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ABSTRACT

Theroleof ateacher inimparting education
to students is very challenging and full of
responsibility. Theteacher hasbeen consideredto
look after the student at school asthe parentslook
after the child at home. Snce the quality of a
teacher inan educational systemismoreimportant
factor than all other factors put together asit is
essential that an individual who is considered
teaching as a career should understand what is
required for him and know whether he possesses
the interest and competence to successin thefield
of teaching. According to H.GWells “The teacher
is the pivot of the educational system .”” There is
need of really good teachers who have some
unique qualities about them. In India we don’t need
such teachers who consider imparting of
information to be their only duty. They are also
expected to act as social reformer, moralist,
national integrator etc. Theteacher isanimportant
figure and is expected to remain important. In the
wordsof Kabir given bel ow wefind that the teacher
has been compared with God, to bring home his
importance. “Teacher and God, both are standing
before me to who should | pay obeisance? | bow
to you, my teacher Who guided me to God.”
Secondary Education Commission (1952-53),
chairman, Dr. Lakshmana Swvamy Mudaliar put
forward the following view point, that the most
important pillar ineducational reconstructionisa
teacher, his/her personal qualities, his/her
educational qualifications, his’her professional
training and place that he/she occupies in the
school and in community. The teacher is solely
responsible for the reputation of a school and its

participation in the society.
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Operational Definition of Key Terms

Itisworthwhileto definethetermsused inthisstudy in order to understand the exact meaning of each
term:

»  Job:-Pieceof work, post, situation or acontract.

»  Satisfaction: Satisfactionor being satisfied, thing that satisfiesdesire or gratifiesfeding.

» Job Satisfaction: Theattitudesheld by individual sabout their jobs ranging from extreme positiveto
extremenegdive.

» Secondary Grade Teachers: Teachers who are teaching to secondary class and who arein the
cadre of secondary grade are considered as secondary teachers.

» Training: Puttingintheway to efficiency by instruction and practice. By efficiency herewemean a
two-year training degree course as Bachel or of Education (B.Ed.) which thereby fulfilsthe criteriato
be atrained secondary teacher.

»  Government Schools: Theschoolsunder the management of the Government wereincluded under
this category. The schools managed by ZilaParishad, Municipalitiesand Government areincludedin
thiscategory.

»  Private Schools. Theschoolsmanaged by individuasor private organizationseither partidly or totally
wereincludedinthiscategory.

INTRODUCTION

Work can bedefined as any physical or menta effort expended to accomplish aspecific goal or task.
Work istheidentity of anindividual, from manual labor and manufacturingto cregtiveor intellectua pursuits.
It may involvethe use of variousskills, tools, and technol ogiesto compl ete atask or produce aproduct or
service. Work canbeperformed individuadly or collaboratively, in avariety of settingsincuding offices, factories,
construction sites, |aboratories, and other locations. The nature and definition of work may vary dependingon
cultural, historical, and socia contexts. In many societies, work isan essentia part of daily lifeandisoften
seen asameansof earningalivelihood and contributing to soci ety.

Job satisfaction refers to an employee’s overall level of contentment and fulfilment in which employees
perform their duties, how well an individual’s expectations and desires are met in their current work environment.
Factorsthat caninfluencejob satisfactionincludethework itself, compensation, benefits, opportunitiesfor
advancement, relationshipswith co-workers and superiors, and work-life balance. Research has shown that
high levelsof contentment or fulfilment anindividua experienceinjob canlead to better job performance,
higher employeeretention rates, and increased job commitment. Conversely, can vary acrossaspectrum of
levelsranging from high tolow . Different individua smay experiencedifferent level sof job sati sfaction based
on variousfactors such asjob responsihilities, work environment salary, career growth, oppourtunities,
rel ationship with colleaguesand dignment with persona va uesand gods. It issubjectiveand can beinfluenced
by acombination of intrinsic and extrinsic factors. job satisfaction can lead to absenteeism, turnover, and
decreased productivity. Employerscanimprovejob satisfaction by creating apositivework culture, offering
competitive compensation and benefits, providing opportunitiesfor growth and devel opment, and promoting
work-life baance. Additionally, employees can take stepsto increase their own attitudes, such assetting clear
goa s, mai ntaining good communication with supervisorsand co-workers, and seeking out new challenges
and learning opportunities.
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Several theories exist concerning the dynamics of job -satisfaction and its general impact upon workers’
behaviour. A brief mention of the more prominent of these seems highly appropriate. One of the most
comprehens veand accepted theory in present timesisthat proposed by Vroom (1964). It isgenerdly known
asV-1-E or Vaence Instrumental ity Expectancy Theory.

Vaence-Instrumentaity-Expectancy (VI E) theory isamoativationd theory that explainshow individuals
make decisionsrelated to their work behaviours. It isbased on three key concepts. vaence, instrumentality,
and expectancy.

Theterm valence, according to Vroom (1964) refersto the aff ective orientati on towards particular
outcomes. An outcomemay haveaneutral vaencewhenthepersonisindifferent to attainingit. Vaenceisthe
desirahility of aparticular outcome. Instrumentdity isthebelief that performance on aparticular task will lead
to a desired outcome. Expectancy refers to a ‘monetary belief’ concerning the likelihood that a particular act
will be followed by a particular outcome. Expectancy refers to the belief that one’s efforts will lead to successful
task performance.

Vroom’s (1964) theory of job satisfaction also supports this view, suggesting that attitude of a person is
the reflection of how desirable a person finds his job , thus it is a measure of person’s valence for his work
education. He defines valence as “the attractiveness of a goal or outcome” (\Vroom, 1964, page 15).

Significane and Social Need of the Research

Theimpact of VIE theory can be seenin variousareas of organizationa behaviour, such asemployee
motivation, job satisfaction, and performance. By understanding and applying the principlesof VIE theory,
organi zations can increase empl oyee motivation andjob sati sfaction, leading toimproved performance.

For example, by creating awork environment that provides clear goalsand feedback, and rewards
high performance, employeesaremorelikely to believethat their effortswill lead to desired outcomes, which
increasestheir expectancy. This can lead to improved performance, which increasesinstrumentality, and
ultimately, job satisfaction.

Additiondly, VIE theory can be used to des gn compensation sysemsthat are moreeffectivein motivating
employees. For instance, acompensation system that tiesrewardsto performance canincreaseinstrumentality,
whilea soincreasing the perceived vaenceof thereward. This, inturn, canlead to higher levelsof motivation
andjob satisfaction.

Overdl, VIE theory hassignificant practica implicationsfor organizationslooking to improve employee
motivation and performance. By understanding the factors that influence employees’ beliefs about the relationship
between effort and outcomes, organi zati ons can creatework environmentsthat are more conduciveto achieving
their goals.Thework related behaviours greatly dependson our relationship to facilitate performanceswith
modesty . it can be easily concluded that individua swho are happy are more productive, onthe other hand
organi zationsleave no spacefor out of box performance.therange of performanceisvery lessand one cannot
lose his/ her dignity to retain the job on simpleissues like gender discrimination.because of theselimited
attitude towardsjob the above mentioned factor leadsto high or low self esteem .Overdl it can berightly said
that the strength and progress of the service provider fully depends on the emplyeesattitudesirrespective of
theprofit and loss of theservice provider.

Summary of the Research

Theindustrid organizationa psychology, the branch of psychol ogy that seekstoinvestigate dl aspects
of behaviour inwork settings hasimportant foundationsin social psychology (Murnigham, 1993) Toillustrate
thispoint it has been concluded that work related attitudes (for examplejob satisfaction), work motivation
and conflictsinwork settingspavestheway for self-esteem.
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Work related attitudes always|ead to good or bad outcomes of theindividuasaswell as organization.
We can elaborate attitude eva uation in thisrespect of various objectsand aspectsof thingsaround us, that are
stored in our memory. Applying thisto jobs and work settings, work related attitude invol ves employees
‘evaluation of virtually any aspect of their jobs, the settings in which they work, or their place of livelihood.
The attitudes centering the jobs receive more attention in studies. Job satisfaction includes a person’s cognitive,
affectiveand evaluativereactionsfor his/her job. (ABC of attitude). These attitudes areimportant because
they affect important work-related behaviours such as productivity, tendency for other job options and
performance. For an organizational factor, it is very important one that the institute’s reward system — the way
inwhichtheinstitute distributes prai ses promotionsand other rewards not surprisingly, job satisfactionis
higher whenindividuasbdievethat thereward systemisfair and operatesimpartidly thenwhen they believe
itisunfair and showsfavouritism. Another factor that playsan important rolein attitude towardsjob isthe
perceived quality of super vision —the extent to which employees believe that their bosses are competent,
have the employees’ best interests at heart, and then treat them with respect and consideration. A third
organizationfactor isthe extent towhichindividua sfed that they can participatein decisionsthat affect them.
Thegreater such participation, in generd, thehigher thereported job sati sfaction. Turning to persona factors,
two important predictors of job satisfaction are status and seniority. Usually, the higher a person’s position
withintheingtitute, the greater the reported satisfaction. Also, thelonger anindividual hasbeen onthejob, the
greater the satisfaction. In addition, certain personality traits seem to predisposeindividua stowards high or
low level of job satisfaction. Persons’ high in self- esteem report higher levels of job satisfaction than those low
inself- esteem. And as expected, optimistsgeneraly report higher levelsof satisfaction than pessmists.

Among organizational factors it is important to ponder upon company’s reward system, both verbal
and non-verbal inafair andimpartial manner. Another factor isthe perception of theemployees, theextent to
which employees believethat their bossesare competent, thinks and cares about the employeesand their
family with respect and love. employees should beinvol ved in decis on makingsas agesture of respect , love
and importance. Many studiesindicate the difference between attitude towardsjob and job performance.
Dueto organizationa and security fear it can be concluding that many accept thefact of being satisfied while
othershavetheintentionsto changejobsas soon aspossible. Thereasonsfor theseattitudesisorganizationa
aswell aspersonal factorsasrepresented diagrammatically.
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Objectives of The Sudy

»  Toknow theattitude of Government trained secondary teachers of DinaBandhu High School and
Government trained teachersof R.L. Shroff High Schoal.

»  Toknow theattitude of Government trained secondary teachers of DinaBandhu High School and
Private trained secondary teachers of Dev Sangh National Schooal.
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Toknow thereasonsfor declinein job satisfaction of Government trained secondary teachersof Dina
Bandhu High School and Privatetrained secondary teachers of Dev Sangh National Schooal.

Toknow theleve of attitude of Government trained secondary teachersof R.L. Shroff High School
and Privatetrained secondary teachers of Dev Sangh Nationa School.

To know the attitude of Government trained secondary teachers of R.L. Shroff High School and
Privatetrained secondary teachers of Shyam Sunder Shiksha Sadan Schooal.

To know theattitude of Government trained secondary teachersof Privatetrained secondary teachers
of Shyam Sunder Shiksha Sadan School and Privatetrained secondary teachersof Dev Sangh Nationa
Schooal.

To comparethejob satisfaction of Government trained secondary teachersand privatetrained secondary
teachers.

Hypotheses of the Research

H,;: Therewouldbesignificant differencebetween Government trained secondary teachersof Group (GA)
and Group (GB) inrelation tojob satisfaction at Deoghar.

H,: Therewouldbesignificant difference between Government trained secondary teachersof Group (GA)
and Privatetrained secondary teachers of Group (PA) inrelationto job satisfaction at Deoghar.

H,: Therewouldbesignificant difference between Government trained secondary teachersof Group (GA)
and Privatetrained secondary teachers of Group (PB) in relation to job satisfaction at Deoghar.

H,,: Therewouldbesignificant difference between Government trained secondary teachersof Group (GB)
and Privatetrained secondary teachers of Group (PA) inrelationto job satisfaction at Deoghar.

H,. Therewouldbesignificant difference between Government trained secondary teachersof Group (GB)
and Privatetrained secondary teachersof Group (PB) in relation to job satisfaction at Deoghar.

H,. Therewouldbesignificant difference between (PA) and (PB) inrelationto job satisfaction at Deoghar.

H,,: Therewouldbesignificant difference between the Government trained secondary teachersand private
trained secondary teachersin relation to job satisfaction at Deoghar.

M ethodology

Inthe proposed research dl thethreeindependent variablesare assigned vari bl es, therefore, manipulation

of independent variable is not possible. Because of this limitation ex — post facto research technique will be

used.

Sample

A match sampl e of 80 High school Teachersfrom Government schoolsand 80 High school Teachers

from Public school of Deoghar& Dumka District would betaken. The samplewould be matched for age,
gender, education SES etc. Adequate sampling techniquewill beused to collect the samplekeepingin view
thecriteriaof matching.

Test

1.
2.

Followingtest shall be used to measure different aspects.
Persona datashest (to collect information regarding age, gender, education SESetc.)
Job- satisfaction Questionnairefor Teachers (JSQ). (Kumar & Muthu 1978)

Satistical Treatment

Theproper gatigtical techniquesused weremean, Slandard deviation, t-test and coefficient of correlation.
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Frequency Distribution of (GA)

Classintervd | Frequency
70-79 2
80-89
90-99
100-109
110-119
120-129
130-139
140-149
150-159 1

(Source: Primary Data)

R NN RN

Frequency Distribution of (GB)

Classintervd | Frequency
80-89 2
90-99
100-109
110-119
120-129
130-139
140-149
150-159
160-169
170-179

(Source: Primary Data)
Anaysisand interpretation of the score obtained by secondary trained teachers

Frequency Distribution of Government Trained Secondary Teachers of GA and GB

Thefirst objectiveof thisstudy wasto know theleve of job sati sfaction of Government trained secondary
teachersand privately trained secondary teachersof GA and GB respectively in JSQ. keeping thishypothesis
inmind thefollowing datawas analyzed with the help of Mn, Mdn, SD, Ku, Sk, r and t-test between GA and
GB on JSQ.

NRPWEFELINDNPEFPW

w

Group | Mn | Mdn SD Sk | Ku r
GA | 1140 11521 | 21.08 | 0.70 | 0.25 | -0.684
GB |130.5 129.50 | 30.56 K 0.09 | 0.09

(Source: Primary Data)

t-test between GA and GB

Group| Mn | Differenceof mean | df | t-vaue| Significanceat.05level
GA |115.10 15.25 38 184 Not Significant
GB [130.35

(Source: Primary Data)
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'Mn of
'GB J

From the abovetableit was observed that ther val uewas-0.684 which was high correl ation between
thetwo variables. Thet-value asevident from thetableis 1.84 whichisnot significant at 0.05 level with
df=38. Thisisa soimplied by mean score, which clearly showsthewidedifferencein both the groups. Sothe
hypothesishereis accepted.

Discussion
Theaboveresult showsthat therewas no significant difference between GA and GB. It meansthat the
dimension of job satisfaction like students; role, parents’s role, social life has high effect on job satisfaction.

Frequency Distribution of Government Trained Secondary Teachers of PA and PB
Frequency Distribution of (PA)

Classintervd | Frequency
80-89 2
90-99
100-109
110-119
120-129
130-139
140-149
150-159
160-169 1

(Source: Primary Data)

R INP Wk~ o
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Frequency Digtribution of (PB)

ClassIntervad

Frequency

90-99

1

100-109

110-119

120-129

130-139

140-149

150-159

WNNW AW

160-169

2

(Source: Primary Data)

Group | Mn | Mdn SD Sk | Ku
PA | 1145 107 232 | 25 /0283 0.372
PB | 1295 126.1 21.09 | 205/ 0.264

t-test between PA and PB

(Source: Primary Data)

Group| Mn |Differenceof mean | df | t-vdue | Significanceat.05leve
PA | 114.8 14.55 38 | 186 Not Significant
PB |129.35

140

130

120

110
100
920
80
70
60

(Source: Primary Data)
From the abovetableit wasobserved that ther-val uewas 0.372 which showed moderate correlation

between thetwo variables. The cal cul ated t- val ue was 1.865 which was not significant at 0.05 level with df
=38. Thisshowsthat the score of PA and PB was not significant with each other on job satisfaction scale.

114.8

50
40
30
20
10

Mn of
PA
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Frequency Distribution of Private Trained Secondary Teachers of GA and PA

The second obj ective of thisstudy wasto know thelevel of job satisfaction of GA and PA respectively.
Thefollowing analysiswasdonewith thehelp of Mn, Mdn, SD, Ku, Sk, r and t-test between GA and PA on

JSQ.

Group | Mn | Mdn SD Sk | Ku r
GA 114 11521 | 21.08 | -0.7 | 0.3 | -0.258
PA 1145 | 107 | 232 |0.28 | 125

(Source: Primary Data)

t-test between GA and PA

Group | Mn  |Differenceof mean | df |t-vaue |Significanceat.05leve
GA [1151 0.3 38 | 0.039 Not Significant
PA 1148

(Source: Primary Data)

From the abovetableit is observed that the r-valueis -0.258 which shows a negative correlation
between thetwo variables. Thet-valuewas0.039 insignificant at 0.05 level. The sampleswere possessing
ggnificant differencesinthelevd of their job satisfaction.

CONCLUSION

To conclude we can say that the new scenario after the global meltdown callsfor arethinking of the
employer - employeereationship. Thisrelationship will now be more open-minded negotiation. Inthelong
run, wearegoing to seeawholenew set of reationship which will bring agolden platform for theemployees.
Thewholenew changein thought processand the attitude of the empl oyer towardstheir employeeswill more
secured. Therewill beachangein the misconception of dissatisfied employeestowardstheir organisation. In
anutshell it can be said that the pace of the organisation will change the rel ationship of the employee and
employer.
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