour
consistent with one's sclf concopt.
(7) Socio-cconomic status : The nccd to maintainIono'a
sclf and onc's family in accordance w;th certain group
standards with respect to material matters. |
(8) Moral Value Scheme : The nced to have cne's
behaviour consistent with some moral code or structure.
(3) Dependence : The need to be controlled by others.
Dislike of responsibility for one's own behaviour.
(10) Creativity and Challcnge : The neecd for meeting
neﬁ problems requiring initiative and inventivcngss
and for producing new and original works.
(11) Economic Security 3 The need to fctl assured of a
continuing income. Unwillingness to take a chance In
any financial matters. )
(12) Indepcndcnce 3 The nced to direct onc's own

behaviour rather than to bc subjectcd to the

direction of others.

The Sample : Schaffer distributed his CQuestionnaire fhﬁough

various agencies to individuals who were willing to

co-opecrats. No effort was made gt scleccting thc sample;

ceeeddI/=euen
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anonymity was ensurcd by providing for individuals who
reccived the Questionnaire to mail it back to thc author;
thus there was no way of knowing on the part of the
distributor as to wgo had and who had net rcsponded.
Considering thc respondents, thc author comments that
while it was certainly typical of the work force, it
could not be considecred tg be a random sample of such a
ropulation. Hc intentionally issued his (ucstionnairc
to certain seclcct groups as hc wanted to issue it to
people who had a certain mecasure of verbal gbility.
However he contends that thc natur; of the samplec docs
not destroy the utality of his findings. The
psychological factors he was investigyating would appcar
universally and not in any single occupational lcvel or
group. A total of 72 individuals rcspo;éod to the
qucstionnaire.

From his study Schaffcr rcportcd that the
strongest ncgdq of his group were crcativity, mastery
and social w01fa}c. It was 21so revealed that the
mcasure of thc extcnt té which each individual's most

important nceds wcrec satisficd viclded the best

prediction of his overall job satisfaction. !

.-.-.34/‘.-..
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2.01 (ii) : Vroom (1962)3 stressed the importance of
ps&chological nced satisfaction in job satisfaction.
Jobs Qlich afford opportunitics for individual judgment
and‘initiatin, chances for the development and use of
aptitudes aﬁd pcrmit some kncwledge of rcsults are more

satisfying than thosc which do not previde for the

fulfilment of thesec necds.f )

{
2.01 (iii) s Robert Huppock4 conductcd a survecy on a

samplo of teacherss 500 indavaduals from 51 urban and
rural communities were administered 4 attitudc scales
on Jjob satisfac@;nn. A combination of thesc yiclded a
measurc of Jjob satisfaction. Then a comparispn was made.
betwcen the 100 most satisficd and 100 meost dissatisfied.
Some of his findings revealed that thc bettecr adjusted

tcachers,were morc satisficd, the satisfied werc more

recligious and felt more successful than thc dissatisficd.

— — ————— . . ———

- —— —_— L.

3V.H. Vroom, Ego—involdEmcnf, Jnb satisfaction and
job performance, tcrsonnel fsychology XV 1962 (pp.159-177)

AR. Hoppock 1935 in Job satisfaction as quoted in Job
Sg3tisfaction, Chaptcr IV. Industrial Fsychology and its
social foundations (ed) M.L. Blum, Harper Bros, Newyork
1949 (pp. 78-105)
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Also the satisfied enjoyed bettcr human rclationships with
Supervisors and associates. Family influences and higher

o

- social status wcre other fcatures distinguishing the
satisfied. '
Some of the studies have concentrated on the factors
assnociatcd with job satisfaction. Thecse may be divided
into two types - those whichfstrcss thc charactcristics of
the individualland those which strcss the characteristics
of the job. Among thc individual charactcristics chosen
by workcrs to study their reclationship to Jjob satisfaction
mcntion may be madc of the followings individual
differences, age, education, sex, intelligence, occupational
level ectc. Important factors rclated to job satisfaction
which have bcen mentioned in various studies include,
organisation and managecmcnt, immediatc supervision, sSocial
environment, communication, security, monotony and pay.
Belcy arc somc of the studics of factors of job

satisfaction carriecd out by different rcsearchers :-

¥
Individual Characteristics :

2.01 {iv) ¢ Age - Divergent results werc obtained’ in

H
+

studics relating Job satisfaction with age. Somec find an

incrcase or decrcase in satisfaction with age; others find

no rclationshap at all.

---.u3w‘6/—o~o-
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Hcrzberg and othcrs5 proposcd that therc is a
significant relationship betwecen age and job satisfaction.
Spccifically they indicate that marale is high for young
workcrs immediatcly after cmployment, drops sharply after th
the first few ycars and then begins to climb as workers
continuc on théir job. Thecy explain that carly satis-
faction is due ,to thc newness of -the job. Dissatisfaction
sets in due to uncertainty, lack of seniority and security.
Some recent findings however disagrec with such trends.,

J. R, Block7 and others attempted to investigate
correlatcs of job satisfaction among yroups of disabled
workers taking age as onc of the variables. oThc study
involved 249 physically disabled employees working in
ABILITILS INC. ALBERSON, NMEWYDRK, Results of +his study
rcvealed that there is higher job satisfaction among
older employces.

'
—— —— —— — e -

F. Herzberg et al Job attitudes Revicw of Research and,

!
opinion : Pittsburg Psychological Service in Llenn P,
Fournctt et all Chapter XX in theory and practice of
vocational Guidance (Ed) by B. Hupson and J. Hayes
(pp 257-275). '

6Glcn P. fFournctt ibid S.

7J.R. Block et al, Fersonal and Guidancc Journal 1964.42
(pp.B805-810).

1
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Korman8 rcported that research trying to establish
a relationship between age and job satisfaction, holding N
occupationél level constant secms to indicate a generally
positive relationship upto @ certain age and a sharp' ,
decrecase therecafter. Frobably Jjust after retircment an
individual is given fewer prestiyicus tasks and hence tends

to value his Job lecss. .

2.01 (v) Educational level s Volwer and Kinncy9 fcund 8

negative rclationship botwecen cducational level and job

1

satisfaction.

.

AR consistcnt trend of cvidence indicates that with

occupational lcvel held constant therc is a negative |

rclationship bectween educational level and job satisfaciion 0+

2.01 (vi) Sex : Bryan and Boring’ziin a study of FPh.D,
studcnts in Fsychology betwcen the years 1921 and 1940
found most of thcm were satisfied - both men and women;

women often rcportcd that marriage and profession are in

conflict. ‘ f

Hulin and S‘mith13 contcnd that it is not sex pgr 8¢

e+ - C————————— . . > Wo—r. ————

BA.K. Korman, Job Satisfacticn (Chapter VII) in Organisational
Fsychology. frentice Hall lnc. New Jersey 1971

9H.M.Volim@r and J.A. Kinney; Age, Education and, Job
Satisfaction Personncl 1955 XXX11 (pp 368-43)

1DR.J. Cantrcs and H,Centril; Income, satisfaction and lncbmg
aspiration: Journal of Abnormal 3ocial Fsychology 1946; in
A.K. Korman, Ibid B.

11S.M.Kleimand J.R., Maher; Education, levcl and satisfaction
with pay: Fersonnel Fsychology 1957, 3, 75-84 in A.K.Korman
Ibid 6. .

{
12Br_yan and Boring; Job satisfaction, Recscarches of 1946-1947
reportcd by R. Huppoch et al in occupatian, Vol.27, 1948
(pp 167-175).

13Hulin and Smith in Job satisfaction: Issues and Problems,
Glenn P, Fournet oupcit 5
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that is related to job satisfaction but the entire constel-
lation of factors related to sex, i.e. pay, Jjob level,
promotional opportunities. HerzBerg and others (1957) reported
that the greater variability 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 ma&\be different.

Korman (1971)14 reported khat there is no consistent
evidence as to indicate that womecn are more satisfied with their
Jobs than mcn holding such factors as job and occupationa} level

constant.

2.01 (vii) Dccupational level 3 One of the most consistent

findings in all research literature on job satisfaction is that

the higher the level of job the greater is the sgtisfaction.

Clearly a person who holds a high level job is more satisfied
with it than a person who holds a low level position.

Super18 has also noted a significant but not linsear

14

155.w. England and- L. Stein. The occupational reference group -
a neglected concept in employeces' attitudes: Fersonal Psychology
1951, 14, 299-304 in A.K. Borman, Ibid 8

16F. Herzberg et-&l; Job attitudes: Reviecw of research and
opinion, Pittsburg, Fsychological Service of Pittsburg in e
A.K. Korman, ibid 8.

17V.Vroom, Work and Motivation; Wiley, Newyork 1964 in
A.K. Korman, ibid-8

1BD.E. Supsr, Occupational level and Job Sa‘isfaction: Journal
of Applied Fsychology, 1939, 23. v /

A.K. Korman I1bid B ¢

ct.-o39/"'oooo
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relationship b:ztween satisfaction and occupational level with
satisfaction greater at the higher levels, Centresand Eantrilg19
also came to the same conclusion.

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

in pigh status Jobs reported more ego satisfaction in their work
than those holding lower positions,

Characteristics of the Job

Studies in this area have been undetrtaken employing Jjob
factors as the independent varisbles and satisfaction as a
dependent one. Some of these studies are commented on as bglow :=-

2,01 {viii) Leadership and Supervision : Chase's studies21 which

involved over 1800 teachers found thzt an important factor relating
to sstisfaction for teachers was the dynemic and >« stimulating
leédership of the Principal. Trvachers also emphasised nelpfulness,
opportunities for professional growth, respect and friendliness

as administrative qualities which ' ocontributed to job satis-
faction., Bidwell®? in a related studys;.-

19

20

R.J.Caentres and H,Cantril Ibid 10

G, Gwim,J.Veroff and S.Feld,Aﬁérican view their mental health;
Basic Boeks, New York 1960 in Glenn P.Fowrnet Ibid 5.

Francis S.Chase,"Professional Leardership and Teacher
Morale" Administrator's Note Book.Vol=I (March 1953 Pp 1-4)
also his " Factors for satisfaction in teaching”., Phi Delta
Kappan Vol.33 ( November 1951 Pp 127-132) in Tne New School
Executive : A Theory of Administration (Ed, Thomas D.
Sergiovenni and Fred D, Carver. : Dodd, lezd and Company

New York 1975.

22

Charles E, 2idwell, The Administrative Role and satisfaction
in teachiug Journel of Educational Sociology Vol. 29

September 1955 (Pp 41 - 47) In Thomas Sargiovanni and tred
D. Carver. Ibid 21,

21

L 40/-
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found that teacher satisfaction depends upon teacher !
expectation of how administrators should behave and the
extent to which thesc expectations were fulfilled.

L. Thamas (1956122 in his summary of Research carried
out on Jjob satisfaction pointed out that consideration
reccived from superidrs is first amongst the personal
\relations factors in Job Satisfaction, fair treatment is
universally desired by all ;athorics of workers and '
congenial relations with associates.

' Zgnder and (uinn (1962)24 in a study showed that job
satisfaction is congrucnt with the immediatc supervisor's
personal interest and support for the worker.

There are a number of studies which show that the
leadership of the 'democratic', 'considerate' or
'partacipative' type result in greater job satisfaction
than the 'authoratic', ‘'directive' or 'authoratarian'

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

— —— —

2350L. Thomas; The Cccupational structure and Education:

Job Satisfaction (Chapter 1X); Prentice Hall Inc. 1956
(pp 197-230) y

A.Zander and R. Quinn; The Sociel Environment and Montel
Health Review of Past Resecarch 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.

Vroom (4964) as quoted in A.K, Korman; ibid B.

24

25

' J\ {
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is that considerate leadership lcads to gyrcater satisfaction.

{
2.02 3 Studies_of Job_Satisfaction_Conducted_ 1ln lndia 3

S

Among the studies conducted in India mention may be
made of the following -
2.02 (i) : Anjaneyelu (1968)26 studied Job Satisfaction of
teachers in some secondary schools of Andhra Pradesh. He’
reports that tcachers are not satisfied with their job due
tos (i) inadequate salary..(ii) less academic freedom and
heavy work load. While these were the general causes of
dissatisfaction, there were somc special causes in different
tvpes of schools. In Committee schools the reasons were,
(i) lack of security, (ii) rigid and orthpdox scrvice
conditions and (iii) too much domination by managecment. In
Mission schools, however, the rcasons were, (i) low pupil
standards, (ii) lack of parental co-opcration, (iii) lack of
prospects in the 5ob. In local board schools the rcasons
were, (i) interfercnce by politicians, (ii) lack of suitable
accommodationﬁ In Government schools, (i) rigid servifa
conditions, (ii) lack of parental co-operation and

(iii) frequent transfer, were thc causes.

He also found that the amount of satisfaction differed

26B.S.K. Anjaneyelu; A study of Job Satisfaction in

Secondary School teachers and its impact on the education
of pupils with spe2ial recference to the state of Andhra
Fradesh; unpublished Fh.D 'Thesis Edn. [i.S.U. 1968 in
Second Survey of Research in Education by M.B. Buch(c)

1979; Socicty For Educational Research and Development;
Baroda, India (p 458,462).

ceee 42/
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when male teachers were compared with women teachers dus to
sensitivity in social relationships and academic conditions;
satisfied teachers were found to be favourable to students,
dissatisfied tecachers werc not. '
.2.02 tii) s Lavinga (197&)27 in a study of job satisfaction
among school teachers reported the following major findings:-
(a) Primary school tecachers wcre morc safisfied than
Secdndary school tcachers.: (b) Female tcachecrs were more
satisfiéd than malec tecachers. (c) Job efficiency was
positiyfly corrclated Qith job satisfaction. (d) Young
teachers in the age group of 20 to 24 ycars were more
satisfied in both the groups of primary and secondary school
tcachers. (e) Unmarried teachers wecre more satisfied than
the married onecs.
2.02 (iii) S}ngh (1974)°® conducted a study on teachers' '«
valucs and their reclationship with tcachers' attitudes a&d
Job satisfaction. Some of his findings rcvcaled- that
(a) tecachors werec moderately satisfiecd except with physdical
facilitics, cconomic benefits and administration.
(b) Female and unmarried teachers were more gatisfiéd than

male and married ones.

27K.U. Lavinga; A Study of Job Satisfaction Among School

Teachers. Unpublished Ph.D. Thesis, Edn. Gujarat Univ. 1974
in Second Survey of Research in Education, by M,B. Buch (c)
1979, Society for Educatiobnal Rgsearch and Dévelopment,
Baroda, India (p 438).

28H.L. Singh; Measurement of Teacher Values And Their

Relationship With Teacher Attitudes And Job Satisfaction;
Unpublished Fh.D. Thesis, Edn. B.H.U. (1974) in Second
Survey of Research in tducation, M.B. Buch; ibid 2T

(pp 446-449).
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. , 29
2.02 (iv) s Uniyal (1976) who conductecd a study on
'Job Motivation And Satisfaction of Education' found that .

\
highly satisficd tcachers displayed higher nced for ¢

”

achievement than the low satisficd group. His findings also
revealed that Government school teachers were more s?tisfied
than the fFrivate school tecachers. !

2.02 (v) ¢ In a studyv of Teachcr Pupil Relationship in Higher

Secaondary Schools in Delhi by S.F. Anand (1971)3O theo causes
of dissatisfacticn among tcachers wore categorised under the
following heads: (a) low ;ncomc, (b) low status, (c) bloék
future and (d) poor service conditions when compared with
other professions.

2,02 (vi) :yzakdawala (1977)31 in a study of womcn tcachers
of Secondary Schools in Bombay found that only 41% teachers
werc fully satisfied with their job. The rcasons for
dissatis faction werc mostly duc to crowded classes and heavy

work load.

[ 4
29M.P. Uniyal; 'Job Motivation And Satisfaction Of Education’
Unpublished Fh.D Thesis, &dn. All. University 1976 in
Second Survey of Research in Educetion (Ed) M.B. Buch
ibid 26 (p.502)

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

*31U.J. Lokdawala; The Frofecssional Growth Of Women Teachers
of Secondary Schools of Grcater Bombay; SNDT Bombay 1977
in Third Survey of Rescarch in Education 1979 ~ 1983 (c)
NCERT, 1986 (p 817-818 /
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2.02 (vii) s Gupta (198Q)32 ccnducted a study on job
satisfaction at thrce levels of tcaching which included 765
male teachers from primary schools, secondary schools and
colleges of Meerut Division. Somec of his findings are,
(a) Marital status’, age and tcaching experience were not
associated significantly with the job satisfaction of
secondary school teachers, ((b) Frimary school teachers,were
significantly lcss satisfiéd than Sccondary and Collecge

teachers, (c) Secondary School teachers and Collecge teachers

were almost equally satisfied with thecir job.

2.02_(viii) : Pormal (1980)°° administcrcd a Job Satisfaction
Qucstionnaire to find out thc personality correlates of same
Job satisficd Higher Secondary School teachcrs. His study
rcvealed that (a) aye appears to cxert an adverse impact on
Job Satisfaction; (b) sex produccs differcnces in the level
of Jjob,satisfaction, (c) a ncyative reclationship existed
betweecn lengtE of service and the levecl of job satisfaction,
and (d) teachcrs of Government schools wcre more satisficd‘

”

than those in privately managcd ones.

1

325.P- Gupta; A Study Of Job Satisfaction At Three Levels Of
, T
Teaching; Unpublished Ph.D. Thesis Edn. Mcerut Univ 1980
in Third Survey of Research in Education by M.,B, Buch; 1986
opcit 31 (pp 809-810)

33n. k. Pormal; Personality Correclates Of Job Satisfied Higher

Secondary School Teachsrs; Unpublished Ph.D. Thesis,
Fsychology, Agra University 1980 in Third Survey of Research
in Education; ibid 31 (pp 831-832).
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b

2,02 (ix) s Reddy (1980)34 developed a job satisfaction

inventory to find out the effect of typc of management and
sex on jéb satisfaction of teachecrs. Two hundrecd forty
tcachers working in schools controlled by 4 types of

management servec as subjecct for his study. 0On the basis of
the results obtaincd in his study Reddy draws the following
conclusions : Teachers werec gengrally satisficd with their
Jjob. Men as well as women teachers working in privaté
schools were more satisfied than those working under other
types of‘managcmcnt. Women tecachers in Government schools
and Municipal schools were more satisfied than their male
countcrparts. In the case of private and Zilla Farishad

Schools therec was no significant differcnce,between the
i

lcvels of Jjob satisfaction of men and women . teachers.

2.02 (x) 1 Rao (1951)35 who conducted a study with somc

primary school tcachers found that there was no d;ffCance
between the female and the male tcachers with regard to

thcir Jjob satisfaction. .However, the male teachers were

345 V.R. Reddy; Effect Of Typc Gf Management And Sex On
Job Satisfaction Of Teachers. S.V. University; Tirupdthi
in Quest in Education; Vol.XVII No.4; Octobcr 1980; Indian
Council of Basic tducation, Bombay 1980 (p 460).

355N, Rao; A Psychological Study Of Work Adjustment And
Teachiny Success Of Frimary School Teachers; S5.V. University
1981; N C £€ R T(Finance) in Third Survey of Research in
Education (Ed); M.B. Buch; ibid 31 (p 835). l
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more intrinsically motivatcd., It was also revecaled that
the lcngth of scrvace wa%?%clatcd to Job satlsfaction7
g;gg;iﬁll i Sharma and Gupta (1983)36 in a study attempted
to find out the relationship between organisational
climate and teachers'! job satisfaction by using a Job
satisfaction scale developed and standardised by S.P. Gupta
and J. Srivastava. ' The sample 2nvolved malc and female
teachers from 7 1ntermcdiat£ Colleyes of lioradabad City.

The findings revealed that highly satisfied tcachers
perceive the oryanisational climate of thcir institutign as
characterised by high level of support and satisfaction,
higyh thrust, high democracy and frecdom, high academic
emphasis and high discipline and contrel. 0On thc ather
hand least satisficd teachers perceive organisational
climate in thcir anstitution as characterased by high
lecvels of disharmony, high auihoritarianism and lack of
facilitics.

These findings indicatc that institutions havaing mare
support and sd@tisfaction, cmphasis on goal achicvement in
the raybt daircction, democrataic ways of functioning of

tho principal, cmphasas on acadcmic actavitaics produce ,

368. Sharma and 5. Gupta; A Study Cf The Relationship

Between Organisational Climate And Teachers' Job
Satisfactiont Journal of Edycational Recscarch and

Extension Volume_ 18 Number 3; January 1983; Sri /
Rama Krishna Mission Vidyalaya College of Education; Ta
Tamilnadu (pp 145 - 149),

\
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more job satisfaction in teachers, while institutions having

more conflicts and lackjing cordial rclationships among
teathcré,‘éﬁthoritarian attitude of Frincipals and lack of
facilities produce dissatisfaction among tcachers.

37

2.02 (xii) s+ Shukla (1986) attempted to study the relation-

ship bctﬁéen‘adminiéfrative effectivemcss and job satisfaction.
Hié sampl; consisted.of 120 Basic school tcacher§ of Sitapur
ﬂU.F.). In one §f the'findiégs the investigator rcported thgi”
administrative effectiveness of thc.educational leader seeﬁs

to bc positively corrclatcd to job satisfaction of teachers.
2.02 (xiii) '+ A study of job satisfaction of Scccndaryléchool

Teachers by Falkhiwala (1959)78

draws a gencral conclusion
that a large pcrcentage of tecachers (bectwcen. 65 and BO) in all
types of schools (aided, unaidcd and unrecogﬁised) were

dissatisfied with their job. for ocne rcason or anothcr.

—— —— o———

,37P.C. Shukla s A Study Of Administrativec Effectivencss s Its
Relationship With Tcachers' Attitudes Job Satisfaction And
Morale, Journal of Research And Extension, Vol.23 No.1
July 1986. Sri Rama Krishna Vidyalaya Collcge Of Education,
Tamil Madu (Pp 145-149) '

- !

.,38N.A. Falkhiwala : A Study Of Onc Hundred Cascs Of Secondary
- Teachers regarding Their Job Satisfaction. M.Ed. Dissertatinn
Bombay 1959 in Thc Third Indian Year Book 0Of Education by

- S.B. Adaval, Educationzl Rescarch, N.C.E.R.T, New Dclhi 1968
“{p. 140) - . . '

L7
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2.02 {xiv) s An investigation undcrtaken by Sharma (1974)39
on organisational climate of Sccondary schools of Rajasthan
with the aim of investigating the reclationship betwecen
organisational climate and teachers' satisfaction rcycaled
that a significant positive corrclation was perceived bectween
teachcrs' satisfaction and school climatc involving factors

r

such as leadership behaviour.of thc principal a nd hcadmaster's
effcctiveness. t T
2.02 (xv) s Daryi (1975)40 conductgd a siudy on lcodexrship
behaviour and its corrclates in some Sccondary schools of
Panchmahal Distract. The study aaimcd at identifying leadership
bechaviour gpatterns of prancipals, measurinyg tcachers' morale in
the sampled schools and studyiny ihc intcr—rclat}onship; amony
leadership behavaiour of the praincaipal, organisataocnal climate,
teachecrs' morale a d ctc.

Thec study revealed that lcadership bchaviour dimcnsions
and patterns were found to be significantly rclatcd to

[ 4
variables such as organisational climate, staff morale and

acadcmic motivataion. ‘

3
IM,L. Sharma 1 An Investigation Into Organisational Climatc

0f Sccondary Schools Of Rajasthan in Sccond Survey of Research
in Education by M.b. Buch, Ibid 26 (p.4952)

40p,x. Darji : A Study Of Lcadership Bchaviour And Its
Correclates In tHc Secondary Schools Of Fanchmahal District.
Ph.D. Dissertation, E€ducation, F.3.U, 1975 in Second Survey
of Rescarch in Education by F.B. Buch. 1bid 26 (p.466).
0....49/"...;
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2.02 (xvi) 3 Kolte (1978)41 conductecd a study on job satisfac-
tion of P;imary school t;achcrs whach as a verification of the
generality of thc Two-~Factor Thcory referred to carlier in
Chapter I1I. The main aims of thc study were, to identify the
factors which arc rcsponsible for both the teachers! satisfac-
tion and dissatisfaction and to tcst the validity'of Hergcberg's
two factor theory of Job Satisfaction. The study was conducted
on FPrimary school tcachers from 6 fanchayat Samitices in Buldana
District. Respondints werc askecd to dcscribe onec incident whep
~they felt exceptionally good about their job/apd another when
they felt exceptionally bad about it. In all, 78 incidents
about good feeling and 70 incidents about bad fceliny about the
job wecre collectcd. /

The study yiclded the following findings:

(1) Achievemecnt was rcsponsible for the fceling of
satisfaction in about 42 of the collectcd satis-
faction incidents;

(2) Thirty cood ancidecnts rcvealed reccoynition as'a

’ factor for ‘the feclang of satisfaction from the
Job.
(3) Advancemcnt emerycd as a satisfier in 18 of the
. f

incidents collectcd in conrnection with the

feeling of satisfaction.

41N, v. Kolte 3 Job Satisfaction Of Frimary School Tcachers :
A Test Of The Generality of the Two-Factor Thecory. National
Institute of Rural Dcvclopment, Hydcrabad, 1978, in The Third
Survey of Research in Education, by M.B. Buch. Ibid 31

(pp 815-816). :
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On the wholc Hergberg's dual factor thcory was not
supported in toto by the studg.
2.02 (xvii) : Saxcna (1981)42 vho conducted a study on
Administrative leadership styles and teachers' morale
involvecd 10 principals and 150 teachers of acme collegcs in
Gopcshwar, Uttar Fradesh in his investigation. 1n bhis
study the princapal's style in organisinyg and cxccutin;
various programmes and policiecs and his pattern of bchaviour
in dcalinyg with tcochcrs with a scnsce of recgard for his
position, status 2and rolec has been treated as thc Francipal's
Styio. Morale rcferred to the professional intorest and
enthusiasm that a person displayed towards the achicvement of
individual and group goals in a given job situation. Some
of the findings of the study wcre - .

I
(1) High democratic stylec of the administrator lcads to

high morale of teachers.
(2) High authpritarian style rcsults in’ low morale of
[ 4

teachers,
v ™~

(3) A Laissez faire stylc has a tecndcncy to develop low

morale rather than high moralc in teachers.

——
N

42K.K. Saxena ¢ Administrative Lcadcrship Stvles And Teachers'
Morale. Gopeshwar, U.F., in The tducational Rcvicw, flovember 1589,
Vol. XCV-No. III Madras (pp 191-193)
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2.02 (xviii) 3 Anothcr study on lLeadership Behaviour was
conducted by Naik (1982)43 in somc Secondary schools of South
Gujarat. Naik who studied thc rclationship bctwcen leadership
behaviocur of Headmasters and tcachcrs' morale in the schools
visited by him reported the following findings :-

(1) Integration, (dependent on the lcadership behaviour
dimcnsions) was sig&ificantly rclatcd to matcrial
and equipmént, specaal scrvices and(to SUPEIVisory

-relationchips.

(2) Therec was no significant rclationship between 12
dimensions of Leadership Behaviour involved in his .
study and the ex pecrience of thc Hecadmaster.

(3) Teachers' moralc had no significant rclationship
with the type of school, location of school an
size of the school.

To summarisc the review of litecrature related to this
study it may be concluded that,as Schaffer has suggested,
Job Satisfaction is concerncd wi*h the satisfaction of ‘
_important needs related to a job and the extent of thc
satisfaction of such needs. A number of studics have shown
that certain factors such as intecnsity,loadership, the

salary, the work cnvironmecnt, cxpericnce and qualification

of teachers, the managcment of schools, the sex distribution

43p.c. Naik 3 An Inquiry Into The Relationship Between
Leadership Behaviour Of Sgcondary School Headmasters And
Teachers' Morale. F+h.D. Thesas (Edn.) . S.G.U. 1982 in
Third Survey Of Rcscarch In Education, by M.B. Buch, Ibid 31
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of tecachers in a school, r;ligious affiliations of teachers,
_the agc of tcachers ctc. may be involved in this satisfaction
of nceds associatcd with the job of tecaching in a school. It
is with some of thecsc factors which werc considercd in
framing hypothesis that this study will be mainly concerncd,

especially in the construction of tools to assess job

T
¥

satisfaction. |

To fulfil thec objcctives mcntioned in Chapter 1 and, in
view of the abgve findings in relatcd studies, the folibwing
hypotheses were tcntatavely framcd to aid the prosccution of

-further stages in the study.

2.03 : HYPOTHESES : !

1. Significant differcnces in job satisfaction may
be identifiable between graups 9f teachers
belonging to different varieties of management
(Government, Deficit etc.). |

I1I1. Differcncesin job satisfaction may be identifeiable
between Male and Female teachcrs in the sampls
under investigation.

111. Significant diffcrcncesin job satisfaction would
be identifiable between teachers having different
religious affiliations (Christians, Hindu and
others). '

IV. Significant diffcrcnceé in job sati§faction would

- be identifiable betwsen groups of teachers

catcgorised ' under different age groups/levels.

‘



Vi,

Differencegmay be identifiable in job satisfaction
between teachers of different levels of
experience (in terms of duration of servicel.
There would be a positive relationship between

job satisfaction of teachers and an assessment

of leadership characteristics of Heads/Frincipals

(as perceived b& their subordinate teachers).

.oo-.54/"oo-o
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CHAFTGER-I1I

METHODOLOGY

This chapter deals with the methods and procedures
followed in the present investigation. The present stqu
was conceived with an aim of studying job satisfaction of
school teachers and their perceptions of the leadership
characteristics of their Heads/Friqcipals. In dascussing
the methods employcd by this studyfﬁiggt? have beoecn decalt
with in this chapter :-

1. Selecticn of a represcntative sample.

2. Preparation of the tools.

3. Procedure for date collecctiocn and
adiministraticn of the toois.

J.01 s Selection of a representative sample 3

7

The sample selected for this study comprised of 20 "

Secondary Schools which were selected for investigation e
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 last of schools and their

locations was obtained from the officc of the Inspector of
Scheals, Mawkha%, Shillong. The schools were re-arranged in
lists in accordance with the' different localities in which
they were situatcd ang turther categerisation was carricd
out in terms of their management (Deficit, Private, Adhoc

and etc.).

-
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Tablé 1 belo; shows the distribution of 49 Secondary

Schools in Shilleong categorised according to their locations

i
fom

and management.

TABLE - 1

Distribution of Secondary Schools in_Shillgng /

With their locations and management

L]

_LOCALITY | MANAGEMENT
i Deficit | Ad-hoc | Privete . Government ; Total
. 3 3 : : : .
Laitumkhrah | 5 : 2 ; 4 s 0 s N
Dhankheti 3 H 3 3 3
3 3 I 2 T
Laban i s : : 3
. : : : : . :
Egmparlng . 6 . 3 . 0 . 1 (Public) . 10
: : : s 3
ﬁawkhar : 2 : 4 : 0 ; ‘ 0 : 3
Wahingdoh s : : H 3,
Jajaw ! : g : :
Y : 3 s 2 : 0 : 1 3 6
Misgion : H i H 3 :
Compound s 3 s s s
k] . . o« -~
Malki H s : : H ¢
1.6.P 3 ] 3 K] : 2 : 0 ¢ 6
Sgé;ge : 4 : 1 : 0 : 1 : 6
Polo 3 0 H 3 : D : 0 s 3
Pynthor : : 3 s
- 1 : :
Mawprem i i H ;|
Qualapati : 1 : 2 f 1 : 0 : 4
Total . 22 . _11_ : 7 e 3 : 49
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In selecting the 20 schools for this sample an attempt
was made to select the schools in such a way that the,different
geographic locations/managements etc. are represented in
suitable proportions in ;he sample. The final list of 20
schools seclectcd for the investigation was drawn without bias
so as to represent adocquately the different gecographical
localities of Shillong and 3lso other charmcteristics such as,

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

management {(Government/Deficit etc.).
” I
Table I1 presented below provides a break up of the

sample chosen for investigation.

JABLE - 11
Distrjibution of 20 schools _selected for the sample

—— ——a— -—

LOCALITY : MA NAGEMENT

- T P 1 T N v St

. Deficit ; Ad-hoc , Private  Government , Total
Laitumkhrah 3 T, 3 3
Dhankheti : ¢ ! ! ! 0 : 3 P 6
Laban : N : : :
Lumparing _:“_*'2 : _ 1 _ 0 : 4
Mawk har . . 0 ; 0 ; .0 : 1
Jaiaw 3 3 S : H T
Mission : 1 s 1 : 1 i 0 : 3
Egmpou nd $ H H H H ! ,
Malki ] B ] T . .

: 0] : 1 : c : 1 : 2
1.G.P. : : : . : :
folice Bazar ° 1 : D : 1 : 0 : 2
Mawprem ; 1 : 1 o . 0 : 2
Total : 8 15 : 3 : 4 '+ 20

-..-;58/-00.-
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A more comprehensive list of the schoolg chosen for the

sample is provided in the Appendix "A" '

- - >

3.02 : PREPARATION OF THE TOOLS :

e i cp———— oot ———

As this study's most important data was concerneu with
measures of Job Satisfaction and the perception of leadexship

qualitieg of Heads/Principals ‘by the teachers in the sample,

this chapter will be devoted to the steps involved in the

]

preparation of the tools for thesc measures which were later
administered in this investigation. The present study wes
conceived with the aim of studying job satisfaction of
Secondary School tcachers and its association, if any, 'with
perceptions of leadership characteristics of the Heads/
_ Principals. In order to fulfil the objectives of the study
.. v3wa. ‘- the hypotheses thc following tbols were
constructed by the investigator.
(1) A Job Satisfaction Scale.
(25 Raéing Scales to assess leadorship charactcristics
i of Heads/Principals as perceived by teachers )

working under them.

3,02 (a) 3 Jogb Satisfaction Scalg

As’mentioncd in Chapter 11 thcre has boen a vast body of
research which secks to discover the fectors gssociated with
job satisfaction. iogt of these studies and surveys scem
to concentrate in measuring thc needs in one dimension only,
i.e. the extent to which the nceds are ﬁatisficd. For éxampla,

,an investigator may sesk to obtain rGSponsc% from certain
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groups of peoplc/workcrs about thecir satisfaction or
dissatisfaction relating to certain matters such as, pay,

work environment, supcrvision etc. Assuming that all these
factors are of equal importance the investigator analyses

the results based on the proportions expressing satisfa;tion

or dissatisfaction. Probably only those factors in which a
majority (large proportions) expressed dissatisfaction are
subjected to examination for remedial action. This assumption
fails to give the true picturc involved in job satisfaction

or dissatisfaction. To support this assertaon a hypothetical
examplc may be cited. 1If in a certain survey 60% of a saﬁplo
expressed dissatisfaction about income and security and the
same proportion (60% also expresscd dissatisfaction with ;ho
length of the school hours, it cannot be concluded that these
twq aro of cqual importance. It is theroforc important to knaw
not only how strong - for or against - an individual feels about
a certain issue but also how important he considera.thc issue
to be. It may be that this was the consideration which ma;
have influenced Schaff‘er1 in the construction's of his Job
Satisfaction Scale. This scale was based on the theoretical

conceptualisation of job satisfaction that "overall job
3 ~

satisfaction will vary directly with the extcnt to which

T e ———

4

1R, H. Schaffer : Job Satisfaction As Related To WNeed '
Satisfaction In Work 3 Psychological Monographs 1953; Vol. 67

"

cee.s60/-....

!



- 60 -

those needs of the individual which can be satisfied in job

are actually satisfied: the stronger the need the more closely
will job satisfaction depend upon its fulfilment®.

Construction of the Job Satisfaction Scale

This study made an attempt to measure the needs related
to job satisfact%on with respect to both their fulfilment and
importance. The procedure i;volved in the construction of
the instrument for the measurement of job satisfaction is
described in the following paragraphs.

A review of various investigations carried out in ‘the
field of Job Satisfaction enabled the investiggtor to select
ten factors which many studies had mentioned as being related
to, or determining, Job Satisfaction. These factors which
appeared to be frequently mgntioned in mosi of the studies
under review were listed in a sheet of paper in the
following order

(a) Prestige and Status

(b) Recognition and Approbation

(c) Interpersonal relationships

(d) Mastery and Achisvement

(e) Inco;e (Salary) and Security

(f) Leadership and Supervision

(g) Suitable/Satisfactory Work Environment

(h) Opportunities for Prombétion and

Advancement
(i) Independence

(j) Authority and Control. !

0000061/-0000
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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
thcse listed needs a paired comparison Questionnaire was
framed in which sach of these ten needs were compared with
the other and respondents were required to give their ?wn
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 diétributed to the tea?hers of the following
Secondary schools -

t. St. Dominic High School

2. Nongkwar High School

3. Secred Heart Boys' High School

4. Lady Keane Girls' High School

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

Each Questionnaire is accompanied by a lstter addressed
to {he teachers requesting them for their cooperation and to
give their judgment when each of the ten needs were compared
with the others. The schedule required 45 comparisons to be

made and altogether 45 judgments had to be indicated. In

©
Copy attached as Appendix 'B'

.ooo.62/'oooo
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!

tﬁe.séhqo¥$ iisted'above over 100 copies of the Quéstiohnaire
l&eré‘dist:ihuted but only 75 complefed shects were returned °
back to fh§ investigator;
ThéAnqéds in fha paircd comparison judgmgnts of 75
teabﬁers‘wété'then‘subjgcted ?o scaling prdcedureé to assess
" their popularity or éalience.l The procedure followed in
_assigning of scale values was adopted from the method as
nggqstad Sy Edwardsz. .
In this méthod the fregquency of‘the number nfvtimeéé
each need ié Judged more important than any other of the
‘ﬁiné,it is compared with is indicated iﬁitially in a matrix

as in Table 111(a) below.

TUTABLE - IIT (a)

'F! MATRIX )

A VB Fc loleVYFr} o] n1.1F J [ Total
Al ] 35| 28 [ 33| a6 | 30| 33 | 35 [%33 | 27 | 300
Blao| {31 |s1{61] 3533 a |32]33] 3s5
lcj-4T | a4 45 § 53 | 27 | 38 | 38 | 33 | 20 |. 345
Cfp 4224 130  [sTjp31 )42 28 ]3] 19 ] 309
S lel 29|14 2271 18 15 | 30| 26 | 19 | 11 184

“FFVas 40 | a8 | 48 | 60 | { a8 | 33 | 33 | 20 | 3711 |
NIEEEERENERRE 3t |23 | 17 | 297
.- HE[ 40 | 36| 37 | 4T | 49 1 42 | 44 |18 | 22 | 335

f1la2] 43|42 139 | 56 | 42| 52 | s1 | 31 | 404 |
c}Jd.p a8 742 | 55 | 56 | 64 ) 55 | 58 | 53 | 44 a75s
1 375 § 320 [ 330 {366 [491 | 304 | 378 {340 {271 | 200 | 3375

.-

- ZA.L. Edwards, Techniques of Attitude Scale Conatruction;
. Applgkom sy Century Crafts, Inc. New York 1957 (Pp 13-52)

ceeeeb3/miin. e
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The frequencies shown in Table Ill{(a) were then

) converted to proportions (percentages) of the total judgments
possible and then these wers indicatea in a 'P' Matrix as
in Table I111(b). From this, Table 1II(c), the reprasekt-
ation of the '&' Matrix giving the normal deviates
corresponding to the propoftions represented in Table III(b),
was constructed. For example, in Table III(b) the value : ~

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

proportion of judgments in favour of B when compared with A,

TABLE - 111 (b)

‘P! Matrix

A B C D [ E F G H I

- [.4671.373|.440].613].400}.440].467].440], 360
.533|. - |.413].680;.813).467|.440].520].427}. 440
.627(.587{ - |.600{.7071.360(.507[.507{.440(.267
.560(.320].400! - |.760|.413]|.560}.373]|.480(.253
.387].187].293].240]. - |.200].400}.347].253]. 147
.600(.5331(.640(.587!.800] - |.640].440].440].267
.560].560].493.440].600].360] - [.413].307].227
.533(.480|.493(.627|.653|.560].587] - .|.240][.293
.560(.573|.560{.520].747|.560].693].760| -~ [.413
.640).560(.7331.747).853).733].773].707].587] -

ti—~i{xioOimMiMmlolNiwm] >

These proportions can be converted by reference to
the 'Z' tables in Allen and Edward's book {(referred to

earlier)3 into scale velues which represent the deviations

3bid 2 p. 246

li
'l.lusd/-....
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This value,

(-.083),

is indicated in the appropriate cell in Table I11I{(c) below

(2nd column,

1st row), when need B was compared with need A

TJABLE - I11 S;]
'Z' Ma i X ,
folA B c D E F G H 1 J
A - -,083}-.324}|-.151} .287}|-.253 |~.151|-.083|-.181] .358
B .083 - -,220' ,468)| .BB9 |~-.083!~.151] .050}]~-.1841}) .151
C .324| .220 - .253 | .545-.358| .018| .0tB8]-.151] 622
D 0151 -0468 -0253 , - 0706 -.220 0151 -0324 -0050 .665
E |-.287{-.889 |-.545|-,706 - -,842-.253}~,393]-,665}-1.049
F 0253 0083 0378 0220 0842 - 0358 -0151 -0151 ".622
G 151 151 |-, 018]-. 151} .253|~-.358 - -.2201-.504'-,T749
H .083]-.,055|~-.0181 .324| .393} .15t} ..220 - -. 706 |-.545
J .358| .151 .622] .66511.049)] .622]| .749}| .545| .220 -
Total|1.267)|-.701 |-.247) .972)5.629 |-1.19}1.445 )-,148}-2.342!-4,9B1
Mean| g2s5| .a28 .473| .595)1.061] .379| .643| 483} .264%1.000
.498 J
1.63 {1.43 {1.47 {1.568 (2.06 {(1.38 1.64 1.48 [1.26 (1.00
The determination of these scale valuss enables the

application of an internal consistency check.

This check

involves determining how well the observed (obtained) or

empirical 'P' values agree with those to be expected in terms

of the deribad scale values.

to obtain a 'Z' matrix representing the normal deviates

corresponding to the scale separation of the statements.

is shown in Teble 1II(d) on the following grags.

The first step in the process is

This
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TABLE-II11(d)

" 2l Matrix

.00 ‘ 264 | L3719 ] .26 473 | 483 [ 595 | .625 | .643 | 1.061
J
I -.264 ~_J____:h~‘ -
F| =-.379 | -.115
B| -.428 | -.164 | -.C49 -
c|] -.a72 | -.209 | -.094 | -.04s -
H{ -.483 | -.219 | -.1c4 | -.055 | -.010
D| -.595 | -.331 | -.216 | -.167 | -.122 | -.112
A | -.625 | -.361 | -.246 | -.197 | -.152 | -.142 | -.030
G| -.643 § -.319 | -.264 | -.215 | -.170 | -.160 | -.048 | -.018
e | -1.061 | -.797 | -.682 | -.633 | -.s88 | o578 | -.466 | -.436 | -.a18
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By referriny to the appropriate tablus4 these P4 values
can be transformed into proportions (percentages) to obtain
the P! values corresponding to the theoretical normal
deviates obtained in Table 111(d). These correaponding
thecoretical prqportions are shown in Table:lll(e).
Subtraction of P! entries obtained in Table 111(e) from the »

original P entries obtained in Table 1I11(b) yields the data

required for the corpalation of Table 111(f)

TABLE ~ 111(e)

Pt Values

J I F B C H D ! A G £
396 '.
.352|.454

.334].435}.481
.3181.417|.463}.482
«315).4131.458(.478] .496
«276].370].4151.434] ,452].,.456
.266}.359}.403¢,422{.440|.443| .488
.2601,352}1.396 ’415L1432 .436! ,4811 ,493
.1441.,2131.2481.263}.278}.282].321].331}.338

miol>lolxiIOjo]™mMi=] C

4Ibid Page 65

Q..ooﬁ?/"-o..
]
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TABLE - I11(f)

Discrepsncies Between Observed And Theoretical_ Froportions
(Pid - P'ij)

LThe compilation of this Table facilitates the Calcula'tion
of an Internal Consistency Check in terms of the A.D.
(Average Discrepancy) betwesn the obtaincd and the
.theoretical proportions of judgmcnts;7

017

-.085]-.014

0106 -.008 -0014

-0051 .023 -0103 0105

-0022 -0173 0102 .002 -0003

-.023; .110;-.002;-.114}-.052{-.083

-094 -081 0003 0045 ~l067 0024 ’.048

~-.033]-.045}-.036} .145| .061|~.019]|-.041] .067

miol>P|Oolx]|O]I—]C

.003} .040|~-.048{-.076} .015| .069}-.081} .056| .062

TOTA .006| .014)-.098) .107|-.046| .019}~.170] .123| .062

$pij - plig = 117
gpiy - Plij 117
nin - 1)/2 10(956

=331 o026 = .003

"

A.D. of discregancies

)

The above calculation of A.D. from Table I11I1(f) represents
the discrepancies between the empirical or observed proportions

i

and the theoretical (or expected) proportions.

N1 VT
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#*This obtaincd value of discrcpancy is considerably smaller
than'thosé reported by Edwards and hence it may be ovidence of
the fact that judges, in makiny thcir Judyments in the Paired
Comparisons, did display an adegquate degrcec of Consistency.

e The date wecrc noxt subjected to a XE test of
significance for thc discrepancies bectween observed and
theoretical propprtions obtaincd in Fairecd Comparison Jjudgments.
This test was develeoped by Mostellcr and is bascd upon the e
transformation of both the obscrvcd‘P values and the theoreti-
cal P4 values into thecir inversc sinc valucs and then to test
whether there is accord betwecn the theorctical and observed
proportiohs. 1t consists in transforminyg thc P and P; values

into thoir corrcsponding @ and &' values (thc angular trans-

formation of percentages into dcgrce)s.

6

2
Then, using the formula X? = 82; N‘ » the value of

Xf can be evaluatcd by refercnce to the table far an apprppriate

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

formula df = {n = 1){n - 2) wherec n = the number of stimuli.
2 )

These transformations are shown in Table I11(g) and Tablell{h)

‘respectively and thc calculation of the XE test of significance

under Table 11I(i).

i

® P 40 Edward's Reference
° Ibid 2 Table 11 Page 248
6

Ibid 2 Page 40
0.0-069/"o-o.
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TABLE - 111(q)
8- Values

31.11 141,55 -

-t

41.55140.80(43.11 -

32.77129.33|48.45 43.85144.60; -

30.20(43.85]39.99(134,45139.23137.64 -

36.87;41.55139.23(43.11{37.64143,11 41.55, -

28.45(33.65)36.87}48.45}44.60}39.99}44.55(48.45] -

mio]l>lo|lxcioO]jwm] M|

122,.50]30.20126.56125.62}32.77{36.09}29.33|38.47L39.23} -

 TABLE - 111(h)
8! Values'

39.00 - ,

36.39 [42.36, -

35.30(41.27] 43.91 -

34.33|40.22] 42.88|43.97| -

'34.14(39.99! 42.59{43.74| 44.77] -

31.69(37.47; 40.1%}41.21] 42,25} 42.48} -

31.05136.81] 39.41{40.51|41.55 41.73Lii.311 -

30.66(36.39 39:00{40.11]41.09{ 41.32{43.91[.44.60] -

miol>»lolx|o|o]mj~lc

2.3 . .87]30.85§ 31. 3a. 4. *35.12| 35455 l
2 0 22_81=£2——;a=_ Lﬁj 82 ?ﬁ08_2=_51_=2 1 B '

e 70/



- 70 -

TABLE  1I11({4)
(8- - 01) Yalues
J 1 F B C H | D A G | £ ¢
J -
I .99 -
F I-5.28| -.81] -
B | 6,251 ~.471 -.801 -~
c {-3.22| 1.33|-6.01! 6.04] -
H [-1.37]-10.66] s.86] 0.11] -.17] -
D |-1.49] 6.38| -.12|-6.761-3.02|-a.84] -
A | 5.82|] 4.74|- .18| 2.60[-3.91| 1.38]-2.76] -
& |-2.21]-2.74l-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] 3.68f -
LG—- Bﬁ)z Values
J 1 F B C H D A G E ¢
J _
I .98 - e
Fl27.88] .66] -
B |39.06] .22] .eal -
c 110.37] 1.77]36.12[36.48] -
H| 1.88|113.64]34.34] .01| .03 -
D | 2.2240.70] .ot[45.70] 9.12]23.43] -
A [33.87| 22.47] .03] 6.76115.29] 1.90] 7.62] -
G| 4.88{ 7.51]| 4.54[69.56112.32] 1.77] 5.57[14.82| -
e] .oal .1t]10.96[27.35] .90 16.08] 26.83711.22[13.54] -
121.18| 167. 08| 86. 64]185. 86| 37. 66 43.18] 40.02{ 26.04| 13.54] = 741. 2

=(8 - 8% =74.2

ceeesTl/=on..
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i@
“3 - ((gé;/gJ) (where 6 8° = Qﬁl; and N = the number of judges)

_xf.992 + ..., + (3.68)2 :
821/N

741.20
8B21/75 )

741._2_
10.95

= 67.69

df = An_= 12}9 -2) .9 x8 _ 3

-

TBe‘XS of 67.69 is significant at .01 level
%; for 36 df = 58.80

This obtained value of «5 lends furgher support to the asgertion
that the previcusly obtaincd measure of discrepancy was af a
sufficiently low degree to maintain that the judges in Paired
Comparison judgments were consistent in their judgments.

It was decided to use in the final instrument - to mcaslre

Job Satisfaction - which took cognisance of both thkc satisfaction

derived from each nced and the importance attached to it, the six
most consistently judged needs out of the ten submitted for Paired
Comparison judgments. This choice, it was presumed, would meet
the requirement of a data collection device which would%%s short
as passible without sacrificing Efficiency. Thus it was decided

to include only the followin§ six needs in the final instrument

- ceeed2/-0un
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whaich was designed to aassess job-satisfaction. These are also

considered to be amongst the most important of the ten needs

submitted for Judgments

C

Income (Salary) and Security (E)

Suitable satisfactory work envaronment (G)
Prestige and Status: (A)

Mastery and Achievc%ent’ (D) ,
Opportunitics for Promotion’and Advancement (H)

-

Interpersonal reolations (C)

N

ongtruction cf thc Job Satisfaction Scalc

In

(Second Stage)

the second phase, the ten needs (which were submitted

for paircd comparison Judgments) where used in framing 50

statements (five for each of the ten needs), The state%cnts

expressed both the positive and negative attitudes towards job

H

satisfa

is atta

[ 4
ction in a tecacher's life. A copy of thesec statements

ched in the Appendix®, Further judgments were obtainad

about these statements from S0 school teachers of the

following High Schools of Shillong.

St. Mary's High School, Shillong

Buddha Vadya Naketan High School, Shillong
Anath Ashram High S;hool, Shillong

Sacred Hcart Garls' Haigh School, Shillong

Gandhi Buniyadi High School, Shillong

®* Appendix 'C°

-2
0-.--.9/"‘0000
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The teachers were asked to judgé on a five-point scalse, .

the degrece of satisfaction that cach statement cxpressed for

the job. A rating of '1' indicated extremc satisfaction while
a rating of 5, extreme dissatisfaction. The point '3' indicated
a neutral attitude. After these statements were being judged

the "4" value of each statement was computed. DOnly those
statcments with lowest "(Q" values were taken into consideration.
Out of these, twelve statements - two rcpresenting each need -
were chosen for the final instrumcnt for mcesuring Job
Satisfaction. The fact that thcse statements occupied extreme
positions on the five point scele and that the "G" values were
relativoly small were amongst the crateria considered in
selecting them for the final instrument, Thus, it can/ be
asserted with confidence that the statements selected are
judged generally to represent an attitude of satisfaction or
dissatisfaction with respect to the toncerned nceds.

The 12 statemonts® were required to be rated on a sgven-
point scale to indicaté a respondent's favourable or unfavour-
able opinion regarding the statement. It was felt that a
greatecr discrimination of resporse would be aveilable on this
scale than on a five-point one. Studies have shown thalt there
is a markedtendency for individuals to avoid the extreme ends

of a scale when conferring their judgments Lsing a rating scalc.

The importance of each of thesoc twelve statements which

% Appendix "E"

0.00074/-0000
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represent a spccafic neced ,was Jjudged by the scalc value of
each need. ‘Fhe Scale Value had earlier bcen determined by

the Faired Comparison judgments (Table 111(c)/

3.02(b) 3 Construction_of Rating Scale to asgess lecadership

characteristics.

A review of studics of leadership enabled the investigator
to select 10 leadership characteristics which are freque%tly
mentioned in most studies. They were as follows :-

1. Initiatcs action

2. Helps to focus members' attention on group goals

3. élarifies problems

4. Makes information available to all members.

5. Evaluates quality of work done.

6. Helps to meintain good relationship in the group.

7. Settles disputes bstween members.

8. ;rovides encouragement when requirea.

9. Stimulates self-direction.

10. Incregses interdependence among members.

The above list included both those characteristigcs which
are responsible for achievement of group goals/objectives and
those which are concerned with the maintenance of groub
relations. This list was initially sdministered to 25 teachers

belonging to the following schools :-

..... 75/=c...
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1. Al} Saints High School. s

2. 3t. Joseph High School

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

4., Government Boys' High School.

S. Khasi Pnar High School

The list consisting of ' the mentioned characteristics
was accompanied 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 legdership qualities/
characteristics of Heads/Principals. Teachers were required
to give 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

i

group of teacheis to each characteristic the Mean Rank of each

characteristic was calculated. The ranks conferred on each
[ 4
leadership characteristic by the 25 judges (teachers) and the

subsequent calculation of the mean ranks and standard deviations
!
are shown in Table 1V, '

..... 1€/ =e v o



..._/LL.-...

JABLE - IV~ i
Ranks Agsjgned By Teachers In Judgment Of Leadership Characteristics

] 3 CHARACTERISTICS b
| Tudees 1} 11 {1a1 b v v b vl VII VITT | I1X{ X ¢
i 1 1 9 3 4 8 5 6 2 10 7
2 6 8 5 3 2 1 10 9 7 4 ___
| J .3 r"ﬁL‘é 2 9 kN 8 6 1 10 4
N 4 7 1110 2 9 3 B 5 4 6
L 5 1 2_1s 5 9 3 10 7 4 8
| 6 2.l ¢ 5 4 10 1 7 9 3 B
_ 7 6 3 | s 4 7 2 8 10 t g
P B 1 _4 1.5 3 10 2 9 6 1 8
9 [ 2 6 a 5 7 3 1 8 10 5|
“__ 10 : 4 1 1 9 10 5 6 g EJL 2
1 1 g 2__ 6 4 5_ B 3 10 1
L 12 3 5 6 | 2 7 8 _ 1 9 | 4 1{ 10 ;
13 71 5 3 10 8 1 6 9 4] 2 -
14 9 1 _4 T 12 10 1 5 8 3 6 | A\
I 1 716 |3 | 2 1 1 9 B 10| 4| .
16 1 3 5 7 | 8 9 10 1 6 41 2
r 17 1 4 6 2 3 5 8 10 v 1
t 18 9 6 1 4 8 1 2 5 10 3
L 19 1 9 4 5 3 6 B 2 10 7
20 5 4 4 ..t 6 9 3 8 ] .10 1] 2
21 1 71 9 ¢ 1T 3 10 2 5 6 Bi 7
22 1 3 4 2 5 7 _1 s 9 61__10
23 2 5 7 6 10 4 13 g 8 1
24 3 716 2 5 L 3
25 2 5 19 3 € 8 | 10 4 1 71
A 66 131 _J135 § 100 ¥ 188 ¢ 91 1 182 } 171 142y 151 3 = li%i
L_‘:lgliw RI | -51.5 | -6.5 |-2.5] -37.5 | 48.5 ~46.5 1 44,5 33.5 4.5 | 13.5
(Rj . &L)¢ |2652.25}42.2516.25}1406.25}2352. 2552162, 251980, 251 1122.25}20.25{182.251 11926
s ST - ——r
Mean Rank 3.4 §5.24 |5.4% 4 T.4_) 3. 64_) 1.28 6.84 | 5.1} 6.05 !
¢ 2 V&L le2.a7 V2,35 fres | 2.2 } 2.43 § 2.45 2.30 2.43 |3.36 2.76i
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S »

_okn(n + 1)
12

%’ =

- 11926.50
J o x 25 x 10 x 11
12

- 11926,50
' 229.166

= 52.04
’K? is significant at .001

2 _ ;
001 = 27.88 for 9-df

#*®W = Co-efficicnt of €oncordance
4 4 S

] FINK]

i ke(n® - N)

11926.50

1 x 25%(103 - 10)
12 ,

11926.50
x 625(1000 - 10)

1
12
11926.50
;% x 625 x 990

. 11926.50
51562.50

W= ,231

g o ——

* Referenco for the 18 formula
#% Reforence. for the W formula

Sidney Siegal : Non Param€tric Statistics for the Behavioural
Science (Pp 231 ~ 236); International Student
tdition - Mcgrau-Hi%l Kogakusha 1956
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The above Table indicates that the value of X2 is 52.04
and it is significent at .001 level (X%ggq = 27.88 for 9 df).
This may be‘interpreted as revealing‘a coefficient of "
Concordance which is highly siynificant. lence it may be
concluded that the judges in rating the characteristics of
leadsership indicate & high dggree of agreement. I
Consequent to this a?alysis it was decided that only 6
" out of the 10 characteristics would be chosen for the final
instrument to asscss perception of leaéershipz those with
lowest Mcan Ranks were selected.for the finsl instrument. These
six selected characteristics were,
(i) Initiates action
(ii; Helps to focus membcrs' attention on group goals.,
(iii)‘Classifies problcms./
‘(iv) Makee information aveilablec to all members.
(v) Helps to maintain good relationship in the group.
(vi) Stimulates self-direction. ,
These six characteristics were required to be judged on
a fivs-point rating scale by the respondcnts. The Job Satis-
faction Scale, the ratings of lcadership characteristics and
the bio-data proposed to’bc collccted were printed in the form

of a consolidated booklet for administration and collection nof

data from the s€lected =sampleg.

ceee19/-0.0
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3.03 : Procedure For Data Collection

The following procedure was adopted to collected data and
to verify the ;ypothesis $- /

After construction of the tools, viz. Job Satisfaction Scales
and Ratings For Judgment of The Leadership Characteristics,
a data collection device to record these measures and also the
bio-data of respondents was administered personally to the
teachers of the sample from 20 selected schools mentioned
earlier. The entire data was designed 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;of
June to November 1989. Initially the investigator went to meet
the Head of the school concerned and explained the purpose of
the visit. This was then followed by faxiny the date on which
the investigator returned with the Luestionnaire. 1In the
beginning }t was suygyested that the Bonoklet be distributed
through the Assistant Headmaster but this ddes not prove to be
successful when the teachers did not return the Booklet i; time.
In one case out of 25 Questionnaires that were distributed only
S of them were returned to the Assistant Head. Duez to this
apathetic attitude of some of the teachers the investigator
decided to meet the teachers personally and request them to ' ,
complete the Questionnaire within a day (during their 'OFF'
period). In some cases where teachers were busy with the

school routine they were allowed to take the Lluestionnaire home

and return it the next day. In most of the schools

'....80/-....
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the anvestiyator met the teachers in the tcachers' Common Room
and after a few introductory remarks from the Assistant Head
(in some schools the Head) the investigator” distributed the
Booklet to the teachers. The teaxhers were also assured that
their responses wculd be treatecd as confidential and that they
would be used for research work only. Althouth the instruct-
ions were alrcady provided in the Booklet, thc teachers were
requested not té hesitate if any clarification was required. .,
No time limit was fixed but most teachers who agreoed to do so
responded in the school itself taking only 15 to 20 minutes
to complete thcir responses. !

In the process of data collection while in most cascs
therec was co-operation from the Hcads as well as the staff,
the investigator did encounter some difficulties in some
schools visited. On certain occasions the investigator couyld
not distribute the (uestionnaire as the Hecad Master seoma&
unwilling to co-operate after seeing the content of the JQooklet.
This can bec due to the reason that some items require the
teacher to judge their leaders a%w Principsls. In some cases
even when the assurance was given to the teachers that thear
responses would be treated confidentially there was less co-
operation from somc teachers because of thoe feeling that the
information given mijght lead' to some unfavourable situation

t
in-and outside the school. 1In such cases the investigator

.'00081/—...O
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had to cbtain date from somec altcrnativs school, while maintain-
ing the principles guiding sample selection. The collecrion of
data was also postronecd for some wceks in the month of July and
August as schools were having their Half-Yearly Examination
followed by summer holidays. After visiting each school the
investigator again went to meet thec Head Masters/Principasls and
expressed her gratitude for £he help and co-operation rendered
by them.

The completion of this process of collecting data cnabled
this investigator to undertakc thc next stage - the tabulation

of data which is recorded in the following Chaptor IV,

\
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CHAPTLER -1V

TABULATION DF THL DATA

This chapter deals with the process of scoring and
tabulation of the responses obtained after the administration
af the taocls to the selected samplé. The tabulation of the

data was carried out under three main categories which are:

t
?

as follows :- '

4,01, Data relating to infeormation about the Age, Sex, Quali-
fication, Experience and Religion of teachers was obtained

from the 'Bio-data oh page ? of the data collection Booklet.
These were tabula{ed in Tables V, VI, 'Vvil, VIil and I&.

4,02. DNata relating to iOb satisfaction (concerned with 6 needs
rclated to the job). This was obtaincd from pagec 2 of the
Dacklet/proforma which consisted of 12 statements and responses
to these on a T-point rating scaele and wecrc rocorded in

Tables X, XI and XII. |

4,03. Deta relating to leadcrship characteristics was oetaincd
from page 3 of the Booklet which contained 6 characteriﬁtigs and
responses to these to be judged on a S-point rating scale. )

These responses were tabulated in tables XI1I and X1V,

oo'-tea/"ooon
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4,01 s Data relating to pcresonal information

TABLE - V(a)

showing the distrabution of agc (of tcachers in years)

5 in the whole sample ainvestigated
Aye in years f 1 ,
55 - 59 -’ 5
50 - 54 13
45 - 49 11 ] :
I —
40 - 44 30
\
35 - 39 47
30 - 34 33
25 - 29 l 57
.
20 - 24 24
N = 220

Mcan = 34,55
€= 8.9
The mean age of teachers in the sample was computed
to be 34.8 yrs ( § = 8.9) almost equal numbers wcre found to be

betwéen the levels 20 - 29 (N = B81) and betwecn 30 ~ 39 (N = 80).
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TABLE - Vi(b)
showing thec distribution of age levels

(as determined from a consideration of
the Mgan of the whole sample)

The Table beclow was later utilised for investigating

thc association between Job Satisfaction and Age of Teachers

vy

Age in ycars Total T %
?a°z°1§3 33 15 % ’
Cptwoen, 26 - 43 I 149 68 %
L o - ——
?;lf”1§? 38 1k
i ’ 1 220 100 % |

1

An ecxamination of the above Table rcveals that almost

(68%) of this sample was aged roughly between 26 and 43 years.

!

[4

TABLE - VI

showing the distribution of malc and female teachers in the-sampla

’ -
t

Sex Total %

Male 62 . 28 %

. Female 158 172 %
5 ﬂ—Total _J ' 220 100%

T l
Table V1 revcalecd that a vast majority of this sample (72%)

were women teachers.

ceaeaB89/=0L.
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TABLE - VII

showing the distribution of teachers

in two Educational Categories
% Edu:;tional ‘ N 1 %
Gualification
Fost Graduate a7 21 %
Graduates J 173 79 %
» Total I- 220 100 %

The data in Table VII indicated that the Graduates in this '

sample of teachers make up more than %th of the sample.

TABLE - V1IIi{a) !

-

showing the distribution of 7 categories of

Experiences of teachers (in years) in the samplc

3 K
Lxperience of teachers f
(in years)
P—-——
31 - 35 4
r— 26 - 30 5
I
21 - 2
L _ 1 5 13
16 - 20 33
11 - 15 37
6 - 10 54
1 -5 T4
N = 220
*J .
. Mean (years of Experience) = 10.45
¢ =5 T7.35

ceeesB6/~
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TABLE - VIII(b)

showing the distribution of 3 categories of fxperience
of teachers (in_years) as_taken from thg Mgan b

i
/ Lxpericnce [ N ' | % P
(in years)

T —— e e i a—— r— — ——

Above 18 35 16%

(M +10)

Between 3 and 18 150 6£8% !

(M o)

BClOW 3 £

(M - 1d) 35 | 16% AR
[ Total 220 100%
. —_— — e — —id

TABLE - ]X

showing the distribution_of feligious affjlistions +
of teachexrs in_the sample

4,02

‘ Religion N . % *}

| P, . — _1
Christian ! 107 49
Hindu 96 44
— =
Dthers 17 7

— = - —
Total _J 220 100%

— e 3

Data_relating to_job satisfaction scale (concerned with

nceds related to the job). This ascale, as mentaoncd in Chapter

111, contained 1 statements which expresscd satisfaction or

’

..87/~-....

¢ . o o



- 87 - |
dissatisfaction with the six most importan! neods subjected
{o invcstigation. These statements werc to be ratcd on a 7-
point rating scalc ranging from “very strong Agrecment"®

-

to "very strong disagreement™ (roint 1 to point T). Th;
fou;th on‘the scale indicated a "neutral™ or an "“undecided"
attitude. Each of the six needs was represented by two state-
ments - one indicating satisfaction and another indicating
disgsatisfaction. On the other hand one is a positive state-

ment while the other is a negative statement (relating to Job

satisfaction). For example, statement 3 - "Others in my

‘

i

profession and the public consider my job to have much less .,
prestige and status attached to it than other teaching jobs" -
represents an attitude of dissatiafaction felt in relation to
the nced for prestige and status. For this same need state-
ment No.9 - "In my Judgment my Job is as worthy as any other

in matters o% prestige and status" - represents a positive
sense of satisfaction feclt to thi; same necd. Thc.othcr needs
were also represented in this same way. For scoring the ;tatc-
ments all those which indicate satisfaction 'were scored over
the range 7, 6, 5, 4, 3 2, 1, to correspond with ratings
ranging from "very strong Agreement" to "very strong disagree-
ment"®. Unuthc other hand all those statements which indicate
dissatisfaction were scored over the range 7, 6, 5, 4,73, 2, 1,

but to correspond to the rating catcgorics cxtecnding from

T
"very strong disagrecment™ to "very strong agreement"™. In case

oo-o.BB/'ooc.
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of indivaduals who did not chcck a statecment a score of 4
corresponding to the 'undecided' rating catcgory was assigyncd.
Thcse scores indicate thec degrce of agrecment with the statement
and hence the satisfaction derived from certain needs associated
with their jobs. Thesc scorcs did not take account of ?he
importance attached to each need which the statements represent.
Thcrefore in order to obtajn ; jgb satisfaction score which
accounts for both thec satisfaction obtaincd and thc importancec
attached to the need, each rating of a statement was multiplied
by the scale valuc of cach necd as indicatcd in Table 11I(c)
(Chapter 111). Thus, ratings an statements 1 and 7 which were
connccted with the need for Income and Security were multiplied
by 2.1. Ratings in statcments 2 and 8 (suitablc/satisfaﬁtory
Work Environment) were multiplicd by 1.6. Ratings in statements
3 and 9 (Prestaige and 3tatus) wcre multiplied by 1.6. Ratings
in statements 4 and 10 (Mastery and Achicvement) were multiplied
by 1.6. Ratings in statements 5 and 11 (Opportunitics for
Promotion and Advancement) werc multiplied by 1.5, The fi;al
scorc obtained, thercfore, accounted for both the satiafaction
obtained and the importancec attachecd to the necds. Table X
bclow shows the distribution of the scnres and the Mcan and

Standard Dcviation of the whole samplc.

ceeeeB89/-00
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TABLE - X

showing the Distribution of the Job Satisfaction Scorcs,

the Mcan and Standard Deviation (¢ ) of the wholec sample

Scores f l . —h
120 ~ 129 1 . 3%
110 ~ 119 10 . 4,.5% |
100 - 109 16 7.2% v
-
| 90 = 99 a7 22.0%
| - ——
, 80 - 89 56 25.0%
—_— — ———] .
70 - 79 46 21.0%
- - —
60 - 69 24 11.0%
50 - 59 17 8.0%
40 - 49 3 1.0%
T 2 ;
N = 220 100, 0%
B ¢

Mcan = B82.5
'

15.84

Apart from determination of the Job Satisfaction s$cores
of each individual the data obtained from tﬁe Job Satisfaction
* Scgle were next subjected‘to another form of analysis.

As algcady mcntioned the statements in the Scale indicate

their approval or disapproval on a seven-point scale. Thus,

1
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each rating would reflect satisfaction or dissatisfaction with
the six neceds (as repreecntcd by 12 siatements) involved in the
fulfilment of needs reclated to the job (Jnb Satisfaction).

Table Xl below prescnte the numbers (in percentage) of responses
expressing satisfaction or favcurable, dis-satisfaction/unfavour-
able or necutral attitude with respect to eacp of the six needs

which were assessed by the Job Satisfaction Scale.

TABLE - X1
showing an Analysis of the Responses of
the Job Satisfaction Scale

k Judgments/Ratings

Statements/Needs Favourable Ncutral‘Unfavourablc Total
Rating 7,6,5|Rating 4 {Rating 3,2,1

— = i B A e
Income & Security 145 51 244 440
(Statements 1 & 7) (33%) (12%) (55%) (100%)

_ — . —— e e —_—
. Sat; )

Vork thvicommens s | Jeg o Loe 4 ars | aso )
(Statements 2 & 8) _ !

( - —— 1 8 - -
Prestige & Status 301 40 99 440
(Statements 3 & §) (68%) (9%) ~(23%) (100%)
Mastery & Achievement’ 233 72 135 1 440
(Statements 4 & 10 (53%) (16%) (31%) (100%)

——f N S -
Opportunities for
Promotion And 117 72 251 440
Advancement. (27%) (16%) (57%) (100%)
(Statements 5 & 11) .
Interpersonal 393 15 32 440
Relationship (89%) I (4%) (7%) (100%)
‘(Statemcnts 6 & 12) )
A s TN . :
T ta l 1378 . 326 936 440
° (s2%) | (12%) (36%) (100%) é

I VA S
!
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The data tabulated in Tables X anrd XI reveal that more than
Ealftthe sample of teachers investigaeted (82%) expressed satis-
faction in the fulfilment of the six needs related to Jﬂbl
Satisfaction. Some of these needs, e.yg. fulfilment in Inter-
persenal relationships (89%) and for fulfilment of Prestige and
Status necds (68%) seem to obtain greater satisfaction than those
related to "Opportunities for promotion™, while approximately
only about half the sample (43% and 53% respectavely report’
being satisfied in fulfilling their needs for a suitable Work
Environment and for attaininy Mastery and Achievement in their
jobs.

For iden?ifying the existence of any trcnds/patterng in the
distribution of measures of job satisfaction the data (Job Satis-
factinn scorcs) were next subjccted to another form of analysis.
This analysis can be made use of as an attempt for fulfilling
objective No.I nf the study as mentioned in Chapter 1

A }@ test wag’conductcd to find out if there is a signi-
ficant difference bectween the observed r%sponscs (f,) and tBose
expected (fg) on the hypothesis of a normal distribution. From
the result of obtaincd from the following Table XII (9@ = 2.16)
it may bec considercd that the Job Satisfaction scores of teachers
in the sawmple were normally distributed. This may be interpreted
as indicating that about % of teachers - 154 out of 220 or 70% =~

scem to obtain scores within a'range of M 16 or that the

majority are obtaining scores indicatiny an average level of

Jab Satisfaction.
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TABLE - XI]

BWV\- M

—ev

loz oo 1
Below M - 1 Bc tween {Betwecn jAbove M + 161 Total
Below $7 (67-81) 1(82-98)| Above 9E
r—-—-—-
fo 36 4 70 i 84 30 ?20
fg l 35 { 75 { 715 3s 220
- —— —_— T -
f:o-_- fe 1 < —5 < 9 5
|
fo - f 1 25 8 25
" Te 35 15 'I-% 35
= ,0286 = .3333 1.08 = ,7143
b _ —_— I — — — ——
X2 = 2.1562

is not significant

Fefore listing the hypotheses, further work on Job Satis-

faction Scale involvcd an investigation of the rcliability of ' '»

this scale for the whole sample.

This was done by splitting

[ 4

the 12 statementas of the Job Satisfaction Scale into two equal

parts (6 statements in each half),

thus obtaining the scores for

six needs in the top half (Statements 1 - 6) and scarcs for the

corresponding 6 nccds

in the lower half (Stetcments 7 - 12).

Product Moment correlations were worked out for the whole sample

and thc Spearman Brown Correction

measure of the reliability of the Job Satisfaction scores.

1

procedure is precsented an the Appcndix®.

1Spearman Brown formula for correction of a Split half and
Testing for Teaching; Eurasas Publishing
1959 P 224.

4From H. Eo
House,

®*Appendix 'F!

Garrett
New Delhi,

—— T ——— — ——— Y T ——— ——— ———— ———— - P ‘—————— - ——  W———

was yscd for abtainang a

The

from this calculation

0000093/'09'3
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thc rcliability of the Job Satisfaction Scelec yiclded a
~co-efficient of .81. This is an adequately high correclation,
indicating that tgc Job Satisfaction Scale was a rcliable boa
instrumcnt.
With the complction of the above calculation of reliability

the Job Satisfaction data were ready for use in testing ,the

hypothcses to be presented in the next chapter V.

4,03, Data _relating tn leadgrship_Characteristiga

This réfing scale as mentinned earlier (Chapter 1I1) con-
sisted of the 6 mosé important lcadership Qualities or
characteristice which were to bc rated on a S~point rating scale
ranging from the highest rating which is point 1 in the scale to
the lowest rating which is point 5. The intcrmediate points
between 1 and 5 indicate lowcr ratings than the bighcst, i.e. a
rating of 1. In scoring the responses to this scale, ch;cks
made by each respondent ware noted and scored accordingly. Ffor
éxamplc, a teacher who checked at point "1" to the first

characteristic - "Initiates action™ - indicatcd that his/her

Principal was ratcd vecry high on this quality. Therefore the

i

score given to this characteristic was alloted one point. This

|
same procecdurc was followed in scoring all the other leadership
qualities/characteristics. The following table shows an analysis

of all the ratings of lcadership characteristics for the whole

sample.

-.o.-94/"'cocu
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TABLE - XII1 .
showing an Analysis of Data obtained from judgmcnts/Ra{ings
of Leadership Characteristics

T

Ratings No. T} b4 &
RS
}
1 and 2 823 I '62%
}
3 ! 333 ; 25%
. Ao .i
4 and S 164 [ 13%
- o
Total 1320J 100%

The data'revealed in the above tablc seeins to indicate that
the majority of the sample - 62% - indicate ratings of %1" or "2°
in thc various characteristics of their judgments which‘t;ey w;r;
required to judgc, thus indicating that the majority did ratc
their Heads and Principals highly in terms of the lqadership
qQualities submittcd for their judgment., Further work in ratings
of leadersbip characteristics involved an invéstigation of lhe
rocliability of these rating scalcs. This was carried out by
splitti&g‘the 6 chjracteristics into two equivalcnt halves. In
doing this two sets of scores werc obtained by combining
judgments (ratings) on alternate items in the rating scale.
Thus, the first set of scores ﬁeprcsented the sum total of the
ratings on the ratings delivered to characteristics witH odd
serial numbers (1, 3,5) and thc second set was sbtained from th
scores (ratings) on the characteristics bearing even serial

numbers (i.e i1tema 2, 4, 6). The next step was to find out the

tttttt 95/---..
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thc Means and Standard Deviations (¢ ) of the scores of the
sample on the two different sets of characteristics (odd and

even). The computations of these are as under :-

>

Eharacteristics 1,3,5 (odd) Characteristics 2,4,6 (even)
M= 7 M =17 |

Using the above data a ﬂg(phi) Co-efficient was computed

to indicate the measure of rcliability of the rating scales to

!
judge leadership characteristics.

TABLE - X1V

e e————

Data for calculation of ¢“Co-efficient for

ratings of leadership characteristics

0dd 7 and Below t Above 7 l Total
tven { ;
(B) l (A) !
B A 84
Above 7 : 31 ; O SN AT
oo S —_
(D) : (C) ! 136 .
7 and Below 119 . 17 (c +p)
F
Total 150 70 220
— ——— ]

53 x 119 - 31 x 17__
- 84 x 136 x 150 x 710

6307 - 527
11424 x 10500

=

9780
106.88 x 102.47

= 2180 _
10952

- 1
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Correction ¢ 5 ., 2 x r{balf teat)
1 + r(bhalf test)

r = 2% 233
{1 « .53

= .69

As the ¢ (phi) co-efficient may.be regarded as approximately
.equivalcnt to a Préduct Moment Lo-efficient the Spearman Brown®
Correction Formula was applied to the obtained value of ¢. Th;s
yielded a value of .69. This corrected @ value of .69 indicates
that the scores obtained in the 'odd' and 'even' numbered sections
of the leadershap rating scales were highly related; hence indi-
cating that these scales were adequately reliable measuring

|
devices.

®*Spcarman Brown Prophecy fFormula for estamating reliability Gn
H.&L. Garrett Statistics in Psychology and tducation International
Book Bureau; Hyderabad, 1979 p 339

M}
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C_HA P TL R -V

Analysas And Interprectetion

The data tabulated in the previous chapter andicated that
both 1he tools utilised, i.c., the Job Satisfaction Scale and
the sel of Ratings to assess leadership were of an adequate
reliability. The Job Satisfaction Scale yielded a reliability
of r = .81 (corrected for split half reliabaility) while the
correcteh phi (B) To-efficient to assess the reliability of
the ratings of lecadcrship vieldcd a valuc of .68. Both thesc
may be regarded, as statcd hitherto, as evidcnces of the o
reliability of thc measurinyg devaces.

1t 1s ncw proposed to test (verify) the hypotheses framed
in the previous chapter (Chapter 11). In attempting thas
cxercise it is proproted to state each hypothesas formally,

present the tesis applaied for this grocess and ainterpret

their results.

5.01 : Hypothesis No.l Signifacant differences in Job saé;s-

faction may be identifiable between groups of teachers belonging
to different varicties of managcment (bo;crnment, Deficit,
Private and Ad-hoc).

In order to verify the above stated hypothesis a 2 x 4

contingency table was compiled and 1s presented below :~

1
T
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JABLE 4 KV I

2 x 4 Contingency Table to verify relatjionships beiween

Job Satisfaction__And _Managing Authorities of _Schools

. R Job Satisfaction Scores :
Management: : , ‘ Total f
E Coon 98 and below Above 98 :
SR (15.1) Lo (11.9)
Deficit =~ S 83 S e 87
SR (39.7) 1 (6.3) |
Ad-hoc 34 - 12 46 .
r-»—- A' . — ——m— —
‘ Co , - (s0. 1) - (T7.9) ,
Private o 51 1 7 - 58 ‘
- ' (.68) -(.12) b
e (25:1) . (4.0) .
Government 22 . T _ - 29
R (.76) o (.24),{ | B
IERTETS DR RN I

| Expéctcd‘f;eqpcncics are prcscnfed in biéckct§ above tH¢
.observedAinhappfbpriaté cells. (Frdportions arc presentecde in
brackcts 1n cach cell - 1n brackctq below cach obscrved frcqucncy)
S RC = 14.80 |
fX? is-s1gn1fitaﬁt'ét5'01 lbvtl ( 1%1 fcr 3df = 11.345)
o) (Co efflclent of Contzngency) = .25 | ’
/Thc data prcscnted in Table Xv abecve revealed 8191gn1f1cant
ﬂfChl square. valur of, the level ‘of 14 BO. This may be 1ntcrprcted
.as, 1nd1cat1ng a. §1Cn1f1cant a590c1at10n between the two
fya;;ab;cs, 1.c, Job Satlsfactlon and Managlng Authority of the

fvsthool'ih:tﬁe samplc (i.e. Deficit, Ad-hoc, ete. ). _3
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A fo-efficient of Contingency eof +the value of .25 indi-
cates that this relationship is of a moderately h;gh degree as
with +he‘number of classes subjected to test in this case
(2 x 4) maximum value of .B16 or .866 may be expcctcd1.

Hence the managing authorities of thc schools concerned pro-
bably bhave an influence in determanang the job satisfaction o%ﬁ
the teachers they employ. In this anvestaigation Lovernment

and Ad-hoc school teachers obtained considerably greater ‘
proportions (24% and 26% respectively) of highcr job sétia-
faction scares (above 98) than their contemporaries Deficit a
Frivate schoonls (5% andl12% respectively). Also @ considerably
higher proportions of the Neficit and frivate school teachers
scorxe leés on job satisfaction in comparison with their
Government and Ad-hoc counterparts (95% to 88% Vs 76% to 74%).
Hence it can be concluded that a test of this hypothesis
indicated that the data obtained provided a substantial
confirmation of this hypothesis. Further analysislofxshc data
obtained to écst this hypothesis was attempted by investifating
how the four categories of s“chcols (Lovernment, Frivate,
‘Deficit and Ad-hoc) differed with regard to the particular
needs (Income and Security, Work Envircnment etc.) which con-
stiéutcd thc'Job Satisfaction Scale. Mecns and Standard
Deviations (&) of the four cateyories of schools were computed

and 't' test conducted to investigate daffercnces between the

schools with regard to the particular need subjected to test.

—— ——

! H.&. Garrett - Statistics in tsycholoyy and Lducation;
Longmans, Green and Co. {(4th tdition) Newyork, 1953 (page 370).

00-0O100/~.ID.
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Tables No. XVI{a), (b), (c), (d), (e), (f) present the ' t!

tests and their intergretations.
ke

JABLE - XVI(a]

Dafference betweecn 4 dafferent school groups with

regard to satasfaction reyardang lncome and Security

T f
'cﬁigsfid N { Mean 6 ’?633 —} CR ‘chel of Significance
Govt. 29| 18.5 | 6.2 | 7.33 Y a.81 | Signaficant
VS 1 at
Pravate 58 12.1 5.1 ~l .01 level
Govt. {29 18.5 ! 6.2 | 1.47 | 2.93 | Significant
Vs at
Ad-hoc 46 14. 2 1_6'2 } .09 level
Govt. ;29 18.5 | 6.2 t
Vs ; 1 { 1.32 y 3.85 } Signaficant
Deficit } 87 { 13.4 5.9 - }
S — ey ———— =} ———— e Gy ——
Private | 58 I—12.1 5.1 Significant
Vs L 1.14 ! 1.84 at
Ad-hoc |46y 14.2 | 6.2 f .05 level
“““““ s —t—_ e S W - (-
, Private 58 12.1 5.1 '
Vs / .92 1.41 4 Not Signififant
| Deficit {87 | 13.4 | 5.9
T ._..__r__ ——
r Ad-hoc {46 14.2 ] 6.2 F
Vs [ 1. 11 .72 ; Not Significant
Defacat [ 87 L_13'4 5.9

An examination of the above table indicates that the

Lovernment school tecachers seem to be the most satisfaed wath
regard to the ancome and serutaty offered an thecar job. An
examination of the tables rcveals that there are sagnafigant

dafferences betwcen this varacty of schools and the others.
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The Ad~hoc variety of schools also significantly differ from

their private counterparts with regard to the fulfilment of

this need asscciated with job satisfaction.

Hence the general
!

conclusion may be that teachcrs an GLovernment schools tend to

be morec satisfied with regard to the income and security in

their jJob than their counterparts ain the othexr categories of

school, :
TABLE - XVI(b)
Difference between 4 school groups with regard to
the Work Environment in their jobs
— \ :
nggggzd Mean g § 0D CR f Level of Signifitance
- — : ’ —
Govt. 14.14 i 3.95 [ . b
Vs b .95 . .55 [ Not Significant
Private | 13.62 %_4.55 F {_ [
-
Govt. { 14.14 4 3.95 L4 gg | 1.53 | Not Significant
Ad-hac 1 12.61 4.65 4
Govt. 14.14 | 3.95 i Significant
Vs .B5 2.0 ¢ at
Deficit 12.41 4.10 ’ .05 level _
. — I — e___
Private 1 13.62 4,55 ' Not Significant
Vs .91 ) 1,11 ] :
Ad-hoc 12. 61 4,65 3
Private | 13.62 | 4.s5 f
Vs .74 1.64 §} Not Significant
Deficit 4 12.41 { 4.10 :
Ad-hoc ] 12.61 | 4.65 | i .
Vs 1 1 { .81 1 .25 [ Not Significant
Deficit 32.41 § 4.10 . 1
o—— — ——— e — S/

between the four varaieties

Table XVI(b) presents

the daitz related to differences

s
ok

of school groups under inveséigation
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with regard to their opinions relating to the work environment

cncountered in their places of work.

The

't' test conducted

to investigate differences between the. groups with regazd to

this need reveals no significant differences between them

T
except when Government and Deficait schools were compared in

computation of the

'tl

test.

This result may be interpreted

as incdacating that the school% uncder investigation were

generally holdang saimilar opinions regarding the Work Environ-

ment they encountered in their places of work.

Teachers in

government schools when compared with those in Deficit schools,

however,

genvironment,

seem to have a better opinion of their work

TABLE - XV1(c)
Differences between 4 school groups with regard to

|

the Prestige and Status associated with their jobs

______ -—t— o B S
cﬁiﬁ‘;‘;‘iid Mean s B CR |Level of Significance
] e ! -
Govt. [ 16.90 | 2.80 . ' .
Vs - .73 .36 | Not Significant
Private 16.64 | 3.95 E
T Toovt. | 16.90 | 2.80
Vs .89 1.09 { Not Significant
Ad-hoc 15.33 4.94
Govt. 16.90 | 2.80 b,
s .10 1.681 Not Significant
L Deficit 15.63 4.39 .
Private 16.64 | 3.95 ’
s, .89 1.47 | Not Significant
Ad-hoc 15.33 | 4,94 /
.
Private 16. 64 3.95 .
Vs .70 1.44 Not Significant
Deficit 15.63 4,39
Ad-hoce 15.33 4,94
Vs .87 .38 Not Significant
| Deficit 15.63 | 4,39
| .

1N/ =0 ua
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Table XVI(c) presented above indicates the fata and
results of"t' tests when the four groups were compared in
pairs to investigatc their opinions regarding the prestige and
status associated with their jobs., As +he Table reveals, no
significant differences were obtained in any of the 6 compa-
risons. This may be interpreied as indicatlng.that with regard
to the prestige and status assccaatcd waith theix job the groups

¢

are of more or less the same opinion. b

L]

TABLE - XV] (d)

Differences betwcen 4 school groups with regard to

{
the Opportunities for Mastery and Achaevement

on thear Jobs

F TR ¥ —
ComoaPey | feen | o D CR | Level of Significance
- ¢ : ' + '
Govt. | 16.21 [ 2.14 | : Significant at
Vs, .72 2.88 { .01 level
Private 14.14 | 4.56 tgs for BS df = 2.63
- -—-J}
bovt. 16,21 2.14 Significant at
Vs. .65 2.20 .89 level e
Ad-hac | 14.78 | 3.46 | tps for 73df = 2.64
Govt. f 16.21 | 2.14 Significant
Vs .62 5.02 at /
Deficit L 13.10 | 4.50 { 01 level
Private f 14.14 4.56 |
Vs * | .85 | .75 | Not Significant
Ad-hoc 14.78 | 3.46 ]
- JL S ———— — --1
Private 14,14 4.56 , {— Not Significant
Vs .77 ) 1.35
Defacit | 13.10 | 4.50 1 . tgs for 134df = 1.98
—— —?] —_—3 - — ey
Ad-hoc 14.78 3.46 1 Signifacant
Vs .70 | 2.40 at |
Deficit | 13.10 | 4.50 i . .05 level |

- !
00.0‘0104/-¢Q-¢
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The above Table presents the 6 (six) 't' tests conducted
to investigate the opinion of tcachers in the sample with regard
to the opportunitics in their jobs to use to the best of their
abilities, their aptitudes, skills etc. (Mastery and AchieveTent).
Here, again, teachers drawn from Government schools revealed
gignificant differcnces when compared with thcir counterperts
from the other variecties of scéool. There was also a significant
difference when Ad-hoc schools were compared with Deficit schools

" The results of these tcsts may lead one to conclude that teachers
in Government schools gencerally secm to be of the opinion that
:ithey have better opportunitices in their Jjobs for use of whatever

aptitude, skills which they possess than their counterparts in
other catcgories of schools.

Tihhe following Table XVI (e) presents '+' teats conducted
to verifyv differences between these four groups of tecachers with
regard to their opinions regarding opportunities for Promotion
and Advancement in their Jjobs. The Ad-hnc school teachers seem
to have expressed the mnst favourable opinicn in this regar;
SThcy obtaincd the highest Mean score of 12.5). Hence it may be
concluded that whecn this group was comparcd with others all the

L

't' tests revecaled significant differences.

ce...105/-....
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Differences between 4 school groups with regard to

for Péomotion And Advancement

T T o
b ]
cononPs ] mean a 0 CR llevel of Significance
Gaovt. 9.48 | 3.30 | 62 ,
Private 8.97 4,15 .82 * Not Significaqt
e G e S g --—
Gavt, b 5,40 } 3.3 ! J
Vs .89 3.39 Significant |
. Ad-hoc 12.50 } 4.65 R
) o R SN TSN SN
Govt. 9.48 | 3.3p |
Vs .76 .38 Not significant
Deficit 9.77 | 4.24
- SR S ; O S S —_— -
Private 8.97 | 4.15 |
s .88 | 4,01 | Significant
Ad-hoc 12.50 4, 65 '
[~ aa b oA —t— T .
Pravate 8.97 a.1s | 71 3 f Not significant
8 . 1.1
Deficit 9.77 | 4.24 ' tgs for 143d4f = 1.93
— ] 3
S SR S S —
Ad-hoc f 12.50 | a.65 | ’
i 0 ¥s ‘ 9. 177 42 .82 3.33 Significant
eficit . . 21 L
poeeert oy e Ny b,

conducted with regard to differcnces between the four school

Table XVI (f) on the fnllowinyg page presents thc 't' tests

}

groups about their opinions of intergecrsonal relataionships

which are encountered in their places of work:

ooooo

Com
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TABLE - XVI (f)

t

D;fferences betwecn 4 school groups with ngard to

Interporsonal Relatzonsh;p .in their Jobe

1)

An cxeminatibn'oT‘thc“above~Table

cg;;gsza:j Mean o ) CR Level of Significance |
| — —— o
Govt. 15.69 3.14 : Significant at
Vs . 3.24 |.01 level
 Privatc..~;;18.02 ; 3.23 tgg for BSdf = 2.63
Govt. 15,69 | 3.14 |  Significant at
Vs ' .75 § 2.85 ? level
Ad-hoc 17.83 | 3.22 | ' tgq for ROdf = 2,63
_ f.____g_L______*_ 4 _ler 209
Govt. 15,69 | 3.14 : !
Vs . .7t 1 .08 Not Significant
Deficit. .| 15.63 | 3,83 , gnata
_ —- £ IR NN SN
“Private [ 18.02-] 3.23 | ‘ ~
Vs ; : .64 1 .29 Not Significant
- Ad-hoc | 17.83 | 3.22 : n .
Private [ 18.02 | 3.23 | ‘ Significant at
Vs ~ _ .59 4,05 .01 level
Deficit 15,63 3.83 ! +Aq ‘For 146df = 2.63
i 1 | p_ 01, :
. T [ R !
‘Ad-hoc - | 17.83 | 3.22 b | significant at
" Vs _ .63 3.49 .01 level . ‘
‘Deficit 15.63 | 3.83 tgy for 131 df « 2.63

"indicates that Private

schools.wefé‘the most satisfiecd (in terms of Mean score) with

 regand ta the intcrpersonal relationships cxisting in their work .
~environment.’

‘ of schools -

the Government and Deficit &chools,

They were followed closely by the Ad-hoc variety

however, have

'aAconsidﬁrgvly less high opinion about their interpersonal

;g;elationshipq encountered in their job.

The Private and gthe

Ad-hoc schoois wh:n compared with their Government and Deficit

. .:!... 107/~-....
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countcrparts recveal sagnificant differences with regard to
their opinions about interpersonal relationships in their
schaols. Hence this may indicate that in Government and
Deficit schools iﬁtcrperqonal relationships may not be as '
desirable as theycould be, and in this respect they seem to
suffer in compariscn with their frivate and Ad-hoc counterparts.
5.02 : Hypothesis No, 11 : Differences in job safiQfact%on may
be identifiable tetween Male and Female teachers in the sample
under investigyation,

To test the above hyvpothesis a 3 x 2 Contingency Table

was compiled and is presented an Table XVII below :-

TABLE - XVII
A 3 x 2 Contingency Table to test dafferences in

Job Satisfaction between lFales and Females

_ —_— —
Joﬁ Satisfactlon ‘ /
Sex Below i.—Bctwc;; Above 3 Total
B _ 67 __L_flind 98 | -?i ‘
(10.15) | (43.40) (8.45) f
Male 10 48 4 1 62
(.16} (.78) (.06)
} SERRN RS J .
(25.85) (110.6) (21.59)
Female 26 106 26 158
W | S —4—
g Total s 154 30 [ 220
—_— N ] — ——

Py

Expected frequencies are presented in brackets above :

observed frequency; proportions are presented in each cell in

brackets below each observed frequency.

o.no-108/-ooo.
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2

X~ = 4.02 not significant
[XGs for 2 df = 5.991/ ,

An examination of the data presented in the above Tgble
and the 78 test computed indicate that there was no difference
in the )ob satisfactinn between groups o% male and female
teachers in the sample under investigation. Hence the
Hypothesis as stated would have to be rejected in consideration
of the data obtained in this investigation. Ffurther examina-
tion of the proporticns in each cell of the above Table
reveals almost similar Job satisfaction sceres for the males
and females. While high scoring males and females make up 16%
and 6% respectavely, low scorers are samilar (16% in each cagse)

and the average scores amaongst thcse categories make up 78%

and 68% respectively.

5.03 : Hypothesis No.I11]l 3 Significant differences in job

e
satisfaction would be iddntifiable between teachers having

different religious affiliations (Christian, Hindu and octhers).
For ;he purpose of verifying the above Hvpothesis the

religious groups were classified in terms of christians

(to include both Roman Catholica nnd Frotestanta), Hindus andx'”

others which included muslime, Budhiste etc.). A 3 x 3

Contingency Table to test this hvpnthe=sjs wis compiled and is

presented in Table XVIII below !

----- 109/"0-.0
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A 3 x 3 Contingency Table to test differences in

Job Satisfaction

between 3 religious groups

1 ¥ Job Satisfaction {
R - - Total
| Religion r Below Between Above ata
] 67 67 - 98 98
rw-—__-_u-—_~—_—_i ~~~~~~ N S 4~ e
(17.51) | (74.90) | (14.59)
Christian ‘ 22 71 14 107
(.21) ] (.€6) (.13)
| (15.71) | (76.20) | (13.09)
Hindus 10 72 14 96
(.10) (.75) | (.15)
(2.78) | (11.90) (2.32) ’
Others 4 11 2 17
i (.23) (.65) (.12)
Total 36 154 30 220 t
Expected frequencies are presented in brackets above

cbserved frequencies.

in brackete belaow each sbserved frequency.

%2
/X? for 4 df

The XE test computed above was not significant

=

=

9.488/

Proportions are presented in

4.5 not significant

cach ccil

at ﬁhe . 055

level and hence this result may be interpreted as indicating

that job satisfaction was not influrnced by the religious

affiliations of the teachers under investigation.

A further

examination of the proportions scoring above 98 (which may be

regarded as a high job satisfaction score above M + 1 &¢) in thre

above Table indicates percentsges between 12 and 15 for the

.o-o-110/-aoun
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ebove three religious groupings. Average scorea (between 67
and 98) vary from 65% to 66% for these religious groups. Hence
it can be concluded that for this sample under investigation
religious affiliations may not be a significant influence in
determining the satisfaction that teachers obtained from needs

related to their jobs. !

5.04 : Hypothesis No. IV + sjgnificant differences in job satis-

faction would be identifiable between groups of teachers
catocgorised undcr different age groups/lcvcls,
In testing the above hypothesis three age groups above 43

years, between 26 and 43, and below 26 years were compared in

4
terms of their Jjob satisfaction scores. This categorisation of

the threc groups was based approximately upoJ the Mean (34.5)
and ¢ (8.9) of the sample (Table V(a) and V(b) Chapter ).
These threc groups corresponded to ages above M + 14 (Above 43),
betweeh M + 1G (betwcen 26 and 43) and below M - 1g° (below 26).
A 3 x 3 Contingency Table to test this hypothesis was compiled ‘
and is presented in Tablc XIX on thec ncxt page.
Expected frequencies arc presented in brackets above
observed frequencies. Propertions are presented in each cell
in brackets below each observed frequency.
%2 = 7.59 (not significant)
Z7X3 for 4df = 9.488/
The stated hypothesis was rejected as t?e %6 test conducted

i

indicated no significant differences at thc .05 level between *
j
the :variables being tested. A further examination of the Table

.....11'//_'.‘.
!
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below reveals almnst similar proportions in the thrce levels of
the job =atisfaction scores between teachers in the age groups
between 26 and 43 and above. Differences in proportions in the
job satisfaction scores of the below 26 age groups and other
two groups were noted. However, the test revealsd no signifi-

cant differences as statecd earlaier. ;

{
H

TABLE - XIX

A 3 x 3 Contingency Table to test rclationship betwaen

Job Satisfaction and age of tcachers

{ Job Satisfaction }
- - 1 1
Age Below Between Above ! TOt?l
67 67 - 98 98
Above 43 (5,4) | (23,00) | (4,50 13
(M + 1)
(.06) (.79) (.15)
—_ . S
Between-26 - 43 (242‘338) (104, 3) (20.32) .
(M + 147) | 104 22 49
= (.05) (.70) (.15)
(6.23) | (26.60) (5.18)
?algw1?) 1 24 38 o
(.29) (.63) (.80)
Total 36 154 3b 220
| _ | 3 r

5.05 : Hypothesjis No. V :Differences may be identifiable in
job satisfaction between teachers of different levels of
experience (in terms of duration of service).

Fox tﬁeﬁgurpose of veriﬁging the abovec hypothesis a 3 x 3
Contingen6§%¥:§10 was compiled and is presented in Table XX.on
the following page. Three categories of experience, i.e.

teachers with above 18 years of service, teachers with
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I

betweer 3 - 18 years of service and teachers with below 3 years
of service were compared with respect to their job satisfaction
scores. These three categories corresponded to service periods
categorised by threc levels, viz. M + 1¢ , between M & 1¢ and

bolow M - 1g respectively /Table VI11I(a) and Table VIII (b)7

TABLE - XX
A 3 x 3 Contingency test to investigate relationship between
Job Satisfaction And Experience

{
>

¥ ‘ Job Satisfaction 7
‘ b 3
Years of experience ’ Below Between'F Above * Total
67 1 67 ~ 98 98
Above 18 = (5é73> (2ﬁifo) : (4677i .
(M + 16) (.06) (.77) (J17) ¢
— ] . A
Between 3-18 (Zﬁ&PS) (1%%) ! (zocfS) /50
hxie) e | LT | L)
— - _
(5.73) | (24. 50)’T‘ (4 1) |
Below 3 10 1 | as
h - 10 (.20) (.60) (.11)
36 154 30 | 220

Expccted frequencies are preaented in brpcketa above

cbserved frequencies. Proportions are presented in each cell

in grackets below each abserved frequency.

| X2 = 6.84 not significant

‘The result of the’x? test conducted above indicated no
significant differences between three levels of job satisfaction

v

scores on three categories of experience (service). Hence this
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result again may be interrreted as indicating no influence on
job satisfaction attributable to the length of service or
experience of the teachers. If this experience (it would’be
agrecd) would be related to the age of teachers concerned, them
the finding agrees with the previous one which revealed no
association between Job satisfaction and thc age of teachers

H

under investigation. ‘

5.06 : Hypothesis No. VI : There would be significant dif-

ferences in job satisfaction betwecen Graduate and Post Graduate
groups of teachers.

To test the above hypothesis a 3 x 2 Contingency Table
was compiled and ie presented below -

TABLEL - XX]
A 3 x 2 Contingency Table to test differences in Job '.

Satisfaction between graduate and post graduate teachers

'S

Job Satisfaction ! t
Qualification i — Total
Below T Between Above “ %
(7.69) [(32.90) (6.41) }
g Post Graduate 4 29 14 a7
(.09) | (.61) (.30)
—_ ——— ——— .
(28.31) { (12.11) (23.59)
Graduate 32 125 16 , 173
| ISR (.09) | i,

£ xpedted frequencies are presented in brackets above

observed frequencies. Proportions are presented in each cell

in brackets below each observed frequency.

cot14/4, ..,
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X2 = 14.27

K? is significant at .01 level

(X? for 2df = 5.991 ,
Contingency Co-efficient C = .25

The WE test computed to test thc above hypothesis revealed
a highly significant difference (XE = 14.27 which was signifi-
cant at .01 level). A Continécncy Co-efficient of .25 furth?r
testifies to the relationship between a teacher's qualification
and his or her job satisfaction. In the sample under investig-
tion the proportion of post Graduyate teachers obtaining high job
satisfaction”scoraq differed ccnsiderably from the proportions
amongst the graduate teachers in the sample (30% Vs 9%)./ The
proportions between these two categories amongst the average
and lower categories of job satisfaction scores also reveal
considerable differences (61% and 9%) amongst the Post Graduate
group versus 73% and 18% amongst the graduate groups. Hence
the data obtained in this investigation is & strong confirgation
of the hypothesis. Fcst Graduate teachers, it seems, tend to be
more satisfied in their job than their graduate counterparts. If
one considers that the Post (raduates have spent a greater time
and energy for the acquisition of their gualifications it may be
possible thay are experienciny grer2ter success in their jobs and
hence deriving a greater amount of satisfaction as a result of
thc;r perfqrmance which is reflected in +heir higher job

satisfaction scores,

e NS/
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To further examine thc differcnccs between these two groups
'+!' teats were conducted to investigatc diffcrences between them

in cach of the six needs. Table XXl presents the result of

these 't' tests.

TABLE - XXI1

presenting 't' tests to investigatc differences betiwecn

Gradumtec and Post Graduate teachcrs

in ecach of the 9ix necds -

T
|
|
|
|
;

b JRSSS SUR DS & SE N & 5 SN DS 2 V1 _
i -
I E | . 3a
= E c c & cr
) > c o > v c o o¢
o [* o o ‘ o H_E - o 7
E . A ¥ oD woT O £ o5 H
o 02 H 2 , + 2+ £c o> ocy w O
o vE > > o E o n< O E< ¢ a
o c u c l o< ¥ o 0 @ H o
o - W o0 = = oS [
=~ w . a 3) o g 4a3
;__.__*.,..__-1-————--—_—.1._._—...4?--._.1_........,_.._1 ——— —— v o f— .

Post M= 16.80(m=14.0a{8=17.231n=13.04] m = 10 {m 16,06
g duatel0 = 6.8- 0 = 4.8 {0 = 3 39!(r= 4.24{ 0=-3.85{0=3.865
radugte N = 47 N = 47 IN = lN = 47 ] N = 47 N= 47

e e — - -—— —— ———
M=13.01}M=12.82{M= 15, 69}#——14 05iM= 10.32{M= 16,82
GraduatelQ'= 5.74|0°= 4.25|0= 4.42 4.09|0= 4.4 |g=*3.70
N=173 N=173 N=173 N~173 N=173 N=173"'"
S 4— - —_—t — —_
{9D =1.08} 9D = . 62|05 = .59 oD = .69 |oD=.66 kry=.63
. 1t CR= 3.51|CR=1,96|CR=2,61|CR=,16 jCR=,48 |CR= 1.21
esults
of Signifi-}Not si- }Signifi-}Not =i- {Not si- iNot si-
[vtv tests {c8nt at |gnificantjcant at }jquificont pgnificant {gnificant
i .01 lcvgﬂ .011level z

An examination of the above Table XX11 reveals that Post

Graduate teachers secm to be morc satisfied with regard to the

..... 116/-....
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income and sccurity nffered in thear joba, Aa the Table reveals
there is a signaficant differcnce between fost Graduatec and
Graduate teachers with recspect to this necd. Furthcr examina-
tion of the Table reveals that thcrc is a significant difference
of opinion between Fost Graduate and Graduate tecachcrs regardini
Prestige and Status which their jobs command. Post Graduate
teachcrs secm to consider the:% job as having more Prestige and
Status. Regardang four other necds, viz. Work Environment,
Mastery And Achievement, Promotion and Advancement and Interper
sonal Relationship, the 't' tests reveal that there are no
significant differences between Graduates and Post Graduate
teachers. This result may be interpreted that teachera (both
Graduates and Post Graduastes) were generally holding similar

cpinions regarding the above mentioned nceds.

5.07 : Hypothesis.Na. VII1 ¢ There would be a positave relation.

ship between job satisfaction of teacher= and an assessment o%“
leadcrship characteristics of Heads/Frincipals as perceiveg by
their subordinate teachers.

To test the above hypothesis a 3 x 3 Contingency table was
comparled. This Table which is precsented on the next page
(Table XXI111) has three levels of job satisfaction as in the
other hypoth;ses which are compared to the ratings by teachers
in .the sample of the leadership characterastics of their Heads/

«Princapals. These leadership characteristics conaisted of 6

different leadership characteristics which were required to be

..0;0117/"'0000



- 117 -
judged by each individual teachers with refcrcncc_to their own
Heads/Frincipals. ’In compiling Table Xx111 below, 3 catcgoricﬁ‘”
of ratings were considered, i.e., 1 and 2 (these were relativcly
higher judgments of 2 leadexship characteristic), 3 (this was a
neutral judgment of a leadership charncteriatic) and 4 and 3
(these were relatively lower judorent of a leadership
characteristic).

TABLE - XXII1

A 3 x 3 Contingency Table to verify the relationship

between” 'job satisfaction- and ~ leadership gqualities

Job Sgtisfaction { r
Ratings Below Between Above { Tatal
67 67 - 98 98 |
; i . - 1 |
1 and 2 (134.67) (576.10) (112.23) /
152(.70) 553(.60) 118(,66) 823 |
— — — —
3 (54.49) (233.1) 1 (45.41)
as(.21) | 244(.26) | aa(.20) 333
— - ] ——— o . Yt s P s Wbt Wimn. S i s S o — o —— —
4 and 5 (26.84) (114.80) (22.36) ‘
_jo19t.50) } 127i.14) § o 18l.a3) p 164 |
Totel 2;2 352 'gg 1320
e e e e ] . 3

Expected freguencies are presented in brmckets above
observed frequencies. Proportions are presented in each gell
in brackets in line with each observed frequency.

4

?3 = 10.1 significant at ,05 level

(X°gs for 4df = 9.448)
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The ﬂe test+ computed for t+he above Table revealed a value
significant at the .05 level. A co-efficient of Contingency (C)
calculated for the above revealed a value of .08 which c?n be
iniexprcted as not indicating a very high degree of linear
relationship between Jecb Satisfaction and teachers' perception
of lecadership characteristics of their Heoads/Prancipals., How-
ever, as there is a significanﬁ difference as indicated by the
78 test, there may be some reasen to believe a more complicated
relationship may exist between job matiafaction scores and the
judgments of teachers of leadership qualities of their Heads/
Principals. Fuxrther reference to the above Table rrvealslthaf
while the high and the low job satisfaction scorers think highly
of the leadership characteristics nf their Heads (Proportion
of 65% and 70% respectively) the proportion of the average job
satisfaction scorers judging their Heads similarly is not as
much (60%).  Similarly while =maller proportion .of the high and
low job satisfaction scorers rate these leadership qualities
poorly. (Ratings of 4 and 5) slightly larger proportions of ‘the
average job satisfaction scorers confer these ratings on their
Heads/Frincipals. Thus there seems to be a tendency on the
part of the highly satisfied and the lcss satisfied to judge
their Heads/Principals differently from the average job
satisfaction scorers.

To further clarify the reéult obtained from this test,
7@ tests were carried out to compare these three categaries

{
of job satisfaction with leadership characteristics 1, 2, 3
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and 4 (Gualities which were concerned with achievcm;ntzqf

 group goals) and characfaristics 5 and 6 (qualities which are
referred to’as maintgnancewof group. climate and reletionships.
| A3 x 3‘Contingancy Tabig wa§ compiled to compare the:

relationship between job satisfaction and ratings of judgments

to 4 of,thc-scpreé'of leadership ratings. This Table is

presented below i- |
. | TABLE ~ XXV
A 3 x 3 Contingency Table to verify the relatjonship |

,>.batkccn job satisfaction and Ratings 1 - 4 of the

legdership . ratings

SR ,,4"J-o b Sat'iefaction i {
1-4 Ré?{ngs Below Between _1 Above Total
| - 67 67 - 98 98 !
: | (93.60) ! (400.40) 1 (78) |
1and 2- | 112 . 384 767 572
| S (.18) | (.62) I (.63)
S| (33.eT) (144.9) (28.23) "t
3 ST I 154 - 3z - 207
S h eieesa) | (10070 (13.77)
4 and:5° 11 - {78 - 12 - 101 | -
S L (.08) (.73) (. 10)
L—--—--—-——-*—-'--'—-—“-'——T’T-——— e -— r— >
"Total . l 114 | 616 120 880
I : — e . |

L {
'4Expeptedffrequencics are preseﬁted in brackets above the

ﬂ;obgervedffrequencies. Froportions are presented in each cell

g;in'brackets'below each obsarved frequency.

o'~_o.120/-.-oc
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e = 13.11, significant at .05 level

(Xgs -for 4 af = 9.4487
C = .12

The XE computed above indicated again a significant}value
at the .05 level. Hence this indicates that high job satis-
factinn scores are related to,the ratings/judgment of
leadership characteristics. % Contingency Co-efficient of .12
again indicates a not very high level of relationship but a
trend of the high and low job satisfaction scores (63% and 78%;
respectively)to confer higher judgments regarding their Heads/
Principals' leadership qQualities than those of the average
job satisfaction scores (62%). A yet another X% teat was

conducted to investigate the relationship between job satia-

faction scores ar.d judgment conferred on categories 5 and 6 of

!
’

the leadership characteristics submitted for ratings.
A 3 x 3 Contingency Table was compiled as previously to

investigate the relationship between job satisfaction and
e

i

characteristics 5 and 6 submitted for rating/judgment.

Table XXV is presemted on the next page with the result

of the'Xi test.

' ..o..121/‘-ooo‘
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TABLE ~ XXV
A 3 x 3 Contangency Table to investigate

relationship between Job satasfaction

and ratang (5,

6) of leadership characteristics

? J ob S atis factaion
T I_ A
Below Between Abave
4 & 5 Ratings Jotal
B g 67 61 ~ 98 j 98  Tort |
3 T oy
(40.58) | (173.6) | (33.82)
1 and 2 40 | 168 48 - 248
R . ‘
3 (20.94) (89.6) t147.45) |
21 94 13 428
—~— - e e e e e s e e e e e an— ——
4 and § (10.47) (a4.8) (B.72)
11 46 ] 7 64
Total T2 308 [ 60 | 440
L —_— _—1 1] }

Expected frecuencies are presented in brackets

observed frecuencie=x. Proportions are presented in

in brackets below each observed frequency .

m@ = 3.07 .

2
7&05 for 4 df = 9.448

The ?@ test compared above revealed a value of

was not significant 2¢t the .05 level. Hence it was

above

each cell

3.07 which

concluded

that nmo relationship is indicated between jJob satisfaction and

and the judgment of leadership characteristics reclating to

maintenance of good relationship in the group and stimulaetion

towards self direction.

--..0122/—coa
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Hencec theo tests conducted to verify this Hypothesis No.VI
indicate a partial confirmarion of it. Theore is a rclation-
ship between job satisfaction of teachers and the perception
of their Heads'/Principals' leadership anlifies concerned
with promoting*group goals, However this reclationship is not
indicated in connection with leadership characteristics

concerned with promoting group:rclationships and claimatec.

5.08: Summary of the Anpalysis_and_Interpretation

The test of the various hypothecses reported above and
findinygs of thas study are braecfly summarised below 3-
1. The verification of the first hypothesis to investigate
the association between different varietics of management and
Job satisfaction indicated a significant relationship between
these variables. Ffurther it was rcvealed that Government
svhool teéchers generally tend to be more satisfied with their
Job than teachers of other varicties of schools. A closer
examination revealed that Government school teachers expregs o
higher degrees of satisfaction with regard to the income and
security in their jobs and the opportunities available for use
of their skills and abilities. With regard to the interper-
sonal relationship encountered in their job, the private and
Ad-hoc varieties of schools seem to be morc satisfied in com-
parison with thear Government and Beficit counterparts. With
regard to the Work Environment available and Prestige and Status

attached to thear Jobs therec generally does not scem to be great

difference of opinion between the different groups compared.

-.aoo123/-00-0
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2, No significant differences between Male and Females
teachers were revealéd. Hence it may be concluded that Male
teachers and Female teachers in this sample express similar
degrees of satisfaction with their jobs. l
3. Religion does not scem 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.
3. A significant association was indicated between Job Satis-
faction and Educational Qalification of thec teachers under
investigation. In testing the 5th hypothesis Post Graduate
teachers gencrally seem to be more satisfied in comparison with
their lesser Qqualified counterparts.
6. The hypothesis investigating the association between joy
satisfactionland the teachers' judgments (ratings) of the -
lcadérship characteristics of their Heads/Principalé indicated
a significant relationship only between job satisfaction and
loadership characteristivs reclatecd to fulfilment/achievément of
group goals, i.e. tcachors tend to be more satisfied if they
‘perceive their Heads/Principals as being concerned with achieve-
ment of group goals and objectives. Job satisfaction was not
¥ound to be closclg associated with teachers' perception of -

- leadership cﬁaracteristics of the Heads related to maintenance

of group functions.

00000124/-0.Q0
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EHAPTER -VI

Conclusions_And Suggestions For Further Studjes

In tﬁis_concluding chapter, an attempt will be madé to
comment on the extent to which this investigation has ful-
-filled the obJect1Vcs stated,;and to compare the principal
findings with,studies attempting investigations with similar
problcms.} Also the limitations of‘this stucy will be stated’
énd suggsstions for further investigation will be recommended.

This stﬁdy, as préviously mentioned, stated five main
objectives as "its principal concerns. In order to facilitate
these tasks a series of hypotheses were framed and data col-
.iected to.yerify.them. Previous chapters have devoted éﬁamselves
to presenting the data collccted, the testing of hypotheses'and
'fhe;inVGsfigator's attémbféito int;rpret the results of these
'teéts;f'fé'ié now proposed to draw some‘gcncraliéed conclusions
‘as stated 1n the paragraph sbove. ' e
;1..: thh regard to the first ochctlve of this study, the dis-
ftribution_df the measures of job satisfaction obtained in this
study wés presented in Table X 6f“thi3'fcporf. This distribu-
.fion revealed a Mean Job Satisfaction score of ‘82.5 whicL
‘cled be regarded as above a Neutral (neither very satisfied
:no;;very diséatisfied) attitude towards one's job. 1t may be
 pentibne§5tF§t if.all’fespondents had respéﬁded_uith a rating

of 4 tO'éL;-the statements in the scale, they would have

.125/"'....
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!

2

obtaihcd a.score of about 79.2. Further calculations revealed
that the observed frequency of scores did not%differ signifi -
caﬁtly from‘é normal distribution (Tabie X11, Chapter 1V).
Hence it was concluded that a majdfity (70%) of the sampie
undér invesfigation obtéined Job Satisfaction scorcs within

the rangaof“Mean_i 16‘. This trend is pipbably uhat'is nor-
mally obtained whén many humaﬁ behavioural characteristics

-are subjectcd:to méasﬁrement using unbiassed samples. o

2. The secdﬁd objective - to investigate the association, if
any, between”wob Satisfaetion and the type of administration
‘(management)<of thé schools - was studied by Eﬁe data procured
to test the;first hypothesis. Detailed and summarised findings
and interpretations of tests of this hypothesis have been pre-
seﬁted and discussed in“eérlier chapters. This study did
identify a;rcla£ionship between Job Satisfact;on and the
administering authority of the schools (Govt/Private etc.).
This study‘found fhat teachers in Government schools in
Shillqng‘yqu morg.satiafiod with their job than their counter-
éarts in>b£ﬁgr varieties of schools., Thié finding agrees with »

3

that. of Raddy1, Anjaneyuluz, Uniyal™, Pormal4 cited earlier.

Am—— < L

1A.V.R. Reddy, Ibid 34, Chapter 1I1.
%B.S.K. Anjaneyulu, Ibid 26, Chapter 1I
M. P. Uniyal, Ibid 29, Chapter 11

AN.K. Pormal, Ibid 33, Chapter 11

;o.oo126/-ooo.
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It is probable that Government school teachers are more satis-
fied in Shillong because of a fecling of greater security in
their jobs and because of the incomc/salary that they obtain.
They also report having more opportunities to make the best
use of their skills and abilities.
3. The task related to fulfilling the third objecfive’of the
s tudy, i.e. to investigate‘if differences in job satisfaction
were associated with variables such as sex, religious back-
grounds, age, Qualification, experience and leadership was
unde;taken by tests of hypothescs Nos. 11, I1, 1V, V, VI
and VII. The detailed discussions of the tests of these have
been reported earlier. It can generally be concluded that
some of the findings of this study agrec with thosco obtaiped
elsewhere, while some do not. Brief conclusions with regard
to these follow
a) As reported earlier, this study did not reveal any

d%ffarences in Job Satisfaction between Men and Women

teachers invelved in this investigation. This fin&ing

seems to contradict that of many other studies, viaz

Huppocks. Hulin and Smiths, Lavinga7. Singh8 and Raod.

5R. Huppock, Ibid 4, Chapter 11
Hulin and Smith, Ibid 13, Chapter 11

"X.U. Lavinga, Ibid 27, Chapter II

8H.L. Singh, Ibid 18, Chapter 11 L

95.N. Rao, Ibid 35, Chapter 11

----- 127/‘0--.
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c)
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These studics, rcviewed earlier, did find some dif-
ferences in Job Satisfaction betwecen these two sexes.
Howcver, the present study partially agrees with thase

E and Rao’o. Reddy reported in his

studies of Reddy
study that thore was no significant difference
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.
This study revealed that religious affiliations did
not seem to be associated with Job Satisfaction.'

This is a heartening finding espccially as there are

a considerable number of teachers in Meghalava working
in schools and institutions wherec they must be a
minority. Unlike in other States where minority com-
munities may often express attitudes of roéentmcnt

at majority attitudes and practices and hence disSatis

faction in  their jobs, this trecnd does not seem to

prevail in Shillong.

This stu&y did not revcal any differences ain Jab

Satisfaction which are attributable #%o,-or-associated

}
with the sge levels or experience of teachers com-

prising this sample under investigation. This finding

9A.V. Reddy, Ibid 34, Chapter Il !

105, n.

Rao, Ibid 35, Chapter 1]

00050128/_.§0.
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seems to again contradict-those in other studies

abroad and in India viz., those by Huppock11.

12

Herzberg ’ Block13

and Pormal .

14

All these studies

had indicated some association botween Job Satis-

faction and the age or experience of teachers. The

study, however, agreecs with previous findings of

15 16

Gupta and Rao ~. Gbpta rcported that age and

teaching experience werc not associated significantly

with Job satisfaction of Secondary School teachers of

his sample. Rao's finding revealed that the length

of service was not related to Job satisfaction.

d) This study did indicate that teachers with Post

Graduate Qualifications were more satisfied with their

jobs than were their lesser Qualified counterparts.

This finding agrees with that of Huppock17

who also

asserted that Job Satisfaction was associated with

the Qualifications of a teacher. This is, as was e

contended earlier, probably explained by the fact that

the more Qualified teachers command greater skill and

expertise and as a result meet with greater success

in their tasks. A whole host of psychological

i

!

R. Huppock, Ibid 4 Chapter 11

F.. Herzberg, 1bid 5, Chapter 11l
J.R. Block, Ibad 7 Chapter 11
N.K. Pormal, lbaid 33, Chapter 11
S.P. Gupta, Ibid 32, Chapter 11
165.N. Rao, Ibid 35, Chapter 11
""8. Hippock, Ibid 4 Chapter 11

14
15

...os129/~ooo'

"



- 129 -
literaturc ie available which ctontends that success
and achievement of goals and needs is related to satis-
faction and consefuently a minimisation of frustration.
€) A number of studies such as those of Chase‘e, Thomastg
ander and Quinnzo and Sharma and Eupta21 revaiewed
earlier, asserted that effective leadership was a
factor in detsrmining the Job Satasfaction of teachers.
This study also found partial agreemcnt with those
previous findings. In this invecstigation, teachers
who perceived their Heads/Frincipals as being concerned
with the achievement of group goals and objectives
seemed to score at a higher level on the Job Satis-
faction.ScalF than others who percecived their Heads/
Principals as rather low in this characteristic. How-
ever, there did not seem to be any difference between
the high level of Job Satisfaction Scorers and thPse
scaring at lower levels in their perceptions of their
Heads/Prancipals for their concern with the maintemance
of group functions, i.e., tasks like maintaning
amenable group relationships. This characteristic

again may be a topic for further study and investigatior

8F.s. Chase, I1bid 21, Chapter 11

L. Thomes, Ibid 23, Chapter 11

OA. Zandar and R. Quinn, Ibzd'24, Chapter 11
'8, Sharma,and S.P. Gupta, Ibid 36, Chapter 11
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A few words are now devoted to comments on the limitations

and strengths of this study. While thas study did involvelas

many as 220 teachers drawn from 20 different schools, this did

‘not involve morc than half the schools regastered by the

Department of Public Instruction in Mecghalaya. While there
was every attempt made to select an unbiassed sample, it may
have been more profitable to héve involved a larger sampls.
As it was, the sample seem to be rather: heavily loaded with
female teachers (N = 158, i.e. T72%) as against the Males

(N = 62, i.e. 28%). 1In attempting to study thec association
between leadership characteristics and Job Satisfaction, the
instruments used depcnded upon the perception of leadership
characteristics by’ the teachers. While it is undeniable that "
such perceptions do have a bearing on the effectivencss of
leadershap it may be worthwhile in other studies to develop
more direct methods of assessing leadcrship functaons and

!

effectaivcness., Havang said thas it is submitted that the

instruments used in this study to assess lcadership charac-

teristics and Job Satisfaction were reliablec devices. The

"latter may probably be found useful in any further studies

i
t

in this domain.




- 131 -

BIBLIOGRAUPHY

i. Adeval, S.B., The third Indian Year Book of Education .

Educational Research, Chapter 1X, DBelhi (c) N.C.E.R.T.,
. N

1968 (p 140)

2. Anand, S.P.,"Job Satisfaction”, Chapter VII from A Study pf

Higher Secondary Schools in Delhi, Ph.D Thesis, Delhi

University, 1971 (pp 416 - 445)
3. Anand, S.P., "Reason for joining and Job Satisfaction" in

QUEST in Education,VOL. XV1I No.3, Bombay, Indian Coun-

cil of Basic Education, July 1980, (pp 260 - 261)

4, Anjaneyulu, B.S.K., A Studv of Job Satisfaction in

Secondary School teachers and its impact on the cduca-

tion of pupils with special reference to the state of

Andhra Pradesh, unpublished Ph.D, Thcsis, Education,

M.S.U., 1968, in Second Survey of Research in Education

by M.B. Buch, Baroda, QOEiety for Educgtional Research

[ 4
and Development (C), 1979 (ppdS5S8 - 462).

5. Best, J.W., Research in Educastion (F?urth Edition, Chap~

ter X, Eagle Wood Cliffs, N.J.. Prentice Hall Inc.,1981

6. Bhatnagar, R.P, and I.B. Verma, in"Eductational Supervision®

Meerut, International Publishing House (First Ed.), 1978
(pp 199 - 213). '

7. Bidwell, C.E., "The Administrative Role And Satisfaction

in Teaching" in Journal of Educational Sociology, Vol.

Val. 29, Seﬁtember 1955 (pp 41 - 47)

000'0132/“.00.



10.

1.

12.

13.

14,

15.

132 -

Block, J.R., et al, "Some Correlates Of Job Satisfaction

Among Disabled Workers®™y Personnel And Guidance Journal,

Vol. 42, 1964 (pp 45 - 51)

Blum, M.L., "Job Satisfaction™ - Chapter IV in Psychology

And lts Social Foundations,

{

Newyork, Harper Bros, 1949

Boles, H.W.,and J.A. Davenport, lIntropdyction to Educa-
i
tional Leadership, Newyork, Harper And Row Publishers
Inc. 1975 (pp 113 - 133, 270).

Bryan,and Boring, "Job Satisfaction Researchcs of 1946-1947"

reported by R. Huppock et al in

1948 (pp 167 - 177).

t

Occupations Vol. 27

Buch, M.B., Third Survey of Research in Education

(1978 - 1983), New Delhi, N.C.E.R.T. 1987.

Bullock, R.P., "Social Factors Related to Job Satisfaction®

Besearch Managraph No.70, Columbus, Ohio University

Bureau of Businecss Rescarch 1952.

Cartwright, D and A. Zander, Eds., Group Dynamics 3rd £dn
[

Newyork, Harper and Row

1968 (pp 305 - 307)

Cantres, R.D., and H. Centril, "lncomec Satisfaction Aqd

Income Aspiration®™ : Joyrnal of Abnorhal Socjal

Psychology 1946 in Organisational Social Psychology

Chapter VII, Korman, A.K.

Hall Inc., 1971.

(Ed),

Now Jersey, Prentice

0000-133/-000o

¥



- 133 -

\16. Chase, F.>. "Professionai Leaucrship and Teecher borale " :
Administration's Note Book Vol I (larch 1953 pp 1 -4},
and "Factors for satisfaction in teaching®, Phi Delta

Kappa Vol,33 (.iovember 1951) (pp 127 =132) in The New

School Exccutive : A Theory of Administration, (Ed)

Sergiovanni, T.D. and T.D. Carver, Newyork, Dodd, Mead
i
and Company, 1975,

I

i
17. Darji, D.K., A study of leédership behaviour and its correlates
In the Secondary Schools of Panchmahal District, Ph.D.

Dissertation, Zducation, M.S.U. 1975 in 5/ cond Survey of

3eseaq&h in bducation by M.B. Buch, Baroda, Soclety for

Educational Research and Development (C), 1979 (p ~466).

18. Davis, K., Human Behaviour At work , 5th edn. Newyork

tc. Craw dill Book Company,1977 ( p 107) in Crganisation
and Management (<d) Kast, E.E. and J.E. Rosengwerg, MC.
Craw Hill Inc (C) 1981 (p 322).

19. D'Souza, A.A.,'Tne rduman Factor In Education, Calcutta, b

Orient Longman Ltd. 1969 (p 272) ‘

20. Edwerds, A.L., Techiques of Attitude Scale Construction ,

Newyork, Aoplaton Century Crotts Inc. 1357 (pp 19 -52)

21, Bngland, G.%. and C. Stein, " The Occupational Reference
sroup : A Neglected Concept In Employees 'Attitude ",
Fersounel Esychology 1961, 14, 299 - 304 in 'Organisational
Bsychology' (Ed) Korman A.K., Job satisfection Chapter
VII ; New Jersey : Frentice !iall Inc 1971

22, Fiedler, F.E., A Theory of Leadership cffectiveness,

Newyork, Mc Craw :ill, 1967 ( p 8)

. . o\ 13’4/’. ¢ o [}

{



- 134=

23. Fournett, G.P., M.£. Distefane end M.W. Pryer, Job Satis-

1

faction : Issues and Problems, Chapter XX in Theory

and Practice of Vocation Guidence by Hopson, D and J.

Hayee, London, -Perganon Fress 1368, ’
24, Gakhar, S. and B. Kaur, " Personal and Professional Corre-
lates of Job Satisfaction of Howe Science Teachers" in

Journal of the Institute of Educational Research,Madras,

Vol. 12 No. 1 January 1988 (Fp 11-16).

25, Garrett, H.E. , Satisfaction in Psychology and Education,

New York, Longman Creen and Co., (4th Edition) 1953
( P 370). ‘

26. Good, C.V., Dictionary of Education, New York, lMc. Craw

Hill Book Co. Inc 1959.
27. Gupta, S.l’., A Study of Job Satisfaction At Three Levels
of Teaching; Unpublished Ph, D, Thesis, Education,

Meerut University 1980 in ' Third Survey of Research in

Educatfon' by Buch, M.B., New Delhi, (c) N.C.Z.R.T.,
1386 ( Pp 809 - 810). : ‘

28. dalpin, A.W., Theory and Research in Administration,

New York ; Mc. tillan, 1966 (P-81).

29. fiomphill, J.K., " Administration as Problem So¥ving in

sdministration Theory in iducation ", in ilalpin, A.W., -

Chicago, Midwest Administration Centre 1958 ( p 98).

e e e o 135) oo o o @



30.

31,

32,

33.

35.

- 135 -

!

wenuricks ' I., " Viork And Pleasure ri c1 1" - Psycholo-
gical Analysis, Quarterly 1943, 12 ( Pp 311 - 329)

Re.orted in Psychological Monograph, 1983 Vol 67 No. 14
(Pp 1 - 29).

rierzberg, F., et al, Job Attitudes : Review of Research
And Opinion, Pittsburg, Psychological Service of

Pitisburg in Qrganisationzsl] tsychology, Chapter VII,
Korman, A.«£., (Ed), New Jersey : Prentice Hill Inc 1571

Hulin, C.L., " Effect of Community Characteristics on

rleasures of Job Satisfaction ", Journal of Applied

Psychology, 1966 (Pp 185 -~ 192).

!
tiulin and 3mith in Job Satisfaction : Issues and Problems

CiJAPTzR XX in Theory and Fractice of Vocation Guidence

by Hopson, B and J.J. Hegso, London, Pergamon Press

1968.

Huppock, R., Job Satisfaction, 1935 as quoted in Job
[ 4
Satisfaction, Chapter IV, Industrial Psychology and Its

Social Foundations (Ed), 3lum, M.L., Newyork, Harper
Bros., 1349 (Pp 78 - 105).

Huppock, R., Job Satisfaction, Newyork, Harper, 1935
in " Motivation And Qrganisational Effectiveness®™ (Ed)
Ray, S.K. and A.S. Menon, New Delhi (c) ghri Ram Centre

for Industrial Relations and Human Resources 1974 (p~147).

.« . .« 136).



- 136 -

36. Xatz, D and R. #hen , The Sociasl Psychology of Organisation,
New York, John Wiley, 1966 (p 301)

37.  Aerlinger, F.h., Foundations of Beheviorel Research, New

York, fiolt, Reinhart and Winston, 1973.
38. Klein, S.M. and J.R. Maher, Zducation Level and Satisfaction

with pay : Personal Psychology 1967, 3, 75 -84 in Organi-.

, sational Psychology. Job Satisfaction (Chapter VII) SEd)
Korwan, A.4£., New Jersey, Prentice Hall Inc. 1971.

39. Xochhar, S.X., Secondary School Administration, New Delhi

Sterling Fublishersf Frivate Ltd., 1978 (pp 125 - 143).

40. Xolte, N.V., ' Job Satisfaction of Primary School teachers,
A test of the generality of the Two factor Theory'.
Natiornal Institute of Rural Development, Hyderabad,1978
in The Third survey of Research in Educetion by Buch M.S8.,
liew Delhi, (c) n.C.E.R.T., 13986 ( Fp 815 =-816),

41, Korwan, A.K. Job Satisfaction (Chapter VII) in Organisa-

tional Psycholoyy, New Jersey, Prentice Hall Inc 1971.
42, Krishnaraj, R: and P.SY. Balasubramaniam, ' A Study of
' 4

Leadership Styles of ileads of Department in Colleges in

Journal of cducatior al Research and Extension Vol.,24 No.2

October 1387 ( p 81 - 82},
!
43, Lakdawala, U.J., Tue Frofessional Growth of Women Teachers
of Secondary Schools of Greater Bombay S.N.D.T. Bombay

1977, in Third Survey of Research in Education by Buch,

M.B. (1578 - 1983) (c) N.C.E.R.T. 1986 ( p 817 =-818)
A

:
'

. ¢ o o . 157/- e o

»”



b,

45,

46,

L7,

48,

43,

50.

- 137 - T

Lavinge, K.U., ™ A Study of Job Satisfaction Among School
Teachers " - Unpublished Ph. D. Thesis Education, Gujrat

University 1974 in Second Survey of Research Education

By Buch, M.B.,(c) 1979. Society for Educational Research
.and Development, Baroda, India ( P 438).

[

Lindran, #.C., An Introduction Tg Social Psychology, New
Delhi, Widey Eastern Private Ltd. 1974 (Pp 380, 405 -
406). |

Lipham, J.M., " Leadership and Adwinistratiop in Hehavioural
§££é§g¢ and Educational Administration®™, The Sixty Third
Year Book of Grieffith, ed. Chicago, The 8ociety 1964
(p 122).

Lucio, W.d. and J.D. Mcneil, Supersision ¢ A Synthesis of

Thought And Action, Los Angeless U.S.A., McCraw Hill Inc.

'Second Editlon' 1309 (Pp 28-31, 68).

¢

Maslaw, A.M., "™ ATheory of Human Motivation "™ - Psychologi«-
cal Review 1343 ( Pp 370 - 376)

. [ 4

liayo, E., The Human Problem of An Industriel Civilization,
Newyork, Hac Millan 1933 in otivation Qrganisational
Effectiveness, (Ed) Ray, S.K. and M.S. Menon, New Delhi
(c); Shri Ram Centre for Industrial Relations and Human

Resources, 1974 ( Pp 75 - 103).

MeCormick, E.J. and J. Tiffin » Jndusirial Bsychology,
New Jersey, U.S.A., Prentice idall Inc. ( Sixth Edition)
1975 (Pp 292 - 321),

. L] . . 138)0 . . o o



51.

L1
(]
.

54.

95,

U
[¢))
[ ]

-138 -

1

Mukerdi, S.i¥., Secondary School Administration : Its

Principles And Foundstions in India , Baroda, Acharya

Book Depot 1963 ( p 135) /

Naik, D.G., ' An inquary into the relationship between
Leadership behaviour of Secondary School Headmaster and
Teachers' Morale', Ph.D, Thesis (Edn) 5.G.U. ,1982 in

Third Survay of Research in Edu¢ation by Buch,M.B. (c)

N.C.E.R.T. 1986 ( pp 916-917)

Niles M.C. , gg cssence of sianagement, Bombay : Orient
I

Longman, 1956 ( P 83) in Personzl Mansgement and Indust-

riszl Relatiouns in the Tublic Sector. Bombey :Progr?ssive
Corporation Private Ltd., 1973 ( Fp 137 =-13G)

Palkhiawals, i'.A., ' A study of one hundred cases of Secon-
dary School teachers regardiing their job saiisfaction M.

Ed vissertation, EBoabay 1953 in Tne Third Indisn Year

Sook of Education by Adaval ,S.B., Educational Research,
I‘".CoEOROT.., New Delhi 1968 (p"’ 1&0)0
Pigors, P.D.4., Leadership and Domination, Boston Hougton
[ 4

Mifflin, 1953 (p 16) in Ihe New School .Executive : A

Theory of Administration (Ed) Sergiovanni, T.D. and F.R.
'éarver, New York : Dodd, Mead and Company 1975 (pp 196-137
Formal, N.n. , Personality Correlates of Job Satisf&ed&pg’

High Secondary School Trachers : Unpublished Ph. D. Theé;s

Psychology, Agra University 1980 in Third Survey of Re-

search ;g_Educafipn, by Buch M.8.(c) N.C.EB.R.T.,1986

(pp 831~ 832).

* wo 1590 e o



57.

58.

53.

60.

61,

" 62,

63.

- 139 -

Prasad. L., Personal rlanagement and Industrial Relation in

public Sector, BEombay : Progressive Corporation Private
Ltd. 1973 (Fp 137 - 138).

Rao, S.N., A Psychological Study of ¥Work Adjustment and Tea-
ching Success of Frimery School Teachers, 5.V, University,

1981 (NCERT Finance ) in Third Survey of Reasearch in Edu-

cation, by Fuch M.B. (c) N.C.t.R.T. 1386 ( p 835)
reddy, A.V.R. ' Effect of Type of Management and Sex on Job
Satisfaction of Teachers ', S.V. University, Tirupethi, in

"Quest in Education " Vol XVII tio. 4 October 1930, Bombay :

Indian Council of Basic Education 1980 ( p 450).

Saxena, K.&. Administrative leadership styles and Tethers'

morale, Gopeshwer in The Educational Review, November 1989,
Vol XCV No.III, Madras (pp 191 = 193).

Schaffter, R.H., " Job Satisfaction As Related To Need Satis-

faction In worx" Reported in Psvcholopical ilonograph 1953
Vol 67 No.14 (Pp 1 -29).

Sergiovanni, T.D. and F.D. Carver, "The New School Executive:

A _Theory of Administrationy liew York, Dodd Mead.and Co.*

Inc 1973 ( Pp 69 - 86 , 195 - 137)

Sharme, B, and S.?. Gupta, A Theory of The Relationship Bet-

ween Organisational Climate and teachers' Job satisfaction,

Journal of Education Research And Extension Vol 19, Number 3,

January 1533 Tamil Nadu; Shri Ramkrishna Mission Vidyalaya
College of Education, ( p 145 = 149).

....1400010

'
IS



64,

65.

66.

67.

69.

.70

-140-

Sherma, M.L.,An investigation ianto the Organisational climate

of Secondary School of Rajasthan in The Second Survey of

Research in tducation by Buch, M.B.,(C) 1979. Society for

Zducational Research and Devel-pment,Baroda,India (P 492).

Shaw, i.E. Group Dynamics : The Psychology of Small Group

behaviour, New York s Mc Craw Hill 1971 (pp 364 - 380).

Shukla P.C. 'A Study of Administrative Effectiveness: Its
relationship With Teachersi Attitude, Job Satisfaction and

morale',in a Journal of Research and ixtension Vol.Z23,No.1,

{
July 1986 Tamilnadu Sri Rama Xrishna Vidyalaya College of
of tducation, (pp 145 = 149).

Siegel, S.,Non Paramatic Statistics for The =Zehavioural Sciences,

Kogakusha, Internationzl Student Bdition, Mc.Graw Hill
1956 (pp 231 - 236)
Singh, M., "A Tneory of Administrative Leadership In Bulld-

ing Staff lorale"in PThe ESducational Review, iMonthly record

for India, Madras, Vol. LXXXIX April 1983.

Singh, H.L., "Measurement of Teacher Values And Their Rélation-

ship With Teacher Attitudes And Job Satisfaction"- Unpublished

Ph.D. Thesis, Zducation, B.H.U. 1974,

+ Smith, H.C.,Psychology of Industrial Behaviour,New York, Mc.Graw

Hill,1955 in Motivation And Orgaenisstional .Effectiveness (Ed)
Ray,S.K.and M.S.Menon,New Delhi,(C),Shri Rém Centre For Indus-
strial Relations And Human Resources 1974 (p 147).

Stogdill, R., "Leadership,Membership and Organisation" -

Psychological Bulletin, Vol. 47 (Jenuery 1950)(p.4.)

.'..1“1....



72,

73.

- 141 -

Stogdill,R.M., Handbook of Leadership ¢ A Survey of Theory and

Research, New York, Free Press 1974 (p 12.

Super, D.E., " Occupational Level And Job Satisfaction"

Journal of Applied Fsychology, 1939,23.

Thomas,L., The Occupational Structure And Education, Job

Satisfaction, Chapter IX, Prentice Hall Inc., 1956{(pp 197=230).

Uniyal, *.P., Job Motivetion And Satisfaction of Education =-

Unpublished Ph.D.Thesis, Education,Allahabad'University 1976

in Second Survey of Research in Education (&d),Buch, M.B.,

Boreda Society For Educetional Resegrch And Development (C)

1979 (p 502).

Vollmen,H.M. and J.A. £inney,Age, Education end Job Satisiaction
- Personnel 1955 A£XII (pp 38 - 48) in Theory and Practice of

Vocational Guidance by Hupson, B. and J. Hayes, London :

Pergaman Press 1993.

{

Vroom, V.H.,Eco Involvement Job Satisfaction and Job Performance

- Personnel Psychology, XV,

1952 (pp 159 - 177).

Zandar, A. and H.Quinn, The Sociel Environment and Mental Health

A Review of Past Research At The Institute of Social Reseé;ch -

Journal of Sociel Issues XVIII (pp 48 - 66) in Jub Satisfaction

Issues and Problems by Fournett, 0.P. et al. Chapter XX in

Theory and Practice of Vocational Guidance (Ed) by Hupson, B.

and J. Hayes (p 257 -~ 275).

{

WIEU LI]RAIY /43{99
Am. Neo . .. : ‘(
A By 77’/0

‘h__..... ann —-—

-—

Plos By o
Pub, Meading By ceconoam -
”( w _‘_____.M
Sranae brd MM



AP FEND
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A Liat Nf Secondary

Schnnlsa Chosen For The_ Sample

&
Sé' ‘Name of School Management Locality
Laitumkhrah Fresbyterian e .
1. Highh School Deficit Laitumkhrah
2. Laban Khasi High School Dcficit Laban
3. Moza Modern High School Ad-hoc Laitumkhrah
4, Pino Mount High School Lovernment Laban
5. ggi;glPresbytcrian High Ad-hoc Malki Y
—
6. Rilbong High School Ad-hoc Rilbong
-
7. Brookside High School Private Laitumkhrah
8. Loreto High School Private Laitumkhrah
9. %gﬁggfing Vidzifjth High Deficit Lumparing
Budha Vidya Nikectan High - . _
10. Sohnnl | y 9 a Ad-hoc Folo, Shillong-1
11. | HYapkhgr Christian High Deficit Mawk har
12, B.K. Bajoria High School Private Laitumkhrah
t13, Government Girls'’ High Government Police Bagar
| School
14, Mawprem Modern High School Deficit Mawprem
—
15. Seven Set High School Private Malki
16. St. Joseph High Schopl Deficit Jaiaw
I SO gﬁgg? Pathshala High Ad-hoc Mawprem
18 Rai Bahadur Anupchand .. Deficit Folice Bagar
19, Government Boys' High Government Jaigw
School '
20. St. Anthony's High School Deficit Laitumkhrah




A PFENDIXS-B

M. Nongrum Debartment of
F Educatinnal Research And Studies
Research Fellow N.E.H.U., New Campus

Shillong - 793008

Dgar Sir, !

5

i
In connection with my Research Study I need some informa-

tion about the needs (factobrs) involved in the Job Satisfaction
of tecachers. Your assistancc is requested in this task. Plcase
read through the list of needs (on page 1) accompanying this
letter and then compare them with each other as per instruc tions
given (on page 2) carrying a paired-comparison Questionnaire.

I would be gratcful if you could kindly return it to me after

completiaon.
Thanking you.

Yours sincerely,

(Mcdalin Nongrum)

Enclos- As above



List Of Some Needs Involvcd In Job Satisfaction

|
Ten necds whose fulfillment, eaccordingyg to other studies,

are involved in an employee(s feelings of Satisfaction with

his/her work, are listed below. Please read through this limt

and thcir specifications {given in brackets). After that please

turn to page 2, read thec instructions and indicate your judgment

when comparing each necd with the other.

A,

i

PRESTIGE AND STATUS ¢ (The fulfillment of this need would

depend upon an individual's own Judgmcnt regarding the
warth or value of his profession in comparison with othcr
occuypations and the status and prestiygec accorded to it

by othcrs). '

RECOGNITION AND APFPROBATION 3 (Fulfillment of this need is
‘exemplified by the recognition accorded to a teacher's
work and qualities by Principals/Education foicarg/
Inspectors/Collcaques when the occasion demands it)

Interpersonal Relationships ¢ (The degree of liking for

other members of your School Staff, thc degree of pt
informality and congeniality in interperasonal rclatiomships
are involved in the satisfavtion of this need).

MASTERY AND ACHIEVEMENT (This need ariscg out of the skill

and Mastory in one's work subject or activity and would be
fulfillcd when certain goals and objectives portaining to

thesec spheres are achieved) .
INCOME (SALARY) AND SECURITY : (Satisfaction of this need

would involve a feeling of assurance regarding a regular

income and confirmation and permancncy of service condi tions,

ceed2/=0in
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List of needs involved in Job Satisfaction {Contd.)

F. LEADERSHIP AND 9UPERVIS£QE,: (Fulfillment of this nced

w0uld.depend upon the typu of leadership.a teacher works

under, the degrec to which it is of the democratic, con-
sidorate, participative typc as opp?sed to thc autocratic,

¢

aythoritarian and directive variety). .

G. SUITABLL/SATISFACTORY WORK ENVIRONMENT 3 (This nced is ?atis-
fied when suitable physical and administrative conditions
equipment and facilities are availaeble for the efficient

performance of one's dutics).

H. OPPORTUNITIES FOR PROMOTION AND ADVANCEMENT s (Fulfillment

of such necd reGuires opportunities for promotioniin ong's
occupation, e.g. chances to become a Head/Principal as
well as possibilities for professional‘grdwth, e.g. oppor-
tunities for further training courscs etc.).

1. INDEPENDENCE 35 (This need is fulfilled whcn opportunities

exist to direct one's awn behaviour to a considerable
extent rather than being constantly subjccted to iheo

directions of othecrs). e

J, AUTHORITY AND CONTROL s (This need is fulfilled by opportuni-

tics to exsrcise one's powcr to direct or conirol others -

!
Colleagues or students).
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PAJRED COMPARISON QUESTIONNAIRE

.
Instructions 3 You arc now requested to compare each need, listed

in the previous pages, with the other in accordance with the

i
‘

schedule gaven below bearing in mind your own school situation.
Please i1ndicate which need in your opinion is more important in
gach comparison. There 1s no such thing as a right or wrong
Judgment. It is your opinion that matters. Plcase refer to the
list on Pages 1-2 1f you fcel 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 1 would
indicatc my judgment by writing 'E' in the brackets at the end
of the comparison questipn thus : \
Recognition (B) Vs. Income (Salary) and Security (E)? (E)
Please follow this procedure and indicate your judgments in the
comparisons given in the schedule below.

1. Intecrpersonal Rclatlonsh;ps (C) Vs. Opportunities ‘

for Promotion And Advancement (H) ? ( )

2. Mastery and Achievement (D) Vs. dndependence (1)7 ( )

3. Recoygnation (B) Vs Lecadershap (F) ? ( )

4, Interpersonal Relationshaps (C) Vs. Work Envi-

ronment (G) 7 ( )

5. Leadership (f) Vs Independence (1) ? ( )

6. lncome (Salary) and Swcuraty (c) Vs Leadershap(F) 7( 9

7. Interpersonal Relationships (C) Vs Prestige and

Status (A) ? ( )

+

t
:
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PAIRED COMPARISONS QUESTIONMNAIRE (Contd.)

8.

10.
11.
12.

13.

14.

15.
16.
17.
18.

19.

20.

21.

22,

23.

dpportunitics for Promotion and Advancement (H) Vs |
Independence (1) 7

Recognition (B) Vs Opportunities for Promotion and
Advancement (H) ? \ ;
Lcadership (F) Vs Satisfactory Work Emnvironment (6)7
Recognition (B) Vs Authority and Control (J) 7 —
Recognition (B) Vs Income and Security (€) 7

Mastery and Achiecvement (D) Vs Authority and

Control (J) ?

Recognition (B) Vs Mastery and Achievement (D) ?
Income and Security (E) Vs Satisfactory Work
Environment (G)?7

Mastery and Achievement (D) Vs Suitable Work
Environment (G) ?

Intcrpcrsonal Relationship (C) Vs Indcpendence (1)7
Prcstige and Status (A) Vs Incomec and Security (E) ?
Opportunities for Promotion and Advanccment (H) Vs
Authority and Control (J) 7

Recognition (B) Vs Prestigc and Status (A) 7
Prestige and Status (A) Vs Leadership and
Supervision (F) 7?

Interpersonal Rclationship§ (C) Vs Authority and
Control (J)?

Intcrpcréoﬁal Reclationships (C) Vs Incemc and

Security (E) 7

R VAT
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24. Recognition (B) Vs Interpersonal Relationships (C)?7 (-
25. Interpersonal Relationship (C) Vs Mastery and

Achievement (D) 7 (
26. Prestige and Status (A) Vs Opportunities for

Promotion and Advancemont (H) 7 (
27. Leadership and Supervisjon (F) Vs Opportunities for

Promotion and Advancement.(H) ? (
28. Income and Security (E) Vs lédepcndence (1) 7 I
29. Satisfactory Work Envi;onmcnt (G) Vs Authority and

Control (J)7 (
30. Income and Security (E) Vs Opportunities for

Promotion and Advancement (H) ? (
31. Mastcry and Achievement ( D) Vs Opportunities for

Promotion and Advancement (H) ? (
32. Suitable Work Environment (G) Vs Opportunities for

Promotion and Advancement (H) ? (
33. Mastory and Achievement (D) Vs Incomc and

Security (€) ? (e
34, Mastcry and Achievement (D) VYs Frestigec and Status(A) 7(
35. Recognition (B) Vs Independence (1) 7 ¢
36, Prestiige and Status (A) Vs Satisfactory Work

Environment (G) ? o ¢
37. Independence (1) Vs Authority and Control (J) ? (
38. Mastery and Achievement (D) Vs Lcadership and

Control (J) 72 (

39. Income and Security (E) Vs Authority ancd Control(J)? (

ceee b/



40.
41.
42,

43,

44,

45,

Satisfactory Work

- 6 -

Environment (G) Vs Independcnce (1)7?

Prestige and Status (A) Vs Independence (1) ?

Prestige and Status (A) Vs Authority and Control (J)?

Interpersonal Relationships (C) Vs Leadership and

Supervision (F) ?
Leadership ancd Su

Control (J) 7

pervision (F) Vs Authority and

Recognition (B) Vs Suitable/Satisfactory Work

thvironment (G) ?

@@getoecerRrERCELELae
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APPENDIX 'C' (Contd.) ‘

32,

-

33.

34,

35.

3e6.

37.

38.

39.

40‘

A1,

There are yood chances ain my job fog a promotion and also
opportunitics to acqierc bectter qua%iflcations and skills
(1, 2, 3, 4, 5. )

The cquipment and facilities provided for the teacheys

in my schools lcaves much to be desired (1, 2, 3, 4, 3.
At the place where I work, there arc ample oppgrtunities
for makingy friecnds and developing free, informal relation-
ship with my collcagues (1, 2, 3, 4, 5. )

The work environment in my school in tcr;q of buildings
end other facilaities is satisfactory in some respects but
not so good in some others (1, 2, 3, 4, 5. )

Therc is ample opportunity in my job to use my discretion
initiative or inventiveness (1, 2, 3, 4, 5. )

In my judgment, my Jjob is as worthy as any othcr in
matters of p£CQtige and status (1, 2, 3, 4, 5. ) :
Opportunities for promotion and professional gfowth are
neather wholly absent nor are they very lakely an my Sob
(1, 2, 3, 4, 5. ) /

There arc gome opportunities for making friends with my
colleagues at work, but there arc some obstacles too in
this sphere (1, 2, 3, 4, 5. ) \

A desire to obtain particapataion and co-operation scems to
be the polacy of my superiors in my job (1, 2, 3, 4, 5..)
The probability for promotion to a Principal's Post in my

Jobor for acquiring bettcr qualifications is very low

(v, 2, 3, 4, 5. )

e b/=a



APPENDIX 'C' (Contd.)

42,

43,

44,

45,

46,

47.

48,

49.

50.

Thecre is very littlec or no opportunity in my job for me
to use my discretion, initiative or inventivcness

(1, 2, 3, 4, 5., ) |
The salary 1 receive in my job and the assurance of its
permanency do satisfy me (1, 2, 3, 4, 5. )

Cthers in my profession and thec public consider my job

to have much less prestige and status attached to it than
other t;aching jobs. (1, 2, 3, 4, 5. ) )
My Job is considered to be less prestigious and to have a
lesser status than other saimilar Jobs (1, 2, 3, 4, 5. )
In my job thc possibilitics for promotion to a Headmastcr's
or a Praincipal's post or for acquiring better gualifica-
tions are rather few (1, 2, 3, 4, 5. )

¢

My Jjob affords me considcrable opportunities to exercise ',
powcr and authority over othcrs, both students and
colleagues (1, 2, 3, 4, 5. )

The desire on the part of my supervisors, to obtain parfti-
cipation and co-operation is absent in my job

(1, 2, 3, 4, 5. )

The work environment and the equipment and facilities
obtainable in my job are poor and very inadequate

(1, 2, 3, 4, 5. )

The salary 1 receive in my'job and the conditions of

sccurity and stability in my job are very adedquate

(v, 2, 3, 4, 5. )

s
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The following is a list of lecadership characteristics.
Kindly read through thc list and rank them from 1 to 10,
according to what you consider to be the most important cha-
racteraistic that a Principal/Hcad of an educational institution
should posscss. After completion kindly rcturn it to mc.

Thanking you. .

Yours faithfully,

Medalin Nongrum

Rescarch Scholar
Department of Education,
N.E.H.U., Shilleng

Characteristics . Rank.
1. Initiates action ( Yy
2, Helps to focus members'! ( )
attention on group goals
3. Clarifies problems ( )
4, Makes information available
to all members ( )
e
S. Evaluates Qquality of work done ( )
6. Helps to maintain good rclation-
ships in the group ( )
7. Settles disputes bctween mcmbers ( ) |
8. Provides cncouragemcnt ( )
when required
9. Stimulatcs sclf-direction ( )
10. Increases interdependence ( )

anang members.
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M Nongrum, ’ Departaént of Educational
Research Scholar. Research and Studies,
N.E.H.U.,Shillong.

Pear Teacher,

I am conducting a staiy on "Jo® Satisfactien of School
Teachers in Shillong" in connection with a research Profect. I
therefore request you to kindly help ue by‘giv1ng!your jﬁhgements
to the Statements in Page® 1 and raée 2, Your responses will be
treated with the utmost confidence and used solely for the puryose

1

of my investigation,
§

Thanking you.

Yours sincerely,
! N

M

(Medgi;gxyggg;un
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-y " 7 / ’ / -,
Age: 3L Sex : '-/C.“-«/-‘L» Qualification ¢ - ‘é? 'J(-’Q‘/\

7 e
Experience as a tcacher 6’ N ____years, Religion: C— L"\ R .

The twelve statements given below express opinions about certain need which most teachers seek to satisfy in
their work at school Bearing in mind the situation in your school, please indicate your degree of agreement/dis-agreement
by plecing a™4/' mark in one of the cells following each statement. A “4/” in cell “I" would indicate very strong agreement
with the statement while plecing the mark in “V({I” would mean' very strong dis-agreement, “'IV" represents an undecided
or mneutral attituds, “11" and “III7 represents lesser degrees of agreement -than “1'° while V™ and “VI® represent lesser
degrees of dis agiecment than ¢ VII™. - ~

I 1I ur oy IV \Y \Z! Vil
e C‘l/\’ '5 (‘(L’l - Q'% b Very Strong Agree- | Neutral Dis- Strong Very
}"S : strong |agreement| ment of agreement dis- strong dis-
agreemert undcided 1greement jagreement

,0'2 1. This is a very poorly paid job and the : ) _
H cordition of security arnd st.bility in it are just / é,g) :? L/ 5 é 7

as bad. ~ .
. 2] ) . \
. My school provides eicellent equipment an ~ o
é % fucilities for the performance of my dutics ? (7 5 (/ / 2 /

cﬁicicnt!y.), G

3. Others in my procession and  the public
. D consider my job 10 have much less prestige and / 9
.Y status attached to it thin other teching jObS./‘é

(/‘ \'6/\' 6 7

m'u

use whatever aptitudes, skills and abiliiies they

L/ 4, Work at my school does enable teachers to
é may possess. il é)

™

. 5. The probability of promotion to a Principal’s
‘2) ' O post in my job or for acquiring better qualification {
1s very low. K S

)
-C
v\
o~
.kl

6. My job does give me chances to be friendly
¢ with my collcagues and to work in an informal
?' > , Q atmosphere. / '

A
O
4
(\.:

&

- 7. The salary I receive in my job and the
AN 3 condition of security and stability are very
A~ adequate Q /

8. The work enviroment, equipment and /
L} g fucilities obtained in my job are poor and very
. in-adequate }'C

)

S
Ny

VA
Y

9. In my judgment my job is as worthy_ as - ’ .
% +(0  any other in matters of prestige and status./é j L ({ R
-10. Circimstances requiring~the jnvolvement of -
' /~( % * any speccial skills or abilitics that a teacher may A l 9~
{

possess are rare in our school / , Q

11, There are good chances in my jop for a (é C/
¢ ,0 1§>romotion and also opportunjties to acquire. }
3 clter qualifications and skills, /, & :

(VA

_ 12 An informal afmospherc at work and the p
1, ‘) oppcrtunity for developing friendships with my }
colleagues are quite unkpnown in my JOb./ -
- 29

AL ) E




Dear Teacher,

In continuation of the Job Satisfaction Scale which you
kindly responded, to, I am hercwith submitting 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 judgmeats of your Head/ Principal on a five point
Scale. A check of “1” would indicate that your Principal{ Head wou'd
rate very high on this quality, while a rating of “>” would indicate thc
lowest rating. The intermediate points between + & 5 would correspordingly
indicate lower ratings than the highest ie. a rating of *‘1”. This infor-
mation, will be treated with the strictest of confid:nc: and uszd oaly for
my research work.

Thanking you.

Yours sincerely

"Ww\?//

Medalin Nongrum

I')_,')' 17-5)’3
QUALITIES ( Characteristics )

L —
Initiates action (332,3,4‘3/%‘. ¢ . e
Helps to focus members attention on group goals (1,@,’3,4,5 ).
Clarifies problems ( 1Q2)3,4,5, ). )
Makes information atailable to all members ( 1,2(314,5 ),
Helps to maintain good relatignship in the group (1,2,3)1,5 ).
Stimulates self direction (1,2 3)4,5 ).
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Kindly [ill in your Bio-data bclow:-
e ]

A

Sex——- ———— Qualification-——— —_— ——

Experience as a teacher— —— ——— Yecar Religion ———
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Calculation nf the Product Moment Cnrrelation Between two

halvcs of Scores

on Job Satisfaction Scalc (Whole samplc

| N = 220)
A 1 s t Half
2nd Half — - =
- 110-19|20-29 30-39[40_49 50-59 60-69E°ftyal v eyl pyr & xry
2 4 2 13 16 8
I'60-69 4
8 13
' - (1) (2]
5059 25 8 4 37 1 137 | 37 16
| B 8
, -——*————---————T— —-%—
|
' 40-49 2 17 61 10 1 91 o] o o 0
| |
: —_ - L — -
, 3) 21, o (<1) B
30-39 3 16 40 18 1 78 | -1 {-m; 78 | 8O
9 32 40 -1
, @) @) ‘ B
20-29 4 6 | 10 { -2 | -20{ 40 28
' | 16 12 l ,
r =fyk if'yz ='y'
T"ftjl 3 22 | 63 104 | 23 5 220 =53 171 132
—— — —— ~_1L __{;.
x' -3 =2 -1 0 1 2 o
| L —_ —
1]
1
~ -9 44 | -63 0 23 10 | TX=
) , -73 '
| B [ L A D
12 x fx'=
oy +27 88 63 | 0 23 40 241
| I Y




éiﬁil _ (§§x' X fﬁ' )

r=

Sx Sy

132 _ (_.33 X -.24 )

99 X .85

.6 - 0792 _ .5208
85 L8415

k-]

= ob1‘38 -~ .62

%
Correction r (Wwhole test) = -S-2.fauSoc_ 22224 o

- -g-é-;ég ——————
1+ ,62
- 232
1.02
= .81 y
1 -8
Gx- 721 _zzayz 6y = /-l o (222
220 220 5 220 220
= / 1,0955 - (" ¢33 ) - / 7773 - (- .2[&)2
=/ 1.0955 - .1089 =/ . 7772 = .05/0
=/ -85 - /TAST
= .99 ) ! = .85

* Spearman Brown formula for correction of a Split half

r. H.il.Gerret, Testing for Teachers, Eurasia Publishing

House New Delhi, 1959 ( p- 224).



