
nikkbn 

Dec, lkiWis4A") _Nc• , 	 ktIng,p.ymve.Q 

((2>\-Y■r.;:.c).__P.nevr, 



LEADERSHIP BEHAVIOR OF PRINCIPALS 

IN HIGH AND LOW PERFORMING 

SECONDARY SCHOOLS OF GOA 

IN RELATION TO CERTAIN 

RELEVANT VARIABLES 

A Thesis Submitted to the 

Goa University in fulfillment 

of the requirements for 	 3 7 3 
the Degree of 	 ISD/ 1-6-6e- 

1- - 377 

Doctor ofPhilosophy in Education 

Dr. S. K. Pradhan 	, 	,--- 	
,4' 

., 	u   
/' '''' "" 

? t — 	.1\ Research Guide 	i 
, (c, ,,' 

-- 
 

1,‘ 4  \ 
\-... 

- 	
Zill 

-- - .-19 '- -;,- 

Mr. Russell D'Souza 

Research Fellow 

FACULTY OF EDUCATION 
GOA UNIVERSITY 

August 2006 

T.- 3 1 7 



Dr. S. K. Pradhan 	 State Institute of Education 
M.A. (Edu.), MPhiL (Edu.), Ph.D. (Edu.), PGDHE. 	 (Now SCERT) 
Reader 	 Alto-Porvorim, Goa. 

CERTITICATE 

This is to certify that the thesis entitled "LEADERSHIP 

BEHAVIOR OF PRINCIPALS IN HIGH AND Low PERFORMING 

SECONDARY SCHOOLS OF GOA IN RELATION TO CERTAIN 

RELEVANT VARIABLES" is the record of bonafide research work 

carried out by Mr. Russell Joaquim D' Souza under my guidance and 

supervision. 

To the best of my knowledge and belief, the results embodied 

in the thesis, have not been submitted to this orany i  othe-Mniversity 

for the award of any Degree or Diploma. 
tc„ 

L I 

t4 0 A. 
Dr. S. ICPiadhan 
Research Guide 



VECLAVITIO N 

I, Mr. Russell Joaquim D' Souza declare that, the thesis being 

submitted by me for the Ph.D. Degree in Education, is my own 

research work on "LEADERSHIP BEHAVIOR OF PRINCIPALS IN HIGH 

AND Low PERFORMING SECONDARY SCHOOLS OF GOA IN RELATION 

TO CERTAIN RELEVANT VARIABLES" carried under the guidance of 

Dr. S. K. Pradhan. 

I, do further declare that to the best of my knowledge and 

belief, the research work embodied in the thesis is original and, has 

not been submitted in part or full for any Degree or Diploma of this or 

any other University. 

cV) 

Mr. Russell Joaquim D' Souza 
Research Fellow 



ACKNOWLEDGEMENT 

My research effort would not have materialized if it were not for the 

support, encouragement, and words of wisdom from different people. This 

research-cum-thesis is a result of the efforts of many who contributed, directly or 

indirectly, believing in my vision for better education and, in particular a well laid 

system of educational administration and management in the State of Goa. 

I am grateful to my Research Guide Dr. Susantha Kumar Pradhan, for his 

attention, concern, intellectual comments, suggestions and prompt feedback on 

my research work during sessions of deliberation we have had. Dr. Pradhan, as a 

true academician unfolded for me an academic environment in which I was given 

the freedom and flexibility to work independently. My research sojourn under the 

guidance of Dr. Pradhan enabled me to think more deeply, to manage time, meet 

deadlines and keep targets. His intellect and academic deliberations I respect and 

appreciate. Words cannot express my immense appreciation of my Research 

Guide. 

I am grateful to Dr. Rita Paes, Principal at the Nirmala Institute of 

Education, for her immense interest in my research work and indebted to the 

Nirmala Institute of Education for playing an important role in the course of my 

research work. 

The members of the Faculty Research Committee (FRC) were a source of 

inspiration and guidance all through the study. I was privileged to have an 

amazing Set of Scholars as members on the FRC. My sincere thanks to Prof. A. 

V. Afonso and Prof. Shivkumar who were members earlier on the FRC. I 

appreciate the academic efforts of Dr. Jojen Matthew as subject expert on the 

FRC, and his help at great personal cost. My sincere thanks to Dr. Louis Vernal, 

Dean Faculty of Education Goa University for his encouragement. 



V 

I am grateful to Mr. P. R. Nadkarni, Ex-Chairman, Goa Board of 

Secondary and Higher Secondary Education and Dr. K. K. Nadkarni, Secretary, 

Goa Board of Secondary and Higher Secondary Education for providing me with 

the needed information without any needless delays. The research study would 

have been severely hit if it was not for these two gentlemen. I thank Mr. Victor 

De Sa, Ex-Jt. Director of Accounts at the Directorate of Education and Mr. 

Avinash Nasnodker, Deputy Education Officer (Legal) at the Directorate of 

Education for providing me with material and information that were necessary for 

the research study. 

The research study would not have got buoyancy if it were not for the 

support, cooperation, kindness I received from the heads of schools, teachers and 

non-teaching staff members. I am grateful to each one of them. 

Here at the Nirmala Institute of Education I am grateful to Mr. Nicholas 

D'Souza for editing some sections of the thesis, Mrs. Suvarna Gauns for 

translating the 'job satisfaction scale' to the vernacular language and Mrs. Ximena 

Fonseca for giving me a thorough briefing on the location of schools in 

Mormugao taluka. 

I express my gratitude to Mrs. Maya Carvalho, Librarian at the Nirmala 

Institute of Education for all her assistance concerning reference materials during 

the course of the study. I also express my sincere thanks to the Ex-Librarian, Tata 

Institute of Social Sciences (TISS) for permitting me to use their books, journals, 

on-line journals and other reference materials. 

I sincerely thank the office staff of the Nirmala Institute of Education for 

their cooperation during the research study. 

My wife, Lumina, deserves all praise for her unflinching patience, 

solidarity and support. She believed in me and in what I always say- the quote by 

Robert Browning `Ah, but a man's reach should exceed his grasp. Or, what's a 



vi 

heaven for?' I feel uneasy about all the moments I should have spent with her, but 

was not able to. I love and treasure her more. I owe my deepest gratitude, respect 

and affection for my mother, mother-in-law, sister, brothers and sister-in-law for 

their concern and interest in my research efforts. My Brother Ryan's computer 

wizardry was much utilized in the research study. 

I am grateful to Mrs. Pradhan, Dr. Pratima Pradhan and Miss. Annanya 

Pradhan for being so welcoming and kind to me when I used to visit their 

residence for my research guidance. 

I apologize in advance if I have failed to mention the contribution(s) of 

anyone in this acknowledgement 

Mr. Russell J D' Souza 

Place: F.,,A-x91 

	 Research Fellow 

Date: 11 I O') 



TABLE OF CONTENTS 

Page 

CERTIFICATE 	 ii 

DECLARATION 	 iii 

ACKNOWLEDGEMENT 	 iv 

LIST OF TABLES 	 xvi 

LIST OF FIGURES 	 xxii 

Chapter 

I. INTRODUCTION 	 1 - 62 

1.1 	The Context (of the study) 	 1 

1.2 	Hierarchy of Educational Administration 	 3 

1.2.1 Hierarchy of Educational Administration at 	4 
the Central Level 

1.2.2 Hierarchy of Educational Administration at 	7 
the State Level 

1.3 Determinants of Effective School Administration 	 12 

1.3.1 	Leadership Behavior 	 12 

1.3.2 	Organizational Climate 	 17 

1.3.3 	Emotional Intelligence 	 21 

1.3.4 	Job Satisfaction 	 27 

1.4 Role of the Principal in School Administration 	 33 

1.5 Need and Significance of the Study 	 41 

1.6 Specification of the Problem 	 50 

1.6.1 	Objectives of the Study 	 51 



viii 

1.6.2 Hypotheses of the Study 	 53 

1.6.3 	Operationalization of Terms/Variables 	 57 

1.6.4 	Scope and Limitations of the Study 	 61 

IL REVIEW OF RELATED RESEARCH STUDIES 	63 - 110 

2.1 	Research Findings on Leadership Behavior, 	 63 
Organizational Climate, Emotional Intelligence 
and Job Satisfaction 

2.1.1 	Research findings on Leadership Behavior 
	

64 
and its Correlates at the different 
Educational Levels 

2.1.2 Research findings on Leadership Behavior 	 73 
and its Correlates in other Areas 

2.1.3 	Research findings on Leadership Behavior and its 	74 
Relationship with Organizational Climate 
at the different Stages of Education 

2.1.4 Research findings on Organizational Climate 	89 
and its Correlates at the different Educational 
Levels 

2.1.5 	Research findings on Emotional Intelligence 
	

99 
and its Correlates 

2.2 Summary of Review and Implications for the Study 
	

103 

Hi. DESIGN OF THE STUDY 	 111 - 1.57 

3.1 	Research Approach 	 111 

3.2 	Population and Selection of Sample 	 112 

3.2.1 	Population 	 112 

3.2.2 Target Population 	 113 

3.2.3 Accessible Population 	 119 

3.2.4 Subjects 	 120 



ix 

3.3 Data Gathering Tools/Techniques 123 

3.3.1 Leadership Behavior Description Questionnaire 123 
(LBDQ) Form XII by Ralph Stogdill 

3.3.2 School Organizational Climate Description 131 
Questionnaire (SOCDQ) by Dr. M. L. Sharma 

3.3.3 Emotional Intelligence Scale (EIS) by Hyde et.al . 136 

3.3.4 Job Satisfaction Scale (for teachers) 138 

3.3.5 Job Satisfaction Scale (for non — teaching staff) 141 

3.3.6 Background information Form 142 

3.4 Data Collection Process 143 

3.5 Scoring and Tabulation of Data 147 

3.5.1 Leadership Behavior Description Questionnaire 147 
(LBDQ) Form XII by Ralph Stogdill 

3.5.2 School Organizational Climate Description 149 
Questionnaire (SOCDQ) by Dr. M. L. Sharma 

3.5.3 Emotional Intelligence. Scale (EIS) by Hyde et.al. 149 

3.5.4 Job Satisfaction Scale (for teachers) 150 

3.5.5 Job Satisfaction Scale (for non — teaching staff) 151 

3.6 Data Analysis Methods/Procedures 151 

3.6.1 Leadership Behavior Description Questionnaire 151 
(LBDQ) Form XII by Ralph Stodgill 

3.6.2 School Organizational Climate Description 152 
Questionnaire (SOCDQ) by Dr. M. L. Sharma 

3.6.3 Emotional Intelligence Scale (EIS) by Hyde etal. 155 

3.7 Statistical Techniques Used 155 



IV. PRESENTATION AND ANALYSIS OF DATA, 	158 - 234 
INTERPRETATION OF FINDINGS AND 
DISCUSSION 

4.1 	Introduction 	 158 

4.2 Identifying High Performing and Low Performing 
	

158 
Schools in terms of Students Performance 
(Objective No. 1) 

4.3 	Leadership Behavior Patterns of Principals of 
	

161 
High Performing and Low Performing Schools 
(Objective No. 2) 

4.4 Pattern of School Organizational Climate in 
	

167 
High Performing and Low Performing Schools 
(Objective No. 3) 

4.4.1 	Difference in the School Organizational 
	

173 
Climate of High Performing and Low 
Performing Schools (Hypothesis No. 1) 

4.5 Relationship between Leadership Behavior and 
	

174 
Emotional Intelligence of Principals of High 
Performing and Low Performing Schools 
(Objective No. 4) 

4.5.1 	Correlation between the Leadership 
	

174 
Behavior and Emotional Intelligence 
of Principals of High Performing 
Schools (Hypothesis No. 2) 

4.5.2 Correlation between the Leadership 
	

176 
Behavior and Emotional Intelligence 
of Principals of Low Performing 
Schools (Hypothesis No. 3) 

4.5.3 	Correlation between the Leadership 
	

178 
Behavior and Emotional Intelligence 
of Principals (Hypothesis No. 4) 

4.6 Association between Leadership Behavior of 
	

179 
Principals and School Organizational Climate of High 
Performing and Low Performing Schools 
(Objective No. 5) 

4.6.1 Association between Leadership Behavior of 	179 



xi 

Principals and School Organizational Climate 
of High Performing Schools (Hypothesis No. 5) 

4.6.2 Association between Leadership Behavior of 
	

180 
Principals and School Organizational Climate 
of Low Performing Schools (Hypothesis No. 6) 

4.6.3 Association Between Leadership Behavior of 
	

182 
Principals and School Organizational Climate 
(Hypothesis No. 7) 

4.7 Association between the Emotional Intelligence of 
	

183 
Principals and School Organizational Climate of High 
Performing and Low Performing Schools 
(Objective No. 6) 

4.7.1 	Association between Emotional Intelligence 
	

184 
of Principals and School Organizational Climate 
of High Performing Schools (Hypothesis No. 8) 

4.7.2 Association between Emotional Intelligence 	185 
of Principals and School Organizational Climate 
of Low Performing Schools (Hypothesis No. 9) 

4.7.3 Association between Emotional Intelligence 	186 
of Principals and School Organizational Climate 
(Hypothesis No. 10) 

4.8 Difference in the Leadership Behavior of School 
	

190 
Principals of different Age Groups 
(Objective No. 7) 

4.8.1 	Difference in Leadership Behavior of Principals 	191 
of different Age Groups in the High Performing 
Schools (Hypothesis No. 11) 

4.8.2 Difference in Leadership Behavior of Principals 	192 
of different Age Groups in the Low Performing 
Schools (Hypothesis No. 12) 

4.9 Difference in the Leadership Behavior of Male and 	 193 
Female Principals (Objective No. 8) 

4.9.1 Difference in Leadership Behavior of Male 	194 
and Female Principals in High Performing 
Schools (Hypothesis No. 13) 

4.9.2 Difference in Leadership Behavior of Male 	194 



xii 

and Female Principals in Low Performing 
Schools (Hypothesis No. 14) 

4.10 Difference in the Leadership Behavior of Principals 
	

195 
having Varied Length of Experience in 
Administration (Objective No. 9) 

4.10.1 Difference in Leadership Behavior of Principals 	196 
having Varied Length of Administrative 
Experience in .High Performing Schools 
(Hypothesis No. 15) 

4.10.2 Difference in Leadership Behavior of Principals 	197 
having Varied Length of Administrative 
Experience in Low Performing Schools 
(Hypothesis No. 16) 

4.11 Variation in the Leadership Behavior of Principals of: 
	

198 
- High Performing and Low Performing Schools 

(Objective No. 10a); and, 
- Schools with different types of Organizational 
Climate (Objective No. 10b) 

4.11.1 Difference in Leadership Behavior of Principals 	198 
of High Performing and Low Performing 
Schools (Hypothesis No. 17) 

4.11.2 Difference in Leadership Behavior of Principals 	208 
in Schools with different types of Organizational 
Climate (Hypothesis No. 18) 

4.12 Variation in the Emotional Intelligence of Principals of: 	211 
- High Performing and Low Performing Schools 

(Objective No. 1 la); and, 
- Schools with different types of Organizational 

Climate (Objective No. 11 b) 

4.12A Difference in Emotional Intelligence of Principals 	212 
of High Performing and Low Performing 
Schools (Hypothesis No. 19) 

4.12.2 Difference in Emotional Intelligence of Principals 	213 
in Schools with different types of Organizational 
Climate (Hypothesis No. 20) 

4.13 Variation in the Job Satisfaction of Teachers with 
	

214 
reference to: 
- Leadership behavior of Principals (Objective No. 12a); 



- Emotional Intelligence of Principals (Objective No. 12b); 
- Organizational Climate (Objective No. 12c); and, 
- School Performance (Objective No. 12d) 

4.13.1 Difference in Job Satisfaction of Teachers 
	

214 
with reference to the Leadership Behavior of 
Principals (Hypothesis No. 21) 

4.13.2 Difference in Job Satisfaction of Teachers 
	

217 
with reference to the Emotional Intelligence of 
Principals (Hypothesis No. 22) 

4.13.3 Difference in Job Satisfaction of Teachers 
	

219 
in Schools with different types of Organizational 
Climate (Hypothesis No. 23) 

4.13.4 Difference in Job satisfaction of Teachers of 
	

222 
High performing and Low Performing Schools 
(Hypothesis No. 24) 

4.14 Variation in the Job Satisfaction of Non — Teaching 
	

223 
Staff with reference to: 
- Leadership Behavior of Principals (Objective No. 13a); 
- Emotional Intelligence of Principals (Objective No. 13b); 
- Organizational Climate (Objective No. 13c); and, 
- School Performance (Objective No. 13d) 

4.14.1 Difference in Job Satisfaction of Non — 	 223 
Teaching Staff with reference to the Leadership 
Behavior of Principals (Hypothesis No. 25) 

4.14.2 Difference in Job Satisfaction of Non — 	 226 
Teaching Staff with reference to the Emotional 
Intelligence of Principals (Hypothesis No. 26) 

4.14.3 Difference in Job Satisfaction of Non — 	 227 
Teaching Staff in Schools with different types 
of Organizational Climate (Hypothesis No. 27) 

4.14.4 Difference in Job Satisfaction of Non — 	 230 
Teaching Staff of High Performing and Low 
Performing Schools (Hypothesis No. 28) 

4.15 Profile of Principals of High Performing and Low 	 231 
Performing Schools (Objective No. 14) 



V. 

xiv 

SUMMARY, CONCLUSIONS AND 235 - 274 
RECOMMENDATIONS 

5.1 	Summary 235 

5.2 	Findings 254 

5.3 	Conclusions 264 

5.4 	Recommendations 269 

5.5 	Suggestions for Further Research 274 

BIBLIOGRAPHY 275 - 287 

APPENDICES 

A 	Leadership Behavior Description Questionnaire 288 
(LBDQ) Form XII 

B 	School Organizational Climate Description 
Questionnaire (SOCDQ) 294 

C 	Emotional Intelligence Scale (EIS) 299 

D 	Job satisfaction Scale (for teachers) 302 

E 	Job satisfaction Scale (for non-teaching staff) 306 

F 	Background Information Form (for principals) 312 

Data Compilation Sheet for Leadership 313 
Behavior Description Questionnaire 
(LBDQ) Form XII 

Data Compilation Sheet for School 316 
Organizational Climate Description 
Questionnaire (SOCDQ) 

I 	Data Compilation Sheet for Emotional (EIS) 318 
Intelligence Scale 

J 	Data Compilation Sheet for Job 319 
Satisfaction Scale (for teachers) 



XV 

K 	Data Compilation Sheet for Job 	 321 
Satisfaction Scale (for non-teaching staff) 

L Raw Scores on the 12 Dimensions of Leadership 	322 
Behavior Description Questionnaire (LBDQ) 
Form XII.  

M 	Tukey's HSD (Honestly Significant 	 329 
Difference) Test 

N Tukey's HSD for ANOVA 	 330 
Result shown in Table 4.36 

0 	Tukey's HSD for ANOVA 	 331 
Result shown in Table 4.40 

P Tukey's HSD for ANOVA 	 332 
Result shown in Table 4.42 

Q 	Tukey's HSD for ANOVA 	 333 
Result shown in Table 4.44 

R 	Tukey's HSD for ANOVA 	 334 
Result shown in Table 4.47 

S 	Tukey's HSD for ANOVA 	 335 
Result shown in Table 4.50 

T 	Job Satisfaction Scale for Teachers 	 336 
(Review Scale) 

U Job satisfaction Scale for Non-Teaching Staff 	343 
(Review Scale) 



LIST OF TABLES 

Table Page 

1.1 Bar — On Model of Emotional Intelligence 24 

1 2 Goleman's Model of Emotional Intelligence 26 

3.1 Distribution of Secondary Schools in the State of Goa 114 

3.2 Pattern for Grading Schools 116 

3.3 Allotment of Grades based on CGPA 117 

3.4 Distribution of Schools based on School Performance 118 

3.5 Sample of Schools Taluka-wise 122 

3.6 Leadership Behavior Description Questionnaire (LBDQ) 126 
Form XII Record Sheet 

3.7 Coefficient of Correlation of Sub-Scales of LBDQ 
with the full length Scale 

127 

3.8 Coefficient of Correlation between the Sub-Scales of 128 
LBDQ in the High Performing Schools 

3.9 Coefficient of Correlation between the Sub-Scales of 129 
LBDQ in the Low Performing Schools 

3.10 Coefficient of Correlation between the Sub-Scales of 130 
LBDQ considering All the Schools 

3.11 Categorization of Dimensions of SOCDQ 131 

3.12 Diagrammatic Description of Organizational Climates 136 

3.13 Distribution of Statements/Items of EIS Factor-wise 137 

3.14 Sampled Schools in Phase II of the Study 145 

3.15 Sampled Schools in Phase III of the Study 146 

3.16 Sampled Schools in Phase IV of the Study 146 

3.17 Response Scoring Pattern for LBDQ 148 



xvii 

3.18 Response Scoring Pattern for SOCDQ 	 149 

3.19 Response Scoring Pattern for EIS 	 150 

3.20 Response Scoring Pattern for Job Satisfaction 	 151 
Scale (for teachers) 

3.21 Prototypic Profiles for Six Organizational Climates 	 154 
Ranked from Openness to Closedness 

4.1 	Distribution of the Sampled Schools based on type of 	159 
Management 

4.2 Distribution of the Sampled Schools based on Locality 	160 

4.3 	Distribution of the Sampled Schools based on Districts 	161 

4.4 Number of Principals in different categories of 	 162 
Leadership Behavior in High Performing and 
Low Performing Schools 

4.5 Organizational Climate of High performing and Low 	167 
Performing Secondary Schools 

4.6 Significance of difference in School Organizational 
	

173 
Climate of High Performing and Low Performing 
Schools 

4.7 Coefficient of Correlation between Leadership 	 175 
Behavior and Emotional Intelligence in 
High Performing Schools 

4.8 Coefficient of Correlation between Leadership 	 176 
Behavior and Emotional Intelligence in 
Low Performing Schools 

4.9 Coefficient of Correlation between Leadership 	 178 
Behavior and Emotional Intelligence 

4.10 Association between Leadership Behavior and 
	

179 
School Organizational. Climate in the High 
Performing Schools 

4.11 Association between Leadership Behavior and 
	

180 
School Organizational Climate in the Low 
Performing Schools 



xviii 

4.12 Association between Leadership Behavior and 	 182 
School Organizational Climate 

4.13 Association between Emotional Intelligence and 	 184 
School Organizational Climate in the High 
Performing Schools 

4.14 Association between Emotional Intelligence and 
	

185 
School Organizational Climate in the Low 
Performing Schools 

4.15 Association between Emotional Intelligence and 	 186 
School Organizational Climate 

4.16 Summary of One-Way ANOVA: Leadership 
	

191 
Behavior of Principals from High Performing 
Schools with regard to different Age Groups 

4.17 Summary of One-Way ANOVA: Leadership 
	 192 

Behavior of Principals from Low Performing 
Schools with regard to different Age Groups 

4.18 Significance of difference between the Mean 
	

194 
Leadership Behavior Scores of Male and female 
Principals in High performing Schools 

4.19 Significance of difference between the Mean 	 194 
Leadership Behavior Scores of Male and female 
Principals in Low performing Schools 

4.20 Summary of One-Way ANOVA: Leadership 
	

196 
Behavior of Principals from High Performing 
Schools with regard to Varied Length of 
Administrative Experience 

4.21 Summary of One-Way ANOVA: Leadership 
	

197 
Behavior of Principals from Low Performing 
Schools with regard to Varied Length of 
Administrative Experience 

4.22 Significance of difference between the Mean 	 198 
Leadership Behavior Scores of Principals in 
High Performing and Low Performing Schools 

4.23 Significance of difference between Mean Scores 
	

200 
on Representation of Principals in High Performing 
and Low Performing Schools 



xix 

4.24 Significance of difference between Mean Scores 	 200 
on Demand Reconciliation of Principals in High 
Performing and Low Performing Schools 

4.25 Significance of difference between Mean Scores 	 201 
on Tolerance of Uncertainty of Principals in High 
Performing and Low Performing Schools 

4.26 Significance of difference between Mean Scores 	 202 
on Persuasiveness of Principals in High Performing 
and Low Performing Schools 

4.27 Significance of difference between Mean Scores 	 202 
on Initiating Structure of Principals in High 
Performing and Low Performing Schools 

4.28 Significance of difference between Mean Scores 	 203 
on Tolerance of Freedom of Principals in High 
Performing and Low Performing Schools 

4.29 Significance of difference between Mean Scores 	 204 
on Role Assumption of Principals in High 
Performing and Low Performing Schools 

4.30 Significance of difference between Mean Scores 	 204 
on Consideration of Principals in High Performing 
and Low Performing Schools 

4.31 Significance of difference between Mean Scores 	 205 
on Production Emphasis of Principals in High 
Performing and Low Performing Schools 

4.32 Significance of difference between Mean Scores 	 206 
on Predictive Accuracy of Principals in High 
Performing and Low Performing Schools 

4.33 Significance of difference between Mean Scores 	 206 
on Integration of Principals in High Performing 
and Low Performing Schools 

4.34 Significance of difference between Mean Scores 	 207 
on Superior Orientation of Principals in High . 
Performing and Low Performing Schools 

4.35 Summary of One-Way ANOVA: Leadership Behavior 	208 
of Principals in Schools with different types of 
Organizational Climate 



XX 

4.36 Difference in the Pair-wise comparison of Mean 
	

210 
Leadership Behavior Scores of Principals in 
Schools with different types of Organizational 
Climate 

4.37 Significance of difference between the Mean 
	 212 

Emotional Intelligence Scores of Principals 
in High Performing and Low Performing 
Schools 

4.38 Summary of One-Way ANOVA: Emotional 
	

213 
Intelligence of Principals in Schools with 
different types of Organizational Climate 

4.39 Summary of One-Way ANOVA: Job Satisfaction 
	 214 

of Teachers with reference to Leadership 
Behavior of Principals 

4.40 Difference in the Pair-wise comparison of Mean 
	 216 

Job satisfaction Scores of Teachers with 
reference to Leadership Behavior of 
Principals 

4.41 Summary of One-Way ANOVA: Job Satisfaction 
	

217 
of Teachers with reference to Emotional 
Intelligence of Principals 

4.42 Difference in the Pair-wise comparison of Mean 
	

218 
Job Satisfaction Scores of Teachers with 
reference to Emotional Intelligence of 
Principals 

4.43 Summary of One-Way ANOVA: Job Satisfaction 
	

219 
of Teachers in Schools with different types of 
Organizational Climate 

4.44 Difference in the Pair-wise comparison of Mean 
	

221 
Job Satisfaction Scores of Teachers in different 
types of Organizational Climate 

4.45 Significance of difference between the Mean . 

	 222 
Job Satisfaction Scores of Teachers in High 
Performing and Low Performing Schools 

4.46 Summary of One-Way ANOVA: Job Satisfaction 
	

224 
of Non-Teaching Staff with reference to Leadership 
Behavior of Principals 



xxi 

4.47 Difference in the Pair-wise comparison of Mean 
	

225 
Job Satisfaction Scores of Non-Teaching Staff with 
reference to Leadership Behavior of Principals 

4.48 Summary of One-Way ANOVA: Job Satisfaction 
	

226 
of Non-Teaching Staff with reference to Emotional 
Intelligence of Principals 

4.49 Summary of One-Way ANOVA: Job Satisfaction 
	

227 
of Non-Teaching Staff in Schools with different types 
of Organizational Climate 

4.50 Difference in the Pair-wise comparison of Mean 	 229 
Job satisfaction Scores of Non-Teaching Staff 
in different types of Organizational Climate 

4.51 Significance of difference between the Mean 	 230 
Job satisfaction Scores of Non-Teaching Staff 
in High Performing and Low Performing Schools 

4.52 Profile of Principals 	 234 



LIST OF FIGURES 

Figure 	 Page 

1. Hierarchy of Educational Administration at the 	 6 
Central Level 

2. Hierarchy of Educational. Administration at the 	 9 
State Level 

3. Relationship between Leadership Behavior, Organizational 	109 
Climate and Emotional Intelligence 

4. Leadership Behavior Pattern of Principals in the 	 164 
High Performing Schools 

5. Leadership Behavior Pattern of Principals in the 	 165 
Low Performing Schools 

6. Comparison of Leadership Behavior Pattern of 	 166 
Principals in the High Performing and Low 
Performing Schools 

7. Organizational Climate in the High performing 	 169 
Schools 

8. Organizational climate in the Low Performing 	 170 
Schools 

9. Comparison of Organizational Climate in the 	 171 
High performing and Low Performing Schools 

10. Relationship between Leadership Behavior, Organizational 	188 
Climate and Emotional Intelligence 



Chapter I 

INTRODUCTION 



CHAPTER I 

INTRODUCTION 

1.1 	The Context (of the study) 

Society never remains primitive or dormant. It is dynamic; it changes, 

grows, and develops, with time. Every society for its growth has variety of needs 

to be fulfilled, expectations from the outside world as well as from its members, 

and thus sets up different institutions with a view to help to develop the 

personality and life of its members. Life is not just to live, but to live successfully, 

gracefully, rationally and humanly as social beings. So, societal expectations for 

training and educating its members are mirrored on education and hence the 

educational system endeavors to cater to the multifarious needs of society. It is 

therefore, the primary function of educational organizations and educational 

institutions to enable the members of society to acquire knowledge, skills, 

attitudes, values, desired character traits etc. by which they will not only enrich 

their lives but also leave their society better than what they found or experienced. 

India, with a population exceeding a billion and with an ever expanding 

system of education, has the largest number of schools and institutions of higher 

education in the world today. Fallout of this unprecedented growth of schools has 

increased complexity of school administration and management at all levels in the 

hierarchy of education. Thus, to have structural and functional control over 

educational organizations and educational institutions, educational administration 
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came into existence. Thus, educational administration is concerned with the 

administration and management of educational institutions. Educational 

administration is believed to be a machinery through which educational 

institutions and other resources are harnessed and managed for the smooth and 

efficient working of the educational edifice. 

Educational administration in schools bear onus of execution of the 

programmes/policies/plans of the Nation/State, programmes and activities 

designed by the educational institutions themselves and promotion and 

development of human qualities so that the objectives of education are realized. 

Thus, educational administration deals with the human processes that are 

influenced by various factors such as philosophical, psychological, sociological 

and political. In other words, educational administration is responsible and 

accountable to the growth of children, adults (teachers and other staff members) 

and all the people involved in the management, operating the educational 

institutions on guidelines and recommendations of established norms, rules and 

policies from time to time. Besides the human element, educational administration 

also deals with the material aspects such as buildings, grounds, equipment and 

instructional supplies, which have a bearing on the educational process. Russell 

Greg defined educational administration as the process of utilizing appropriate 

materials in such a way so as to promote development of human qualities 

effectively. It is concerned with not only the development of children and youth 

but also with the growth of adults and particularly with the growth of school 
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personnel. Thus, educational administration integrates the human as well as the 

material resources along with effective laws and regulations. 

According to NPE (1986), 'Education needs to be managed in an 

atmosphere of utmost intellectual rigor, seriousness of purpose and at the same 

time of freedom essential for innovation and creativity'. Thus, the efficiency of 

administration is the most crucial factor for bringing improvement in the school. 

Thus, school as a formal agency of education has a vast responsibility not only 

towards the constant development of the human resource, but ensuring that it 

produces a productive human resource. 

1.2 	Hierarchy of Educational Administration 

In India, education is the joint responsibility of the Central Government as 

well as the respective State Government/Union Territory. At the central level, the 

Ministry of Human Resource Development (MHRD) Government of India 

undertakes for the development of the human resource. The Department of 

Education at the MFIRD is responsible for all matters pertaining to education, 

including overall planning of programmes and providing guidance for their 

implementation. At the State level, the Directorate of Education (Secondary 

Education) under the control of the State Government functions to implement 

plans and policies of the MHRD, besides implementation of its own polices, plans 

and rules. 
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1.2.1 Hierarchy of Educational Administration at the Central Level 

The administrative setup graphically shown in figure 1 is inter alia 

responsible for the following with regard to school education: 

• to make available free and compulsory educatiOn up to the age of 14 as 

envisaged in the Constitution of India; 

• equalization of educational opportunities with special reference to the 

reduction of interstate differences and the advancement of the weaker 

sections of the society; 

• to make arrangements for the provision of scholarships to the needy and 

competent students; 

• to promote vocationalization of secondary education in all States; 

• to improve standard of education at the school stage; 

• to improve the status of teachers and organize teacher education 

programmes; 

• to facilitate and organize open school education programme in all parts of 

the country; 

• to promote educational research in the country; 
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• to promote and organize special education programmes; 

• to administer school education directly in Union Territories and Centrally 

Administered areas; 

• to provide assistance to States, local bodies and non-governmental 

organizations for development of education; and, 

• to provide guidance wherever required. 

Figure 1 is presented on next page 
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1.2.2 Hierarchy of Educational Administration at the State Level 

School education is under the direct control of the respective State 

Government. Every State Government prepares educational plans based on their 

own needs and conditions and also by considering the plans and policies prepared 

at the Central Level. 

The hierarchy of educational administration as prevailing in the State of 

Goa is graphically represented in figure 2. The graphical representation expounds 

the structural setup of the Directorate of School Education. 

The administrative setup graphically shown in figure 2 is inter alia 

responsible for the following with regard to school education: 

• to establish and maintain educational institutions; 

• to give recognition for the establishment of schools; 

• to provide grants to schools managed by private bodies; 

• to pass laws for different types of school education; 

• to supervise schools through Education Officers and Supervisors at the 

local level; 

• to recruit and place teachers in schools; 

• to prescribe the syllabus and supply books; 
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• to establish school boards to conduct examinations; 

• to provide special assistance to poor and backward students; 

• to organize training programmes for teachers and supervisors; 

• to initiate action against teachers and schools in case of any lapse; 

• to provide information to the Central Government about schools; 

• to provide academic and training support to schools through its institutions 

created for the purpose; and, 

• to promote research and development in education. 

Figure 2 is presented on next page 
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The head of school as depicted in the graphical representation of the 

educational administrative hierarchy, occupies a vital seat. By virtue of the 

position 'head of school' the principal functions associatively with the various 

positions in the administrative hierarchy of the Directorate of Education such as 

the Deputy Education Officer(s), Assistant Director(s) of Education, Deputy 

Director(s) of Education, Director of Education etc, besides the school 

management which is the governing body of the school. However, in the 

government schools, a slight variation exists in the sense that, the school 

management is the Directorate of Education itself and to which the principal of a 

government school is accountable/answerable. This leaves the principal dignified 

as a diplomat integrating the school, management and Directorate of Education in 

the case of aided schools, and the school and management (Directorate of 

Education) in the case of government schools. However, the jurisdiction of 

operation (administrative and academic control) of the school principal is 

delimited to only the school and matters pertaining to its functioning. 

Appointment to the post of head of school, in the case of government 

aided schools, is exercised by the school management, while in the case of 

government schools; the Directorate of Education exercises the right to appoint. 

Eligibility for the post of principal of secondary school as stipulated by Rule 78 of 

the Goa School Education Rules 1986 necessitates that a direct recruit must 

possess: (i) Masters degree from a recognized university; (ii) degree in 

Education/Teaching from a recognized university or equivalent; and, (iii) at least 

five years teaching experience after graduation in a secondary school or a training 
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institute, out of which at least three years teaching experience after training. On 

the other hand, a promotee to the post of principal requires: (i) degree from a 

recognized university; and, (ii) degree in Education/Teaching from a recognized 

university with seven years teaching experience as an Asst. Tr. in the school after 

graduation out of which five years should be post B.Ed/B.T. experience; failing 

clause ( ii), promotee should possess Diploma in Education (two years course) of 

any recognized university or a diploma sanctioned as equivalent by the 

Government with nine years teaching experience in the school after graduation 

out of which at least seven years should be post training experience. 

Further Rule 86(2) stipulates that the vacancy of Principal in Higher 

Secondary School/Primary Training Institutes, Headmasters of Secondary Schools 

and Middle Schools, and the Asst. Headmasters of Secondary Schools shall be 

filled up by promotion subject to the eligibility conditions prescribed in Rule 78. 

While filling up of these posts, the managements should first explore the 

possibility of selecting the senior most teacher from the next below category as 

indicated in Rule 78. While making such selection, the management shall also 

give very careful consideration and shall select the best-qualified and most 

competent person among those available for selection/appointment to the post. 

Seniority shall be the first criteria subject to fitness and merit. 

The concept of transferability of principals exists in the government 

schools setup so also in aided institutions run by trusts/managements under which 

many schools operate. However, any principal from the aided setup desiring to 
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enter the government setup as Assistant Director of Education (ADE)/Deputy 

Director of Education (DD) enters as a direct recruit. 

1.3 	Determinants of Effective School Administration 

School administration is viewed as a process. It is referred to as a process 

because it combines the human and material resources effectively. The human 

resource in the schools comprise of the school principal, teachers, non-teaching 

staff and students. Effective school administration is determined by different 

behavioral factors/dimensions. The important behavioral factors/dimensions are 

leadership behavior, organizational climate, emotional intelligence and job 

satisfaction which are presented below under appropriate sub-headings. 

1.3.1 Leadership Behavior 

Leadership is an area, which has been and is still extensively studied. 

Infact, a lot of attention is paid towards this behavioral dimension more because 

of its importance in the contemporary times. Leadership studies have remained 

and still are an emerging discipline of research and thus, the leadership styles and 

behavior will continue to evolve. However one unified version on leadership is 

that it is an influence relationship between the leader and the followers who 

intend real changes that reflect their shared purposes (Rost, 1993). 

Leadership has been viewed both as a process and as a property. Process 

because it influences others through use of non-coercive influence to shape the 

goals of a group or organization, to help define group or organizational culture, to 
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motivate behavior toward the achievement of those goals and direct the 

organization in a way that makes it more cohesive and coherent. As a property 

leadership is the set of characteristics attributed to those who are perceived to be 

leaders. Leaders are people who are able to influence the behaviors of others 

without having to rely on threats or other forms of force. 

Fielder defined leadership behavior as "the specific behavior of a leader 

while in the process of directing and controlling the activities of a work unit. For 

instance, the leader can commend, make helpful suggestions, and demonstrate 

consideration". 

Three different perspectives on leadership emerged which tried to study 

and analyze leadership closely. The perspectives/approaches are the trait 

approach, the behavioral approach, and the contingency approach. 

The maxim of the trait approach was that "leaders are born, not made" and 

this formed the basis for early studies of leadership. So, attention was focused on 

natural traits of individuals such as physical attributes, personality traits, and 

general ability characteristics. The assumption of the trait approach was that some 

basic traits or set of traits differentiate leaders form non-leaders, and if those traits 

could be determined, potential leaders could be identified. Numerous studies 

attempted to identify the traits that set leaders apart. From 1920 to 1950, 

psychological researchers tried to isolate the specific traits that endow leaders 

with unique qualities that differentiate them from followers. However, attempts to 

identify traits consistently associated with leadership behavior were to an extent 
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successful. Six traits on which leaders differed from nonleaders included: (i) drive 

and ambition; (ii) the desire to lead and influence others; (iii) honesty and 

integrity; (iv) self-confidence; (v) intelligence; and, (vi) in-depth technical 

knowledge related to their area of responsibility. 

The leadership studies based on traits were questioned. It was argued that 

the pattern of personal characteristics of the leader must bear some relevant 

relationship to the characteristics, activities, and goals of the followers and that 

leadership does not merely result from individual traits of leaders. Leaders with 

one set of traits may be successful in one situation but not in others. Moreover, 

leaders with different combinations of traits can be successful in the same or 

similar situations. The trait approach thoroughly ignored situational factors and 

only advocated that possession of the appropriate traits made a good leader. 

In the late 1940's through the 1960's research on leadership, emphasized 

and focused attention on the preferred behavioral styles that leaders 

demonstrated/showed. The behavioral studies on leadership opened new vistas 

wherein leadership researchers began to look at the behaviors or actions of 

leaders. The assumption was that the behaviors of effective leaders were 

somehow different from the behaviors of ineffective leaders. It was hoped that the 

behavioral approach provide more definitive answers to leadership. A number of 

studies were conducted to find out behavioral determinants of leadership. The 

main studies were the Ohio State Studies and the University of Michigan Studies. 
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The Leader Behavior Description Questionnaire LBDQ emerged from a 

systematic program of research on leadership organized by Carroll Shartle in 

1945 at Ohio State University. In their attempt to identify leadership behavior that 

was necessary for the achievement of organizational tasks, researchers at Ohio 

State University who were engaged in studying and identifying dimensions of 

leader behavior, found two basic dimensions / leader behaviors or styles. These 

dimensions / leader behaviors or styles were called initiating structure and 

consideration. 

1. Initiating structure: this behavior occurs when the leader clearly defines the 

leader-subordinate role so that everyone knows that is expected, establishes 

formal lines of communication and determines how tasks will be performed. 

The leader characterized as high in initiating structure could be described as 

one who "assigns group members to particular tasks", expects followers to 

maintain definite standards of performance and emphasizes the meeting of 

deadlines. 

2. Consideration: this behavior occurs when the leader shows concern for sub-

ordinates and attempts to establish a warm, friendly, and supportive climate. 

This type of a leader shows concern for the followers' comfort, well being, 

status and satisfaction. A leader high on consideration could be described as 

one who helps subordinates with personal problems, is friendly and 

approachable and treats all subordinates as equals. 
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Researchers at the University of Michigan were also involved in locating 

behavioral characteristics of leaders. Renis Likert and others at the University of 

Michigan identified two styles of leader behavior: 

1. Production oriented: this type of behavior occurs when a leader pays close 

attention to the work of sub-ordinates, explains work procedures, and is 

keenly interested in performance. 

2. Employee oriented: this leader behavior occurs when the leader is interested 

in developing a cohesive work group and ensures that employees are satisfied 

with their jobs. 

These two styles of leader behavior were believed to lie at the ends of a 

single continuum. Likert found that employee oriented leader behavior generally 

tended to be more effective. However, it was not reasonable to believe that two 

factors were sufficient enough to account for all the observable variance in leader 

behavior. In one of the most comprehensive attempts to identify and measure the 

key elements of leader behavior, Ralph Stogdill and his colleagues at Ohio State 

University proposed twelve dimensions of leadership. The twelve dimensions of 

leadership were divided into two categories: (i) system-oriented behavior which 

was concerned with production emphasis, initiation of structure, representation, 

role assumption, superior orientation and persuasion; and, (ii) person-oriented 

behavior which emphasized tolerance of freedom, tolerance of uncertainty, 

consideration, demand reconciliation, predictive accuracy, and integration. Thus, 
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Stogdill's study introduced a new theory of role differentiation and group 

achievement. 

From the behavioral approaches it can be summarized that, inspite of the 

diversity of settings and approaches, two general and distinct categories of leader 

behavior emerge: (i) one concerned with people and interpersonal relations; and, 

(ii) the other with production and task achievement. 

The contingency approach assumes that appropriate leader behavior varies 

from one situation to another. Contingency theories attempted to identify key 

situational factors and specify how they interact to determine appropriate leader 

behavior. According to this perspective, it is necessary to specify the conditions, 

or situational variables that moderate the relationship between leader traits and 

performance criteria. The emerging evidence indicates that under one set of 

circumstances, one type of leader is effective; while under another set of 

circumstances, another different type of leader is needed. There is no best 

leadership style; it depends. The contingency approach attempts to predict which 

types of leaders will be effective in different types of situations. The two most 

widely held contingency theories are Fiedler's Contingency Model and 

Situational Theory by Paul Hersey and Kenneth Blanchard's. 

1.3.2 Organizational Climate 

Organizational Climate is the perception of how it feels to work in a 

particular environment. It is the 'atmosphere of the workplace' and includes a 

complex mixture of norms, values, expectations, policies and procedures that 
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influence individual and group patterns of behavior. Organizational climate can 

also be described as a combination of shared history, expectations, unwritten rules 

and social mores that affect the behavior of everyone in a school or organization. 

Therefore, organizational climate of a school shows the pattern of social 

interaction that takes place within the school family. The main units of interaction 

are individuals constituting the community in the institution i.e. the group as a 

whole and the leader. Terms such as organizational climate and school climate are 

often used interchangeably in the school context. 

School climate has been defined as the "feel" of a school (Halpin and 

Croft, 1963). Freiberg (1983) defined the school climate as "Climate is the human 

environment within which the teachers of a school do their work. Like the air in a 

room, climate surrounds and affects everything that happens in an organization" 

while Norton (1984) defined school climate as its "collective personality". 

During the past four and half decades, substantial amount of research has 

been conducted on the importance of school climate. Nelson (1960) had classified 

organizational climate into four types viz: (i) the bureaucratic; (ii) the autocratic; 

(iii) the idiocratic; and, (iv) the democratic. However, Halpin and Croft's 

landmark study on organizational climate spearheaded research by proposing six 

organizational climates or climate types which yielded the Organizational Climate 

Description Questionnaire (OCDQ), an instrument to assess the climate of 

organizations. According to the authors of the OCDQ, climate emerges as a result 

of interactional processes between the leader (principal) and the group (teachers). 

It is the nature, extent and quality of this interaction that creates a climate in the 
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institution, which either facilitates or hinders the attainment of the institution's 

goals. The proposed six climates lie on a continuum from open to closed. The 

climate types identified were open climate, autonomous climate, controlled 

climate, familiar climate, paternal climate and closed climate. The characteristic 

behaviors of the principal and the teachers were determined based on eight 

dimensions/sub-tests. The eight dimensions/sub-tests were; disengagement, 

hindrance, esprit, intimacy, aloofness, production emphasis, thrust and 

consideration. Eventually based on the performance on the sub-tests the climate 

types were assigned to the schools. According to Halpin and Croft (1963), the 

`open' climate is characterized by functional flexibility where esprit, thrust and 

consideration were high; disengagement, hindrance, production emphasis and 

aloofness were low and intimacy average. A 'closed' climate is characterized by 

functional rigidity where hindrance, disengagement, production emphasis and 

aloofness were high; esprit, thrust and consideration were low and intimacy 

average. The OCDQ stresses that the climate types; open, autonomous and 

controlled lean towards openness in descending degree and the climate types 

familiar, paternal and closed manifest closedness in increasing degree. For 

studying the organizational climate at different stages of education and in 

different contexts modifications were made to the OCDQ. Hoy and Clover (1986) 

revised the OCDQ for use in elementary schools, while Kottkamp, Mulhern and 

Hoy (1987) adapted the instrument for use in secondary schools. 

In the Indian context, Sharma (1973) conducted a replication study of the 

OCDQ on the lines of its originators and developed an adaptation of the OCDQ 
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for Indian schools. The adaptation of the OCDQ for the Indian context was called 

the School Organizational Climate Description Questionnaire (SOCDQ). 

Sharma's (1973) study revealed that out of the eight dimensions, four 

dimensions/sub-tests differed in structure and content from those identified by 

Halpin and Croft. The dimensions common to both were: (i) disengagement; (ii) 

esprit; (iii) intimacy; and, (iv) production emphasis. These four dimensions were 

similar in content and structure for both the studies. However, the four new 

dimensions identified by Sharma (1973) were: (i) psycho physical hindrance; (ii) 

alienation; (iii) controls; and, (iv) humanized thrust. 

Thus, the SOCDQ comprised of eight dimensions which were categorized 

under two categories namely: (i) group behavior characteristics; and, (ii) leader 

behavior characteristics. The group behavior characteristics comprised: (i) 

disengagement; (ii) alienation; (iii) esprit; and, (iv) intimacy while the leader 

behavior characteristics comprised: (i) psycho physical hindrance; (ii) controls; 

(iii) production emphasis; and, (iv) humanized thrust. 

Another modification made to the original OCDQ by Sharma (1973) was 

concerning the school climates. Halpin and Croft (1963) in their research tool 

OCDQ had suggested that, the six climates lie on a continuum with the open 

climate at one end and the closed climate at the other end of the continuum. In 

between the open and close climate were the autonomous, controlled, familiar and 

paternal climates. However, Sharma (1973) too suggested that the six climate lie 

on a continuum with the open climate at one end followed by the autonomous, 

familiar, controlled, paternal and closed climate at the other end of the continuum. 
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However, the difference between the SOCDQ and OCDQ existed in terms of the 

position of the controlled and familiar climates on the continuum. The SOCDQ 

till today finds wide applicability in studying the organizational climate of schools 

_ in.the Indian context. 

1.3.3 Emotional Intelligence 

The term "emotional intelligence" appears to have originated with Wayne 

Payne (1985), but was popularized by Goleman (1995). However, academic 

research with "emotional intelligence" was formalized by Peter Salvoney and 

John Mayer way back in 1990 and they can be rightfully credited with the honor 

of coining the term 'emotional intelligence'. Many definitions and so also 

different theories/models emerged trying to explain/describe the construct most 

accurately and measure emotional intelligence. 

Goleman (1998) defined emotional intelligence as "the capacity of 

recognizing ones own feelings and those of others, for motivating ourselves and 

for managing emotions well in ourselves and in our relationships". According to 

Mayer et.al  (1997) "emotional intelligence refers to an ability to recognize the 

meanings of emotion and their relationships and to reason and problem-solve on 

the basis of them". Emotional intelligence is the capacity to perceive emotions, 

assimilate emotion-related feelings, understand the information of those emotions 

and manage them. 

Theoretically emotional intelligence was conceptualized from two 

perspectives — ability and mixed models. Peter Salovey and John Mayer's model 
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(ability model) perceives emotional intelligence as a form of pure intelligence, 

which means that, emotional intelligence is a cognitive ability. The mixed models 

of emotional intelligence on the other hand combine mental ability with 

personality characteristics. The Reuven Bar-On model (mixed model) regards 

emotional intelligence as mixed intelligence, consisting of cognitive ability and 

personality aspects. This model emphasizes how cognitive and personality factors 

influence general well-being. The second mixed model proposed by Daniel 

Goleman, perceives emotional intelligence as a mixed intelligence involving 

cognitive ability and personality aspects. However, unlike the model proposed by 

Reuven Bar-On, Goleman's model focuses on how cognitive and personality 

factors determine workplace success. 

Mayer and Salovey's (1997) four branch model of emotional intelligence 

proposed that, emotional intelligence comprises of two areas namely experiential 

(ability to perceive, respond, and manipulate emotional information without 

necessarily understanding it) and strategic (ability to understand and manage 

emotions without necessarily perceiving feelings well or fully experiencing them). 

They further divided each of these areas into two branches that range from basic 

psychological processes to more complex processes integrating emotion and 

cognition. The first branch emotional perception  was the ability of an individual 

to be aware i.e. self-aware of emotions and to be able to express emotions and 

emotional needs accurately to others. Emotional perception also includes the 

ability to distinguish between honest and dishonest expressions of emotion. The 

second branch emotional assimilation  was the ability of an individual to identify 

or distinguish clearly among the different emotions that one is feeling and to 
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identify those that are influencing their thought processes. The third branch 

emotional understanding  was the ability or capacity of an individual to sense and 

understand complex emotions (such as feeling of two or maybe more emotions at 

one time) and the ability to recognize transitions from one to the other. The fourth 

branch emotion management  was the ability to connect or disconnect from an 

emotion depending on its usefulness in a given situation (Mayer & Salovey, 

1997). 

Reuven Bar-On for the first time introduced the term "Emotion Quotient" 

for measuring emotional intelligence. Bar-On model of emotional intelligence 

relates to the potential for performance and success, rather than performance or 

success itself, and is considered process-oriented rather than outcome-oriented 

(Bar-On, 2002). The model focuses on an array of emotional and social abilities, 

including the ability to be aware of understand and express oneself, the ability to 

be aware of, understand and relate to others, the ability to deal with strong 

emotions, and the ability to adapt to change and solve problems of a social or 

personal nature (Bar-On, 1997). The Bar-On model presented in table 1.1 defines 

five components of emotional intelligence namely intrapersonal, interpersonal, 

adaptability, stress management, general mood and the sub-components within 

each of the components. 



Table 1.1 

Bar-On Model of Emotional Intelligence 

Components Sub - Components 

Intrapersonal Self Regard 

Emotional Self-Awareness 

Assertiveness 

Independence 

Self-Actualization 

Interpersonal Empathy 

Social Responsibility 

Interpersonal Relationship 

Adaptability Reality Testing 

Flexibility 

Problem Solving 

Stress Management Stress Tolerance 

Impulse Control 

General Mood Components Optimism 

Happiness 

Daniel Goleman inspired by the work of Mayer and Salovey began 

conducting research in the area of emotional intelligence. Goleman's model 

describes emotional intelligence by way of an emotional competence framework. 

The framework outlines/classifies four main emotional intelligence dimensions. 

The dimensions are (i) self-awareness- is the ability to read one's emotions and 

recognize their impact while using gut feelings to guide decisions., (ii) self-

management- involves controlling one's emotions and impulses and adapting to 

changing circumstances., (iii) social awareness- includes the ability to sense, 

understand, and react to other's emotions while comprehending social networks., 

24 
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and, (iv) relationship management- indicates the ability to inspire, influence, and 

develop others while managing conflict. Thus, the four dimensions or constructs 

stem from recognition of self and the other  AND regulation of self and the other. 

Goleman further included a set of emotional competencies within each dimension. 

Emotional competencies are not innate talents, but rather learned capabilities that 

must be worked on and developed to achieve outstanding performance. The 

emotional intelligence framework presented in table 1.2 shows the placement of 

the different emotional competencies under each of the four dimensions namely: 

(i) self-awareness; (ii) self-management; (iii) social awareness; and, (iv) 

relationship management. 

Table 1.2 is presented on next page 
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Table 1.2 

Goleman's Model of Emotional Intelligence 

SELF 

Personal Competence 

OTHER 

Social Competence 

RECOGNITION Self-Awareness Social Awareness 

Emotional Self-Awareness 

Accurate Self-Assessment 

Self Confidence 

Empathy 

Service Orientation 

Organizational 

Awareness 

REGULATION Self Management Relationship 

Self Control 

Trustworthiness 

Conscientiousness 

Adaptability 

Achievement Drive 

Initiative 

Management 

Developing Others 

Influence 

Communication 

Conflict Management 

Leadership 

Change Catalyst 

Building Bonds 

Teamwork and 

Collaboration 

Based on the models of emotional intelligence proposed by different 

psychologists and researchers it was summarized that, emotional intelligence as a 

construct concerns with helping individuals to develop awareness about 

themselves, to self assess i.e. the ability to perceive emotions, to monitor own 

feelings and emotions, to understand and differentiate between the different 

emotions, integration of emotions to facilitate thought, to manage oneself so as 

not only to promote and enhance personal growth but also to contribute towards 
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the social order by encouraging, taking and facilitating initiatives, building 

channels for communication and relationship building. 

Various scales and inventories such as the Multibranch Emotional 

Intelligence Scale (MEIS) by Mayer and Salovey, Baron Emotional Quotient 

Inventory (EQ-i), and the Emotional competency Inventory ECI by Daniel 

Goleman etc serve as instruments for measuring emotional intelligence. In the 

Indian context, these tools would perhaps not serve their intended purpose mainly 

due to the cultural differences between Indian/European cultures, the level of 

language used etc. Thus, for the Indian milieu initiatives were taken by Hyde 

et.al . (2002) and the Emotional Intelligence Scale (EIS) was developed. 

1.3.4 Job Satisfaction 

Job satisfaction is a complex behavior which many scholars, experts, 

researchers have tried to explain by proposing different theories/models so as to 

make clear and provide insights into the concept of job satisfaction. Definitions 

on job satisfaction by some theorists and scholars are presented in the next 

paragraph. 

Hoppock (1977) defined job satisfaction as essentially any combination of 

psychological, physiological, and environmental circumstances that cause a 

person to say, "1 am satisfied with my job". Siegel and Lane (1982) defined job 

satisfaction as "job satisfaction is generally considered to be the overall feeling 

that a worker has about a job". Young (1984) defined job satisfaction as "the 

affective reaction that employees have about their jobs". Lofquist and Dawis 
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(1984) defined job satisfaction as "the pleasurable emotional state resulting from 

the appraisal of the extent to which the work environment fulfills an individual's 

requirement". 

Campbell, Dunnettee, Lawler, and Weik (1970) divided the theories of job 

satisfaction into two groups' namely: (i) content theories; and, (ii) process 

theories. Content theories give an account of the factors that influence job 

satisfaction and process theories try to give an account of the process by which 

variables such as expectations, needs, and values relate to the characteristics of 

the job to produce job satisfaction. Maslow's (1943) needs hierarchy theory and 

Herzberg (1968) two factor theory of job satisfaction are examples of content 

theory. While the equity theory, fulfillment and Vroom's (1964) expectancy 

theory are examples of process theory. Content theories were concerned with 

determining what is it within the individual or within the environment that 

motivates people to perform, to be energized and sustain that behavior. Maslow 

suggested that people are driven by unsatisfied needs that shape their behavior. 

He also suggested that job satisfaction and dissatisfaction share a single 

continuum and described one end of this continuum as "growth" needs and, at the 

other end of the continuum as "deficiency" needs. Herzberg (1968) viewed 

satisfaction and dissatisfaction separately/individually. In other words satisfaction 

and dissatisfaction were not ends of a continuum, but, each ran independently 

from satisfaction to neutral and from dissatisfaction to neutral. Thus, causes of 

satisfaction were not causes for dissatisfaction and that different job facets 

influence feeling of satisfaction or dissatisfaction. Herzberg (1968) theorized that 



29 

satisfaction (growth or motivation factors) was associated with factors intrinsic to 

the job such as: achievement, recognition for achievement, the work itself, 

responsibility, and growth for advancement while dissatisfaction (hygiene factors) 

was associated with factors that produce dissatisfaction such as: company policy 

and administration, supervision, interpersonal relationships, working conditions, 

salary, status, and security. 

The process theories on the other hand endeavored to explain and describe 

the process of how behavior is energized, directed, sustained, and even stopped. 

Process proponents theorized that job satisfaction is not only being determined by 

the nature of the job and its context within the organization, but also by the needs, 

values and expectations that the individuals have in relation to their job. Equity 

theory was most influenced by James Stacy Adams and originated around 1965. 

According to the equity theory, a person consciously or otherwise compares his 

outcome/input ratio with that of another person or other classes of persons who he 

has perceived as relevant to such a comparison. Outcome would mean pay, fringe 

benefits, status, promotion and other factors that the individual perceives to have 

utility or value to him and input would mean the individuals qualifications, 

general education levels, efforts and other similar factors. Thus, equity is said to 

exist when an individual perceives his outcome/input ratio to be equal to that of 

the other person and inequity if the person's outcome/input ratio is indifferent 

with respect to the other. 

Fulfillment theorists theorized that, people's satisfaction is a function of 

how much reward or outcome they are receiving for their work. In other words 
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satisfaction was based on the extent to which the job was instrumental in bringing 

benefits to the individual. Satisfaction was viewed to be depending on how much 

of a given outcome or set of outcomes a person receives (Lawler et. al., 1970). 

Theorists believed that satisfaction was determined by the differences between the 

actual outcomes a person receives and some other outcome level which means 

what is received should be compared with another outcome level, and when the 

outcome level is below the other outcome level, dissatisfaction results. Vroom 

(1964) developed two forms of need fulfillment theory. The first model was the 

subtractive model which expounds that job satisfaction is a function of both 

expectation and perception. It states that job satisfaction results as a function of 

the size of discrepancy between what the worker needs (expectation) and the 

extent to which the job meets those needs (perception). Vroom's second model 

was the multiplicative model in which the need for importance was taken into 

account by multiplying the perceived amount of need fulfillment offered by the 

job with the importance of the individual of that need (Gruneberg, 1979). The 

theory of work adjustment is based on the concept of correspondence between the 

individual and his environment (Dawis and Lofquist, 1984). Work represents one 

such environment in which one must relate. Satisfaction then indicates the 

correspondence between the individual and the work environment (Dawis and 

Lofquist, 1984). 

Determinants of Job satisfaction 

According to Greenberg and Baron (1999), determinants of job 

satisfaction are classified as organizational determinants and personal 
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determinants. Both these determinants along with specific aspects under each are 

explained below. 

A. Organizational determinants 

I. Reward system: Reward system includes pay benefits, promotions, 

fringe benefits etc. 

2. Quality of supervision: Satisfaction tends to be higher when people 

in the organization believe that their superiors are competent, have 

best interests in mind and treat them with dignity and respect. 

Communication is another important aspect of quality supervision. 

Research has shown that people are more satisfied with their jobs 

when they have the opportunity to communicate with their 

superiors openly. 

3. Decentralization of power: It refers to decision making wherein the 

capacity for decision making resides with many people as against 

one single person. When decision making is concentrated in the 

hands of a single person or select few and when negative bias 
• 

prevails the staff tend to believe that they are relatively powerless 

and not surprisingly feel dissatisfied. 

4. Work and social stimulation: Staff feel satisfied with their work so 

long as the work doesn't exceed the overall workload. The work 

should also possess freedom for experimentation and variety so as 
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not to make the work boring. Staff members look for congenial 

social relationships amongst the different members on the staff 

which brings closeness and boosts the morale of the group. 

5. Pleasant working conditions: job satisfaction is affected by 

overcrowded conditions and dark noisy environment with varied 

temperatures and poor air quality, improper ventilation, lack of 

appropriate seating arrangement etc. 

B. Personal determinants 

1. Personality variables: Would include aspects such as self esteem, 

need for recognition, high level of competitiveness, time 

urgency, ability to withstand stress, emotional stability, openness 

to experiment, trustworthiness, conscientitiousness etc. 

2. Status and seniority: Status would refer to the position the person 

enjoys in the organization. In other words, higher is ones position 

in the organizational hierarchy the more satisfied that individual 

tends to be. 

3. Job congruent with their interests: This would mean asking; does 

the different staff employed in the organization have an interest 

and aptitude for performing the tasks they are appointed to 

perform. The better their work positions match with their interests, 

the more satisfied the staff will be with their jobs. 
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4. Ones own general life satisfaction: The more people are satisfied 

with aspects of their lives unrelated to their jobs, the more they 

tend to be satisfied with their jobs. 

From the definitions and theories on job satisfaction it was inferred that, 

job satisfaction depends on a multiplicity of factors. So job satisfaction or 

dissatisfaction is conceived as a mental feeling or emotional response and may be 

attributed to many factors. In the context of a school, job satisfaction or 

dissatisfaction may be attributed to factors such as remuneration, poor or 

insufficient infrastructural facilities, lack of freedom or autonomy in work, 

blocked channels of communication, bias and rigidity, exploitation, social status, 

level of aspiration, promotions in the job, attainment of needs, job challenge, 

work involvement, leave facilities, rules and policies of the institution, 

satisfaction with the authority which includes the school principal/management, 

personal background etc. Many tools/instruments were and are still developed to 

measure different aspect of job satisfaction. However, in the present study the 

focus is placed on the organizational factors which are determinants for causing 

job satisfaction or dissatisfaction of the teaching and non-teaching staff at schools. 

1.4 	Role of the Principal in School Administration 

Traditionally the principal/head of the school performed variety of 

functions but in the contemporary times with emphasis placed on secondary 

education by the Ministry of Human Resource Development (MHRD), 

Government of India, the role of the principal is redefined. The principal in 
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today's school is a personality performing multiple roles right from an 

administrative controller, academician, to community development facilitator. 

Thus, the principal serves as a strategic bridge linking the school (teachers, office 

staff, students, parents) and the outside such as; the Directorate of Education, 

Goa Board of Secondary and Higher Secondary Education, and other competent 

bodies of the State Government of Goa. 

According to the Goa School Education Rules 1986 (Rule 46), the head of 

the school shall:- 

(i) function as the head of office of the school under his/her charge and carry 

out all administrative duties required of a head of office as assigned to 

him/her by the Managing Committee; 

(ii) be responsible for drawing and disbursing the salaries of the employees of 

the school if so authorized by the Managing Committee as per the scheme 

of direct payment of the Education Department through the banks except 

that, in the case of an unaided school, he/she may perform only such 

function as drawing and disbursing officer as may be specified in the 

instructions issued by the Director; 

(iii) be responsible for the proper maintenance of accounts of the school, 

subject to such authorization by the Managing Committee, and maintain 

school records, service books of teaching and non-teaching staff and such 
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other registers, returns and statistics as may be specified by the Director 

from time to time; 

(iv) handle official correspondence relating to the school except the 

establishment matters and financial matters and furnish, within the 

specified dates, the returns and information required by the Director; and 

in case of correspondence relating to establishment and financial matters, 

he/she shall cause to furnish the information by the Management; all 

representations of the staff including the heads of schools shall he routed 

through the Management; 

(v) make, in the case of unaided schools all payments (including salaries and 

allowances of teachers and non-teaching staff) in time and according to 

the instructions governing such payment, provided that where he/she is so 

authorized by the Administrator, make, in the case of an aided school, all 

such payments according to the instructions governing such payments; 

(vi) cause to purchase stores and other materials required for the school in 

accordance with the rules governing such purchases and enter all such 

stores in the stock register and shall scrutinize the bills and cause to make 

payments; 

(vii) ensure that the tuition fees, where levied, are realized and appropriately 

accounted for and duly appropriated for the purpose for which they were 

levied; 
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(viii) conduct physical verification of school property and stocks at least once a 

year and ensure the maintenance of stock registers neatly and accurately; 

(ix) be responsible for proper utilization of the pupils fund; 

(x) make satisfactory arrangements for the supply of good drinking water and 

provide other facilities for the pupils and ensure that the school building, 

its fixtures and furniture, office equipment, lavatories, play grounds, 

school garden and other properties are properly and carefully maintained; 

(xi) supervise, guide and control the work of the teaching and non teaching 

staff of the school; 

(xii) be in charge of admission in the school, preparation of school time-table, 

allocation of duties and teaching load to the teachers and shall provide 

necessary facilities to the teachers in the discharge of their duties and 

conduct of school examinations in accordance with the instructions issued 

by the Director from time to time and he/she shall discharge these duties 

in consultation with and assistance of his/her colleagues; 

(xiii) plans the years academic work in advance in consultation with his/her 

colleagues and holds staff meeting at least once a month, reviews work 

done during the month and assesses the progress of the pupils; 
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(xiv) help and guide the teachers and promote their professional growth and 

actively encourage their participation in courses designed for in-service 

education; 

(xv) promote the initiative of the teachers for self-improvement and encourage 

them to undertake experiments which are educationally sound; 

(xvi) supervise classroom teaching and secure cooperation and coordination 

amongst teachers of the same subject area as well as inter-subject 

coordination; so as to eliminate the isolation both vertical and horizontal; 

(xvii) arrange for special remedial teaching of the children belonging to the 

weaker sections of the community as also of other children who need such 

remedial teaching by drawing a regular annual programme in consultation 

with the teachers and review the progress periodically; 

(xviii) arrange for informal and non-classroom teaching; 

(xix) plan and specify a regular time-table for the scrutiny of pupils written 

work and home assignments and ensure that the assessment and 

corrections are carried out timely and effectively; 

(xx) make necessary arrangements for organizing special instructions for the 

pupils according to their needs with the cooperation and assistance of 

teachers; 
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(xxi) organize and coordinate various co-curricular activities through the house 

system or in such other effective ways as he/she may think fit; 

(xxii) cause to develop and organize the library resources and reading facilities 

in the school and ensure that the pupils and teachers have access to and 

use of books, and journals of established value and usefulness; 

(xxiii) cause to send regularly the progress reports of the students to their parents 

or guardians through the class teachers; 

(xxiv) promote the physical well-being of the pupils, secure high standards of 

cleanliness and health habits, and arrange periodical medical examinations 

of students and cause to send medical reports to parents or guardians 

through the class teachers; and, 

(xxv) be present in the school premises during school hours and shall be 

available to the public and Departmental Officers in the school premises 

for consultation during school hours and devote at least twelve periods in a 

week to teaching of the pupils. 

In the context of the present study, the specific roles/functions/ 

responsibilities of the head of the institution in relation to the four variables of the 

study viz: leadership behavior, emotional intelligence, job satisfaction and 

organizational climate are listed below. The functions listed are spelt out 

elaborately only with reference to the variables in the study - not inconsistent with 

Rule 46 of the Goa School Education. Rules 1986. 



39 

The school principal is required to: 

• implement educational policies, rules and regulations, guidelines, 

directives issued by competent agencies in Education in the State on 

aspects of the educational and school system; 

• educate the teachers and other staff in the school on rules related to service 

conditions, promotions (career selection scales), leave facilities etc; 

• enlighten the staff on the school management's perspective of defining 

the school mission, identifying goals and their achievement, also to 

communicate to the staff the expectations of the school management; 

• exercise decentralization and delegation of responsibility; 

• give freedom to make suggestions, decision making, request for guidance 

and direction from the teachers; 

• make provision for not only teacher appraisal but also for mentoring 

besides introducing a model paradigm for his/her appraisal as a leader; 

• bring about and maintain order and discipline, conducive school climate 

and a pleasant working atmosphere; 

• be vigilant and observant of the changes in the school environment; 
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• contribute immensely towards relationship building, group development, 

teacher morale by establishing positive and dynamic communication 

networks; 

• offer self as a example of hard-work, integrity, honesty etc; 

• refrain from destructive criticism, any sorts of bias, partiality, favoritism 

which may affect the schools functioning; 

• encourage social interaction and provide opportunities for social needs 

satisfaction for the staff in the school; 

• encourage assessment and evaluation of various behavioral aspects on a 

regular basis; 

• encourage action research in order to improve school processes; 

• encourage teacher professionalism, aid in developing skills and 

competencies in the staff; and, 

• ensure staff welfare, as healthy staff make a positive contribution towards 

the school. 
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1.5 	Need and Significance of the Study 

In the administration of a school, various factors operate in multiplicity. 

Leadership behavior, job satisfaction, emotional intelligence and organizational 

climate are some of the factors which are responsible for the coherent and 

synchronous functioning of a school. Every school is unique and so every school 

differs in the type of leadership behavior it receives from the head of the school, 

the type of school organizational climate that prevails in the school and the job 

satisfaction of the teaching and non-teaching staff. 

Today, in school administration, principal's leadership is considered as an 

important factor as it effects sound management, harnesses available social and 

interpersonal resources, uses expert knowledge on matters concerning education, 

schooling and contributes towards building a unique school climate. Thus, the 

principal's leadership behavior and his/her style of dealing determine processes 

such as perspectives on education, the tone of the school i.e. the school 

organizational climate and the quality of the teaching and non-teaching staff. In a 

holistic sense, leadership of the principal constructs the quality of the school 

edifice. Considering the modem perspective/thinking on school leadership and 

administration, leadership qualities of the principal impress, both the staff and 

students alike, and, serve as an impetus for self-development of the different staff 

in the school and contribute positively towards school climate. Barth (2001) 

reports that principals must be leaders of reform, for few school improvement 

initiatives succeed without support from the school principal. 
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The success and growth of a school depends on the quality of the human 

potential/human resources. The human resource is the most important factor 

considering its ability to govern/control variety of other resources. The school 

principal as the leader of the group harnesses searches and exploits the untapped 

potentialities of the group members for their own growth and for the institutional 

growth. Hence, principal as a leader of the school is assumed to take initiative, 

anticipate and recognize changes in the organizational environment, and explore 

possible courses of action to respond to those changes. According to Pejza (1985), 

leaders continuously scan the environment to find where changes/modifications 

are needed. School principals are assumed proactive because they challenge the 

status quo of their school to respond to changes that are detrimental to its growth 

and usher in various changes conducive to school growth. Leaders of change 

recognize shifts in the environment and guide their schools to be responsive to 

those changes. They are aware of the realities of their environment and thus guide 

the school to rethink (Joiner, 1987; Barnes and Kriger, 1986). Thus, the leadership 

behavior of the principal plays a significant role in the effective functioning of the 

institution. 

A good administrator needs to be a good leader. Diwan's (1993) study 

shows that there is a crisis of effective leadership in schools as most of the heads 

of institutions were only good administrators but very few of them were good 

leaders. As administrators occupy a pivotal position in the school, they take-on 

almost a total control over the functioning of varied aspects of the schools, which 

at times could adversely affect the school functioning. Research reviews suggest 
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that principals human relations skills, managing staff in the school, production 

emphasis, inability to bring about staff convergence and cohesion, the way 

decisions are made, the failure to empower subordinates, aloofness of the 

principals, inability to deal with conflict are some of the reasons why principals 

are not successful as leaders. It is important that schools become places where 

principals along with teachers and non-teaching staff engage in school 

reform/renewal efforts for improving the schools. This helps to foster collegiality 

and a professional environment. It thus becomes necessary to inquire into the type 

of leadership behavior exhibited by the principals and to also find out as to what 

is the bearing of such behavior on the organizational climate and job satisfaction 

of teaching and non-teaching staff in the schools. 

Raising educational standards by studying the leadership behavior of 

principals has been high on the agenda of modernists, but, what about exploring 
• 

the relationship between leadership behavior and emotional intelligence? Does 

emotional intelligence have any association with the quality of leadership 

provided by the school principal? Emotions affect performance and this is an 

established fact. The role of a school principal transcends that of an ordinary 

education practitioner and therefore his/her performance is expected to be of the 

highest caliber/standard. The role of emotional intelligence in school 

administration cannot be sidelined as effective educational administration 

emphasizes on both the cognitive aspects of the principal in managing the school 

and its resources and the affective side of his/her personality, which could serve 

as collateral. Emotional intelligence may at times help to transcend the cognitive 



44 

decisions or even delay premature judgments through ability of recognizing the 

meanings of emotions and their relationships and to reason and problem-solve on 

the basis of them, thereby achieving outstanding performance. Research has 

indicated that a close association exists between leadership and the emotional 

intelligence of the leader. According to Robbins (2000), intelligence quotient (IQ) 

and technical skills are "threshold capabilities" which are necessary but not 

sufficient requirements for leadership. The emotional competencies allow 

individuals to become star performers. A person may have outstanding training, a 

highly analytical mind, a long-term vision, and an endless supply of ideas, but, 

without emotional intelligence, will not make a great leader. Findings by Picard 

and Cosier (1997), Howard et. al. (2002), Cavallo and Brienza (2001) strongly 

support existence of a positive relationship between emotional intelligence and 

the leadership behavior. Thus, the present study attempts to not only measure the 

level of emotional intelligence of the principals in the high performing and low 

performing schools but also investigate the relationship between emotional 

intelligence and leadership behavior of principals. 

Teachers experience greater satisfaction in their work when they perceive 

their principal as someone who shares information with them, delegates authority 

and keeps channels of communication open with them. Betancourt-Smith, et.al . 

(1994) report that teacher job satisfaction is linked to satisfaction with the 

principal's leadership. Other research studies indicate that a significant 

relationship exists between the leadership behavior of the principal and the job 

satisfaction of the staff (Nasreen, 1986; Sarma, 1991; Singh, 1992; Butler, et.al . 
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1997; Jaskyte, 2003). The review done by the researcher did not yield any study 

in which job satisfaction of the non- teaching staff was studied, but, in the present 

investigation the non-teaching staff too formed a part of the sample in order to 

study their level of job satisfaction. The non- teaching staff too are a part of the 

system and they too are affected by the leadership of the school principal. 

Different researchers have reported that the leadership behavior exhibited 

by the principals have a close bearing on the school organizational climate 

(Sharma, 1982; Pandey, 1985; Sampuransingh, 1985; Chakraborthi, 1990; 

Appalwar 1995; Scott, 2003). Kottkamp, et.al . (1987) reported that in an open 

climate where principals are perceived as democratic managers who maintain 

open channels of communication, the staff would be more satisfied with their job 

as compared to schools where principals exhibit a harsh and autocratic attitude. 

The school organizational climate was also found to affect the academic 

achievement of students (Jani, 1993; Singh, 1998). The way principals interact 

with teachers and non-teaching staff influences the overall school climate and this 

has tremendous consequences on the functioning of schools. A healthy 

supervisory practice contributes to positive staff morale and higher performance 

of staff. Therefore, it is imperative that attention must be focused on studying the 

school organizational climate. This is necessary in order to offer proactive support 

if necessary to the schools. 

Research studies on organizational climate reveal that organizational 

climate affects the job satisfaction of the school staff Studies by Chakraborthi, 
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(1990); Patel, (1995); Singh, (1988) indicate that there exists an association 

between the organizational climate of schools and the job satisfaction of the 

teachers. An open climate was' characterized by better relationships between the 

principal and the teachers while, a closed climate was one in which the principals 

did not treat the teachers humanly. If there are artificial and volatile relationships, 

malfunctioning channels of communication, authoritarian and dictatorial 

environment, the group morale will destabilize eventually leading to the 

institution's/school's breakdown/collapse. In the local context the present study 

attempts to find out whether organizational climate has any effect on the job 

satisfaction of staff. 

In India, different Commissions/Committees have stressed the importance 

of education with quality. The Education Commission (1964-1966) observed that 

"the destiny of India is now being shaped in her classrooms". Thus, a school 

must provide for training in the art of living together, contribute towards the 

development of the students and teachers personality, create a stimulating and 

enriching environment, provide opportunities for self discipline, provide 

opportunities for staff development, provide/implement appropriate service 

conditions and security for staff, encourage group relationships thereby 

heightening group morale etc. This appears to have remained illusionary and far 

fetched from the reality which is rather primitive. 

A school is not a vacuous entity, but rather a powerhouse wherein human 

beings coexist. Therefore, all that is generated within its precincts or made 
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available for its nourishment from the outside must be deemed fit for its growth. 

Thus, the need to critically examine and appraise the reality as existing within our 

schools. A healthy school builds a healthy community and a healthy nation and 

therefore, educational administration within the school must contribute to develop 

the different facets of the school. It is observed that in the State of Goa, there is no 

mechanism to evaluate and appraise the functioning of schools besides the annual 

inspection carried out by the Directorate of Education, Government of Goa. 

Sometimes the schools are not inspected even for two successive years. The 

competent agencies of education in Goa fail to measure the variety of aspects 

which in reality support sound and healthy education of children who are a 

precious national resource of the country. The aspects which should essentially be 

a constituent part of the inspection/supervision agenda, but, which receive scant 

attention are: (i) what is the type of leadership behavior exhibited by the heads of 

schools, the emotional climate prevalent in the schools, the school climate/school 

organizational climate, job satisfaction of the teachers and other staff. 

Traditionalism and tendencies to maintain status quo is very interestingly 

and aptly seen in the rules/regulations related to promotion/appointment to the 

post of principal defined by Rules 78 and 86(2) of the Goa School Education 

Rules — 1986. The rules emphasize the academic and professional qualifications, 

academic experience and seniority which in reality today are insufficient 

credentials to shoulder such an important position. There are neither competence 

evaluation paradigms nor other suitable mechanisms through which an objective 

assessment of candidates can be done to determine their suitability. This pathetic 
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situation itself evidences that, any one who fulfils the conditions as stipulated in 

Rules 78 and 86(2) in terms of mere possession of qualifications and completed 

years of service is deemed the right choice for the post of principal. 

The present investigation therefore strives to unearth and provide 

empirical evidence on the status of leadership behavior of principals as existing in 

the high performing and low performing schools, the level of emotional 

intelligence of principals in the high performing and low performing schools, the 

organizational climate in the high performing and low performing schools and job 

satisfaction of teaching and non-teaching staff in the high performing and low 

performing schools. Further, the study aims to provide research evidence on the 

interrelationships between each of the four variables viz: leadership behavior, 

emotional intelligence, schools organizational climate and the job satisfaction of 

the teaching and non-teaching staff. The study commands significance as it 

attempts to showcase camouflaged skeletons in the institutions cupboards (the 

words camouflaged skeletons in the institutions cupboards mean- depicting an 

unreal or illusionary picture to outsiders hiding the reality happening within the 

precincts of the school) such as, the leadership behavior of the principals, 

organizational climate prevailing in the schools and job satisfaction of staff which 

otherwise remain unexplored and unexposed as ground reality, so as to draw 

attention of the Directorate of Education, Government of Goa and other 

competent agencies of education in Goa. Moreover, in the administration of 

schools the inherent need for the principals to possess a good level of emotional 

intelligence will also be felt by the appropriate agencies of education in the State. 
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The study can also be perceived as an awakening to curb/arrest damage caused by 

principals leadership behavior unintentionally or otherwise to the school 

education system in Goa lest it crumbles to smithereens. 

The findings of the study would provide a solid foothold for professional 

development programmes, which can be conducted, to train administrators in 

areas such as leadership, developing emotional intelligence competencies, skills 

to improve school administration and management, relationship building between 

the staff and principal and amongst staff members leading to betterment of the 

school organizational climate etc. Thus, training of the principals on these aspects 

would help to better the school processes. 

The study could draw attention of policy and decision-makers thereby 

impacting policy decisions leading to amendment of rules and regulations 

especially related to framing of stringent criteria for appointment of school 

principals (suitably modifying the current practice of appointments), service 

conditions, better inspection and supervision schedules, development and 

maintenance of a congenial school climate, introducing the concept of regular 

school appraisal etc. The outcomes of the present study can also be used as 

guidelines by school authorities to match their school attributes and if necessary 

redefine the school mission or overhaul and restructure the human resource 

management policy in the school setup. 

The study being the first of its kind in Goa, contributes immensely to the 

furtherance of knowledge in the field of educational administration in Goa. It may 
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serve as a base and impetus for other researchers from Goa or elsewhere to do 

research in this area. Thus, it contributes to the expansion and growth of 

knowledge in the field of educational administration in general and educational 

administration in Goa in particular. 

1.6 	Specification of the Problem 

The present investigation intended to study and appraise the leadership 

behavior of the principals in the high performing and low performing secondary 

schools of Goa in relation to their emotional intelligence, job satisfaction of the 

teaching and non-teaching staff and the organizational climate of the schools. 

Thus, the present study proposed to find out answers to the following major 

research questions: 

- Are there differences in leadership behavior of principals of high 

performing and low performing schools? 

- How a high performing school is distinguished from a low performing 

school in terms of organizational climate? 

- What is the pattern of organizational climate of high performing and 

low performing schools? 

- What is the status of emotional quotient of principals of high 

performing and low performing schools? 



- What is the relationship between principals' emotional quotient and 

job satisfaction of teaching and non—teaching staff? 

1.6.1 Objectives of the Study 

The objectives of the study were: 

1. To identify high performing and low performing schools in terms of students 

performance. 

2. To find out the leadership behavior patterns of principals of high performing 

and low performing schools. 

3. To find out the pattern of organizational climate in high performing and low 

performing schools. 

4. To study the relationship between leadership behavior and emotional 

intelligence of principals of high performing and low performing schools. 

5. To study the associationship between the leadership behavior of principals and 

the school organizational climate of high performing and low performing 

schools. 

6. To study the associationship between emotional intelligence of principals and 

the school organizational climate of high performing and low performing 

51 

schools. 
	 377 
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7. To find out the difference, if any, in the leadership behavior of principals of 

different age groups. 

8. To find out the difference, if any, in the leadership behavior of male and 

female principals. 

9. To find out the difference, if any, in the leadership behavior of principals 

having varied length of experience in administration. 

10. To study the variation in the leadership behavior of principals of: 

a. high performing and low performing schools; and, 

b. schools with different types of organizational climate. 

11. To study the variation in emotional intelligence of principals of: 

a. high performing and low performing schools; and, 

b. schools with different types of organizational climate. 

12. To study the variation in job satisfaction of teachers with reference to: 

a. leadership behavior of principals; 

b. emotional intelligence of principals; 

c. school organizational climate; and, 

d. school performance. 
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13. To study the variation in job satisfaction of non-teaching staff with reference 

to: 

a. leadership behavior of principals; 

b. emotional intelligence of principals; 

c. school organizational climate; and, 

d. school performance. 

14. To prepare profiles of principals of high performing and low performing 

schools. 

1.6.2 Hypotheses of the Study 

The hypotheses of the study were: 

1. There is no significant difference in the school organizational climate of high 

performing and low performing schools. 

2. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals of high performing schools. 

3. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals of low performing schools. 

4. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals irrespective of school performance. 
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5. There is no significant association between leadership behavior of principals 

and school organizational climate of high performing schools. 

6. There is no significant association between leadership behavior of principals 

and school organizational climate of low performing schools. 

7. There is no significant association between leadership behavior of principals 

and school organizational climate irrespective of school performance 

8. There is no significant association between emotional intelligence of 

principals and school organizational climate of high performing schools. 

9. There is no significant association between emotional intelligence of 

principals and school organizational climate of low performing schools. 

10. There is no significant association between emotional intelligence of 

principals and school organizational climate irrespective of school 

performance 

11. There is no significant difference in the mean leadership behavior scores of 

principals of different age groups in the high performing schools. 

12. There is no significant difference in the mean leadership behavior scores of 

principals of different age groups in the low performing schools. 
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13. There is no significant difference in the mean leadership behavior scores of 

male and female principals of high performing schools. 

14. There is no significant difference in the mean leadership behavior scores of 

male and female principals of low performing schools. 

15. There is no significant difference in the mean leadership behavior scores of 

principals having varied length of administrative experience in high 

performing schools. 

16. There is no significant difference in the mean leadership behavior scores of 

principals having varied length of administrative experience in low 

performing schools. 

17. There is no significant difference in the mean leadership behavior scores of 

principals of high performing and low performing schools. 

18. There is no significant difference in the mean leadership behavior scores of 

principals in schools with different types of school organizational climate. 

19.There is no significant difference in the mean emotional intelligence scores of 

principals of high performing and low performing schools. 

20. There is no significant difference in the mean emotional intelligence scores of 

principals in schools with different types of school organizational climate. 
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21. There is no significant difference in the mean job satisfaction scores of 

teachers with reference to leadership behavior of principals. 

22. There is no significant difference in the mean job satisfaction scores of 

teachers with reference to emotional intelligence of principals. 

23. There is no significant difference in the mean job satisfaction scores of 

teachers in schools with different types of school organizational climate. 

24. There is no significant difference in the mean job satisfaction scores of 

teachers of high performing and low performing schools. 

25. There is no significant difference in the mean job satisfaction scores of non-

teaching staff with reference to leadership behavior of principals. 

26. There is no significant difference in the mean job satisfaction scores of non-

teaching staff with reference to emotional intelligence of principals. 

27. There is no significant difference in the mean job satisfaction scores of non-

teaching staff in schools with different types of school organizational climate. 

28. There is no significant difference in the mean job satisfaction scores of non-

teaching staff of high performing and low performing schools. 
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1.6.3 Operationalization of Terms/Variables 

1. School Performance: 

School performance in the present study refers to the combined academic 

performance of a school for five years at the public examination from the 

academic years 1999 - 2000 to 2003 - 2004 conducted in the months of 

March-April by the Goa Board of Secondary and Higher Secondary Education 

(GBS&HSE). The combined academic performance is expressed in terms of 

Combined Grade Point Average (CGPA). Schools obtaining CGPA of 2.50 

and above are categorized as high performing schools and below 2.50 are 

categorized as low performing school. 

2. Head of the School: 

According to the Goa School Education Rules 1986, head of the school means 

the principal academic officer, by whatever name called, of a recognized 

school. Thus, in the present study, the terms; head of the school and principal 

are used synonymously. The designations as headmaster and headmistress too 

mean head of the school. However, the parish priests officiating as principals, 

in parochial schools, managed by the Archdiocese of Goa, serve only as 

administrator/manager of the school and therefore cannot be considered as the 

head of the school as per the definition of head of school stipulated by the Goa 

School Education Rules 1986. 
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3. Leadership Behavior: 

It refers to the behavior exhibited by the school principal as a leader of the 

group in creating an inspiring and stimulating atmosphere for the staff. In the 

present investigation, the leadership behavior of the school principal was 

studied/assessed by determining the teachers perceptions on the leadership 

behavior of their own school principal. Leadership behavior of the principals 

in the present study was measured using the Leadership Behavior Description 

Questionnaire (LBDQ) Form XII by Ralph Stogdill. The different dimensions 

of the LBDQ on which teachers expressed their perception were: 

representation, demand reconciliation, tolerance of uncertainty, 

persuasiveness, initiating structure, tolerance of freedom, consideration, role 

assumption, production emphasis, predictive accuracy, integration and 

superior orientation. The composite score (sum of all the 12 averaged scores) 

obtained was termed as the leadership behavior score for the principal. On the 

basis of the composite score the principal was assigned under the appropriate 

category of leadership behavior viz: more effective leaders, moderately 

effective leaders and less effective leaders. 

4. Organizational Climate: 

Organizational climate refers to the pattern of social interaction that takes 

place within the school. The main units are the principal (leader) and the 

teachers (group). Organizational climate of schools in the present study was 

determined using the School Organizational Climate Description 

Questionnaire (SOCDQ) by M. L. Sharma. The different dimensions of 
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SOCDQ on which teachers expressed their perception were: disengagement, 

hindrance, esprit, intimacy, aloofness, production emphasis, thrust and 

consideration. The schools were assigned the appropriate school 

organizational climate type viz: open, autonomous, familiar, controlled and 

closed by matching the schools climate profile with the six prototypic profiles 

as prepared by the author of the SOCDQ. 

5. Emotional Intelligence: 

Emotional intelligence refers to the capacity of the heads of schools in 

recognizing their own feelings and those of others, for motivating themselves 

and for managing emotions well in themselves and in their relationship with 

the teachers and non-teaching staff at the schools. Emotional intelligence of 

the principals was measured by using the Emotional Intelligence Scale (EIS) 

by Hyde et.al . The dimension of EIS on which the principals expressed their 

perception were: self awareness, empathy, self motivation, emotional stability, 

managing relations, integrity, self development, value orientation, 

commitment and altruistic behavior. The composite score (summated score of 

the ten dimensions) obtained was referred to as the emotional intelligence 

score for the principal. On the basis of the composite score the principal was 

assigned under the appropriate category of emotional intelligence viz: high 

level of emotional intelligence, moderate level of emotional intelligence and 

low level of emotional intelligence. 
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6. Job Satisfaction: 

Job satisfaction refers to the cognitive, affective and evaluative reactions of 

the teaching and non-teaching staff towards their jobs under the leadership of 

the school principal. In the present research study, job satisfaction of the 

teaching and non-teaching staff was studied in relation to three specific 

. aspects of job satisfaction viz. satisfaction with institutional plans and 

policies, satisfaction with authority including school management and 

satisfaction with service conditions. Separate job satisfaction scales were 

prepared for the teaching and non-teaching staff by the investigator. 

7. Contextual Variables: 

(A) Location  (Rural and Urban schools) 

Schools located/situated in rural areas are known as Rural schools, while those 

located/situated in urban areas are Urban schools. This classification is as per 

the 2001 census report and specification of the same by the Directorate of 

Education, Government of Goa. 

(B) Management  (Government schools and Government aided schools) 

Schools which are established by the Government of Goa and managed by the 

Directorate of Education, Government of Goa are designated as Government 

schools. Those schools established and managed by missionaries 

/trusts/charitable organizations/voluntary agencies/non governmental agencies 

but aided by the Government of Goa, are designated as Government aided 

schools. 
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1.6.4 Scope and Limitations of the Study 

The present research study serves as an impetus for intensive and 

extensive research in the area of educational administration. However, the present 

research study was delimited to appraising the leadership behavior of the 

principals of high performing and low performing secondary schools in relation to 

certain relevant variables. The following were the limitations of the study: 

1. The study was restricted to the secondary (high) schools in Goa. 

2. Only the government schools and those aided by the government were 

considered in the investigation. 

3. Schools were categorized as high performing schools and low performing 

schools based on the pass percentage of students in the annual Board 

examinations as stated by the researcher. 

4. The research study was restricted to the principals, teaching and non-teaching 

staff of schools selected under the sample for the study. 

5. A total number of 145 schools were sampled. However, poor response rate 

compelled the researcher to eliminate some schools. Thus, the final sample 

comprised of only 110 schools. 

6. Only those schools were considered a part of the sample in which the head of 

school was serving as its head for not less than two years six months. So also, 
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the teaching and non-teaching staff had to be serving for a minimum period of 

atleast two years six months under the principal-ship of the same incumbent. 

7. The research study was concerned with determining the relationship between 

leadership behavior of the principals, emotional intelligence of the principals, 

job satisfaction of the teaching and non-teaching staff and the school 

organizational climate in the high performing and low performing schools. 

8. The findings of the study thus can be generalized to only the government and 

government aided schools in the State of Goa. 
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CHAPTER II 

REVIEW OF RELATED RESEARCH STUDIES 

Before conducting research in any area it is necessary that the researcher 

reviews the literature available in that area so as to familiarize himself/herself 

with the area and to plan his/her study precisely and systematically. The review of 

literature is an extensive, thorough, detailed and an evaluative process aimed at 

collecting detailed information concerning a particular area of interest. Review 

enables the researcher to have an up to date knowledge and information about 

various attempts, accomplishments, arguments and recommendations in relation 

to the area of interest. 

In the present study, the researcher intends to make a comparative study 

of the leadership behavior exhibited by the principals of high performing and low 

performing secondary schools of Goa with reference to their emotional 

intelligence, job satisfaction of the teaching and non teaching staff and the 

organizational climate of the school. 

2.1 	Research Findings on Leadership Behavior, Organizational Climate 
Emotional Intelligence and Job satisfaction 

The research literature as reviewed by the researcher has been categorized 

under the following sub headings: 
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(i) Research findings on leadership behavior and its correlates at the 

different levels of education. 

(ii) Research findings on leadership behavior and its correlates in other 

areas. 

(iii) Research findings on leadership behavior and its relationship with 

organizational climate at the different stages of education 

(iv) Research findings on organizational climate and its correlates at the 

different levels of education 

(v) Research findings on emotional intelligence and its correlates 

2.1.1 Research findings on Leadership Behavior and its Correlates at the 
different Educational Levels 

Patel (1983) made an investigation into the leadership behavior of 

principals of higher secondary schools of Gujarat State. The population comprised 

of 949 higher secondary schools from which 100 higher secondary schools were 

selected by stratified random sampling. Altogether 1000 higher secondary school 

teachers and 100 principals from the sampled schools participated in the study. 

The major objectives of the study were: (i) to identify leadership behavior patterns 

of principals of higher secondary schools as perceived by principals themselves 

and by teachers in reality and according to their ideals; (ii) to identify the 

organizational climate of the schools; and, (iii) to study the interrelationships 

between leadership behavior of the principals, organizational climate of schools 
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and professional development of teachers. LBDQ by Halpin and Croft, OCDQ by 

Halpin and Croft and Personal Data Sheet (for principals) were used for collecting 

data. The data collected was analyzed using t-test and correlational techniques. 

The findings of the study were: (i) there exists positive relationship between the 

two dimensions of leadership behavior of the school principal viz: initiating 

structure and consideration; (ii) principals of the schools manifested mostly the 

high consideration HH and low consideration LL pattern of leadership behavior 

leaving middle positions sufficiently vacant; (iii) the HH pattern of leadership 

behavior was associated with open, autonomous and controlled climate and the 

LL pattern of leadership behavior was associated with closed climate; (iv) morale 

of the teachers increased when the actual leadership behavior of the leader 

approximated the desired behavior as perceived by teachers; (v) significant mean 

differences between leaders self perception and faculty perception on leadership 

behavior were found; (vi) male and female principals perceived their own 

leadership behavior as being significantly different on the consideration 

dimension; (vii) no significant differences were found between male and female 

administrators as perceived by teachers and by principals themselves on initiating 

structure and consideration; (viii) the effectiveness of principals was a significant 

predictor of organizational climate; (ix) schools showed a tendency towards being 

closed rather than open; (x) esprit significantly correlated with intimacy, thrust 

and aloofness; (xi) aloofness significantly correlated with production emphasis 

and thrust; (xii) teachers scored highest on professional development under the 

leadership of principals manifesting the HL pattern of leadership behavior in 

contrast to teachers working under the leadership of principals manifesting the LL 
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pattern; (xiii) teachers scored highest on their professional development in schools 

where paternal climate prevailed and lowest in schools with familiar climate 

prevailed; (xiv) rural-urban dimensions did not play any significant role in case of 

any of the dimensions of leadership behavior; and, (xv) professional qualifications 

of principals did not play any significant role in the professional development of 

teachers and in shaping the climate of the schools. 

Nasreen (1986) made an investigation into the leadership behavior of 

principals in relation to teachers self-concept, job satisfaction and some other 

institutional characteristics at secondary school level. The main objectives of the 

research study were: (i) to study how teachers self concept was related to the 

leadership behavior of principals; (ii) to study the relationship between principals 

leadership behavior and teachers job satisfaction; and, (iii) how principals 

leadership behavior was related to some other institutional characteristics such as 

sex and location of schools. The hypotheses of the study were: (i) leadership 

behavior of the principals was significantly related to teachers self concept; (ii) 

the two styles of principals leadership behavior i.e. initiating structure and 

consideration were significantly related to teachers self concept; (iii) leadership 

behavior of the principals was related to teachers job satisfaction; and, (iv) the 

two styles of principals leadership behavior i.e. initiating structure and 

consideration were significantly related to teachers job satisfaction. The sample 

for the study comprised of 780 teachers from intermediate colleges of the 

Gorakhpur region. Educational. Leadership Behavior Description Questionnaire 

by P. C. Shukla and Teachers Job Satisfaction Scale by S. P. Gupta and J. P. 
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Srivastava were used for collecting data. The data was analyzed using Critical 

Ratio. The major findings of the study were: (i) high desirable leadership behavior 

of the principals generated a higher degree of conformity and normalcy in the 

teachers while a low degree of leadership behavior of the principals generated a 

lower degree of conformity and normalcy in the teachers; (ii) the initiating 

structure style of principals leadership behavior appeared to be significantly 

related to conformity and normalcy factors of teachers self concept; (iii) 

principals leadership behavior was positively related to teachers job satisfaction; 

(iv) initiating structure and consideration styles of principals leadership behavior 

were found to be significantly related with teachers job satisfaction;. (v) male and 

female teachers perceived alike the leadership behavior of principals; and, (vi) 

location of the school did not affect the teachers perceptions on principals 

leadership behavior. 

Sarma (1991) conducted a study to inquire into the administrative 

behavior of principals as perceived by teachers in relation to their job satisfaction 

and student achievement in junior colleges. The sample for the study comprised 

of 150 teachers drawn from all the 14 Junior Colleges in Vizianagaram District of 

Andhra Pradesh teaching humanities and science. The main objectives of the 

study were: (i) to study the relationship between administrative behavior and 

teachers job satisfaction; (ii) to study the relationship between socio-economic 

variables and the administrative behavior of the principals; and, (iii) to study 

interrelationships of administrative behavior and job satisfaction dimensions. 

Tools such as, Principals Administrative Behavior Questionnaire (Teachers 
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perception) and Teachers Job Satisfaction Questionnaire developed by the 

investigator were used for collection of data. The data was treated with Mean, SD, 

Critical Ratios, Chi — square test and Correlation. The main findings of the study 

were: (i) the average level of principals administrative behavior as perceived by 

teachers was moderately effective; (ii) there existed a positive relationship 

between the principals administrative behavior and teachers job satisfaction; (iii) 

there existed a low and non significant relationship between the principals 

administrative behavior and student achievement; (iv) teachers age did not have 

any relationship on their perception of the principals administrative behavior; (v) 

teachers irrespective of sex, type of management, course of study, professional 

experience, age and marital status had the same opinion towards principals 

administrative behavior; (vi) job satisfaction among junior college teachers was 

moderately high; and, (vii) there existed a relationship between the age of the 

teachers and the job satisfaction and professional experience of the teachers. 

Taj (1992) inquired into the social-psychological and situational correlates 

of the administrative behavior of secondary school heads. The sample consisted of 

50% of the school population in Bangalore City, covering 192 secondary school 

heads of both sexes working under different managements. The main objectives 

of the study were: (i) to investigate the relationship of attitude, job satisfaction 

and personal-interpersonal-social adequacy with the administrative behavior of 

the secondary school heads; (ii) to find out the effect of situational variables such 

as sex, type of school, management, educational qualification, field of 

specialization and length of experience on the administrative behavior of 
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secondary school heads; (iii) to study the joint effect of situational variables on 

the administrative behavior of secondary school heads; and, (iv) to study the joint 

effect of the social psychological variables on the administrative behavior of 

secondary school. heads. Data was collected using: (i) Administrative Behavior 

Scale (ABS); (ii) Job Satisfaction Inventory (JSI) and, (iii) Ahluwalia's Teacher 

Attitude Inventory (TAI). The data was analyzed using Correlation, Multiple 

Regression and Two Way Analysis of Variance. The findings of the study were: 

(i) attitude towards profession, job satisfaction, personal - inter personal and 

social adequacy were found to be significantly related to the administrative 

behavior of secondary school heads; (ii) educational qualifications and 

administrative experience of the heads were found to have a significant effect on 

their administrative behavior; (iii) gender, type of school, management, field of 

specialization and teaching experience of the heads, did not seem to produce any 

difference in their administrative behavior. 

Nanda (1992) investigated into the leadership behavior of primary school 

headmasters of Cuttack City. The objectives of the study were: (i) to study the 

leadership behavior of heads of the primary schools of Cuttack City as perceived 

by their respective teachers in terms of two dimensions of leadership, i.e. 

initiating structure and consideration; and, (ii) to find out the difference in the 

leadership behavior of the heads of primary schools in respect to their age, sex, 

teaching experience and controlling authority. The sample for the study 

comprised of 189 teachers and 30 heads of primary schools from 30 primary 

schools of Cuttack City. LBDQ by Halpin and Croft was used to collect data. The 
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data was analyzed using t- test and Chi — square test. The findings of the study 

were: (i) 10 out of the 30 heads of primary schools in Cuttack City were not 

effective leaders; (ii) the heads of four primary schools were found to show more 

consideration behavior and less initiating behavior which was not desirable from a 

leader; (iii) 10 out of the 30 heads of primary schools in Cuttack City were not 

effective on initiating structure and consideration - so these heads were the most 

ineffective leaders; (iv) six heads were found to manifest a higher type of 

leadership on initiating structure and consideration; (v) there was no significant 

difference between the leadership of male and female heads of primary schools in 

Cuttack City; (vi) there was no significant difference in leadership between the 

heads of primary schools in Cuttack City controlled by the municipality and those 

controlled by the D.I of schools; and, (vii) age and length of experience were not 

contributing factors to leadership behavior amongst the heads of primary schools 

in Cuttack City. 

Diwan (1993) conducted a study to investigate into the leadership 

behavior and value patterns among school principals of West District of Delhi. 

The objective of the investigation was to study and compare the leadership 

behavior and value patterns in organizational context of principals from senior 

secondary schools working under different managements such as government, 

government aided and unaided, as perceived by their teachers. The sample for the 

study comprised of 20 senior secondary school principals of West District of 

Delhi and five teachers from each of the schools selected through stratified 

random sampling method. LBDQ by Stogdill, School Data Form, Value Patterns 
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in Organizational Context prepared by the investigator were used as tools for 

collection of data. The findings of the study were: (i) school principals resort to 

either task or relationship or a balance of both in their styles of behavioral 

management; (ii) leadership behavior was not influenced either by age or 

experience; (iii) principals behaved in accordance with the demand of the 

situation; (iv) value patterns possessed by school principals depended upon their 

liking and disliking of certain things - in the organizational context they held 

beliefs specific to the importance they placed; (v) all principals exhibited 

leadership behavior in accordance with the value patterns they held; (vi) the 

behavior of the principals in making decisions in consonance with the beliefs they 

held played a dominant role in making them acceptable to the group members, 

once accepted by the group, they enjoyed recognition making the members 

behave in a certain way by the force of values; (vii) most of the school leaders 

were resourceful but not effective; (viii) there was no one best style of leadership 

behavior suited for all situations; (ix) leadership behavior was not the possession 

of traits, but was the demonstration of the capacity for carrying work through 

cooperation till its completion; (x) there was crisis of effective leadership in 

schools as most of the principals were only good administrators but very few of 

them were good leaders; and, (xi) four basic internal forces that influenced the 

principals leadership style of behavior were: leaders value patterns, confidence in 

group members, leadership inclinations and feelings of security in uncertain 

situations. 
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Bogler (2001) studied the influence of principals leadership style on job 

satisfaction of teachers. The sample for the study comprised of altogether 745 

teachers i.e. 51 percent elementary school teachers, 20 percent middle school 

teachers and 26 percent high school teachers from 98 schools located in the 

Northern part of Israel. Data was collected using a questionnaire that comprised 

of three sections. The first section dealt with knowing the leadership style 

(transformational and transactional leadership behavior), the second section dealt 

with the principals preferred strategies for decision making (autocratic and 

participative) and the third section dealt with finding the teachers occupational 

perception. The main findings of the study were: (i) teachers perception of their 

occupation acted as a mediating variable between principals leadership style and 

their job satisfaction; and, (ii) teachers were satisfied when their work gave them 

a sense of self esteem, provided them opportunities for self development, gave 

them a feeling of success and allowed them to participate in determining school 

practices. 

Cantwell (2003) researched to find out the relationship between principals 

leadership behavior, teacher interaction behavior, school climate and three years 

of fifth grade Pennsylvania System of School Assessment (PSSA) test data. The 

sample for the study comprised of 383 teachers and 70 principals drawn from 37 

upper band schools and 33 lower band schools. Data was collected using the Hoy 

and Tarter's (1997) forty-two item Organizational. Climate Description 

Questionnaire for Elementary Schools-Revised Edition (OCDQ-RE). The results 

confirm that significant relationship exists between principals leadership 
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behavior, teacher interaction, school climate and student achievement on the 

Pennsylvania System of School Assessment (PSSA). 

2.1.2 Research findings on Leadership Behavior and its Correlates in other 
Areas 

Butler, et.al, (1997) investigated the effects of perceived leadership 

behavior on job satisfaction and productivity. Participants were 467 graduate and 

undergraduate organizational behavior students who formed 101 groups. In the 

study, the researchers manipulated leaders behaviors (consideration and initiating 

structure) and measured productivity in terms of units produced by each group. 

Analysis indicated strong effects of leaders initiating structure and consideration 

on job satisfaction. 

Jaskyte (2003) conducted a study on leadership behavior in order to 

contribute to a better understanding of organizational change in human service 

organizations. Employees perceptions constituted the central feature of the model 

underlying the study, as they were believed to be related to individual level 

change outcomes. It was hypothesized that employees perceptions of 

organizational arrangements, job characteristics and leadership behavior would be 

related to their job satisfaction and commitment. Data was collected from 41 

employees representing all organizational levels of a human service organization 

under the study. Results showed that employees perceptions of leadership 

behavior were important predictors of job satisfaction and commitment. 

Additional post-hoc analysis demonstrated that participation and production 
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orientation components of leadership behavior were significant predictors of job 

satisfaction. 

2.1.3 Research findings on Leadership Behavior and its relationship with 
Organizational Climate at the different Stages of Education 

Sharma (1982) investigated into the leadership behavior of headmasters 

vis-à-vis the school climate of junior high schools of Agra City with the 

objectives: (i) to identify the organizational climate of the junior high schools; 

(ii) to study the leadership behavior dimensions of the headmasters of these junior 

high schools; and, (iii) to study the relationship between leadership, school 

climate and student achievement. Sixty junior high schools of both sexes situated 

in Agra District (rural and urban) were included in the study. The sample 

comprised of 548 teachers and 1346 students studying in class VII in these 

schools. Tools used for collecting data were: (i) LBDQ (Hindi version of LBDQ) 

by Stogdill; (ii) SOCDQ by M.L Sharma.; and, (iii) Achievement Record form by 

Sudha Rani. The data was analyzed using t-test, Chi-square and Analysis of 

Variance. The findings of the study were: (i) significant difference was found 

between the different types of school climate and leadership behavior; (ii) five 

types of school climate were found in junior high schools of Agra, viz: open, 

autonomous, familiar, controlled and paternal- the closed climate did not find 

place in any school; (iii) significant differences were found in the open, 

autonomous, and paternal type of climates of junior high schools whereas, no 

significant difference was found in the controlled and familiar climates; (iv) there 

were no significant differences in the leadership behavior, of the headmasters of 

the junior high schools on the basis of area ( rural and urban) and management 
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(government and private); (v) there were significant differences in the leadership 

behavior of the headmasters of the junior high schools on the basis of sex; (vi) 

significant differences were found among open, controlled, familiar and paternal 

type of school climates in terms of leadership behavior; and, (vii) better 

achievement was found in the case of schools possessing the familiar climate even 

though they did not show a positive relationship with leadership behavior. 

Baraiya (1985) investigated into the organizational climate of higher 

secondary schools of Gujarat State in relation to certain variables. The objectives 

of the study were: (i) to classify the higher secondary schools according to 

organizational climate; (ii) to investigate the relationship between the leadership 

behavior of headmasters and organizational climate; (iii) to study the headmasters 

behavior and its components as factors affecting the organizational climate; (iv) to 

study the sex of the headmaster as a factor affecting organizational climate; and, 

(v) to study the headmasters age as a factor affecting organizational climate. The 

tools and techniques used in the study were (i) OCDQ by Halpin and Croft; (ii) 

LBDQ by Halpin and Croft; (iii) Management Leadership Behavior Description 

Questionnaire developed by the investigator; and, (iv) Personal Date Sheets 

(PDS) for teachers, headmasters and management developed by the investigator. 

The subjects for the study comprised of 500 teachers, 75 management members 

and 100 headmasters drawn from 100 higher secondary schools. The data 

collected was analyzed using the Chi — square. The findings of the study were: (i) 

out of 100 schools, 27 schools were found possessing the open climate, 8 schools 

possessed the autonomous climate, 11 were found to possess the controlled 
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climate, 6 were found to possess the familiar climate, 13 were found to possess 

the paternal climate whereas 35 were found to possess the closed climate; (ii) out 

of 100 headmasters, 45 were described as effective leaders and 30 as ineffective 

leaders; (iii) organizational climate of the schools was not determined by sex and 

the qualifications of the headmasters; (iv) there was no significant difference 

between the climate of rural and urban schools; (v) the members of the managing 

committee possessing varying qualifications did not influence the school climate; 

and, (vi) age of the members of the managing committee did not influence school 

climate. 

Pandey (1985) studied the leadership behavior of principals, 

organizational climate and teacher morale in secondary schools. The study aimed 

to: (i) find out the leadership behavior of principals and the organizational climate 

of schools; (ii) investigate the relationship between the leadership behavior of 

principals and teacher morale; and, (iii) investigate the relationship between 

organizational climate and teacher morale. The Hindi adaptation of Halpin and 

Winer's LBDQ, SOCDQ by M. L. Sharma and the Teacher Morale Inventory 

developed by the investigator were used to collect data. The population comprised 

of 138 secondary schools in Allahabad District from which 34 secondary schools 

were drawn by stratified random sampling technique. The Mannwhitney U- test, 

Chi-square with Yates Correction and Rank Difference Correlation Coefficient 

with tied observation were the statistical techniques employed for analyzing the 

data. The findings of the study were: (i) no significant difference was found 

between the leadership behavior of rural and urban principals; (ii) rural schools 
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were more open than those in urban areas; (iii) a positive and significant 

relationship was found between the initiating structure dimension of leadership 

behavior and esprit, psycho physical hindrance, controls, production emphasis and 

humanized thrust dimensions of organizational climate; (iv) the consideration 

dimension of leader behavior was found positively and significantly related to 

psycho-physical hindrance, controls, and humanized thrust dimensions of 

organizational climate; and, (v) teacher morale was positively and significantly 

related to the initiating structure and consideration dimensions of leadership, and 

controls, production emphasis and humanized thrust dimensions of organizational 

climate. 

Sampuransingh (1985) conducted an investigation to study the school 

climate, leadership behavior and moral development of the heads of elementary 

and secondary schools. The main objectives of the study were: (i) to determine the 

patterns of organizational climate, leadership behavior and moral development in 

the elementary and secondary schools; (ii) to examine school to school difference 

on various dimensions of organizational climate and leadership behavior; (iii) to 

examine the nature of differences between the elementary and secondary schools 

in respect of organizational climate of schools, leadership behavior and moral 

development of heads of these schools; (iv) to examine the relative variability of 

organizational climate, leadership behavior and moral development of heads of 

elementary and secondary schools; and, (v) to determine the relationship between 

different dimensions of organizational climate, leadership behavior and moral 

development. The sample for the study comprised of 50 primary and 50 
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secondary schools along with their heads and 421 teachers. Tools such as OCDQ 

by Halpin and Croft, LBDQ by Stogdill and Rest Defining Issue Test of Moral 

Judgement (1979) were used for data collection. The main findings of the study 

were: (i) elementary and secondary schools were found to be similar on teacher 

behavior in a task oriented situation, teacher thinking with regard to their 

principals and the principals efforts to move the organization; (ii) elementary 

school teachers were higher on esprit and intimacy than secondary school 

teachers; (iii) on almost all dimensions of school climate, elementary schools 

were found to be more variable than secondary schools; (iv) the heads of the two 

types of schools equally varied in leadership behavior; (v) twenty two percent of 

the elementary and fourteen percent of the secondary schools were high on 

disengagement; (vi) twenty two percent of the elementary and sixteen percent of 

secondary schools were high on hindrance; (vii) on esprit the percentage of 

elementary and secondary schools placed in the high category was 16; (viii) 

sixteen percent of the elementary and eighteen percent of the secondary schools 

were high on intimacy; (ix) twenty four percent of the elementary and eight 

percent of the secondary schools were high on aloofness; (x) fourteen percent of 

the elementary and twenty percent of the secondary schools were high on 

production emphasis; (xi) twelve percent of the elementary and eighteen percent 

of the secondary schools were high on thrust; (xii) eighteen percent of the 

elementary and sixteen percent of the secondary schools were high on the 

dimension of consideration; (xiii) twenty two percent of the elementary and 

fourteen percent of the secondary schools were high on the dimension of initiating 

structure; (xiv) consideration was almost dominantly related with all other 
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dimensions of school climate in both elementary and secondary schools; (xv) the 

relationship between initiating structure and consideration was high and positive; 

and, (xvi) initiating structure as a dimension of leadership behavior was 

significantly related to the dimensions of school climate like esprit, intimacy, 

production emphasis , thrust and consideration. 

Veeraraghwan (1986) conducted an investigation to study the 

organizational climate, leadership adaptability and teacher effectiveness in high, 

average and low performing higher secondary schools. The major objectives of 

the study were: (i) to find out whether variation existed in the organizational 

climate in the high, average and low performing schools; and, (ii) to find out 

whether job satisfaction of teachers and leadership adaptability in schools varied 

in terms of high, average and low performing schools. Using the stratified random 

sampling method, 65 schools were selected from the Union Territory of Delhi. 

From these schools, 498 teachers teaching classes XI and XII constituted the 

teacher sample and the student sample comprised of 3618 students drawn from 

classes XI and XII respectively. The higher secondary schools were identified as 

high, average and low performing schools on the basis of the CBSE exam results 

over a period of three years. Data was collected using: (i) OCDQ by Halpin and 

Croft; (ii) Job Satisfaction Scale by Indiresan (1973); (iii) LBDQ by Halpin and 

Winer (1953); (iv) Teacher Characteristic Description Form to ascertain teacher 

effectiveness Arora (1973); and, (v) Adjustment Inventory by Sinha and Singh 

(1964). The findings of the study were: (i) organizational climate dimensions 

(disengagement, aloofness, esprit, intimacy, psychological hindrance, 
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consideration, humanized thrust and production emphasis) varied significantly 

amongst high, average and low performing schools with high performing schools 

showing lower disengagement, alienation, psychological hindrance and higher 

esprit, intimacy and humanized thrust as compared to the average and low 

performing schools; (ii) the high performing schools in comparison to average 

and low performing schools showed relatively more open climate with groups 

being open and principal control being less as compared to low performing 

schools; (iii) there was significant difference in leadership adaptability between 

high and average performing schools though leadership adaptability was 

significantly higher in high performing schools than in low performing schools; 

(iv) there was no significant difference in the job satisfaction of teachers 

belonging to high, average and low performing schools; (v) higher the production 

emphasis and humanized thrust in the school, higher was the job satisfaction; (vi) 

better the organizational climate, higher was the adjustment of students in all 

areas of life viz: home, health, social, emotional and educational areas. 

Dhulie (1989) investigated the role of administrative style, teachers job 

satisfaction and students institutional perception in determining the nature of 

school climate. The objectives of the study were: (i) to identify the various 

administrative styles prevalent in the schools; (ii) to understand the quantum of 

job satisfaction of teachers in the different administrative styles; (iii) to identify 

the nature of the climate in schools having different styles; (iv) to investigate the 

relationship between the above mentioned variables on the basis of different 

administrative styles; and, (v) to identify the role of the interaction of the above 
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mentioned variables in determining the nature of the school climate. The sample 

for the study comprised of 30 principals, 470 teachers and 470 students drawn by 

the proportionate allocation technique of sampling. Data was collected using: (i) 

SOCDQ by M.L Sharma; (ii) Principals Administrative Style Scale (PASS); (iii) 

Teachers Job Satisfaction Scale (TJSS); and, (iv) Students Institutional Perception 

Scale (SIPS) for secondary level. The data was analyzed using Correlational 

techniques. The findings of the study were: (i) all the variables mentioned in the 

study were identified to be positively and significantly correlated with each other 

on the basis of different types of administrative styles; and, (ii) the highest 

agreement was seen with the democratic style as well as laissez-faire style 

whereas the lowest agreement was seen with the autocratic style. Hence the 

democratic style and the laissez-faire style can be located at the positive point and 

the autocratic style at the negative point of administrative style. 

Chakraborthi (1990) studied the organizational climate of secondary 

schools in West Bengal with the objectives: (i) to identify and classify schools on 

the basis of their organizational climate; and, (ii) to find out the extent of 

relationship between the school organizational climate and {a} leadership 

behavior of the headmasters {b} job satisfaction of the teachers. The sample 

comprised of 1672 teachers covering both male and female drawn from 86 boys 

and 46 girls schools of Calcutta. Tools such as SOCDQ by M. L. Sharma, LBDQ 

by Stogdill were used for data collection and the data so collected was treated 

with Mean, SD, Simple Rank Difference Correlation and ANOVA. The findings 

of the study were: (i) the paternal climate was the most frequently perceived 
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(29.55%) climate, followed by controlled (20.45%), familiar (15.91%), open 

(12.12%), autonomous (11.36%) and closed (10.61%) climate respectively; (ii) 

significant and positive correlation was found between school organizational 

climate and leadership behavior of the principals; and, (iii) significant and 

positive correlation was found between school organizational climate and the job 

satisfaction of the teachers. 

Mahashabde (1990) conducted a study to find out the relationship between 

effectiveness of principals of polytechnics in Maharashtra State and institutional 

climate, teachers morale, job satisfaction and students academic achievement. The 

objectives of the study were: (i) to study the leadership styles; (ii) to find out the 

relationship between leadership styles of principals and job satisfaction of 

teachers; (iii) to categorize institutions into those having more effective 

leadership, average effective leadership and less effective leadership; and, (iv) to 

investigate the relationship between leadership effectiveness styles of principals 

and institutional climate, teachers morale, job satisfaction and students academic 

achievement. The sample for the study consisted of 25 polytechnics in 

Maharashtra. Questionnaires were developed and personally administered by the 

researcher on 25 principals and 500 teachers. Interviews were conducted for the 

25 principals and 10 % of the teachers who were selected at random. Modified 

version of Leader Effectiveness and Adaptability Description (LEAD) of Hersey 

and Blanchard, modified version of OCDQ by Halpin and Croft and modified 

version of Purdue Teacher Opinionnaire designed by Bentley and Rempel were 

used to collect data. The findings of the study were: (i) none of the principals 
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appeared to have used the telling style and the delegatory style of leadership 

according to their own perception, whereas in the opinion of the teachers, 12.5 % 

of principals adopted these two styles; (ii) the teachers perception indicated that 

no principal used participating style whereas 25% principals felt that they 

adopted this style; (iii) the perception of principals and teachers showed that 75% 

of the principals were in favor of using the telling style of leadership which was 

indicative of high task and high relationship; (iv) the relationship between 

leadership effectiveness and teachers morale was significant; (v) the relationship 

between leadership effectiveness and institutional climate was not significant; 

and, (vi) the relationship between leadership effectiveness and job satisfaction of 

teachers was not significant. 

Upasani et.al . (1991) conducted a study with the objectives: (i) to survey 

the practices of administration and management in the secondary schools of Pune 

District; (ii) to study the various aspects of administration and management with a 

view to identifying the correlation of effectiveness of a headmaster; and, (iii) to 

study the leadership behavior of the headmaster and the organizational climate of 

some efficient and inefficient schools in Pune District. The sample for the study 

comprised of 122 volunteering rural-urban, corporation-aided, boys-girls 

secondary schools. Data were collected using (i) OCDQ by Halpin and Croft; (ii) 

Adapted version of Leader Effectiveness and Adaptability Description (LEAD) 

developed by Ohio University; and, (iii) Questionnaires. The major findings of 

the study were: (i) organizational climate varied from open to closed to 

autonomous; and, (ii) correlates of efficiency of a headmaster were found to be 



84 

planning, implementation of curricular and co-curricular activities, good 

relationship with the staff and the community and provision of extra facilities for 

students. 

Jayajothi (1992) conducted an investigation to study the organizational 

climate and leadership behavior of principals in relation to teacher morale in 

schools. The objectives of the study were: (i) to identify the organizational 

climate of the central schools in Madras and make a climate wise comparison 

with the western classification of Halpin and Croft, both by distribution and trend; 

(ii) to investigate the relationship of the organizational climate, leadership 

behavior of the principals and the morale of central schools; and, (iii) to analyze 

the climate-wise leadership behavior of principals and teacher morale in the 

central schools. The sample consisted of 308 randomly selected post graduate 

teachers teaching classes VI to XII from 20 central schools in the Madras region. 

Tools such as: (i) OCDQ by Halpin and Croft; (ii) LBDQ by Halpin and Winer; 

and, (iii) Teacher Morale Opinionnaire by Anjali Mehta, were used for the 

purpose of data collection. The data collected was treated with t-test, Analysis of 

Variance and Coefficient of Correlation. The findings of the study were: (i) the 

central schools of the Madras region differed in their climate. 18.75% had open 

climate, 12.5% had controlled climate, 6.25% had familiar climate, 6.25% had 

paternal climate and 37.5% had closed climate; (ii) experience and age did not 

discriminate the perception on school climate, teacher morale and leadership 

behavior; (iii) the open climate related best to the perception of leadership 

behavior of principals by the teachers and the autonomous climate had the least 



85 

relationship; (iv) female teachers had a better perception of school climate; and, 

(v) sex did not discriminate perception of school climate. 

Singh (1992) investigated into some of the organizational correlates of job 

satisfaction and role conflict among secondary school teachers. The objectives of 

the study were: (i) to compare the job satisfaction, role conflict, perceptions 

regarding the various dimensions of organizational climate of the school and 

leadership behavior of the principals of: {a}male and female secondary school 

teachers; {b} rural and urban secondary school teachers. (ii) to determine the 

relationship of teachers job satisfaction and role conflict with their perceptions 

regarding the various dimensions of the organizational climate of the schools and 

leadership behavior of the principals; and, (iii) to compare the job satisfaction and 

role conflict of teachers working in various types of organizational climate. The 

population for the study comprised of all the schools and their teachers from 

Allahabad district. The teacher sample consisted of 400 secondary school 

teachers, 200 males (100 urban and 100 rural) and 200 females (100 urban and 

100 rural) drawn using the purposive cum incidental technique. The tools used for 

data collection were: (i) Teacher Job Satisfaction Scale by S. P. Gupta and J. P. 

Srivastava; (ii) SOCDQ by M.L. Sharma; and, (iii) LBDQ by Halpin and Winer 

(Indian adaptation by S. Pandey). Product Moment Coefficient of Correlation, t-

test and Analysis of Variance were used to analyze the data. The findings of the 

study were: (i) female teachers had more job satisfaction than male teachers 

besides male teachers were higher , on the alienation dimension while female 

teachers were higher on esprit and intimacy dimensions of organizational climate; 
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(ii) male teachers were high on the consideration dimension of leadership 

behavior of principals; (iii) rural teachers had more job satisfaction than urban 

teachers and were high on esprit and intimacy dimensions, while urban teachers 

were high on disengagement and control dimensions; (iv) job satisfaction was 

positively related with esprit, intimacy, production emphasis and humanized 

thrust but negatively related with disengagement and psycho-physical hindrance 

dimensions of organizational climate; (v) job satisfaction was positively related 

with initiating structure and consideration dimensions of the leadership behavior 

of principals; (vi) teachers working in the open climate were more satisfied than 

teachers working in the autonomous, controlled, parental and closed climate; and, 

(vii) teachers working under the HH pattern of leadership behavior were more 

satisfied than teachers working under the LH pattern. 

Solanki (1992) studied the relationship between organizational climate and 

educational management of the secondary schools of Saurashtra region. The 

objectives of the study were: (i) to identify the organizational climate of the 

secondary schools; and, (ii) to find out the interrelationship between educational 

management and its factors and the organizational climate and its correlates. 

Using stratified proportional random sampling technique, 165 schools were 

selected. Altogether 1,339 teachers responded to the tools administered. OCDQ 

by Halpin and Croft and Management Description Scale (EMDS) by Joshi were 

administered on the subjects. The findings of the study were: (i) the secondary 

schools differed in their organizational climate i.e. the organizational climate of 

secondary schools appeared to be independent of organizational management, 
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place of school and sex of the student population; and, (ii) a relationship existed 

between the resource management system and the organizational climate of the 

schools. Highly resourceful schools were inclined towards the open range climate, 

whereas the low resourceful and very low resourceful schools were inclined 

towards the closed range climate..  

Siddiqui (1994) investigated into. the organizational climate, leadership 

behavior, teacher morale and school performance in minority and other secondary 

schools. The objectives of the study were: (i) to identify the climate profile, 

leadership pattern of principals behavior in the minority managed and other 

secondary schools of Delhi; (ii) to compare data on school climate and leadership 

behavior between the minority managed and other secondary schools; and, (iii) to 

find out if any relationship exists between school climate, leadership behavior and 

school performance. The sample consisted of 10 schools out of which five were 

schools run by minorities and five other secondary schools from Delhi. Teachers 

who had taught the secondary classes for atleast three years in these schools were 

included in the sample. Tools such as: (i) OCDQ by Halpin and Croft; (ii) LBDQ 

by Stogdill; and, (iii) School Information Questionnaire were used to collect data. 

The data was analyzed statistically using Mean, SD, t-test. The findings of the 

study were: (i) significant difference was found in the organizational climate of 

the minority and other schools; (ii) leadership behavior pattern differed 

significantly between the minority and other schools; (iii) school performance was 

positively correlated with school climate; and, (iv) leadership behavior pattern 

and school performance were correlated. 
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Appalwar (1995) conducted a study to find out the relationship between 

organizational climate and leadership behavior of headmasters in secondary 

schools of Adilabad and Karimnagar Districts of Andhra Pradesh. Schools were 

sampled using the purposive quota sampling. From these schools, 100 

headmasters, and 1000 .teachers were drawn as sample. Data was collected using 

SOCDQ by M. L. Sharma, LBDQ by Stogdill and Interviews. The findings of the 

study were: (i) leadership behavior of headmasters influenced the organizational 

climate of schools in a significant way; (ii) certain kind of headmasters behavior 

generated certain specific kind of organizational climate in schools; (iii) rural 

secondary schools differed from urban secondary schools with respect to their 

organizational climate; (iv) government secondary schools differed from zilla 

parishad secondary schools with respect to their organizational climate; and, (v) 

zilla parishad secondary schools differed from the private secondary schools 

with respect to their organizational climate. 

Remondini (2001) examined the relationship between leadership style of 

female public school principals and school climate. Eighteen principals and 298 

teachers participated in the study. Data was collected using the LPI and the 

OCDQ by Halpin and Croft. The major finding of the study was that a significant 

relationship existed between the leadership style of principals and organizational 

climate. 

Scott (2003) in his research study found that the leadership of the school 

principal impacts directly on the climate of the school and, in turn, on student 

achievement. 
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2.1.4 Research findings on Organizational Climate and its Correlates at the 
different Educational Levels 

Methi (1985) conducted an investigation to study the relationship between 

organizational climate of schools and diffusion of innovations in Jaipur District. 

The objectives of the study were:(i) to identify the secondary schools of Jaipur 

District according to their respective climates; (ii) to study the status of diffusion 

of innovations in the secondary schools of Jaipur District; (iii) to investigate into 

the relationship between organizational climate of schools and diffusion of 

innovations; and, (iv) to investigate the relationship between organizational 

climate types of schools divided on the basis of area, sex, management, size and 

diffusion of innovations in those schools. The sample for the study comprised of 

170 secondary schools (145 boys schools and 25 girls schools) that were about 

75% of each category of total population. Altogether 3165 teachers were 

randomly selected from the 170 schools. SOCDQ by M. L. Sharma and 

Educational Innovation Inventory were used to collect data. The data was 

analyzed using Chi—square, Product Moment Correlation and Rank Correlation. 

The main findings of the study were: (i) paternal climate was the most frequently 

perceived followed by controlled, autonomous, open, familiar and closed climate; 

(ii) the controlled climate was more frequently seen in rural schools while the 

closed climate was seen the least; (iii) in urban schools and boys schools the 

paternal climate was mostly seen while open climate was least seen; (iv) 

significant difference was found between government schools and recognized 

secondary schools in the proportion of distribution in terms of their organizational 
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climate; and, (v) boys secondary schools did not differ from girls secondary 

schools in terms of their proportion of distribution of climate types. 

Panda (1985) conducted an investigation to study the management, 

organizational climate and teachers morale in schools in Orissa. The main 

objectives of the study were: (i) to explore the problems faced by the government 

and private high schools; (ii) to study the nature of problems which were 

responsible for creating various difficulties, hardships, handicaps and hurdles for 

the schools; and, (iii) to make a comparative study of the problems of the 

government and private schools. The sample for the study comprised of 100 

headmasters, 200 teachers and 100 managing committee members. Sample was 

chosen from two coastal Districts viz: Puri and Balasore and three tribal Districts 

Keonjhar, Phulbani and kalahandi. Care was taken to ensure representation of 

schools from different categories like advanced and backward regions, rural and 

urban areas, private and government schools, girls and co-ed schools. Data was 

collected from the headmasters, teachers and the managing committee members 

through questionnaires and personal visits. The main finding of the study was that 

there was no large difference between the school climate scores of government 

and private managed schools. 

Srivastava (1985) studied the relationship between school effectiveness 

and organizational climate in intermediate colleges in Allahabad District. The 

objectives of the study were: (i) to study the relationship between school 

effectiveness and organizational climate of intermediate colleges; (ii) to study the 

relationship between school innovativeness and organizational climate of 
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intermediate colleges; and, (iii) to study the relation between school results and 

organizational climate of intermediate colleges. It was hypothesized that: (i) there 

were significant differences in the perception of teachers of high, average, and 

low effective schools on different dimensions of organizational climate; (ii) there 

were significant differences in the perception of teachers of high, average and 

low innovative schools on different dimensions of organizational climate; and, 

(iii) there were significant differences in the perception of teachers of schools 

with average results, schools with above average results, and schools with below 

average results on different dimensions of organizational climate. Intermediate 

Colleges of Allahabad district constituted the population for the study. The 

researcher randomly selected 368 lecturers from 34 randomly selected 

intermediate colleges. SOCDQ by M. L. Sharma and School Innovativeness 

Survey Questionnaire prepared by the researcher were used to collect data. The 

collected data was treated with t-test and Analysis of Variance. The main findings 

of the study were: (i) disengagement among teachers related negatively to school 

effectiveness, while feeling of esprit and feeling of intimacy related positively to 

school effectiveness; (ii) feeling of alienation, psycho-physical hindrance and 

tendency of controls were found to have no relationship with school effectiveness; 

(iii) no significant relationship existed between school innovativeness and 

dimension of organizational climate such as disengagement, alienation and 

psycho-physical hindrance; (iv) feeling of esprit and intimacy among teachers was 

found significantly related to school innovativeness; and, (v) except the 

production emphasis dimension, school results were found to have no relationship 

with any dimension of organizational climate. 
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Singh (1988) investigated into the teaching behavior of effective teachers 

in different types of school climates in Aligarh District. The objectives of the 

study were: (i) to identify the impact of school climate on students achievement; 

and, (ii) to identify any special impact of school climate on the teaching behavior 

of teachers. The subjects for the study comprised of 300 randomly selected 

teachers from high schools and intermediate colleges of Aligarh District. Data 

was collected using: (i) Rating Scale of Effective Teachers by R. C. Deva; (ii) 

OCDQ by Halpin and Croft; and, (iii) Teaching Behavior by Flander. Data was 

analyzed using. Mean, SD, t-test and F-test. The findings of the study were: (i) 

schools possessed different types of school climate; (ii) significant difference was 

found between the mean academic achievement of boys in schools with different 

organizational climate; (iii) lowest academic achievement was obtained in the 

open climate while in the controlled and closed climate the academic achievement 

was the highest; (iv) the academic achievement of girls and urban students was 

better; and, (v) teaching behavior of the teachers was not the same in all the 

identified climates. 

Singh (1988) investigated into the relationship between organizational 

climate and teachers self concept, attitude and some other characteristics of the 

colleges of Gorakhpur University. The study was conducted with the following 

objectives: (i) to study the relationship between organizational climate and 

teachers self concept; (ii) to investigate the relationship between organizational 

climate and teachers attitude towards their job; and, (iii) to study how 

organizational climate was related to some other organizational characteristics 
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such as location, sex, undergraduate, postgraduate, type of management and 

professional, non-professional colleges. The sample for the study comprised of 

520 teachers drawn from 104 colleges of Gorakhpur University. Tools such as 

SOCDQ by M. L. Sharma, The Personality Differential by K.G. Agarwal and 

Teachers Attitude Scale by P. C. Shukla were used for data collection. The data so 

gathered was analyzed statistically using Mean, SD, Chi-square and Critical 

Ratio. The findings of the study were: (i) open climate generated a higher degree 

of conformity in the teachers while the closed climate caused a low degree of 

conformity; (ii) the level of tenseness of teachers was high in the closed type of 

climate; (iii) organizational climate was significantly related to teachers attitude; 

and, (iv) open climate was found to lead to a more positive attitude and the closed 

climate to a less positive attitude in the college teachers. 

Pradhan (1991) conducted a study to determine the effect of school 

organizational climate on the creativity, adjustment and academic achievement of 

secondary school students in Orissa. The main objectives were: (i) to study the 

effect of the school organizational climate on creativity; (ii) to study the effect of 

the school organizational climate on adjustment; and, (iii) to study the effect of 

the school organizational climate on academic achievement. The subjects for the 

study comprised of randomly selected 355 teachers (both sexes) teaching different 

subjects and 1,055 students (530 boys and 525 girls) from 27 schools of Cuttack 

and Puri Districts of Orissa. Out of the 27 selected schools, 19 were co-

educational schools, two were schools exclusively for boys and remaining six 

were schools exclusively for girls. SOCDQ by M. L. Sharma, Wallack- Kegan 
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Test of Creativity, Adjustment Inventory, Information Schedule and average 

marks of two consecutive examinations of previous year were used for gathering 

data. The data was treated with descriptive and inferential statistics. The findings 

of the study were: (i) school organizational climate was found to significantly 

affect the students score of creativity; (ii) school organizational climate did not 

affect the uniqueness score creativity, home adjustment, social adjustment, health 

and emotional areas of students and school adjustment of students; and, (iii) 

school organizational climate significantly affected the academic achievement of 

students. 

Biswas et.al . (1993) conducted an investigation with the objective of 

studying the possible influences of organizational climate of secondary schools on 

teachers professional stress in the Bengali medium secondary schools of West 

Bengal Board of Secondary Education. The sample for the study comprised of 

randomly selected 200 secondary school teachers of either sex permanently 

employed in 12 Bengali medium secondary schools. Data was collected using 

OCDQ by Halpin and Croft, SOCDQ by M. L. Sharma, and Teachers 

Professional Stress Scale developed and standardized by the investigator. The 

data was analyzed using Mean, SD, and t-test. The findings of the study were: (i) 

the mean composite professional stress scores of secondary male teachers 

belonging to open and paternal climates differed significantly; and, (ii) the male 

teachers belonging to the paternal climate possessed greater feeling of 

powerlessness and social isolation than those of their colleagues belonging to the 

open climate. 
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Jani (1993) conducted a study to determine the type of organizational 

climate prevailing in secondary schools under different managements of 

Ulhasnagar and its neighborhood. The objectives of the study were: (i) to identify 

the school climate of selected schools under the study; (ii) to ascertain whether 

variation existed in the dimensions of organizational climate of schools operating 

under different managements; (iii) to find out whether differences existed in the 

dimensions of organizational climate of schools which used different media for 

instruction; (iv) to find out relationship between curricular activities of the 

schools and their organizational climate; (v) to ascertain whether academic 

achievement and innovations had any relevance with the organizational climate of 

the schools; and, (vi) to ascertain whether variation existed in the climate of 

schools where only girls were studying. The sample comprised of 42 schools 

covering private aided, private non-aided, government aided, government non-

aided and, different medium of instruction including English, Hindi, Marathi and 

Sindhi. OCDQ by Halpin and Croft, General Information of Schools and 

Interview Schedule were used to collect data. The data collected was treated 

statistically using Mean, Median, SD, QD, Kurtosis and Skewness. The findings 

of the study were: (i) 23.8 percent of the schools under study were found to have 

an open climate, 33.8 percent closed climate, 9.52 percent autonomous 

climate.16.66 percent controlled climate and 14.76 familiar climate; (ii) out of 35 

private aided schools, 10 schools including two missionary schools had divulged 

characteristics of open climate, eight schools were found possessing the closed 

climate, four schools possessed autonomous climate, six schools possessed 

controlled climate, two schools possessed familiar climate and five schools 
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possessed paternal climate; (iii) out of seven schools, private but unaided, six 

schools showed closed climate and one school managed by missionaries showed 

controlled climate; (iv) positive relationship existed between type of climate and 

co-curricular activities; (v) academic achievement was found better in schools 

possessing the open and controlled climate and poor in schools possessing 

closed climate;. (vi) few schools with closed climate showed exception of having 

good academic performance; and, (vii) variation in organizational climate was 

found in schools where only girls were studying. 

Patel (1995) conducted a study to determine the organizational climate of 

higher secondary schools in Gujarat. The main objectives of the study were: (i) to 

classify the selected higher secondary schools according to climates; (ii) to study 

whether differences exist in the dimensions of organizational climate of schools 

based on gender; (iii) to compare schools having open climate with those having 

closed climate; and, (iv) to study whether differences exist in the organizational 

climate of schools having different sizes. The sample for the study was drawn 

from Gujarati medium higher secondary schools using the random sampling 

technique. The selected schools included boys, girls as well as co-education 

schools, small as well as big sized higher secondary schools and city as well as 

rural area schools. Data was collected using the OCDQ by Halpin and Croft. The 

data collected was treated statistically using Mean, SD and F-ratio. The findings 

of the study were: (i) three schools possessed the closed climate and in such 

schools the principal did not consider the teachers as human beings; (ii) three 

schools possessed the open climate and in such schools the teachers and the 
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principal happily worked with each other; (iii) few schools were found possessing 

autonomous and controlled climate; (iv) girls schools possessed open climate, (v) 

more number of boys schools possessed the closed climate; and, (vi) large size 

schools possessed higher percentage of familiar, controlled and open climates. 

Babu, et.al , (1996) conducted a study to examine the organizational 

climate of schools in relation to type of schools and sex of teachers. The objective 

of the study was to determine the organizational climate of residential and non-

residential schools. Sample for the study was selected from 40 secondary schools 

located in some urban areas of Rajalasuma in Andhra Pradesh by using multi 

stage random sampling procedure. Data for the study was collected using the 

OCDQ by Halpin and Croft. The data was analyzed using t-test, Mean, SD, Chi-

square and ANOVA. The findings of the study were: (i) no significant association 

was found between the two attributes, type of school and school climate; (ii) there 

existed more hindrance, aloofness and less intimacy in the case of non-residential 

schools compared to residential schools; (iii) no significant difference was found 

between the organizational climate of the two types of schools with regard to 

esprit, production emphasis, thrust and consideration dimensions; and, (iv) no 

significant difference was found between men and women teachers with regard to 

their perception of the organizational climate of these schools on esprit, intimacy, 

aloofness, production emphasis and thrust. 

Dellar (1999) examined the relationship between school organizational 

climate and the schools preparedness to undertake restructuring and improvement. 

The research was conducted in three phases. The first phase involved the 
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assessment of the prevailing organizational climate in 30 secondary schools 

drawn from three State Education Systems in Australia. It was found that a 

significant relationship exists between organizational climate and the schools 

capacity to implement and sustain authentic site-based management. It was 

suggested that in whichever schools the prevailing organizational climate was 

negative, tailored 'front-end' strategies designed to improve the climate could be 

undertaken prior to the school embarking on substantial school improvement 

initiatives. 

Khetrapal (2003) investigated into the organizational climate and job 

satisfaction of teachers as a function of the interpersonal skills of school 

principals. The objectives of the study were: (i) to develop criteria for identifying 

performing schools; (ii) to identify performing and non-performing schools on the 

basis of the criteria developed; (iii) to scale and study the organizational climate 

and job satisfaction of teachers of senior secondary performing and non-

performing schools; and, (iv) to examine the difference between organizational 

climate and job satisfaction of teachers of senior secondary performing and non-

performing schools. The sample for the study comprised of 98 principals, 498 

teachers and 980 students drawn from 55 government schools, seven government 

aided schools and 36 recognized unaided schools from the South-West District of 

National Capital Territory of Delhi. Data was collected using Style Profile of 

Interaction Roles for Heads of Schools (SPIRHOS) a modified version of the 

Style Profile of Interaction Roles in Organizations (SPIRO—M). The main 

findings of the study were: (i) no significant relationship exists between principals 
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managerial style and school performance; and, (ii) significant differences exist 

between organizational climate and job satisfaction of teachers based on school 

performance. 

2.1.5 Research findings on Emotional Intelligence and its Correlates 

Picard and Cosier (1997) conducted a study which examined the 

predictive relationship between emotional intelligence and transformational 

leadership style. The researchers wanted to determine the gender differences in 

the relationship between emotional intelligence and transformational leadership 

style, as well as the gender differences in the emotional intelligence , scores and 

transformational leadership style of managers. The findings of the study were: (i) 

significant predictive relationship (p < .05) was found between transformational 

leadership style and emotional intelligence; (ii) no significant interaction (p > .05) 

was found between gender and emotional intelligence while predicting 

transformational leadership style; (iii) significant difference (p < .05) was found 

in the emotional intelligence scores of male and female managers; and, (iv) no 

significant difference (p > .05) was found in the transformational leadership 

scores of male and female managers. 

Cavallo and Brienza (2001) conducted a study on three hundred and fifty-

eight managers across the Johnson and Johnson Consumer and Personal Care 

Group globally to assess if there were specific leadership competencies that 

distinguished high performers from average performers. Participants were 

randomly selected then coded for performance rating. More than fourteen hundred 
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employees took part in a one hundred and eighty three question multi-rater survey 

that measured a variety of competencies associated with leadership performance 

including those commonly referred to as emotional intelligence. The Standards of 

Leadership, and Emotional Competence Inventory based on the work of Richard 

Boyatzis and Daniel Goleman were used for data collection. The study revealed a 

strong relationship between superior performing (HiPR) leaders and emotional 

competence, supporting theorist's suggestions that the social, emotional and 

relational competency set commonly referred to as emotional intelligence, is a 

distinguishing factor in leadership performance. Leaders who received 

performance ratings of 4.1 or greater on a 5-point scale were rated significantly 

higher than other participants on all four dimensions of emotional Intelligence i.e. 

Self-Awareness, Self-Management, Social Awareness, and Social Skills by 

supervisors and subordinates. 

Leban (2003) conducted a study to determine the relationship between 

leader behavior and emotional intelligence. The main objective of the study was 

to demonstrate linkages between leadership style, emotional intelligence and the 

success of complex projects. Data was collected using tools such as MLQ Form 

5X Leadership Style Questionnaire, MSCEIT Emotional Intelligence Ability Test, 

Perrow's Non-Routine Activities and Souder's Project Complexity Items and 

Project Performance Questions. The major finding of the study was that 

leadership style used by a project manager and his/her emotional intelligence 

abilities do increase the probability of successfully completing complex projects. 
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Purkable (2003) studied the interrelationships between emotional 

intelligence, leadership style and coping mechanisms of executives. The 

objectives of the study were to: (i) determine the ways leadership practices and 

coping mechanisms reported by executives differed as level of emotional 

intelligence differed; and, (ii) determine whether men and women executives 

differed in their emotional intelligence and leadership practices. Data was 

collected using the Mayer, Salovey, Caruso Emotional Intelligence Test 

(MSCEIT), Leadership Practices Inventory (LPI), and Coping Response Index 

(CRI). The major findings of the study were: (i) regulation of emotions in self and 

others for emotional and intellectual growth was positively correlated with the 

leadership practices leading the way for others and encouraging others; (ii) men 

and women did not differ in their emotional intelligence and leadership practices. 

Weinberger (2003) examined the relationship between emotional 

intelligence, leadership style and perceived leadership effectiveness. Altogether 

151 top managers of CSW participated in the study. Data was collected using the 

Mayer Salovey Caruso Emotional Intelligence Test (MSCEIT. The finding of the 

study indicated no relationship between the leaders leadership style and emotional 

intelligence. 

Howard (2005) leadership study explored the relationship between 

emotional intelligence and school leadership. The sample included 464 principals 

or vice-principals (187 men and 277 women) from nine school boards in Ontario. 

Two hundred and twenty six participants were elementary school principals, 84 

were elementary school vice-principals, 43 were secondary school principals and 
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57 were secondary school vice-principals (54 did not indicate their current 

position). The mean age of the participants was 47.3 years, the mean length of 

time participants had been in the education field was 22.4 years, the mean length 

of time as principal was 5.4 years, and the mean length of time as vice-principal 

was 3.0 years. Emotional Quotient Inventory (EQ-i) was administered on the 

sample besides the Leadership Questionnaire. Men and women were compared on 

each of the leadership ratings (task-oriented leadership, relationship-oriented 

leadership, and total leadership). Men and women did not differ on any of the 

leadership ratings (regardless of whether supervisor or staff ratings were used). In 

addition, individuals employed by an elementary school did not differ from those 

employed at a secondary school on any of the leadership ratings. Principals, 

however, were rated higher than vice-principals by their supervisors on task-

oriented leadership, relationship-oriented leadership, and total leadership. Vice-

principals, on the other hand, were rated higher by their staff on relationship-

oriented leadership. Although there was a positive relationship between the 

leadership ratings from supervisors and staff, the association was weak and 

revealed considerable disagreement between raters. Therefore, in order to identify 

individuals who were perceived by others as demonstrating "above average" or 

"below average" leadership, the total leadership score was calculated for each 

individual based on a combination of both supervisor and staff ratings. The below 

average leadership ability group was created by identifying individuals rated at 

the 20th  percentile (or less) on leadership ability according to both the supervisor 

and staff ratings. The above average leadership ability group was created by 

identifying individuals rated at the 80 th  percentile (or higher) on leadership ability 
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according to both the supervisor and staff ratings. The above average leadership 

group scored higher than the below average leadership group on total EI and all 

four broad dimensions (intrapersonal, interpersonal, adaptability, and stress 

management). 

2.2 Summary of Review and Implications for the Study 

The review of research literature shows that the different variables viz: 

leadership behavior, organizational climate, job satisfaction and emotional 

intelligence have a close bearing on each other. The major research trends derived 

from the review were as follows: 

1. Schools were categorized as high performing schools and low performing 

schools or high, average and low performing schools on the basis of 

examination results (Veeraraghwan, 1986; Khetrapal, 2003). 

2. Age of the principals does not contribute towards the leadership behavior 

of the principals (Nanda, 1992; Rashmi, 1993). 

3. Gender of the principals does not influence the leadership behavior of the 

school principals (Patel, 1983; Haseen, 1992; Nanda, 1992). However, the 

finding by Sharma (1982) indicates that gender/sex has a significant effect 

on the leadership behavior of the principals. 
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4. Experience/length of experience serving as the school principal did not 

affect the leadership behavior of the principals (Haseen, 1992; Nanda, 

1992; Rashmi, 1993). 

5. The location of the school (rural and urban) did not affect the leadership 

behavior of the principals (Sharma, 1982; Pandey, 1985). 

6. Age of the teachers does not have any relationship with their perception of 

the principals leadership behavior (Sarma, 1991; Jayajothi, 1992). 

7. Gender of the teachers does not influence their perception of the principals 

leadership behavior. Male and female teachers perceived alike the 

leadership behavior of the principals (Patel, 1983; Nasreen, 1986; Sarma, 

1991). 

8. Teachers irrespective of their professional experience had the same 

opinion towards the principals' leadership behavior (Sarma, 1991; 

Jayajothi, 1992). 

9. The location of the school i.e. rural and urban did not influence the 

teachers' perception of the principals' leadership behavior (Patel, 1983; 

Nasreen, 1986). 

10. A significant relationship was found existing between the leadership 

behavior and the job satisfaction of the staff (Nasreen, 1986; Sarma, 1991; 

Singh, 1992; Butler, et.al . 1997; Jaskyte, 2003). 
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11. The leadership behavior of the principals was significantly related to the 

school organizational climate (Sharma, 1982; Pandey, 1985; 

Sampuransingh, 1985; Chakraborthi, 1990; Appalwar 1995; Scott, 2003) 

however, leadership behavior differed with different organizational 

climates (Jayajothi, 1992). 

12. Gender of the principals was not a determining factor of organizational 

climate of the school (Baraiya, 1985). 

13.Qualifications of the principal were not a determining factor of 

organizational climate of the school (Baraiya, 1985). 

14. Organizational climate was significantly different in rural and urban 

schools (Baraiya, 1985; Appalwar, 1995). 

15. Significant difference was found between government and recognized 

secondary schools in the proportion of distribution in terms of their 

organizational climate (Methi, 1985) however, Panda's (1985) study 

revealed that there was no large difference in the organizational climate 

scores of government and private managed schools. 

16. The paternal climate was most frequently perceived followed by the other 

climates i.e. controlled, autonomous, open, familiar and closed not in any 

specified order (Chakraborthi, 1990; .Tani, 1993; Methi, 1985). However, 

some research studies indicate that the closed type of organizational 
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climate was the most perceived followed by other climate types (Baraiya, 

1985; Jayajothi, 1992). 

17. Research findings by Jani, (1993); Pradhan, (1991); Singh, (1998) show 

that the organizational climate affects the academic achievement of 

students. The organizational climate dimensions varied significantly 

among high, average and low performing schools (Veeraraghwan, 1986; 

Siddiqui, 1994). However, Srivastava's (1985) study reveals that school 

results were found to have no relationship with any dimension of 

organizational climate. 

18. The research studies by Chakraborthi, (1990); Patel, (1995); Singh, (1998) 

and Khetrapal, (2003) indicate that there exists an association between the 

organizational climate of schools and the job satisfaction of the teachers. 

An open climate was characterized by better relationship between the 

principal and the teachers while, a closed climate was one in which the 

principals did not treat the teachers humanly. This caused a low degree of 

conformity and high level of tenseness of teachers amongst the teachers. 

Veeraraghwan's (1986) study indicates that no significant difference was 

found in the job satisfaction of teachers serving in high, average and low 

performing schools. 

19. Organizational Climate Description Questionnaire (OCDQ) by Halpin and 

Croft (1963) and the School Organizational Climate Description 
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Questionnaire (SOCDQ) by Sharma (1973) were mostly used for studying 

the organizational climate of schools. 

20. Some of the researchers used the Leadership Behavior Description 

Questionnaire (LBDQ) by Stogdill, some used the LBDQ by Halpin and 

Croft while some others used the LBDQ by Halpin and Winer to measure 

leadership behavior. 

21. The frequently used statistical techniques were t-test, Chi-square, Analysis 

of Variance and other descriptive and inferential statistics. 

There were hardly any research studies conducted on emotional 

intelligence in relation to leadership behavior and in particular with specific 

reference to schools. However, the few research studies done in this area indicate 

strong relationship between EQ and leadership in various workplace 

environments (Picard and Cosier, 1997; Howard, 2005; Cavallo and Brienza, 

2001; Leban, 2003; Purkable, 2003). Thus, approaching the school context, 

emotional intelligence and leadership behavior of an administrator can have a 

powerful, direct or indirect influence on the growth and development of each 

worker in the school. By both commission and omission, perhaps more than any 

other adult in the school system, the administrator can alter the trajectory of the 

institution. 

The major research trends indicated that (i) age, gender, length of 

experience of the principal does not affect their leadership behavior; (ii) location 
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of the school does not affect the leadership behavior of the school principals; (iii) 

age, gender, professional experience of the teachers does not influence the 

teachers perception of the leadership behavior of the principals; (iv) there exists a 

significant relationship between leadership behavior and job satisfaction; (v) there 

exists a significant relationship between leadership behavior and organizational 

climate; and, (vi) there exists a significant relationship between leadership 

behavior and emotional intelligence. Thus, it was clearly conceptualized that 

leadership behavior, organizational climate, job satisfaction and emotional 

intelligence operate in close association and thus each influences the other. 

Taking into consideration leadership behavior, organizational climate and 

emotional intelligence, the trend in the review can be condensed into a triangular 

model, which explains the correlation/association between the three variables. 

Figure 3 depicts the relationship between the three variables. 
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Figure 3 Relationship between Leadership Behavior, Organizational 

Climate and Emotional Intelligence 

Fig 3 shows that, there is a significant correlation between (i) leadership 

behavior and organizational climate; and, (ii) leadership behavior and emotional 

intelligence. No correlation is found between emotional intelligence and 

organizational climate. Relationship between leadership behavior and 

organizational climate is found in the school setting. While relationship between 

leadership behavior and emotional intelligence is found in settings other than the 

school setup besides the study conducted by Howard (2005) to find out the 

relationship between emotional intelligence and school leadership. 



110 

Though the correlation/association between leadership behavior and 

organizational climate in the school setup is reported, there is no research finding 

that either supports or disagrees relationship between leadership behavior and 

emotional intelligence in the school setup besides the study conducted by Howard 

(2005). Further, no relationship is found to exist between emotional intelligence 

and organizational climate based on the review. 

Thus, this model depicts the relationships between the three variables 

based on previous research findings. The present study is an attempt to further 

examine the interrelationships between leadership behavior, emotional 

intelligence and organizational climate in the specific local context i.e. Goa. 
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CHAPTER III 

DESIGN OF THE STUDY 

3.1 Research Approach 

The research approach plays a significant role in the research process. 

Different approaches to research suit investigation of different types of research 

problems. The present investigation was concerned with: 

• Finding answers to questions such as: what is the nature of leadership 

behavior of principals in the high performing and low performing 

secondary schools in Goa?, what is the level of emotional intelligence of 

the principals in the high performing and low performing schools?, what is 

the level of job satisfaction of teachers and non-teaching staff working in 

the high performing and low performing schools?, what is the type of 

organizational climate that prevails in the high performing and low 

performing schools?. The study attempted to gather data from the 

respondents concerning the variables under investigation and appraise the 

leadership behavior of principals, emotional intelligence of principals, job 

satisfaction of teaching and non-teaching staff and organizational climate 

of high performing and low performing schools; 

• Determining the difference or relationship between the variables i.e. 

leadership behavior, emotional intelligence, organizational climate and job 
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satisfaction through hypotheses testing in the high performing and low 

performing schools respectively; 

• Drawing comparison in the variable relationships between similar 

variables in the high performing and low performing schools; and, 

• Presenting a detailed and comprehensive description of the condition or 

situation studied. 

Thus, for a research approach to find applicability in the present study, it 

had to lend itself to not only collecting data concerning the present status of the 

variables in the study, but also enable the researcher to compare variable 

relationship between the high and low performing schools and provide a thorough 

and detailed description of the condition studied. Thus, based on the requirements 

of the present investigation the Descriptive Comparative Survey Approach was 

adopted. 

3.2 	Population and Selection of Sample 

The population, target population, accessible population and procedure for 

selection of the respondents is presented from section 3.3.1 to 3.3.4 

3.2.1 Population 

In Goa, there are altogether 358 secondary schools belonging to three 

different categories within its territorial boundaries. They are 73 Government 

schools, 276 Government aided schools and nine Private schools. All the 358 
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secondary schools along with the principals could be constituted as the population 

for the present study during the academic year 2004-2005. 

3.2.2 Target Population 

The target population consisted of only the Government schools and 

Government aided schools. Hence, the target population comprised of altogether 

349 schools i.e. 73 Government schools and 276 Government aided secondary 

schools affiliated to the Goa Board of Secondary and Higher Secondary 

Education (GBSHSE) in the State of Goa along with the school principals during 

the academic year 2004-2005. Table 3.1 shows the distribution of the Government 

schools and Government aided schools in the State of Goa. 
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Table 3.1 

Distribution of Secondary Schools in the State of Goa 

Taluka Government 
Schools 

Government Aided 
Schools 

Total 

Rural 	I Urban Rural I 	Urban 

Canacona 6 7 3 16 

Sanguem 8 11 3 22 

Quepem 7 6 6 19 

Salcete 3 1 35 18 57 

Ponda 5 2 34 2 43 

Pernem 6 20 3 29 

Sattari 14 3 4 21 

Bicholim 8 13 3 24 

Mormugao 2 5 8 14 29 

Tiswadi 2 1 20 15 38 

Bardez 3 39 9 51 

TOTAL 
64 9 196 80 

349 
73 276 

Table 3.1 shows area and management-wise distribution of 

secondary schools. Out of the 73 government schools, 64 government schools are 

located in rural areas while nine government schools are located in urban areas. 

Out of the 276 government aided schools, 196 schools are located in rural areas 

while the remaining 80 schools are located in the urban areas. 

The objectives of the present study required the classification of secondary 

schools into two categories based on school performance viz: high performing 
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schools and low performing schools. In order to classify schools, it was necessary 

to first determine the school performance of each of the 349 secondary schools. 

The researcher first collected the data pertaining to academic performance 

of all the 349 secondary schools from the Goa Board of Secondary and Higher 

Secondary Education (GBSHSE). The data was acquired both in the print form as 

well as a soft copy. Academic performance in the study refers to pass percentage 

of students at the public examination (S.S.C.) conducted by the GBSHSE in the 

months of March—April every year. To make an objective assessment and to 

determine consistency of the school performance, data of last five years i.e. from 

the academic year 1999 - 2000 to 2003 - 2004 was taken into consideration. 

The researcher then transferred the data i.e. the academic performance of 

every school year wise into a tabular format. The academic performance of the 

schools year wise for all the five years was converted to letter grades. In order to 

grade the schools, the ranges were defined. The grading pattern followed is 

explained in table 3.2 
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Table 3.2 

Pattern for Grading Schools 

Pass Percentage 	 Grade 	 Grade Point (GP) 

	

x 75 	 A 	 5 

	

655x<75 	 4 

	

55<x<65 	 C 	 3 

	

45<x<55 	 D 	 2 

	

35__<x<45 	 E 	 1 

	

x <35 	 F 	 0 

Thus, as per the classification given above, grades were assigned to the 

academic performance of each school year wise for all the five years and the 

corresponding grade point values were assigned based on the grades. 

Subsequently the average of the grade points for each school was computed and 

the value obtained was termed as the combined grade point average (CGPA). The 

scheme of allotment of grades on the basis of the CGPA is presented in table 3.3 
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Table 3.3 

Allotment of Grades based on CGPA 

Combined Grade Point Average 	Final Grade (School Performance) 

(CGPA) 

4.51 to 5.00 	 A 

3.51 to 4.50 

2.51 to 3.50  

1.51 to 2.50 

0.51 to 1.50 

0.00 to 0.50 

As the CGPA ranged from 0 to 5, the limits were defined as shown in 

table 3.3 along with the corresponding final grade, which is the school 

performance. The schools were then arranged in the descending order of the 

CGPA and assigned the corresponding final grade. The cut-off point was taken as 

2.50 CGPA i.e. the midpoint of the scale distribution. All the schools above the 

cut-off point were termed as the high performing schools and the schools below 

the cut-off point were termed as the low performing schools. By doing so, all the 

349 schools based on their school performance were categorized as high 

performing and low performing schools. 

Subsequently, the 349 schools were assigned letter grades viz: 'A', '13', 

`C', 'D', `E' and Table 3.4 shows the distribution of the schools under each 

of the six letter grades based on school performance for five years. Grades A, B 
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and C collectively represent the high performing schools while Grades D, E and F 

collectively represent the low performing schools in the order of high to low. 

Table 3.4 

Distribution of Schools based on School Performance 

School Serial Numbers Grade Number of 
Schools 

06, 10, 12, 14, 39, 42, 62, 88, 90, 98, 109, 111, 

145, 150, 161, 164, 168, 206, 207, 208, 211, 

212, 215, 223, 224, 241, 246, 256, 258, 293, 

305, 306, 309, 312, 336, 339, 04, 09, 11, 19, 20, 

38, 44, 217, 222, 226, 228, 232, 239, 03, 05, 22, 

24, 107, 214, 315, 330, 333 

A 58  

01, 23, 97, 152, 204, 249, 285, 340 / 28, 48, 51, 

53, 69, 77, 108, 253, 286 / 13, 68, 82, 99, 119, 

139, 149, 183, 195, 244, 255 / 07, 32, 36, 83, 

100, 159, 186, 245, 290 / 02, 54, 81, 89, 120, 

135, 156, 235, 301 

B 46 

27, 33, 50, 130, 184, 189, 218, 227, 233, 257, 

318 / 55, 92, 134, 140, 177,. 252, 314 / 16, 166, 

176, 178, 225, 231, 234, 236, 240, 273, 317, 

329 / 52, 95, 96, 137, 172, 182, 237, 238, 259, 

271, 296, 307 / 25, 29, 76, 116, 118, 158, 188, 

205, 243, 247, 250, 267, 316, 319, 325 

57  

60, 79, 94, 162, 163, 174, 230, 242, 265 / 93, 

141, 170, 197, 266, 269, 270, 308, 310, 321, 

322, 324 / 34, 64, 113, 129, 148, 180, 196, 302, 

341, 343 / 21, 40, 49, 66, 165, 167, 179, 193, 

209, 288, 326 / 08, 15, 31, 63, 122, 123, 191, 

198, 254, 261, 279, 297, 303 

D 55  

37, 114, 146, 147, 153, 200, 216, 268, 282, 287, 

292, 335/ 58, 74, 75, 115, 171, 173, 187, 192, E 66 
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260, 264, 276, 283/ 47, 78, 91, 104, 160, 169, 

202, 219, 220, 248, 274, 277, 304, 338, 344, 

345, 346/ 35, 71, 86, 103, 117, 125, 136, 157, 

284, 289, 291, 300/ 41, 59, 65, 84, HO, 112, 

128, 144, 175, 229, 262, 347, 349 

17, 26, 56, 57, 67, 80,-121, 124, 131, 132, 151, 

154, 185, 194, 263, 272, 278, 280, 294, 295, 

334/ 30, 61, 73, 102, 106, 126, 127, 142, 143, 

181, 190, 199, 201, 251, 298, 299, 323, 332/ 18, F 67 

43, 45, 46, 70, 72, 85, 87, 101, 105, 133, 138, 

155, 203, 210, 213, 221, 275, 281, 311, 313, 

320, 327, 328, 331, 337, 342, 348 

Total number of schools 349 

Table 3.4 shows that in the high performing schools category against letter 

grade `A' there were altogether 58 schools, 46 schools against letter grade '13' and 

57 schools against letter grade 'C'. With regard to the low performing schools, 

there were 67 schools against letter grade IF', 66 schools against letter grade `E' 

and 55 schools against letter grade `D'. Thus, there are altogether 161 (around 46 

percent) high performing schools and 188 (around 54 percent) low performing 

schools. 

3.2.3 Accessible Population 

One hundred and eighty schools were randomly selected (90 each in the 

high performing and low performing schools category) from the 349 schools. For 

selecting the high performing schools, strict emphasis was placed more on schools 

under grade A, followed by grades B and C in the descending order. Similarly, for 
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selecting the low performing schools, emphasis was placed more on schools under 

grade F, followed by grades E and D in the ascending order. Subsequently, the 

criterion that for a school to be listed in the frame of accessible population of 

schools, the school principal must be serving in the currently employed school as 

its principal for not less than two years and six months was employed. The 

schools were then contacted by the researcher to seek information with regard to 

the principal's experience (in years) in the currently employed school as its 

principal. It is to be noted that initially the schools were randomly selected and 

later on the final sample was drawn from among the randomly selected sample 

based on the same criterion. 

On the basis of the information obtained, 70 schools from the high 

performing schools category and 75 schools from the low performing schools 

category were retained and so formed the accessible population for the study. Out 

of the 70 schools in the high performing schools category, 35 schools were from 

grade 'A', 25 schools from grade 'B' and 10 schools from grade 'C'. Similarly 

out of the 75 schools in the low performing schools category, 40 schools from 

grade 'F', 27 schools from grade `E' and 8 schools from grade 'D'. 

3.2.4 Subjects 

A. Secondary School Principals 

The principals were selected on the basis that he/she should be serving in 

the currently employed school as its principal for not less than two years 

and six months. Initially 145 principals were selected as respondents. 
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B. Teachers 

The researcher visited the accessible population and requested the school 

principals to provide names of all teachers serving in the schools. The 

teachers had to fulfill the criteria of serving for a minimum period of at 

least two years six months under the principal-ship of the same incumbent. 

From the sample frame for each school, eight to ten teachers were then 

randomly selected. 

C. Non — Teaching Staff 

The researcher visited the accessible population and requested the school 

principals to provide names of all non-teaching staff serving in the 

schools. The non-teaching staff too had to fulfill the criteria of serving for 

a minimum period of at least 'two years six months under the principal-

ship of the same incumbent. From the sample frame for each school, two 

to three non-teaching staff members were then randomly selected. 

Thus, initially, the subjects for the study comprised of 145 secondary 

school principals, 1160 secondary school teachers and 300 non-teaching staff. 

However, the final sample comprised of altogether 57 high performing schools 

and 53 low performing schools together constituting 110 schools, which means 

that only those schools wherein all the three categories of respondents i.e. the 

school principal, teachers and non-teaching staff had responded were considered. 

Out of the 57 high performing schools, 28 schools were from grade 'A', 26 from 

grade 'B' and three from grade 'C'. Out of the 53 low performing schools, 24 
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schools were from grade 'F', 19 from grade `E' and 10 from grade `13'. Thus, 

finally the subjects who responded to the study were 110 school principals, 768 

secondary school teachers and 179 non-teaching staff members. The 110 schools 

represented all the 11 talukas of Goa. 

The detailed distribution of the final sample of schools based on school 

performance taluka - wise is presented in table 3.5 

Table 3.5 

Sample of Schools Taluka-wise 

Sr. 

No. 

Talukas High Performing Schools Low Performing Schools 

Govt. Govt. Govt. Govt. 

Aided Aided 

R
ur

al
  uvq.in
 R

u
ra

l 

uvqdn
 

Total 

R
ur

a
l 

uv
q.in

 R
ur

a l
 I 

uvqdn
  

Total 

Canacona - - - 1 1 4 - - - 4 

2 Sanguem - - - - - 1 - 2 - 3 

3 Quepem - - - - - 1 - 2 1 4 

4 Salcete - - 10 5 15 - - 1 5 6 

5 Ponda - - 7 1 8 - - 11 - 11 

6 Pernem - - 4 - 4 - - 6 - 6 

7 Sattari - - 2 3 5 1 - - - 1 

8 Bicholim 1 - 2 1 4 3 - 3 - 6 

9 Mormugao - - 1 6 7 - 1 - 1 2 

10 Tiswadi - - 3 - 3 1 1 3 1 6 

11 Bardez - - 8 2 10 1 - 2 1 4 

TOTAL 01 - 37 19 57 12 02 30 09 53 
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3.3 	Data Gathering Tools/Techniques 

In the present study, different standardized tools were employed to gather 

responses on specific aspects from the sample. The various data gathering tools 

and techniques used are listed below. 

I. Leadership Behavior Description Questionnaire (LBDQ) Form XII 

by Ralph Stogdill 

2. School Organizational Climate Description Questionnaire (SOCDQ) 

by Dr. M. L. Sharma 

3. Emotional Intelligence Scale (EIS) by Hyde et.al . 

4. Job Satisfaction Scale (for teachers) 

5. Job Satisfaction Scale (for non-teaching staff) 

6. Background Information form (for school principals) 

3.3.1 Leadership Behavior Description Questionnaire (LBDQ) Form XII by 
Ralph Stogdill 

Stogdill developed the leadership behavior description questionnaire 

known as the LBDQ. However, in the year 1973 the LBDQ was subjected to 

review by him. The revised form of the LBDQ was used in the present research 

study. The LBDQ consists of 12 sub-scales also known as dimensions of 
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leadership behavior. The 12 dimensions along with a brief description on each are 

presented below. 

1. Representation - means the school principal speaks and acts as the 

representative of the group. 

2. Demand Reconciliation — the leader helps to reconcile conflicting demands 

thereby reducing disorder in the group. 

3. Tolerance of Uncertainty — means ability to tolerate uncertainty and 

postponement of decisions without anxiety. 

4. Persuasiveness — refers to the leader using persuasive arguments effectively 

and exhibiting strong convictions. 

5. Initiating Structure — refers to the leader clearly defining his/her own role and 

letting group members know what is expected of them, planning and 

organizing the group tasks, encouraging use of uniform procedures, trying out 

new ideas in the group, clarifying own ideas to the group, assigning specific 

tasks to them, ensuring that members understand their own role as members in 

the group. 

6. Tolerance of Freedom —means allowing group members necessary autonomy, 

encouraging them to use their own judgement in problem—solving, 

encouraging initiative, encouraging group members to choose their own ways 

to task implementation, encourages relaxation of control after task 
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assignment, reposing trust in group members judgment and encouraging the 

group to set their own pace. 

7. Role Assumption — means actively exercising the leadership role rather than 

surrendering it to others. 

8. Consideration — means being friendly and approachable, creates pleasant 

group interactions, implements suggestions made by group members, treats 

members of the group as equals, give advance information about change, 

shows concern for the personal welfare of the group members, willing to 

make changes and explains the rationale of decisions accompanied by 

consultative actions. 

9. Production Emphasis — means placing stress on performing better and beating 

own previous record(s), exercises close supervision for greater effort 

maintaining work at rapid pace, urging members to work harder, drives them 

for more work when time bound tasks have to be done thereby making 

maximize use of group capacity. 

10. Predictive Accuracy — refers to the ability of the leader to predict outcomes 

accurately and with foresight. 

11. Integration — means maintaining a close knit organization and resolving inter 

member conflicts. 
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12. Superior Orientation - means the ability to maintain cordial relations with 

superiors and other higher-ups. 

The record sheet of the (LBDQ) Form XII presented in table 3.6 indicates 

the assignment of statements under different sub scales of the LBDQ. 

Table 3.6 

Leadership Behavior Description Questionnaire 
(LBDQ)Form XII Record Sheet 

Sr. 

No 

Sub-Scales/Dimensions Statement Numbers 

1 Representation 1, 11, 21, 31 and 41 

2 Demand Reconciliation 51, 61, 71, 81, and 91 

3 Tolerance of 

Uncertainty 

2, 12, 22, 32, 42, 52, 62, 72, 82 and 92 

4 Persuasiveness 3, 13, 23, 33, 43, 53, 63, 73, 83 and 93 

5 Initiating Structure 4, 14, 24, 34, 44, 54, 64, 74, 84 and 94 

6 Tolerance of Freedom 5, 15, 25, 35, 45, 55, 65, 75, 85 and 95 

7 Role Assumption 6, 16, 26, 36, 46, 56, 66, 76, 86 and 96 

8 Consideration 7, 17, 27, 37, 47, 57, 67, 77, 87 and 97 

9 Production Emphasis 8, 18, 28, 38, 48, 58, 68, 78, 88 and 98 

10 Predictive Accuracy 9, 29, 49, 59 and 89 

11 Integration 19, 39, 69, 79 and 99 

12 Superior Orientation 10, 20, 30, 40, 50, 60, 70, 80, 90 and 

100 
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Psychometric properties of the scale 

The LBDQ possesses high validity and reliability. The investigator 

confirmed the reliability of LBDQ on the present sample. The reliability 

coefficient of the LBDQ was found to be 0.91. The internal consistency of each 

sub-scale/dimension vis-à-vis the full test was determined by correlating each 

sub-scale/dimension scores with the total scores. This procedure was carried out 

separately for the high performing and low performing schools. Table 3.7 

presented below describes the coefficient of correlation of sub-scales of LBDQ 

with the full length scale. 

Table 3.7 

Coefficient of Correlation of Sub-Scales of LBDQ 
with the full length Scale 

Sub-Scales of LBDQ r LBDQ High 
Performing 

Schools 

Low Performing 
Schools 

Representation r LBDQ 0.65** 0.84** 

Demand Reconciliation r LBDQ 0.86** 0.83** 

Tolerance of Uncertainty r LBDQ 0.79** 0.52** 

Persuasiveness r LBDQ 0.91** 0.90** 

Initiating Structure r LBDQ 0.87** 0.95** 

Tolerance of Freedom r LBDQ 0.82** 0.78** 

Role Assumption r LBDQ 0.90** 0.88** 

Consideration r LBDQ 0.83** 0.91** 

Production Emphasis r LBDQ 0.75** 0.84** 

Predictive Accuracy r LBDQ 0.78** 0.86** 

Integration r LBDQ 0.92** 0.83** 

Superior Orientation r LBDQ 0.91 ** 0.89** 

** Significant at the 0.01 level 
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Table 3.7 shows that the sub-scales/dimension scores of the LBDQ in both 

the category of schools significantly and highly correlate with the full test. This 

indicates presence of a high degree of internal consistency between the sub-scales 

of the LBDQ vis-à-vis the full test. Further, the consistency between the sub-

scales of the LBDQ was determined for the high performing schools, low 

performing schools and all school taken together. Table 3.8 to table 3.10 describes 

the coefficient of correlation between the sub-scales. 

Table 3.8 

Coefficient of Correlation between Sub-Scales of LBDQ 
in the High Performing Schools 

RP T1 T2 T3 T4 T5 T6 T7 T8 T9 T10 T11 T12 

T1 

T2 0.37 

T3 0.45 0.73 

T4 0.59 0.8 0.65 

T5 0.58 0.7 0.54 0.81 

T6 0.48 0.67 0.81 0.64 0.61 

T7 0.53 0.87 0.71 0.83 0.73 0.67 

T8 0.41 0.75 0.73 0.73 0.59 0.79 0.76 

T9 0.61 0.56 0.43 0.66 0.77 0.45 0.57 0.42 

T10 0.57 0.62 0.41 0.72 0.8 0.5 0.64 0.52 0.79 

T11 0.64 0.79 0.68 0.84 0.77 0.73 0.81 0.79 0.66 0.74 

T12 0.55 0.74 0.67 0.81 0.81 0.73 0.8 0.71 0.71 0.7 0.83 

All the `r' were Significant at the 0.01 level 

(TI- Representation, T2- Demand Reconciliation, T3- Tolerance of Uncertainty, T4-
Persuasiveness, T5- Initiating Structure, T6- Tolerance of Freedom, T7- Role Assumption, T8-
Consideration, T9- Production Emphasis, T10- Predictive Accuracy, T11- Integration and T12-
Superior Orientation) 
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Table 3.8 shows that the sub-scales scores of the LBDQ are significantly 

correlated with each other. The 'r' calculated for each pair (two dimensions) was 

found significant at the 0.01 level. This indicates a high degree of internal 

consistency between the sub-scales/dimension scores of the LBDQ in the high 

performing schools. 

Table 3.9 

Coefficient of Correlation between Sub-Scales of LBDQ 
in the Low Performing Schools 

LP T1 T2 T3 T4 T5 T6 T7 T8 T9 TIO Tll T12 

T1 

T2 0.66 

T3 0.27 0.53 

T4 0.8 0.78 0.3 

T5 0.86 0.75 0.44 0.85 

T6 0.51 0.54 0.55 0.59 0.64 

T7 0.74 0.72 0.33 0.8 0.87 0.58 

T8 0.69 0.79 0.58 0.77 0.83 0.78 0.73 

T9 0.79 0.57 0.25 0.75 0.86 0.56 0.81 0.67 

TIO 0.67 0.73 0.34 0.81 0.74 0.77 0.72 0.8 0.64 

TII 0.67 0.62 0.42 0.69 0.75 0.76 0.65 0.78 0.6 0.73 

T12 0.76 0.73 0.44 0.8 0.85 0.67 0.68 0.77 0.68 0.78 0.75 

`r' in bold indicates Significance at the 0.01 level 
`r' in italics  indicates Significance at the 0.05 level 

Table 3.9 shows that the sub-scales scores of the LBDQ are significantly 

correlated with each other. The 'r' calculated for each pair (two dimensions) was 

found significant at the 0.01 level besides T1 r T3, T3 r T4, T3 r T7 and T3 r T9 

which was significant at the 0.05 level. This indicates a high degree of internal 

consistency between the sub-scales/dimension scores of the LBDQ in the low 

performing schools. 
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Table 3.10 

Coefficient of Correlation between Sub-Scales of LBDQ 
considering All the Schools 

+
 
^
  

T1 T2 T3 T4 T5 T6 T7 T8 T9 T10 T11 T12 

T1 

T2 0.73 • 

T3 0.64 0.81 

T4 0.82 0.86 0.67 

T5 0.85 0.83 0.68 0.89 

T6 0.7 0.78 0.84 0.75 0.77 

T7 0.79 0.88 0.74 0.88 0.88 0.78 

T8 0.75 0.87 0.81 0.84 0.83 0.88 0.85 

T9 0.82 0.73 0.6 0.81 0.88 0.7 0.82 0.72 

T10 0.76 0.8 0.64 0.85 0.84 0.78 0.8 0.79 0.8 

'T11 0.78 0.81 0.73 0.83 0.84 0.84 0.82 0.86 0.75 0.83 

T12 0.77 0.81 0.69 0.86 0.88 0.78 0.81 0.81 0.78 0.81 0.84 

All the 'r' were Significant at the 0.01 level 

Table 3.10 shows that the sub-scales scores of the LBDQ are significantly 

correlated with each other. The 'r' calculated for each pair (two dimensions) was 

found significant at the 0.01 level. This indicates a high degree of internal 

consistency between the sub-scales/dimension scores of the LBDQ considering all 

the schools together. 

Based on table 3.8 to table 3.10 it was concluded that there is a high 

degree of internal consistency within the sub-scales/dimensions of the LBDQ. 

This reinforces the reason for Using the scale in the present study. 
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3.3.2 School Organizational Climate Description Questionnaire (SOCDQ) 
by Dr. M. L. Sharma 

The school organizational climate description questionnaire also known as 

SOCDQ, is the Indian adaptation of the organizational climate description 

questionnaire (OCDQ) developed by Halpin and Croft 1963. The SOCDQ 

comprises of eight sub tests or dimensions and six climate types. The climate 

types lie on a •continuum from openness to closedness. The eight sub 

tests/dimensions are categorized under two groups viz. (i) Group Characteristics 

and (ii) Leader Behavior Characteristics. Table 3.11 presented below shows the 

categorization of the dimensions under each category. 

Table 3.11 

Categorization of Dimensions of SOCDQ 

Sr. 

No. 

Group Sub-Tests/ 

Dimensions 

Statement/Itena SI. Nos. 

1. Group 

Characteristics 

Disengagement 1, 8, 21, 32, 36, 44, 52, 55& 57 

Alienation 18, 30, 39 & 50 

Esprit 3, 11, 17, 24, 33, 38, 45, 53 & 58 

Intimacy 5, 12, 25, 34, 40, 46, 54, 60 & 61 

2. Leader 

Behavior 

Characteristics 

Psycho- 	physical 

Hindrance 

9, 23, 26, 41, 47 & 62 

Controls 15, 20, 27, 42, 49 & 63 

Production 

Emphasis 

6, 14, 28, 35, 43, 48 & 64 

Humanized 

Thrust 

2, 4, 7, 10, 13, 16, 19, 22, 29, 31, 

37, 51, 56 & 59 



132 

Definitions of dimensions and climate types of the SOCDQ are presented 

below. 

Definitions of Dimensions (Sub - Tests) 

A. Group Characteristics 

1. Disengagement  — refers to the teachers tendency to be 'not with it'. This 

dimension describes a group that is not focussed with regard to the task 

at hand. Thus, disengagement as a dimension focuses upon the teachers' 

behavior in a task-oriented situation. 

2. Alienation  — refers to the behavior patterns amongst the teachers and the 

leader (principal). The behavior patterns are highly formal and 

impersonal. Such relationships reveal the degree to which the principal 

`goes by the book' and adheres to policies and rules rather than dealing 

with teachers in an informal, face—to-face encounter. This sub-test or 

dimension indicates the emotional gap between the group (teachers) and 

the leader (school principal). 

3. Esprit  — refers to morale of the group members. The teachers feel that 

their social needs are being satisfied, and that they are at the same time 

enjoying a sense of accomplishment in their job. 
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4. Intimacy  — refers to the teachers enjoying friendly social relations with 

each other. This dimension describes social needs satisfaction that is not 

necessarily associated with task-accomplishment. 

B. LeaderBehavior Characteristics 

5. Psycho — Physical. Hindrance  — refers to the feeling amongst the teachers 

that the school principal burdens them with more than their routine tasks 

and duties, demands of school management and other administrative 

requirements. Thus, the principal is perceived as dictatorial. The 

principals' style of the functioning is unidirectional with no scope for 

feedback from the teachers. 

6. Controls  — refers to the degree to which the principals' behavior can be 

characterized as bureaucratic and impersonal in nature; although task-

oriented in behavior, the principal tries to raise the degree of 

effectiveness and efficiency by helping the teachers work towards the 

common goal by providing adequate operational guidance and secretarial 

services. 

7. Production Emphasis  — refers to the behavior that characterizes close 

supervision of the teachers. The principal is highly directive. The 

communication of the principal with the group (teachers) is one 

directional and neither is sensitive to feedback from the teachers. 
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8. Humanized Thrust — refers to the behavior of the principal that is marked 

by attempts to motivate the teachers through personal example. The 

principal does not ask the teachers to give anything more than they 

willingly give of themselves. The behavior of the principal though 

unmistakably task-oriented is at the same time characterized by an 

inclination to treat the teachers humanly. The principal attempts to do 

something for the teachers in humanistic terms and consequently this 

behavior is viewed favorably by the teachers. 

Climate Types of the SOCDQ 

The climate types range from openness to closedness. According to the 

author of the SOCDQ, degree of openness decreases from the open climate to the 

familiar climate, while, the degree of closedness increases from controlled climate 

to closed climate. Given below is a brief description on the types of climate. 

1. Open Climate — refers to an environment in which teachers obtain social 

needs satisfaction as well as job satisfaction and enjoy a sense of 

accomplishment in their job. The teachers perceive the principal as highly 

considerate and democratic in behavior and hence the teachers and the 

principal enjoy a feeling of oneness. 

2. Autonomous Climate — refers to the environment in which the teachers 

enjoy a friendly relationship and a high degree of group morale. The social 

needs of the teachers are moderately satisfied and they too enjoy a degree 

of job accomplishment. 
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3. Familiar Climate — refers to a climate characterized by the conspicuously 

friendly behavior of the principal and the teachers. The teachers have 

established personal friendship among themselves and socially atleast 

everyone is a part of a large happy family. The principal exercises 

leadership in an indirect manner and tries to keep production satisfactory. 

The behavior of the principal is job oriented but does not hinder the social 

need satisfaction on the part of the teachers. 

4. Controlled Climate - refers to an environment, which is characterized as 

high task—oriented. Leadership by the principal is dictatorial. The 

involvement of the teachers is never encouraged. Teachers in such a 

climate get little job satisfaction out of task accomplishment. 

5. Paternal Climate — refers to an environment in which there is very little 

scope for the members to satisfy their social needs and derive job 

satisfaction. The teachers have to work in the way the principal wants. 

6. Closed Climate — refers to an environment in which there is hardly any 

progress. The institution faces crisis due to lack of authenticity in behavior 

of group members. The principal constrains the emergence of leadership 

acts from the group. The group members neither enjoy job satisfaction nor 

satisfaction emerging from task-accomplishment. 

The diagrammatic description of organizational climates presented in table 

3.12 gives a better understanding of the six different climates. 
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Table 3.12 

Diagrammatic Description of Organizational Climates 

Climate Group Behavior 

Characteristics 

Leader Behavior 

Characteristics 
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Open L L H M M L M 1-I 

Autonomous L M tl H H M L L 

Familiar L H M H L M H L 

Controlled L M M L M H H 

Paternal H M L L H L L H 

Closed H H L L H H M L 

L = Low, M = Moderate and H = High 

Psychometric Properties of the SOCDQ 

The SOCDQ possesses high validity considering the manner in which it 

was developed and from the point of view of its wide usage. The SOCDQ also 

possesses high internal consistency and high communality estimates. 

3.3.3 Emotional Intelligence Scale (EIS) by Hyde et.al . 

In the present study, the investigator used the Emotional Intelligence Scale 

(EIS) developed by (Hyde. A., Pethe. S., and Dhar. U.). The scale was developed 

for the Indian setting as there was no standardized emotional intelligence scale 

available to measure the level of emotional intelligence with regard to the Indian 

setting/mi l ieu. 
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The EIS comprised of 34 statements, which were distributed under ten 

factors of emotional intelligence. Table 3.13 presented below displays the factors 

and the serial number of statements under each factor 

Table- 3.13 

Distribution of Statements/Items of EIS Factor-wise 

Sr. No Factors 	I Statements/Item Si. Nos. 

1 Self Awareness 6, 12, 18, 29 

2 Empathy 9, 10, 15, 20, 25 

3 Self Motivation 2, 4, 7, 8, 31, 34 

4 Emotional Stability 14, 19, 26, 28 

5 Managing Relations 1, 5, 11, 17 

6 Integrity , 16, 27, 32 

7 Self Development 30, 33 

8 Value Orientation 21, 22 

9 Commitment 23, 24 

10 Altruistic Behavior 3, 13 

Psychometric Properties of the EIS 

The emotional intelligence scale possesses high content validity. This was 

evident from the assessment/judgement made by experts and learned judges that 

the 34 statements as found in the EIS were directly related to the concept of 

emotional intelligence. From the initial pool of 106 statements, only 34 found 

place in the final form of the EIS. The EIS also possesses high reliability as 

estimated by the researcher using the split-half reliability. The reliability 

coefficient was found to be 0.95 
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3.3.4 Job Satisfaction Scale (for teachers) 

As the present study falls under the purview of educational administration, 

the researcher felt the need to prepare a job satisfaction scale that would address 

specific aspects of job satisfaction as related to the present study. The aspects of 

job satisfaction related to the study were viz. (i) satisfaction with institutional 

plans and policies; (ii) satisfaction with authority including school management; 

and, (iii) satisfaction with service conditions. In order to gain a deeper 

understanding of the broad area of job satisfaction and in particular the three 

specific aspects, the researcher consulted various references (books, journals, 

magazines, internet etc.) in the area of job satisfaction. Further, the researcher also 

reviewed some of the already available standardized tools used for measuring job 

satisfaction. The standardized job satisfaction tools reviewed by the researcher 

were: (i) Teachers Job Satisfaction Scale by Dr. S. K. Saxena; and, (ii) Job 

Satisfaction Scale by Dr. Haseen Taj 

Based on the researcher's comprehension of job satisfaction and in 

particular the three specific aspects of job satisfaction, the researcher prepared 

statements/items. Statements/items for each of the aspects were written in simple 

clear language without diluting the meaning of the statements on separate paper 

cards. This was done deliberately for developing intellectual maturity and reason 

over a period, so that; the statements could be reframed, revised, edited or 

eliminated. It was observed that, most of the statements adequately represented 

the three specific aspects of job satisfaction as mentioned earlier in the first 

paragraph of this section. Finally, in all, sixty-six Likert-type statements were 
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ready. All the sixty-six statements/items were then transferred onto sheets. 

Simple, concise and unambiguous directions were given concerning responses 

that were to be made by the respondents to the various statements/items in the 

scale. 

The sheets containing the sixty-six statements were presented to ten 

experts. The experts were requested to critically analyze each of the statements in 

terms of: (i) their clarity; (ii) language structure; (iii) whether the statements 

reflected the three specific aspects of job satisfaction; and, (iv) the adequacy and 

appropriateness of the instructions/directions given for the respondents. The 

experts were also requested to give written suggestions and provide appropriate 

alternatives for statements/items which in their intellectual reasoning need 

modification. The suggestions for modification and suggested alternative 

statements were to be written on the space provided against the right-hand margin 

of the sheets by the side of the original statement/item. Given below is a sample 

format of the sheets. 

Sr.No Original statement Suggestion for modification(if any) 
1 
2 
3.... 
66 

After the experts returned the sheets, the researcher began with the 

analysis of the suggestions made by the experts. In order to have a holistic and 

comprehensive picture between the original statements and the learned opinion of 

the experts, a format was prepared. The sample format is presented below. 
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Sr. 
No. Original Statement 

• 

Suggestions for modification of 
statement/item (if any) 

Remarks 
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3... 
66 

The format in short indicated the responses made by each expert for each 

statement/item. Based on common positive consensus of all experts on statements, 

such statements were retained. If atleast 70 - 80 % of the experts showed 

consensus for modification, their suggestions were accepted and the 

statement/item was modified. However, if there was variation in the opinion of 

the experts the statement/item was discarded. Thus, out of the sixty-six statements 

that were originally prepared only fifty were retained. 

Out of the 50 statements in the job satisfaction scale 25 statements bearing 

serial numbers 1, 2, 4, 12, 16, 18, 19, 22, 24, 26, 28, 30, 32, 33, 35, 36, 39, 40, 42, 

43, 44, 46, 47, 48 and 50 were negatively stated, while, the remaining 25 

statements were stated positively. 

Psychometric Properties of the Job Satisfaction Scale 

Validity: The job satisfaction scale possesses a high degree of validity considering 

the rigor involved in the preparation of the statements/items. 
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Reliability: The reliability was estimated using the split-half reliability method, 

As there were fifty statements in the final form of the job satisfaction scale, the 

twenty-five odd numbered statements/items were scored separately and so were 

the twenty-five even numbered statements/items. The researcher obtained a 

reliability coefficient of 0.95 for the half test. The high correlation coefficient of 

0.95 indicated high reliability. 

In order to establish the scores reliability for the full-length test/scale, the 

Spearman — Brown formula was applied. The reliability coefficient was found to 

be 0.97, which indicates a very high degree of reliability. 

3.3.5 Job Satisfaction Scale (for non-teaching staff) 

All the procedures adopted in the preparation of the job satisfaction scale 

for teachers were also used in the preparation of the job satisfaction scale for the 

non-teaching staff. The job satisfaction scale for the non-teaching staff was 

developed considering the same three specific aspects of job satisfaction viz. (i) 

satisfaction with institutional plans and policies; (ii) satisfaction with authority 

including school management; and, (iii) satisfaction with service conditions. 

There were 40 Likert-type statements in the initial draft of the scale The 

statements/items were subjected to review by experts. The researcher then drew a 

comparison between the original statements/items and the suggestions made by 

the experts. After modification/elimination, the final form of the job satisfaction 

scale for non-teaching staff comprised of 29 statements/items. 



142 

Out of the 29 statements in the job satisfaction scale, statements bearing 

serial numbers 3, 8, 9, 10, 12, 13, 14, 16, 18, 20, 21, 23, 25 and 28 were 

negatively stated, while, statements serial numbers 1, 2, 4, 5, 6, 7, 11, 15, 17, 19, 

22, 24, 26, 27 and 29 were positively stated. 

The vernacular (Konkani) version of the scale was prepared to seek 

responses from those non-teaching staff members who faced difficulty in 

comprehending the English language. Two experts versatile in both the languages 

i.e. English and Konkani were requested to make the translation from the English 

language to the vernacular language i.e. Konkani. 

Psychometric properties of the Job Satisfaction Scale 

Validity: The job satisfaction scale developed had high validity considering the 

manner in which it was developed. 

Reliability: The reliability was estimated using the split-half reliability method,. 

The correlation coefficient of 0.95 indicated a high degree of reliability. In order 

to establish the scores reliability for the full-length test/scale, the Spearman — 

Brown formula was applied and the reliability coefficient was found to be 0.97 

which indicated high reliability. 

3.3.6 Background Information Form 

The background information form was used for collecting information 

with regard to principals age, gender, educational and professional qualifications, 
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years of experience as principal in the school at which they were currently 

serving. 

3.4 Data Collection Process 

The data for the present study was collected in four phases. Each phase was 

meticulously planned. Each phase dealt with specific tasks to be performed. As 

the data was to be collected from schools all over Goa, the researcher had to 

physically visit most of the schools from different talukas prior to the beginning 

of the actual data collection not only to know their physical location but also to 

scout for lodging (the researcher had to stay overnight in the border talukas of 

Goa). In order to save time, tools to be administered on the three different 

categories of respondents i.e. school principal, teachers and non-teaching staff 

school-wise were bundled together. Prior appointments were sought from the 

school principals for the researcher's visits. However some of the principals were 

reluctant to schedule appointments and requested the researcher to visit the school 

sans appointment. 

Phase I 

During this phase the researcher visited the office of the Goa Board of 

Secondary and Higher Secondary Education, Alto-Betim and collected 

information regarding the annual performance of all the secondary schools in Goa 

since the last five years i.e. from April 2000 to April 2004. The information was 

procured both in the print form as well as a soft copy. Schools were then 
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categorized as high performing schools and low performing schools as explained 

in section 3.2.2. During this phase the sample for the study was selected. 

Phase II 

During this phase schools from Canacona, Sanguem, Quepem and Salcete 

talukas were visited by the researcher. After brief introduction, the researcher 

randomly sampled eight to ten teachers from the sample frame provided by the 

respective school. The importance and need of the research study was discussed 

with the teachers. The questionnaires were then handed over to the teachers. 

Queries or difficulties with regard to the study were addressed by the researcher. 

The researcher then met the principal and discussed his/her role in the study, and 

administered the emotional intelligence scale. The non-teaching staff was given 

sufficient time to seek answers to their difficulties with regard to filling the 

questionnaire. The sequence of meeting the three categories of respondents varied 

in different schools. The respondents were given the necessary instructions with 

regard to: (i) adhering to directions provided at the beginning of the 

questionnaire/respective section; (ii) providing the necessary background 

information; and, (iii) responding to statements/items in the questionnaire(s). The 

respondents were requested to mark their preferred choice/opinion either by 

encircling or putting a tick mark on the appropriate response category and not to 

leave statements unanswered or blank. Good quality self addressed envelope with 

postage stamp affixed was given to each respondent. Respondents were requested 

to insert the completely filled in questionnaires in the self addressed envelopes 

and post. 
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During this phase questionnaires received by the researcher were sorted 

out school-wise, checked for completeness and bundled together. Incomplete 

questionnaires were outright rejected. It was seen that only those schools in which 

all the three categories of respondents had replied were retained. 

Table 3.14 presented below indicates the number of schools visited and 

schools responded during phase II of the study. 

Table 3.14 

Sampled Schools in Phase — 11 of the Study 

Sr.No. Taluka I 	Schools Visited Schools Responded 

1 Canacona 8 5 

2 Sanguem 8 3 

3 Quepem 7 4 

4 Salcete 27 21 

Total 50 33 

Phase III 

During this phase schools from Ponda, Pernem, Sattari and Bicholim 

talukas were visited. All the procedures written in Phase II were also followed 

here. Table 3.15 indicates the number of schools visited and schools responded 

during phase III of the study. 
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Table 3.15 

Sampled Schools in Phase — III of the Study 

Sr.No. Taluka Schools Targeted Schools Responded 

1 Ponda 19 19 

2 Pemem 11 10 

3 Sattari 10 6 

4 Bicholim 10 10 

Total 50 45 

Phase IV 

This was the last and final phase of the data collection process. Here 

schools from Mormugao, Tiswadi and Bardez talukas were visited by the 

researcher. Table 3.16 presented below indicates the number of schools visited 

and schools responded during phase IV of the study. 

Table 3.16 

Sampled Schools in Phase — IV of the Study 

Sr.No. I Taluka I Schools Targeted Schools Responded 

1 Mormugao 12 9 

2 Tiswadi 15 9 

3 Bardez 18 14 

Total 45 32 
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3.5 	Scoring and Tabulation of Data 

Before beginning with the scoring of data, the researcher prepared data 

sheets for each of the tools used in the study. Every school had separate data 

sheets. A glance at the data sheets would provide the reader with certain basic 

details. The scoring and tabulation procedures for each data gathering instrument 

used in the study are discussed in the succeeding sub sections. 

3.5.1 Leadership Behavior Description Questionnaire (LBDQ) Form XII by 
Ralph Stogdill 

The leadership behavior description questionnaire (LBDQ) comprised of 

100 statements/items. Out of the 100 statements in the LBDQ 20 statements i.e. 

statements bearing serial numbers 6, 12, 16, 26, 36, 42, 46, 53, 56, 57, 61, 62, 65, 

66, 68, 71, 87, 91, 92, 97 were negatively stated and the remaining 80 statements 

were positively stated. In this scale, there were provisions for five categories of 

response viz. A-Always, B-Often, C-Occasionally, D-Seldom and E-Never. Table 

3.17 indicates the scoring pattern followed for scoring responses made by the 

respondents on the items in the LBDQ. 
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Table 3.17 

Response Scoring Pattern for LBDQ 

Response Category  Score 

(positive statement) 

Score 

(negative statement) 

Always (A) 5 1 

Often (B) 4 2 

Occasionally (C) 3 3 

Seldom (D) 2 4 

Never (E) 1 5 

The data compilation sheets for the LBDQ were prepared in such a way 

that the different statements belonging to each dimension of leadership behavior 

were listed under the corresponding dimension. The dimensions were listed in the 

order following the guidelines of the author of the LBDQ. Separate columns were 

provided for totals and averages. A color-coding scheme was used to denote the 

negatively worded statements. 

The scoring was done school-wise. Every response was scored following 

the scoring pattern as shown in table 3.17 and the total score obtained for each 

respondent on each sub-test was written on the space provided in the respective 

columns at the end of each sub-test/dimension. Subsequently, the average of the 

total scores of all the respondents on each sub-scale/dimension was computed. 

Thus, for each school there were twelve averaged scores representing each of the 

twelve dimensions. The sum of all the 12 averaged scores yielded a composite 

score, which was known as the leadership behavior score. In the similar way 

leadership behavior scores were computed for all the remaining schools. 
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3.5.2 School Organizational Climate Description Questionnaire (SOCDQ) 
by Dr. M. L. Sharma 

The SOCDQ comprised of 64 Likert-type statements. The 64 statements 

were distributed under eight sub-tests. There were four categories for response 

viz. Rarely Occurs (A), Sometimes Occurs (B), Often Occurs (C) and Very 

Frequently Occurs (D). Table 3.18 shows the scoring pattern, which was used for 

scoring the responses. 

Table 3.18 

Response Scoring Pattern for SOCDQ 

Response Category Score 

Rarely Occurs (A) 1 

Sometimes Occurs (B) 2 

Often Occurs (C) 3 

Very Frequently 4 

Occurs (D) 5 

The data compilation sheets prepared for recording the scores on the 

SOCDQ school-wise made provision for accommodating all the eight sub-scales 

and the items under each of them. Separate columns were made for totals and 

other computations. Based on the scoring pattern, the responses made by the 

respondents on each of the statements were appropriately scored. 

3.5.3 Emotional Intelligence Scale (EIS) by Hyde. et.al . 

The emotional intelligence scale (EIS) comprised of altogether 34 

statements. The data compilation sheet prepared for recording the responses on 

the EIS school-wise made the necessary provision for the factors and the specific 
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statements/items under each factor. According to the authors of the EIS, there 

were no statements as positive or negative and hence all statements were to be 

scored according to the scoring pattern as shown in table 3.19 

Table 3.19 

Response Scoring Pattern for EIS 

Response Category Score 

Strongly Agree (SA) 5 

Agree (A) 4 

Undecided (U) 3 

Disagree (D) 2 

Strongly Disagree (SD) 1 

3.5.4 Job Satisfaction Scale (for teachers) 

The job satisfaction comprised of 50 Likert-type statements/items and so 

the data compilation sheet made provision for all the 50 statements. The response 

made by the subjects on each statement/item was scored using the scoring pattern 

as shown in table 3.20. Color-coding was used only for those statements that were 

stated in a negative form. This was done to enable the researcher to know the 

nature of the statement and score appropriately. 
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Table 3.20 

Response Scoring Pattern for Job Satisfaction Scale (for teachers) 

Response Category Score (positive 

statement) 

Score (negative 

statement) 

Strongly Agree.(SA) - 5 1 

Agree (A) 4 2 

Undecided (U) 3 3 

Disagree (D) 2 4 

Strongly Disagree (SD) 1 5 

The scoring was done for each respondent school-wise. Afterwards, the 

total score on the odd numbered statements and the total score on the even 

numbered statements were computed for each respondent. 

3.5.5 Job Satisfaction Scale (for non-teaching staff) 

The job satisfaction scale for the non-teaching staff comprised of 

altogether 29 Likert-type statements/items. The scoring procedure followed for 

this tool was similar to the scoring procedure used in the job satisfaction scale (for 

teachers) presented in sub-section 3.5.4. 

3.6 	Data Analysis Methods/Procedures 

3.6.1 Leadership Behavior Description Questionnaire by Stogdill (LBDQ) 
Form XII by Ralph Stogdill 

The principals of the sampled schools were to be classified under three 

categories namely: (i) more effective leaders; (ii) moderately effective leaders; 

and, (iii) less effective leaders based on their leadership behavior scores. 
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For the grouping, the upper and lower limits were determined by using the 

quartile deviation. The Q3 was found to be 385 and Q1 was found to be 321. 

Principals whose leadership behavior scores were equal to or above the upper 

limit i.e. 385 were assigned under the more effective leaders category. Principals 

whose leadership behavior scores were equal to or less than the lower limit i.e. 

321 were assigned under the less effective leaders category. Principals who 

obtained leadership behavior scores ranging between 322 and 384 were assigned 

under the moderately effective leaders category. 

3.6.2 School Organizational Climate Description Questionnaire (SOCDQ) 
by Dr. M. L. Sharma 

This sub-section deals with the procedures followed in determining the 

raw scores, preparation of the school climate profiles and designating climate 

types to schools. The data was analyzed in three steps as discussed below. 

Step I Determination of the Raw Scores 

After the initial process of scoring was over i.e. as specified in sub-section 

3.5.2, the total score for each respondent on each of the eight sub-tests was 

calculated school-wise. This was followed by computing the average score for 

respondents on each of the eight sub-tests school wise. These eight averaged 

scores so obtained school-wise were then divided by the number of statements in 

the corresponding sub-tests. Thus, for each school, eight composite sub-test 

scores were yielded which according to the author of the SOCDQ are called the 

raw scores. Thus, for any given school in the sample, the SOCDQ would yield 

eight raw scores. 
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Step II Preparing the School Climate Profile 

The raw scores on each of the eight sub-tests school-wise were converted 

into doubly standardized scores first by normative standardization and followed 

by ipsative standardization. In normative standardization (z - score) each sub-test 

raw score was standardized across the total sample of schools according to the 

Mean and SD of the particular sub-test. Ipsatively (T — Score) each sub-test score 

was standardized with respect to the Mean and SD of the profile scores for each 

school with Mean 50 and SD 10. Thus, in doing so, eight scores (T-Scores) were 

obtained for every school. These eight scores together constituted the school 

climate profile. 

Step III Assigning Climate Types to Schools 

In order to assign climate type to schools, the school climate profile 

prepared at Step II was matched with the six prototypic profiles as prepared by the 

author of the SOCDQ. Table 3.21 gives a description of the prototypic climates. 
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Table 3.21 

Prototypic Profiles for Six Organizational Climates 
Ranked from Openness to Closedness 

Group Behavior 

Characteristics 

Leader Behavior 

Characteristics 
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Open 47 42 62 52 52 37 53 57 

Autonomous 43 51 59 55 57 49 44 42 

Familiar 43 55 52 56 42 49 61 43 

Controlled 45 49 51 41 49 62 57 45 

Paternal 62 52 45 46 56 43 42 56 

Closed 54 60 37 40 62 51 53 41 

Note: The numbers presented in table 3.16 represent doubly standardized scores 
(both normatively and ipsatively) with a Mean of 50 and SD of 10 

By matching the school climate profile scores of each school with each of 

the prototypic profiles, the profile similarity was calculated for every school. To 

calculate the profile similarity score, the Absolute Difference  between each sub-

test score (T-Score) in the school climate profile and the corresponding score in 

each of the six prototypic profiles was calculated. By summation of the absolute 

differences similarity scores were obtained for each of the six climates. The 

lowest similarity score out of the six indicated the profile similarity with the 

corresponding prototypic profile. Thus, the lowest similarity score indicated that 

the two profiles i.e. the school climate profile and the corresponding prototypic 

profile were similar, and the corresponding school climate was assigned to the 

school. 
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3.6.3 Emotional Intelligence Scale (EIS) by Hyde et.al . 

The school principals based on their emotional intelligence scores were to 

be categorized under three defined categories. The three categories were (i) high 

level of emotional intelligence; (ii) moderate level of emotional intelligence; and, 

(iii) low level of emotional intelligence. In order to make the classification the 

upper and lower limits were determined by applying the formula M ± SDx t 

The value of the upper limit was found to be 143 and the lower limit 135. 

Principals whose emotional intelligence scores were equal to or above the upper 

limit i.e. 143 and above were assigned under the high level of emotional 

intelligence category. Principals whose emotional intelligence scores were equal 

to or below the lower limit i.e. 135 and below were assigned under the low level 

of emotional intelligence category. Principals who obtained emotional 

intelligence scores ranging between 136 and 142 were assigned under the 

moderate level of emotional intelligence category. 

3.7 	Statistical Techniques Used 

To test the hypotheses formulated and to find out various statistical 

indices, data were analyzed using the following statistical techniques. 

1. The descriptive statistics viz: mean, standard deviation and quartile deviation 

were used to describe the status of different variables in the study. 
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2. t-test: was used for finding out significance of difference between means 

wherever the data was parametric and in interval scale and there were two 

groups for comparison in each instance. The t-test was applied to test 

hypotheses nos.13, 14, 19, 24, 28 and (objective no. 10a). 

3. ANOVA: was used to study the variations where there were more than two 

groups for comparison in each instance. ANOVA was applied to test 

hypotheses nos. 11, 12, 15, 16, 20, 26 and (objective nos. 10b, 12a, 12b, 12c, 

13a, 13c). 

4. Product Moment Method of Correlation: was used for finding out 

relationship between different variables in the study. As the data for 

hypotheses nos. 2, 3 and 4. was parametric and in interval scale, the product 

moment method of correlation was applied to determine the extent to which 

two variables are related to each other. 

5. Chi-Square test: was used for finding out significance of difference between 

the observed and expected frequencies. As the data for hypotheses nos. 1, 5, 6, 

7, 8, 9 and 10 was in categories, the Chi-Square test was applied to test the 

significance of difference. 

6. Contingency Coefficient: The contingency coefficient was computed to test 

hypotheses nos. 5, 6, 7, 8, 9 and 10 to determine the extent of association as 

the data were in categories or categorized for the purpose of analysis. 
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7. Tukey's HSD (Honestly Significant Difference): This is a post hoc test. It 

was used for finding difference between means of paired groups. The Tukey's 

HSD was applied for objective nos. 10b, 12a, 12b, 12c, 13a and 13c. 
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4.1 	Introduction 

This chapter deals with the presentation and analysis of data, interpretation 

of the findings followed by discussion and concluding remarks on the findings. 

The data collected through the different data gathering tools and techniques 

have been systematically presented and analyzed keeping in mind the objectives 

and hypotheses of the study. The hypotheses were tested using appropriate 

parametric and non-parametric statistics as and where required. For testing the 

significance of the results obtained, the 0.01 and 0.05 levels of significance were 

applied. 

4eV 

	

4.2 	Identifying High Performing and Low Performing Schools in terms of 
Students Performance (Objective No. 1) 

All the 349 secondary schools were categorized as high performing 

schools and low performing schools based on the classification described in 

section 3.2.2 on page no. 113 

Thus, altogether 57 schools from the high performing schools category 

and 53 schools from the low performing schools category constituted the sample 

of schools for the present study. Tables 4.1, 4.2 and 4.3 show the distribution of 
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the high performing schools and low performing schools with reference to their 

managements, locality (rural/urban) and districts. 

Table 4.1 

Distribution of the Sampled Schools 
based on type of Management 

School 
Performance 

Management 

High 
Performing 
Schools 

Low 
Performing 
Schools 

Total . 

Government Schools 1 (6.66%) 14 (93.33%) 15 

Government Aided Schools 56 (58.94%) 39 (41.05%) 95 

57 53 110 

Table 4.1 shows that out of the 110 schools, 15 (around 14 percent) 

schools were government schools while the remaining 95 (around 86 percent) 

schools were government aided schools. Further observation reveals that the 

government aided schools out numbered the government schools in the category 

of high performing schools. The exact opposite trend was observed in the 

category of low performing schools where government schools substantially out 

numbered the government aided schools. Thus, the government aided schools 

tend to show better performance than the government schools. 
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Table 4.2 

Distribution of the Sampled Schools based on Locality 

School 
Performance 

LocaliV 

High 
Performing 
Schools 

Low 
Performing 
Schools 

Total 

Rural Schools 38 (47.5%) 42 (52.5%) 80 

Urban Schools 19 (63.33%) 11 (36.66%) 30 

57 53 110 

Table 4.2 indicates that there were 38 schools in the high performing 

schools category and 42 schools in the low performing schools category together 

constituting 80 schools from the rural areas of Goa. With regard to the urban 

schools there were 19 schools from the high performing schools category and 11 

schools from the low performing schools category together constituting 30 

schools. Further, the high performing schools category comprised of 38 rural 

schools and 19 urban schools, while the low performing schools category 

comprised of 42 rural schools and 11 urban schools. 

In other words, majority of the urban schools featured in the high 

performing schools category and majority of the rural schools featured in the low 

performing schools category. Therefore, urban schools tend to perform better than 

the rural schools. 
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Table 4.3 

Distribution of the Sampled Schools based on Districts 

School 
Performance 

District 

High 
Performing 
Schools 

Low 
Performing 
Schools 

Total 

North Goa 34 (50%) 34 (50%) 68 

South Goa 23 (54.76%) 19 (45.23%) 42 

57 53 110 

Table 4.3 shows that out of the 57 high performing schools selected for the 

study, 34 schools were from the North Goa district and 23 schools were from the 

South Goa district. So also, considering the low performing schools 34 schools 

were from the North Goa district while 19 schools were from the South Goa 

district. Therefore, there was not much variation in the performance of schools 

from north and south districts of Goa. 

4.3 	Leadership Behavior Patterns of Principals of High Performing and 
Low Performing Schools (Objective No. 2) 

In order to study the patterns of leadership behavior in the high performing 

and low performing secondary schools, the principals were placed into three 

categories based on the leadership behavior scores obtained by them. The 

categories were prepared by determining the upper and lower limits using the 

quartile deviation. The upper limit i.e. Q3 was found to be 385 and lower limit i.e. 

Q1 was found to be 321. Principals whose leadership behavior scores were equal 

to or above the upper limit i.e. 385 were assigned under the more effective leaders 

category. Principals whose leadership behavior scores were equal to or less than 
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the lower limit i.e. 321 were assigned under the less effective leaders category. 

Principals whose leadership behavior scores ranged between the upper and lower 

limits of the distribution were assigned under the moderately effective leaders 

category. 

Table 4.4 

Number of Principals in different categories of Leadership Behavior 
in High Performing and Low Performing Schools 

School Performance More 
Effective 
Leaders 

Moderately 
Effective 
Leaders 

Less 
Effective 
Leaders 

Total 

High Performing Schools 25 (43.85) 29 (50.87) 03 (5.3) 57 

Low Performing Schools 03 (5.66) 25 (47.16) 25 (47.16) 53 

Total 28 54 28 110 

Note: Figures outside the brackets indicate the number of principals falling in a particular 
category, while the figures in brackets indicate the percentage. 

Table 4.4 shows that there were 29 principals from the high performing 

schools in the moderately effective leaders category constituting around 51 

percent as against 25 principals from the low performing schools constituting 

around 47 percent. A balance somewhat existed with regard to the moderately 

effective leaders category. Further, there were altogether 25 principals from the 

high performing schools constituting around 44 percent in the more effective 

leaders category, while, in the low performing schools there were just three 

principals in the more effective leaders category thereby constituting a meager six 

percent. In the high performing schools there were three leaders in the less 

effective leaders category constituting only five percent, while, in the low 
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performing schools there were 25 principals falling under the less effective 

leaders category constituting around 47 percent. Thus, a reverse trend was 

observed in the low performing schools concerning the more effective leaders and 

less effective leaders category vis-à-vis the same in the high performing schools. 

The low performing schools show a markedly negative trend with magnanimous 

inclination towards the less effective leaders category. Considering the overall 

sample, the data was almost normally distributed, as there are 25 percent cases in 

each extreme end, and the remaining 50 percent in the middle. But the data shows 

highly skewed distribution that is distinctly opposite to each other where low 

performing schools show majority of principals in the less effective leaders 

category and the high performing schools show majority of principals in the more 

effective leaders category. Prima facie, the data indicate a close relationship 

between leadership behavior and school performance. The above data are 

graphically presented in figures. 4, 5 and 6. 
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4.4 Pa 	of School Organizational Climate in High Performing and Low 
Performing Schools (Objective No. 3) 

Table 4.5 

Organizational Climate of High Performing 
and Low Performing Secondary Schools 

School 
Performance 

School Organizational Climate Types 
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High Performing 
Schools 

6 

(10.52) 

22 

(38.59) 

4 

(7.01) 

 9 

(15.78) 

 5 

(8.77) 

11 

(19.29) 

57 

Low Performing 
Schools 

3 

(5.66) 

8 

(15.09) 

2 

(3.77) 

6 

(11.32) 

9 

(16.98) 

25 

(47.16) 

53 

Total 9 30 6 15 14 36 110 
Note: Figures outside the brackets indicate the number of schools falling under the 

different school organizational climate and figures in the brackets indicate 
percentage. 

Table 4.5 indicates that among the high performing schools, 6 (10.52%) 

schools lie in the open climate type, 22 (38.59%) schools lie in the autonomous 

climate type, 4 (7.01%) schools lie in the familiar climate type, 9 (15.78%) 

schools lie in the controlled climate type, 5 (8.77%) schools lie in the paternal 

climate type and 11 (19.29%) schools lie in the closed school climate type. In the 

case of the low performing schools, there exist 3 (5.66%) schools in the open 

climate type, 8 (15.09%) schools in the autonomous climate type, 2 (3.77%) 

schools in the familiar climate type, 6 (11.32%) schools in the controlled climate 

type, 9 (16.98%) schools in the paternal climate and 25 (47.16%) schools in the 

closed school climate type. 
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Further, it was observed that the highest numbers of schools from the high 

performing schools category were found possessing the autonomous climate 

followed by the closed climate, controlled climate, open climate, paternal and the 

lowest number in the familiar climate. Likewise, for the low performing schools 

category, the highest number of schools lie in the closed school climate type 

followed by the paternal climate, autonomous climate, controlled climate, open 

climate and the least number of schools in the familiar climate. While the 

autonomous climate is dominant and followed by the closed climate type in the 

high performing schools, the closed climate is dominant and followed by the 

paternal climate type in the low performing schools. However, the two categories 

of schools i.e. the high performing schools and low performing schools show 

commonness only with regard to the familiar climate, which comprises the least 

number of schools. The above data are graphically presented in figures.7, 8 and 9. 
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Figure 7 Organizational Climate in the High Performing Schools 
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Figure 8 Organizational Climate in the Low Performing Schools 
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Figure 9 Comparison of Organizational Climate in the High Performing 
and Low Performing Schools 
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From the theoretical view of school organizational climate, the open, 

autonomous and familiar climates lean towards openness in descending degree 

and the controlled, paternal and closed climates manifest closedness in increasing 

order. In figure 7 and 8 it was observed that, there were altogether 65 (59.09%) 

schools leaning towards closedness as against 45 (40.90%) schools leaning 

towards openness. A disparity appears to exist in the number of schools belonging 

to the open range school organizational climates and the closed range school 

organizational climates. Further considering the school performance, there are 

altogether 32 high performing schools and 13 low performing schools in the 

school climates manifesting openness vis-à-vis 25 high performing schools and 40 

low performing schools manifesting closedness. 

The overall scenario of the school organizational climate appears not very 

satisfactory as 36 out of the 110 schools lie in the closed type of school climate 

followed by 30 schools in the autonomous school climate type, 15 in the 

controlled climate type, 14 in the paternal climate type, 9 in the open climate type 

and 6 in the familiar climate type. Thus, the findings indicate that the trend of 

school organizational climate in the high performing and low performing schools 

is imbalanced and alarming as the closed school climate type is predominant and 

the open climate into which most of the schools should have been finding a place 

secure the second last position in the rankings of the school organizational climate 

types. 
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Further, to find out if any variation existed in the organizational climate 

ofhigh performing and low performing schools hypothesis no. 1 was formulated 

and tested. The results are presented in section 4.4.1 

4.4.1 Difference in the School Organizational Climate of High Performing 
and Low Performing Schools (Hypothesis No. 1) 

Table 4.6 

Significance of difference in School Organizational Climate of 
High Performing and Low Performing Schools 

School organizational climate types 
School 
Performance 

Open Autonomous Familiar 	Controlled Paternal Closed Total 

High 6 22 4 9 5 11 57 
Performing (4.7) (15.5) (3.1) (7.8) (7.2) (18.6) 

Low 3 8 2 6 9 25 53 
Performing (4.3) (14.4) (2.9) (7.2) (6.7) (17.3) 

09 30 06 15 14 36 110 

Note: Figures in brackets are the expected frequencies (fe). 
X  = 15.24 ** 

The Chi-Square value as presented in table 4.6 is statistically significant at 

the 0.01 level of significance. Thus, the hypothesis, which states that there is no 

significant difference in the school organizational climate of high performing and 

low performing schools, is rejected. The finding shows that significant variations 

exist in the organizational climate of high performing and low performing 

schools. Moreover, a high degree of unevenness is observed in the distribution of 

high performing and low performing schools under the different school 

organizational climate types. 
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4.5 	Relationship between Leadership Behavior and Emotional 
Intelligence of Principals of High Performing and Low Performing 
Schools (Objective No. 4) 

To realize objective no. 4 three hypotheses were formulated. The first 

hypothesis dealt with the high performing schools, the second hypothesis dealt 

with the low performing schools while the third hypothesis was based on the 

entire sample for objective no. 4. The data collected was tabulated, analyzed and 

findings obtained interpreted and discussed/conclusions drawn. 

4.5.1 Correlation between the Leadership Behavior and Emotional 
Intelligence of Principals of High Performing Schools 
(Hypothesis No. 2) 

To test hypothesis no.2, the LBDQ scores were correlated with the EIS 

scores of principals using the Pearson's Product Moment Method of Correlation. 

Also, scores on each of the twelve sub-scales/dimensions of LBDQ were 

correlated with the scores on the EIS. Table 4.7 describes the degree of 

relationship between leadership behavior and emotional intelligence. 
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Table 4.7 

Coefficient of Correlation between Leadership Behavior and 
Emotional Intelligence in High Performing Schools 

Sr. 
No 

Sub-Scales of Leadership 
Behavior 	_ 

r Level of 
Significance 

0.05 I Representation 0.26 * 

2 Demand Reconciliation 0.24 (N.S.) 

3 Tolerance of Uncertainty 0.38 ** 0.01 

4 Persuasiveness 0.34 ** 0.01 

5 Initiating Structure 0.26 * 0.05 

6 Tolerance of Freedom 0.30 * 0.05 

7 Role Assumption 0.28 * 0.05 

8 Consideration 0.36 ** 0.01 

9 Production Emphasis 0.26 * 0.05 

10 Predictive Accuracy 0.17 (N.S.) 

11 Integration 0.34 ** 0.01 

12 Superior Orientation 0.33 ** 0.01 

LBDQ Total Score 0.36 ** 0.01 

Table 4.7 shows that the obtained coefficient of correlation between 

LBDQ and EIS was 0.36 and significant at the 0.01 level of significance. 

Therefore, the null hypothesis is rejected and it is concluded that, there is 

significant and positive correlation between leadership behavior and emotional 

intelligence in the case of high performing schools. Further, considering the 

various dimensions of leadership behavior, the coefficients of correlation were 

obtained between LBDQ sub-scales scores and EIS. Out of the twelve dimensions 

of LBDQ 10 dimensions viz: representation, tolerance of uncertainty, 

persuasiveness, initiating structure, tolerance of freedom, role assumption, 
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consideration, production emphasis, integration, superior orientation significantly 

and positively correlated with emotional intelligence. No significant correlation 

was found between demand reconciliation, predictive accuracy and emotional 

- intelligence. 

4.5.2 Correlation between the Leadership Behavior and Emotional 
Intelligence of Principals of Low Performing Schools 
(Hypothesis No. 3) 

Table 4.8 

Coefficient of Correlation between Leadership Behavior and 
Emotional Intelligence in Low performing schools 

Sr. 
No 

Sub-scales of Leadership 
Behavior 

r Level of 
Significance 

1 Representation 0.27 * 0.05 

2 Demand Reconciliation 0.08 (N.S.) 

3 Tolerance of Uncertainty -0.05 (N.S.) 

4 Persuasiveness 0.13 (N.S.) 

5 Initiating Structure 0.29 * 0.05 

6 Tolerance of Freedom 0.02 (N.S.) 

7 Role Assumption 0.23 (N.S.) 

8 Consideration 0.12 (N.S.) 

9 Production. Emphasis 0.35 ** 0.01 

10 Predictive Accuracy 0.12 (N.S.) 

11 Integration 0.07 (N.S.) 

12 Superior Orientation 0.24 (N.S.) 

LBDQ Total Score 0.20 (N.S.) 

Table 4.8 shows that no significant correlation exists between leadership 

behavior and emotional intelligence of principals in the low performing schools as 
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the coefficient of correlation obtained for the LBDQ total score and EIS scores 

indicates statistical insignificance at the 0.05 level of significance. Therefore, the 

formulated hypothesis is retained. However, significant relationships were found 

between representation, initiating structure, production emphasis and emotional 

intelligence. No other dimension of leadership behavior correlated significantly 

with emotional intelligence. 

Hypotheses nos. 2 and 3, were concerned with determining the coefficient 

of correlation between leadership behavior and emotional intelligence of 

principals in the two categories of schools viz: high performing schools and low 

performing schools. It was found that a significant and positive correlation exists 

between leadership behavior and emotional intelligence of principals in the high 

performing schools, while in the case of the low performing schools, there was no 

significant correlation between leadership behavior and emotional intelligence of 

principals. This finding was intriguing and hence the researcher decided to 

examine the relationship between leadership behavior and emotional intelligence 

for all the 110 schools in the sample together. 
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4.5.3 Correlation between the Leadership Behavior and Emotional 
Intelligence of Principals (Hypothesis No. 4) 

Table 4.9 

Coefficient of Correlation between Leadership 
Behavior and Emotional Intelligence 

Sr. 
No 

Sub-scales of Leadership 
Behavior 

r Level of 
Significance 

1 Representation 0.33 ** 0.01 

2 Demand Reconciliation 0.25 * 0.05 

3 Tolerance of Uncertainty 0.26 * 0.05 

4 Persuasiveness 0.29 ** 0.01 

5 Initiating Structure 0.34 ** 0.01 

6 Tolerance of Freedom 0.25 * 0.05 

7 Role Assumption 0.32 ** 0.01 

8 Consideration 0.30 ** 0.01 

9 Production Emphasis 0.37 ** 0.01 

10 Predictive Accuracy 0.23 * 0.05 

11 Integration 0.27 ** 0.01 

12 Superior Orientation 0.33 ** 0.01 

LBDQ Total Score 0.33 ** 0.01 

Table 4.9 reveals that all the twelve dimensions of leadership behavior viz: 

representation, demand reconciliation, tolerance of uncertainty, persuasiveness, 

initiating structure, tolerance of freedom, role assumption, consideration, 

production emphasis, predictive accuracy, integration, superior orientation 

significantly and positively correlated with emotional intelligence. Thus, it is 

undoubtedly concluded that there exists a significant relationship between the 

leadership behavior and emotional intelligence of principals. 
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4.6 	Association between the Leadership Behavior of Principals and 
School Organizational Climate of High Performing and Low 
Performing Schools (Objective No. 5) 

To realize objective no. 5 three hypotheses were formulated. Hypothesis 

no. 5 dealt with the high performing schools, hypothesis no.6 dealt with the low 

performing schools while hypothesis no. 7 was based on combining all schools in 

the high performing and low performing school categories. The data collected was 

tabulated, analyzed and findings obtained interpreted and discussed/conclusions 

drawn. To determine the association, contingency coefficients were calculated. 

4.6.1 Association between Leadership Behavior of Principals and School 
Organizational Climate of High Performing Schools 
(Hypothesis No. 5) 

Table 4.10 

Association between Leadership Behavior and School Organizational 
Climate in the High Performing Schools 

School organizational climate types 
Patterns of 	Open 
leadership 
behavior 

Autonomous Familiar 	Controlled Paternal Closed 	Total 

More effective 	2 11 2 6 2 2 25 
leaders 	(2.63) (9.65) (1.75) (3.95) (2.19) (4.82) 

Moderately 	3 11 2 3 3 7 29 
effective 	(3.05) 
leaders 

(11.19) (2.04) (4.58) (2.54) (5.60) 

Less effective 	1 2 03 
leaders 	(0.32) (1.16) (0.21) (0.47) (0.26) (0.58) 

06 22 04 09 05 11 57 

Note: Figures in brackets are the expected frequencies (fe). 
X  = 11.26 (N.S.) 
C = 0.83 
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The obtained contingency coefficient from table 4.10 is 0.83, but the Chi-

Square is statistically not significant. Thus, the hypothesis, which states that there 

is no significant association between leadership behavior of principals and 

organizational climate of high performing schools, is retained. It is thus 

interpreted that in the high performing schools there is no significant association 

between the leadership behavior of principals and the school organizational 

climate. 

4.6.2 Association between Leadership Behavior of Principals and School 
Organizational Climate of Low Performing Schools 
(Hypothesis No. 6) 

Table 4.11 

Association between Leadership Behavior and School Organizational 
Climate in the Low Performing Schools 

School organizational climate types 
Patterns of 	Open 
leadership 
behavior 

Autonomous 	Familiar Controlled Paternal Closed Total 

More effective 	-- 2 1 03 
leaders 	(0.17) (0.45) (0.11) (0.33) (0.50) (1.41) 

Moderately 	3 4 5 1 12 25 
effective 	(1.41) 
leaders 

(3.77) (0.94) (2.83) (4.24) (11.79) 

Less effective 	-- 2 1 1 8 13 25 
leaders 	(1.41) (3.77) (0.94) (2.83) (4.24) (11.79) 

03 08 02 06 09 25 53 

Note: Figures in brackets are the expected frequencies (fe). 
 = 28.72 ** 

C = 0.97 
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The contingency coefficient presented in table 4.11 is significant at the 

0.01 level of significance. The C = 0.97 is also very high which indicates that 

there is a significant association between the leadership behavior and the 

organizational climate of low performing schools. Thus, the hypothesis no. 6 is 

rejected at the 0.01 level. 

Hypotheses Nos. 5 and 6 were concerned with testing the significance of 

association between leadership behavior of principals and organizational climate 

of high performing schools and low performing schools respectively i.e. the 

hypotheses were based singularly on the aspect of school performance as high 

performing schools and low performing schools. But, the researcher was 

interested in finding out the comprehensive picture that would emerge as a result 

of considering the entire sample of 110 schools. This was necessary because in 

the high performing schools the finding indicated that no significant association 

was found between principals leadership behavior and the organizational climate, 

but in the case of the low performing schools a significant association was found 

to exist between leadership behavior and organizational climate. 
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4.6.3 Association between Leadership Behavior of Principals and School 
Organizational Climate (Hypothesis No. 7) 

Table 4.12 

Association between Leadership Behavior and 
School Organizational Climate 

School organizational climate types 
Patterns of 
leadership 
behavior 

Open Autonomous Familiar 	Controlled 	Paternal Closed Total 

More effective 	2 
leaders 	(2.29) 

13 
(7.63) 

3 
(1.52) 

6 
(3.81) 

2 
(3.56) 

2 
(9.16) 

28 

Moderately 6 15 2 8 4 19 54 
effective 
leaders 

(4.41) (14.72) (2.94) (7.36) (6.87) (17.67) 

Less effective 1 2 1 1 8 15 28 
leaders (2.29) (7.63) (1.52) (3.81) (3.56) (9.16) 

09 30 06 15 14 36 110 

Note: Figures in brackets are the expected frequencies (fe). 
X 2 = 3 1 .41 ** 
C = 0.95 

The contingency coefficient presented in table 4.12 is significant at the 

0.01 level of significance. The C = 0.95 is also very high which indicates that 

there is a significant association between leadership behavior of principals and the 

organizational climate of schools. Thus, the hypothesis which states that there is 

no significant association between leadership behavior of principals and school 

organizational climate is rejected at the 0.01 level of significance. 

Thus, based on the findings for objective no. 5, it is concluded that there 

exists a significant and strong association between the leadership behavior of 

principals and the organizational climate of schools. The insignificant association 
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between leadership behavior and organizational climate in the case of high 

performing schools may have been an outcome of (measurement/statistical) error 

implicit in data as tabulated exactly without any adjustment for extreme data. This 

could also be due to almost nil frequencies in four out of the six cells in one of the 

categories of leadership behavior of principals. 

4.7 	Association between the Emotional Intelligence of Principals and 
School Organizational Climate of High Performing and Low 
Performing Schools (Objective No. 6) 

To realize objective no. 6, three hypotheses were formulated. Hypothesis 

no. 8 dealt with the high performing schools, hypothesis no. 9 dealt with the low 

performing schools while hypothesis no. 10 was based on combining all schools 

in the high performing and low performing school categories. The data collected 

was tabulated, analyzed and findings obtained interpreted and 

discussed/conclusions drawn. 

Emotional intelligence of principals with reference to objective no. 6 

comprised of three categories viz: (i) high level of EQ; (ii) moderate level of EQ; 

and, (iii) low level of EQ. 
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4.7.1 Association between Emotional Intelligence of Principals and School 
Organizational Climate of High Performing Schools 
(Hypothesis No. 8) 

Table 4.13 

Association between Emotional Intelligence and School Organizational 
Climate in the High Performing Schools 

School organizational climate types 
Level of 
emotional 
intelligence 

Open Autonomous Familiar 	Controlled Paternal Closed Total 

High level 2 10 1 3 2 3 21 
of EQ (2.21) (8.10) (1.47) (3.31) (1.84) (4.05) 

Moderate 1 6 1 4 2 3 17 
level of (1.79) (6.56) (1.19) (2.68) (1.49) (3.28) 
EQ 

Low level 3 6 2 2 1 5 19 
of EQ (2.00) (7.33) (1.33) (3.00) (1.66) (3.67) 

06 22 04 09 05 11 57 

Note: Figures in brackets are the expected frequencies (fe). 
X 2 = 4.36 (N.S.) 
C = 0.50 

The contingency coefficient of 0.50 as presented in table 4.13 indicates a 

moderate association between emotional intelligence of principals and 

organizational climate of high performing schools. However, as the Chi-Square of 

4.36 is not significant at 0.05 level, it indicates that, statistically there is no 

significant association between emotional intelligence of principals and 

organizational climate of high performing schools. Thus, the null hypothesis, 

which states that there is no significant association between emotional intelligence 

of principals and organizational climate of high performing schools, is retained. 
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4.7.2 Association between Emotional Intelligence of Principals and School 
Organizational Climate of Low Performing Schools 
(Hypothesis No. 9) 

Table 4.14 

Association between Emotional Intelligence and Organizational 
Climate in the Low Performing Schools 

School organizational climate types 
Level of 
emotional 
intelligence 

Open Autonomous Familiar 	Controlled Paternal Closed Total 

High level 1 3 1 1 8 14 
of EQ (0.79) (2.11) (0.57) (1.58) (2.37) (6.60) 

Moderate 1 3 2 3 4 13 
level of (0.73) (1.96) (0.49) (1.47) (2.20) (6.13) 
EQ 

Low level 1 2 1 3 6 13 26 
of EQ (1.47) (3.92) (0.98) (2.94) (4.41) (12.26) 

03 08 02 06 09 25 53 

Note: Figures in brackets are the expected frequencies (fe). 
X 2 = 7.82 (N.S.) 
C = 0.54 

The contingency coefficient C = 0.54 obtained from the data presented in 

table 4.14 indicates a low association between emotional intelligence and 

organizational climate in low performing schools. Since, the Chi-Square value of 

7.82 is much lower than the table value of 18.3 at 0.05 level, the hypothesis which 

states that there is no significant association between emotional intelligence of 

principals and organizational climate of low performing schools is accepted. It 

therefore means that statistically there is no significant association between 

emotional intelligence of principals and organizational climate of low performing 

schools. 
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The findings for hypotheses 8 and 9 indicated that there is no significant 

association between emotional intelligence of principals and organizational 

climate in both the high performing schools as well as the low performing 

schools. It therefore became necessary to study whether a significant association 

exists between emotional intelligence of principals and the organizational climate 

by considering all the 110 schools. 

4.7.3 Association between Emotional Intelligence of Principals and 
Organizational Climate (Hypothesis No. 10) 

Table 4.15 

Association between Emotional Intelligence and School 
Organizational Climate 

School organizational climate types 
Level of 
emotional 
intelligence 

Open Autonomous 	Familiar 	Controlled Paternal Closed Total 

High level 3 13 2 4 2 11 35 
of EQ (2.86) (9.54) (1.90) (4.77) (4.45) (11.45) 

Moderate 2 9 1 6 5 7 30 
level of (2.43) (8.18) (1.63) (4.09) (3.81) (9.81) 
EQ 

Low level 4 8 3 5 7 18 45 
of EQ (3.68) (12.27) (2.45) (6.13) (5.72) (14.72) 

09 30 06 15 14 36 110 

Note: Figures in brackets are the expected frequencies (fe). 
X  = 8.09 (N.S.) 
C = 0.61 

The obtained Chi-Square value of 8.09 as presented in table 4.15 is not 

significant at the 0.05 level. Even though the contingency coefficient indicates a 

moderate associationship, the null hypothesis formulated is retained, as the Chi- 
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Square value is statistically not significant. Thus, it is concluded that there is no 

significant association between emotional intelligence of principals and the 

organizational climate of schools. In other words, there is no significant 

relationship between emotional intelligence of principals and the organizational 

climate of high performing schools as well as low performing schools. 

The findings for objective 4 to objective 6 are integrated in a 

model (fig. 10) similar to the one used in Chapter II on page no.109. The findings 

for correlation/association between leadership behavior, organizational climate 

and emotional intelligence are organized under categories: (i) high performing 

schools (HP); (ii) low performing schools (LP); and, (iii) all schools (ALL) to 

have an overall coherent comprehension. 



Emotional 
Intelligence 

Organizational 
Climate 

HP 
C = 0.50 (N.S.) 

LP 
C = 0.54 (N.S.) 

ALL 
C = 0.61 (N.S.) 

188 

** Significant at the 0.01 level 

Figure 10 Relationship between Leadership Behavior, Organizational 
Climate and Emotional Intelligence 

In fig. 10 it can be seen that there exists a significant association between 

leadership behavior and organizational climate in the low performing schools (C 

= 0.97") and all schools (C = 0.95**) categories, while no significant association 

is found in the high performing schools. The absence of a significant association 

for the high performing schools could be attributed to the standard error 
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theoretically inherent in non-parametric statistics. However, the C = 0.83 is itself 

very high which indicates high degree of association. 

Considering the relationship between leadership behavior and emotional 

intelligence, fig. 10 shows that there exists a significant correlation between 

leadership behavior and emotional intelligence in the high performing schools (r = 

0.36**) and all schools (r = 0.33**) categories, while no significant correlation is 

found in the low performing schools. 

The absence of a significant correlation for the low performing schools 

could be attributed to the measurement error or the conditions under which the 

variables were operating. As the leadership behavior of the principals in the low 

performing schools, is itself not satisfactory, it could possibly mean that 

principals fail not only to lead but also to recognize their feelings and emotions. 

The obtained contingency coefficient indicate that there is no significant 

association between emotional intelligence and organizational climate in any of 

the three categories viz: high performing schools, low performing schools and all 

schools. Although the contingency coefficient is moderate in all the three cases, 

the x2  was not significant. 

Comparison of the model (relationship between leadership behavior, 

organizational climate and emotional intelligence) that has emerged as a result of 

the present study with the one evolved after reviewing the past studies in Chapter 

II, endorses the fact that, there is significant correlation between leadership 
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behavior and emotional intelligence in the high performing schools in particular 

and all schools in general. Emotional intelligence which in the contemporary 

times is studied in relation to leadership in the corporate world, and also to 

develop favorable attitudes/emotions in workers in the corporate world can be 

extended to educational institutions. 

The strong associationship between leadership behavior and 

organizational climate particularly in the low performing schools and schools in 

general indicates the closeness of the two variables. What captures attention is the 

significant relationship between the two variables in the low performing schools. 

However, the relationship between emotional intelligence and 

organizational climate could not be statistically established. Though the 

contingency coefficient in the present standing was high for all the three 

categories, it was not sufficient to be statistically significant. Therefore, further 

research may be taken up in future to confirm the present finding. 

4.8 	Difference in the Leadership Behavior of School Principals of 
different Age Groups (Objective No. 7) 

To realize objective no. 7, two hypotheses were formulated which 

addressed independently the high performing and low performing schools. The 

principals were categorized under three age groups viz: (i) upto 50 years; (ii) 

between 50 years to 55 years; and, (iii) 55 years and above. 
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4.8.1 Difference in Leadership Behavior of Principals of different Age 
Groups in the High Performing Schools (Hypothesis No. 11) 

Table 4.16 

Summary of One-Way ANOVA: Leadership Behavior of Principals from 
High Performing Schools with regard to different Age Groups 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	1210 	2 	605 
Groups 

0.708 	(N.S.) 
Within Groups 46099 	54 	854 
(error) 

N.S. — Not Significant at 0.05 level of Significance 

The obtained F- Ratio of 0.708 presented in table 4.16 is much lower than 

the table value of 3.15 at the 0.05 level of significance. Thus the hypothesis, 

which states that, there is no significant difference in the leadership behavior of 

principals of different age groups in case of high performing schools is retained. It 

is thus concluded that, age factor does not affect the leadership behavior of the 

principals as it is evident from the finding. 
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4.8.2 Difference in Leadership Behavior of Principals of different Age 
Groups in the Low Performing Schools (Hypothesis No. 12) 

Table 4.17 

Summary of One-Way ANOVA: Leadership Behavior of Principals from 
Low . Performing Schools with regard to different Age Groups 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	1403 	2 	702 
Groups 

0.557 	(N.S.) 
Within Groups 62971 	50 	1259 
(error) 

N.S. — Not Significant at 0.05 level of Significance 

The obtained F value of 0.557 shown in table 4.17 is statistically not 

significant at the 0.05 level of significance. Therefore, the null hypothesis, which 

states that, there is no significant difference in the leadership behavior of 

principals of different age groups in the low performing schools, is retained. The 

finding for hypothesis no. 12 indicates that there are no significant differences in 

the leadership behavior of principals of different age groups in the low performing 

schools. 

Thus, it is concluded that age does not have any relationship with the 

leadership behavior of principals neither in the high performing schools nor in the 

low performing schools. 

Popular notion suggests that an association exists between age and the 

leadership behavior of principals. A very senior person (55 years and above) 

being more mature and seasoned serving as the principal is expected to be 
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qualitatively differing in leadership behavior from that of principals in the age 

groups between 50 years to 55 years and below 50 years. However, in the case of 

the present study, no such trend wr_s observed, which concretely shows that age is 

not a factor that determines the leadership behavior of principals. 

Moreover, the present findings are consistent with the findings of Patel 

(1983), Nanda (1992) and Rashmi (1993) which show that age does not influence 

the leadership behavior of principals. Thus, it is concluded that age of the 

principals is not a determining factor for better and effective leadership behavior 

of secondary school principals. 

4.9 	Difference in the Leadership Behavior of Male and Female 
Principals (Objective No. 8) 

To realize objective no. 8 two hypotheses were formulated one each 

focusing on the leadership behavior of male and female principals in the high 

performing and low performing schools. 
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4.9.1 Difference in Leadership Behavior of Male and Female Principals in 
High Performing Schools (Hypothesis No. 13) 

Table 4.18 

Significance of difference between the Mean Leadership Behavior Scores 
of Male and Female Principals in High Performing Schools 

Gender 
	

Mean 	SD 	N 	df 	t-ratio Level of 
Significance 

Male 	383 	29 	33 
55 	0.759 	(N.S.) 

Female 	377 	30 	24 

N.S. — Not Significant at 0.05 level of significance 

The t-ratio of 0.759 as presented in table 4.18 is statistically not significant 

at the 0.05 level of significance. Therefore, the hypothesis, which states that there 

is no significant difference in the leadership behavior of male and female 

principals of high performing schools, is retained. The finding indicates that there 

is no significant difference in the mean leadership behavior scores of male and 

female principals. 

4.9.2 Difference in Leadership Behavior of Male and Female Principals in 
Low Performing Schools (Hypothesis No. 14) 

Table 4.19 

Significance of difference between the Mean Leadership Behavior Scores 
of Male and Female Principals in Low Performing Schools 

Gender 
	

Mean 	SD 	N 	df 	t-ratio Level of 
Significance 

Male 
	

322 	34 	38 
51 	0.0941 	(N.S.) 

Female 
	

323 	39 	15 

N.S. —Not Significant at 0.05 level of significance 
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The obtained t-ratio as presented in table 4.19 is much lower than the table 

value of 2.0 at the 0.05 level of significance. Therefore, the hypothesis, which 

states that there is no significant difference in the leadership behavior of male and 

female principals of low performing schools, is retained. 

Findings for objective no. 8 indicate that no significant differences were 

found in the leadership behavior of male and female principals in neither the high 

performing schools nor the low performing schools. The findings led to the 

conclusion that gender of the principals is not a factor influencing the leadership 

behavior of principals. The present findings are consistent with the findings of 

Patel (1983), Nanda (1992) and Rashmi, (1993) which show that gender does not 

influence the leadership behavior of principals. 

4.10 Difference in the Leadership Behavior of Principals having Varied 
Length of Experience in Administration (Objective No. 9) 

In order to realize objective no. 9, two hypotheses were formulated which 

focused on the leadership behavior of principals having varied length of 

administrative experience in the high performing and low performing schools. 

The principals were categorized under three groups based on their length of 

administrative experience as principals. The three groups were: (i) principals with 

administrative experience upto five years; (ii) principals with administrative 

experience between five years to fifteen years; and, (iii) principals having 

administrative experience of fifteen years and above. 
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4.10.1 Difference in Leadership Behavior of Principals having Varied 
Length of Administrative Experience in High Performing Schools 
(Hypothesis No. 15) 

Table 4.20 

Summary of One-Way ANOVA: Leadership Behavior of Principals 
from High Performing Schools with regard to Varied 

Length of Administrative Experience 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	597 	2 	298 
Groups 

0.344 	(N.S.) 
Within Groups 46712 	54 	865 
(error) 

N.S. — Not Significant at 0.05 level of Significance 

The obtained F-Ratio, presented in table 4.20 is lower than the expected 

value of 3.15 to be significant at the 0.05 level of significance. -Therefore, the null 

hypothesis, which states that there is no significant difference in the leadership 

behavior of principals having varied length of administrative experience in high 

performing schools, is retained. 
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4.10.2 Difference in Leadership Behavior of Principals having Varied 
Length of Administrative Experience in Low Performing Schools 
(Hypothesis No. 16) 

Table 4.21 

Summary of One-Way ANOVA: Leadership Behavior of Principals 
from Low Performing Schools with regard to Varied 

Length of Administrative Experience 

Source of 
	

SS 
	

df 	MS 	F- Ratio Level of 
Variation 
	 Significance 

Between 	2679 	2 	1339 
Groups 

1.085 	(N.S.) 
Within Groups 61695 	50 	1234 
(error) 

N.S. — Not Significant at 0.05 level of Significance 

The obtained F-Ratio, presented in table 4.21 is statistically not significant 

at the 0.05 level of significance. Therefore, the hypothesis, which states that there 

is no significant difference in the leadership behavior of principals having varied 

length of administrative experience in low performing schools, is retained. 

The findings for objective no. 9 show that the length of administrative 

experience does not have any bearing on the leadership behavior of principals. 

This trend was markedly observed in both the high performing and low 

performing schools. 

Popular notion suggests that, as a principal acquires several years of 

administrative experience, he/she is believed to become a better leader. The 

common perception/notion of even learned people too is that, more the 

addinistrative experience better the leadership behavior, but the findings for 
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objective no. 9 are not consistent with the general belief. Further, the F-value 

obtained for hypotheses nos. 15 and 16 are also very small in comparison to the 

expected values to be significant, and the findings cannot be attributed to chance. 

It is thus concluded that leadership behavior of the school principals irrespective 

of school performance does not have any relationship with their administrative 

experience. 

4.11 Variation in the Leadership Behavior of Principals of: 
- High Performing and Low Performing Schools 

(Objective No. 10a); and 
- Schools with different types of Organizational Climate 

(Objective No. 10b). 

To realize objective nos. 10a and 10b, two hypotheses were formulated. 

Hypothesis no. 17 was related to objective no. 10a while hypothesis no. 18 was 

related to objective no. 10b. 

4.11.1 Difference in Leadership Behavior of Principals of High Performing 
and Low Performing Schools (Hypothesis No. 17) 

Table 4.22 

Significance of difference between the Mean Leadership Behavior Scores 
of Principals in High Performing and Low Performing Schools 

School 	Mean 	SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High 	381 	29 	57 
Performing 

108 	9.70** 0.01 level 
Low 
Performing 	322 	35 	53 

** Significant at 0.01 level of significance 
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The obtained t-ratio of 9.70 presented in table 4.22 is much higher than the 

table value of 2.63 to be significant at the 0.01 level of significance. Thus the 

hypothesis, which states there is no significant difference in the leadership 

behavior of principals of high performing and low performing schools, is rejected 

at the 0.01 level. The finding brought to light that variations exist in the leadership 

behavior of principals belonging to high performing and low performing schools. 

Considering the mean leadership behavior scores, principals in the high 

performing schools are found to be better leaders than their counterparts in the 

low performing schools. 

Knowing that principals in the high performing schools are overall better 

leaders vis-à-vis the principals in the low performing schools was just not enough. 

A deeper understanding of the perkm -nance of the principals on each of the twelve 

dimensions of the LBDQ in the high performing and low performing schools was 

essential. Hence, it was necessary to ascertain if significant differences exist in the 

mean leadership behavior scores of principals from high performing and low 

performing schools on each of the twelve dimensions of the LBDQ. For doing 

this, the mean scores of the principals on each dimension were paired. 

Subsequently, the t-test was applied to test the significance of difference between 

the means of each pair. The results dimension-wise are presented in table 4.23 to 

table 4.34 
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Table 4.23 

Significance of difference between Mean Scores on Representation 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	19 	1.63 	57 
108 	7.96** 	0.01 level 

Low Performing 	16 	2.29 	53 

The obtained t-ratio presented in table 4.23 is significant at the 0.01 level 

of significance, which indicates variation in the mean scores on representation of 

principals of high performing and low performing schools. According to the mean 

scores on representation, principals from the high performing schools are better 

on representation dimension of their leadership behavior. It means that principals 

from the high performing schools speak and act as representatives of the group 

more in comparison to the principals in the low performing schools. 

Table 4.24 

Significance of difference between Mean Scores on Demand Reconciliation 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	19 	1.93 	57 
108 	7.71** 	0.01 level 

Low Performing 	16 	2.15 	53 

The obtained t-ratio presented in table 4.24 is significant at the 0.01 level 

of significance, which indicates variation in the mean scores of principals of high 

performing and low performing schools on demand reconciliation. Considering 

the mean scores on demand reconciliation, principals from the high performing 
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schools have performed better than their counterparts in the low performing 

schools. This means that principals from the high performing schools endeavor to 

bring order in the school, help resolve conflicts amicably, diffuse any untoward 

moves, which may serve in the interest of destabilizing the school's functioning. 

Table 4.25 

Significance of difference between Mean Scores on Tolerance of Uncertainty 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	35 	2.99 	57 
108 	11.12** 0.01 level 

Low Performing 	29 	2.64 	53 

The obtained t-ratio shown in table 4.25 is significant at the 0.01 level of 

significance, which indicates variation in the mean scores of principals of high 

performing and low performing schools on tolerance of uncertainty. Considering 

the mean scores on tolerance of uncertainty, principals from the high performing 

schools surpassed their counterparts from the low performing schools on this 

dimension. This clearly expounds that principals from the high performing 

schools possess the ability and patience to tolerate uncertainty and postponement 

from the staff without anxiety or getting upset. 
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Table 4.26 

Significance of difference between Mean Scores on Persuasiveness 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	38 	3.72 	57 
108 	7.28** 	0.01 level 

Low Performing 	32 	4.88 	53 

The obtained t-ratio presented in table 4.26 is significant at the 0.01 level 

of significance, which shows variation in the mean scores of principals of high 

performing and .low performing schools on persuasiveness. Considering the mean 

scores on persuasiveness, principals from the high performing schools performed 

better than their counterparts in the low performing schools. It therefore means 

that principals from the high performing schools possess better skills in 

persuasion, handling arguments effectively besides displaying a strong sense of 

conviction. 

Table 4.27 

Significance of difference between Mean Scores on Initiating Structure 
of Principals in High Performing and Low Performing Schools 

School. 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	41 	3.28 	57 
108 	7.93** 	0.01 level 

Low Performing 	35 	4.59 	53 

The obtained t-ratio presented in table 4.27 is significant at the 0.01 level 

of significance, which indicates variation in the mean scores of principals of high 

performing and low performing schools on initialing structure. Considering the 
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mean scores on initiating structure, principals from the high performing schools 

are better on this dimension than their counterparts from the low performing 

schools. This shows that principals from the high performing schools possess the 

ability to define their own role in the group besides making group members aware 

of what is expected of them, employing uniform procedures for all staff members, 

encouraging group/team work etc. 

Table 4.28 

Significance of difference between Mean Scores on Tolerance of Freedom 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	38 	3.08 	57 
108 	8.28** 	0.01 level 

Low Performing 	33 	3.25 	53 

The t-ratio presented in table 4.28 is significant at the 0.01 level of 

significance, which shows variation in the mean scores of principals of high 

performing and low performing schools on tolerance of freedom. Considering the 

mean scores on tolerance of freedom, principals from the high performing schools 

have performed better vis-a-vis their counterparts in the low performing schools. 

This means that principals from the high performing schools provide sufficient 

opportunities and scope for staff initiatives, encourage participation in school 

decision making thereby heightening group collaboration and cooperation. 
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Table 4.29 

Significance of difference between Mean Scores on Role Assumption 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SI) 	N 	df 	1-ratio Level of 
Performance 	 Significance.  

High Performing 	38 	3.78 	57 
108 	7.54** 	0.01 level 

Low Performing 	32 	4.55 	53 

The obtained t-ratio as shown in table 4.29 is significant at the 0.01 level 

of significance, which shows variation in the mean scores of principals of high 

performing and low performing schools on role assumption. According to the 

mean scores on role assumption, principals from the high performing schools 

performed better vis-a-vis their counterparts in the low performing schools. This 

brings to focus the strength of principals from the high performing schools 

effectively and efficiently exercising their role as leaders without surrendering 

their authority to others. 

Table 4.30 

Significance of difference between Mcan Scores on Consideration 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	38 	4 	57 
108 	9.07** 	0.01 level 

Low Performing 	31 	4.09 	53 

The obtained t-ratio presented in table 4.30 is significant at the 0.01 level 

of significance, which indicates variation in the mean scores of principals of high 

performing and low performing schools on consideration. According to the mean 
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scores on consideration, principals from the high performing schools performed 

better on this dimension than their counterparts from the low performing schools. 

This evidences that principals from the high performing schools possess the soft 

skills of dealing with staff effectively, creating pleasant interactions between self 

and staff, concern for the personal welfare and wellbeing of staff etc. 

Table 4.31 

Significance of difference between Mean Scores on Production Emphasis 
of Principals in High Performing and Low Performing Schools 

School 	 Mean S1) 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	39 	3.08 	57 
108 	7.20** 	0.01 level 

Low Performing 	34 	4.16 	53 

The obtained t-ratio as shown in table 4.31 is significant at the 0.01 level 

of significance, which shows variation in the mean scores of principals of high 

performing and low performing schools on production emphasis. According to 

the mean scores on production emphasis, principals from the high performing 

schools exhorted staff members for increased productivity, close supervision or 

better still policing for greater effort, urging and driving group members to work 

harder, setting deadlines etc. vis-a-vis their counterparts in the low performing 

schools. This brings to the fore the somewhat ruthless attitude of principals in the 

high performing schools. 
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Table 4.32 

Significance of difference between Mean Scores on Predictive Accuracy 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	18 	1.95 	57 
108 	7.64** 	0.01 level 

Low Performing 	15 	2.17 	53 

The obtained t-ratio as presented in table 4.32 is significant at the 0.01 

level of significance, which indicates variation in the mean scores of principals of 

high performing and low performing schools on predictive accuracy. According 

to the mean scores on predictive accuracy, principals from the high performing 

schools performed better on this dimension than their counterparts from the low 

performing schools. This evidences that principals from the high performing 

schools possess better abilities of foresight and capacity to predict outcomes 

accurately. 

Table 4.33 

Significance of difference between Mean Scores on Integration of 
Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	19 	1.98 	57 
108 	7.22** 	0.01 level 

Low Performing 	16 	2.37 	53 

The obtained t-ratio as presented in table 4.33 is significant at the 0.01 

level of significance, which indicates variation in the mean scores of principals of 

high performing and low performing schools on integration. Considering the 
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mean scores on integration, principals from the high performing schools 

performed better on this dimension their counterparts. This suggests that, 

principals from the high performing schools are able to cordially integrate the 

human resource of the schools for achieving the school goal/mission. Principals 

from the high performing schools are able to weave and maintain a close knit 

group addressing any untoward tendencies with tenderness. 

Table 4.34 

Significance of difference between Mean Scores on Superior Orientation 
of Principals in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	38 	3.40 	57 
108 	5.41** 	0.01 level 

Low Performing 	34 	4.33 	53 

The obtained t-ratio as presented in table 4.34 is significant at the 0.01 

level of significance, which indicates variation in the mean scores of principals of 

high performing and low performing schools on superior orientation. According 

to the mean scores on superior orientation, principals from the high performing 

schools performed better on this dimension than their counterparts from the low 

performing schools. This shows the leadership maturity of principals from high 

performing schools in maintaining cordial relations with the school management 

and other higher ups. 

Leadership behavior of principals from the high performing schools is 

significantly better than that of principals from the low performing schools on 
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eleven dimensions of leadership namely: representation, demand reconciliation, 

tolerance of uncertainty, persuasiveness, initiating structure, tolerance of freedom, 

role assumption, consideration, predictive accuracy, integration and superior 

orientation. Considering the production emphasis dimension of the LBDQ, 

performance of principals from the high performing schools on this dimension is 

high. This means that better school performance is linked to the production 

emphasis dimension of leadership behavior. It is thus concluded that, the 

leadership behavior of principals from the high performing schools category out 

perform the leadership behavior of principals from the low performing schools 

category. As such, leadership offered by principals in the low performing schools 

is a matter of much concern and needs immediate attention. 

4.11.2 Difference in Leadership Behavior of Principals in Schools with 
different types of Organizational Climate (Hypothesis No. 18) 

Table 4.35 

Summary of One-Way ANOVA: Leadership Behavior of Principals 
in Schools with different types of Organizational Climate 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	53924 	5 	10785 
Groups 

7.331** 	0.01 level 
Within Groups 	153028 	104 	1471 
(error) 

** Significant at 0.01 level of significance 

Summary of the One-Way ANOVA presented in table 4.35 indicates that 

the F-Ratio obtained is significant at the 0.01 level of significance. Thus, the 
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formulated null hypothesis, which states that there is no significant difference in 

the leadership behavior of principals of schools with different types of 

organizational climate, is rejected at the 0.01 level of significance. It is therefore 

interpreted that, the leadership behavior of principals varies in schools with 

different types of organizational climate. 

Further, to find out variations, if any, in the leadership behavior of 

principals of schools with different types of school organizational climate, 

statistical comparisons involving the group means were made. The Tukey's HSD 

(Honestly Significant Difference) test was applied to determine a critical HSD 

value for the data and then make all possible pair-wise comparisons of the 

different types of organizational climate. The obtained findings indicating the 

differences for all the possible pairs of group mean (different types of 

organizational climate) are presented in Table 4.36. Each entry is the difference 

between the Mean (X) listed on the left hand side and that listed on the top. 
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Table 4.36 

Difference in the Pair-wise comparison of Mean Leadership Behavior 
Scores of Principals in Schools with different types of 

Organizational Climate 

Xa = 357 Xb = 373 Xc = 385 Xd = 374 Xe = 327 Xf = 330 

Xa = 357 

Xb = 373 

Xe = 385 

Xd = 374 

Xe = 327 

Xf = 330 

0 16 

0 

28 

12 

0 

17 

1 

11 

0 

30 

46* 

58** 

47* 

0 

27 

43 

55** 

44* 

3 

0 

Xa = Mean leadership behavior scores of principals of schools having open 
climate, Xb = autonomous, Xc = familiar, Xd = controlled, Xe = paternal and 
Xf = closed 

* Significant at 0.05 level of significance 
** Significant at 0.01 level of significance 

Table 4.36 reveals that significant differences exist in the mean leadership 

behavior scores of principals of schools having: (i) autonomous and paternal 

climate (Pair Xb - Xe); (ii) familiar and paternal climate (Pair Xc - Xe); (iii) 

familiar and closed climate (Pair Xc - Xf); (iv) controlled and paternal climate 

(Pair Xd - Xe); and, (v) controlled and closed climate (Pair Xd - Xf). Differences 

between the familiar and paternal climate, paternal and closed climate were found 

statistically significant at the 0.01 level while differences between autonomous 
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and paternal climate, controlled and paternal climate, controlled and closed 

climate were found significant at the 0.05 level. However, no significant 

differences were observed in the other pair-wise comparisons. This indicates that 

leadership behavior of principals was better in schools having the autonomous, 

familiar and controlled climate types in comparison to schools having paternal 

and closed climate. 

It is thus concluded that, there are variations in the leadership behavior of 

principals in schools that have different types/patterns of organizational climate. 

4.12 Variation in the Emotional Intelligence of Principals of: 
High 	Performing 	and 	Low 	Performing 	Schools 
(Objective No. 11a); and, 
Schools with different types of Organizational Climate 
(Objective 11b). 

To realize objective nos. l la and 1 lb two hypotheses were formulated. 

Hypothesis no. 19 was related to objective no. 11 a while hypothesis no. 20 was 

related to objective no. 11b. 
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4.12.1 Difference in Emotional Intelligence of Principals of High 
Performing and Low Performing Schools (Hypothesis No. 19) 

Table 4.37 

Significance of difference between the Mean Emotional Intelligence Scores 
of Principals in High Performing and Low Performing Schools 

School 	Mean 	SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High 	142 	12 	57 
Performing 

108 	2.429 * 	0.05 level 
Low 
Performing 	136 	14 	53 

* Significant at 0.05 level of significance 

The t-ratio presented in table 4.37 indicates that the difference between the 

mean emotional intelligence scores of principals in the high performing and low 

performing schools is significant at the 0.05 level of significance. Therefore, the 

null hypothesis which states that, there is no significant difference in the 

emotional intelligence scores of principals of high performing and low performing 

schools is rejected at the 0.05 level of significance. 

It is thus concluded that there exist variations in the emotional intelligence 

of principals serving in high performing and low performing schools. Moreover, 

the principals in the high performing schools possess better emotional intelligence 

than principals in the low performing schools. 
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4.12.2 Difference in Emotional Intelligence of Principals in Schools with 
different types of Organizational Climate (Hypothesis No. 20) 

Table 4.38 

Summary of One-Way ANOVA: Emotional Intelligence of Principals 
in Schools with different types of Organizational Climate 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	1560 	5 	312 
Groups 

1.93 	(N.S.) 
Within Groups 	16708 	104 	161 
(error) 

N.S. — Not Significant at 0.05 level of significance 

Summary of the One-Way ANOVA presented in table 4.38 indicates that 

the F-Ratio obtained is less than the table value of 2.30 at the 0.05 level of 

significance. Therefore the hypothesis, which states that there is no significant 

difference in the emotional intelligence scores of principals of schools with 

different types of school organizational climate, is retained. 

It is thus concluded that no variation exists in the emotional intelligence 

scores of principals in schools possessing different types of school organizational 

climate. 
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4.13 Variation in the Job Satisfaction of Teachers with reference to: 
Leadership Behavior of Principals (Objective No. 12a); 

- Emotional Intelligence of Principals (Objective No. 12b); 
- Organizational Climate (Objective No. 12c); and, 
- School Performance (Objective No. 12d) 

To realize objective nos. 12a, 12b, 12c and 12d four hypotheses were 

formulated. Hypothesis no. 21 was formulated for objective no. 12a, hypothesis 

no. 22 was formulated for objective no. 12b, hypothesis no. 23 was formulated for 

objective no. 12c and hypothesis no. 24 was formulated for objective no. 12d. 

4.13.1 Difference in Job Satisfaction of Teachers with reference to the 
Leadership Behavior of Principals (Hypothesis No. 21) 

In order to test hypothesis no. 21, the job satisfaction scores of teachers 

were assigned school wise appropriately under the categories viz: (i) more 

effective leaders (scores 385 and above); (ii) moderately effective leaders (scores 

between 322 to 384); and, (iii) less effective leaders (scores upto 321). 

Table 4.39 

Summary of One-Way ANOVA: Job satisfaction of Teachers 
with reference to Leadership Behavior of Principals 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	108719 	2 	54359 
Groups 

128** 	0.01 level 
Within Groups 324871 	765 	425 
(error) 

** Significant at 0.01 level of significance 
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The F-Ratio presented in table 4.39 is much higher than the value of 4.63 

to be significance at the 0.01 level of significance. Thus, the hypothesis, which 

states that there is no significant difference in the job satisfaction of teachers with 

reference to the leadership behavior of principals, is rejected at the 0.01 level. The 

finding reveals that job satisfaction of teachers varied in schools with different 

patterns of leadership behavior. 

Further, to find out, variation if any, in the job satisfaction of teachers with 

different patterns of leadership behavior of principals, statistical comparisons 

involving the group means were made. The Tukey's HSD (Honestly Significant 

Difference) test was applied to determine a critical HSD value for the data and 

then make all possible pair-wise comparisons in the pattern of leadership 

behavior. The obtained findings indicating the differences for all the possible 

pairs of group mean (pattern of leadership behavior) are presented in Table 4.40. 

Each entry is the difference between the Mean (X) listed on the left hand side and 

that listed on the top. 
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Table 4.40 

Difference in the Pair-wise comparison of Mean Job Satisfaction 
Scores of Teachers with reference to Leadership Behavior 

of Principals 

 

Xa = 194 XII =177 	 Xy = 160 

17** 	 34** 

0 	 17** 

0 

Xa = 194 

= 177 

Xy = 160 

0 

Xa = Mean job satisfaction scores of teachers in schools having more effective 
leaders, xp = moderately effective leaders and Xy = less effective leaders 

** Significant at 0.01 level of significance 

Table 4.40 reveals that significant differences exist in the mean job 

satisfaction scores of teachers in schools which have: (i) more effective leaders 

and moderately effective leaders (Pair Xa - ); (ii) more effective leaders and 

less effective leaders (Pair Xa - Xy ); and (iii) moderately effective leaders and 

less effective leaders (Pair - Xy  ). Thus, for objective no. 12a it is concluded 

that job satisfaction of teachers is influenced significantly by the leadership 

behavior of principals irrespective of the pattern of leadership behavior. However, 

teachers were more satisfied with their jobs working under principals who 

belonged to the more effective leaders and moderately effective leaders category 

than teachers serving under principals who were less effective leaders. 
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4.13.2 Difference in Job Satisfaction of Teachers with reference to the 
Emotional Intelligence of Principals (Hypothesis No. 22) 

In order to test hypothesis no. 22, the teachers job satisfaction scores 

school-wise were assigned under the appropriate levels of emotional intelligence 

of principals viz: (i) high level of emotional intelligence; (ii) moderate level of 

emotional intelligence; and, (iii) low level of emotional intelligence. 

Table 4.41 

Summary of One-Way ANOVA: Job Satisfaction of Teachers 
with reference to Emotional Intelligence of Principals 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	4212 	2 	2106 
Groups 

3.75* 	0.05 level 
Within Groups 429378 	765 	561 
(error) 

* Significant at 0.05 level of significance 

Summary of the One-Way ANOVA presented in table 4.41 shows that the 

value of the obtained F- Ratio is significant at the 0.05 level of significance. 

Therefore, the hypothesis, which states that there is no significant difference in 

the job satisfaction of teachers with reference to emotional intelligence of 

principals, is rejected at the 0.05 level of significance. It is interpreted that there is 

variation in the job satisfaction of teachers with reference to the levels of 

emotional intelligence of school principals. 
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Further, to find out, variation if any, in the job satisfaction of teachers with 

different levels of emotional intelligence of principals, statistical comparisons 

involving the group means were made. The Tukey's HSD (Honestly Significant 

Difference) test was applied to determine a critical HSD value for the data and 

then make all possible pair-wise comparisons in the level of emotional 

intelligence. The obtained findings indicating the differences for all the possible 

pairs of group mean (level of emotional intelligence) are presented in Table 4.42. 

Each entry is the difference between the Mean (X) listed on the left hand side and 

that listed on the top. 

Table 4.42 

Difference in the Pair-wise comparison of Mean Job Satisfaction 
Scores of Teachers with reference to Emotional Intelligence 

of Principals 

X0 = 180 	XK = 178 	 n = 174 

XO = 180 	 0 	 2 	 6* 

XK = 178 	 0 	 4 

n= 174 	 0 

XO = Mean job satisfaction scores of teachers in schools having principals with 
high level of EQ, Xx = moderate level of EQ and XX, = low level of EQ 

* Significant at 0.05 level of significance 

Table 4.42 shows that a significant difference exists in the mean job 

satisfaction scores of teachers in schools having principals with high and low 

level of emotional intelligence (Pair XO — XX). No other significant differences 
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were found in the other pairs. Thus, it is concluded that, there is variation in the 

job satisfaction of teachers which is influenced significantly by the level of 

emotional intelligence of principals. Teachers serving under principals who 

possessed high level of emotional intelligence were more satisfied in their job 

than teachers serving under principals possessing low level of emotional 

intelligence. 

4.13.3 Difference in Job Satisfaction of Teachers in Schools with different 
types of Organizational Climate (Hypothesis No. 23) 

Table 4.43 

Summary of One-Way ANOVA: Job Satisfaction of Teachers in 
Schools with different types of Organizational Climate 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation . 	 Significance 

Between 	48420 	5 	9684 
Groups 

19.17** 0.01 level 
Within Groups 385170 	762 	505 
(error) 

** Significant at 0.01 level of significance 

The F-ratio presented in table 4.43 is much higher than the table value of 

3.04 to be significant at the 0.01 level. Thus, the hypothesis which states that, 

there is no significant difference in the job satisfaction of teachers of schools with 

different types of school organizational climate is rejected at the 0.01 level of 

significance. The finding indicates that job satisfaction of teachers varies in 

schools possessing different types of school organizational climate. Thus, job 
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satisfaction or dissatisfaction of teachers can be attributed to the organizational 

climate prevailing in the school. 

Further, to find out variations, if any, in the job satisfaction of teachers in 

schools with different types of organizational climate, statistical comparisons 

involving the group means were made. The Tukey's HSD test was applied to 

determine a critical HSD value for the data and then make all possible pair-wise 

comparisons of the different types of organizational climate. The obtained 

findings indicating the differences for all the possible pairs of group mean are 

presented in Table 4.44. Each entry is the difference between the Mean (X) listed 

on the left hand side and that listed on the top. 
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Table 4.44 

Difference in the Pair-wise comparison of Mean Job Satisfaction 
Scores of Teachers in Schools with different types of 

Organizational Climate 

Xa = 177 Xb = 185 Xc = 188 Xd = 184 Xe = 171 Xf = 168 

Xa =177 

Xb =185 

Xe = 188 

Xd = 184 

Xe = 171 

Xf = 168 

0 8** 

0 

11** 

3 

0 

7* 

1 

4 

0 

6 

14* 

17** 

13* 

0 

9** 

17** 

20** 

16** 

3 

0 

Xa = Mean job satisfaction scores of teachers in schools having open climate, 
Xb = autonomous, Xc = familiar, Xd = controlled, Xe = paternal and Xf = 
closed 

* Significant at 0.05 level of significance 
** Significant at 0.01 level of significance 

Table 4.44 shows that significant differences exist in the mean job 

satisfaction scores of teachers of: (i) open and autonomous climate (Pair Xa - Xb); 

(ii) open and familiar climate (Pair Xa - Xc); (iii) open and controlled climate 

(Pair Xa - Xd); (iv) open and closed climate (Pair Xa - Xf); (v) autonomous and 

paternal climate (Pair Xb - Xe); (vi) autonomous and closed climate (Pair Xb - 

Xf); (vii) familiar and paternal climate (Pair Xc - Xe); (viii) familiar and closed 

climate (Pair Xc - Xf); (ix) controlled and paternal climate (Pair Xd Xe); and, 
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(x) controlled and closed climate (Pair Xd - Xf). However, no significant 

differences were observed in the mean job satisfaction scores of teachers in the 

other pairs. As the group means for the autonomous and familiar climate are 

larger than the mean for the open climate, it can be said that teachers in schools 

having the autonomous and familiar climate are more satisfied with their jobs vis-

a-vis teachers serving in open climate schools. Overall, teachers serving in 

schools possessing organizational climate leaning towards openness were more 

satisfied with their jobs than teachers serving in schools possessing organizational 

climate leaning towards closedness. 

It is thus concluded that, there are variations in the job satisfaction of 

teachers in schools that have different types of school organizational climate. 

4.13.4 Difference in Job Satisfaction of Teachers of High Performing and 
Low Performing Schools (Hypothesis No. 24) 

Table 4.45 

Significance of difference between the Mean Job Satisfaction Scores of 
Teachers in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	189 	18 	396 
766 	16.46** 	0.01 level 

Low Performing 	164 	23 	372 

** Significant at the 0.01 level of significance 

The t-ratio of 16.46 presented in table 4.45 is much higher than the table 

value of 2.58 to be significant at the 0.01 level of significance. Thus, the 
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hypothesis, which states that there is no significant difference in the job 

satisfaction scores of teachers in high performing and low performing schools, is 

rejected. The finding indicates that significant difference exists in the mean job 

satisfaction scores of teachers in high performing and low performing schools. 

Considering the mean job satisfaction scores, teachers employed in high 

performing schools are more satisfied with their jobs as against teachers 

employed in low performing schools. 

Thus, it is concluded that job satisfaction of teachers varies in high 

performing and low performing schools. 

4.14 Variation in Job Satisfaction of Non-Teaching staff with reference to: 
Leadership Behavior of Principals (Objective No. 13a); 
Emotional Intelligence of Principals (Objective No. 13b); 
Organizational Climate (Objective No. 13c); and, 
School Performance (Objective No. 13d). 

To realize objective nos. 13a, 13b, 13c and 13d four hypotheses were 

formulated. Hypothesis no. 25 was formulated for objective no. 13a, hypothesis 

no. 26 was formulated for objective no. 13b, hypothesis no. 27 was formulated for 

objective no. 13c and hypothesis no. 28 was formulated for objective no. 13d. 

4.14.1 Difference in Job Satisfaction of Non-Teaching Staff with reference to 
Leadership Behavior of Principals (Hypothesis No. 25) 

In order to test hypothesis no. 25, job satisfaction scores of the non-

teaching staff school-wise were assigned appropriately under the categories viz: 

(i) more effective leaders (scores 385 and above); (ii) moderately effective leaders 

(scores between 322 to 384); and, (iii) less effective leaders (scores upto 321). 
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Table 4.46 

Summary of One-Way ANOVA: Job Satisfaction of Non-Teaching 
staff with reference to Leadership Behavior of Principals 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

'Between 	6561 	2 	3281 
Groups 

14.95** 	0.01 level 
Within Groups 38617 	176 	219 
(error) 

** Significant at 0.01 level of significance 

Summary of the One-Way ANOVA presented in table 4.46 indicates that 

the F-Ratio obtained is significant at the 0.01 level of significance. Thus, the null 

hypothesis, which states that there is no significant difference in job satisfaction 

of non-teaching staff with reference to leadership behavior of principals, is 

rejected. It is interpreted that there is a significant variation in the job satisfaction 

of non-teaching staff with reference to leadership behavior of the principals. 

Further, to find out, variation if any, in the job satisfaction of non-teaching 

staff with different patterns of leadership behavior of principals, statistical 

comparisons involving the group means were made. The Tukey's HSD (Honestly 

Significant Difference) test was applied to determine a critical HSD value for the 

data and then make all possible pair-wise comparisons in the pattern of leadership 

behavior. The obtained findings indicating the differences for all the possible 

pairs of group mean (pattern of leadership behavior) are presented in Table 4.47. 
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Each entry is the difference between the Mean (X) listed on the left hand side and 

that listed on the top. 

Table 4.47 

Difference in the Pair-wise comparison of Mean Job Satisfaction 
Scores of Non - Teaching Staff with reference to 

Leadership Behavior of Principals 

Xa = 115 	X13 = 109 	 Xy = 98 

Xa =115 	 0 	 6** 	 17** 

X13 = 109 	 0 	 11** 

Xy = 98 	 0 

Xa = Mean job satisfaction scores of non-teaching staff in schools having more 
effective leaders, XI3 = moderately effective leaders and Xy = less effective 
leaders 

* Significant at 0.05 level of significance 
** Significant at 0.01 level of significance 

Table 4.47 reveals that significant differences exist in the mean job 

satisfaction scores of non — teaching staff in schools which have: (i) more 

effective leaders and moderately effective leaders (Pair Xa - X(3 ); (ii) more 

effective leaders and less effective leaders (Pair Xa - Xy ); and (iii) moderately 

effective leaders and less effective leaders (Pair X(3 - Xy ). Thus, for objective no. 

13a it is concluded that job satisfaction of non — teaching staff is influenced 

significantly by the leadership behavior of principals irrespective of the pattern of 

leadership behavior. However, non — teaching staff were more satisfied with their 

jobs working .under principals who belonged to the more effective leaders and 
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moderately effective leaders category than those serving under principals who 

were less effective leaders. Further, the finding also shows consistency with the 

finding for teachers (objective no. 12a, hypothesis no. 21, table 4.40) in the 

present study. 

4.14.2 Difference in Job Satisfaction of Non-Teaching staff with reference to 
Emotional Intelligence of Principals (Hypothesis No. 26) 

In order to test hypothesis no. 26, job satisfaction scores of the non-

teaching staff school-wise were assigned under the appropriate level of emotional 

intelligence of principals viz: (i) high level of emotional intelligence; (ii) 

moderate level of emotional intelligence; and, (iii) low level of emotional 

intelligence. 

Table 4.48 

Summary of One-Way ANOVA: Job Satisfaction of Non-Teaching 
staff with reference to Emotional Intelligence of Principals 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	1399 	2 	699 
Groups 

2.81 	N.S. 
Within Groups 43780 	176 	249 
(error) 

N.S. Not Significant at 0.05 level of significance 

The F-Ratio shown in table 4.48 is lower than the table value of 3.04 to be 

significant at the 0.05 level of significance. Thus, the hypothesis which states that, 

that there is no significant difference in job satisfaction of non-teaching staff with 
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reference to emotional intelligence of principals, is retained. The finding shows 

that there is no variation in the job satisfaction of non-teaching staff with 

reference to the emotional intelligence of principals. The finding contrasts with 

the finding for teachers (objective no. 12b, hypothesis no.22, table 4.42) wherein 

variation was found in the job satisfaction of teachers with reference to the 

emotional intelligence of principals. No significant variation in the job 

satisfaction of non-teaching staff vis-à-vis emotional intelligence of principals 

could be due to factors such as less interaction with the principal, less 

involvement, performing routine tasks which do not call for serious discussion, 

strictly adhering to instructions, non exercising of assertiveness etc. could be 

some of the reasons. 

4.14.3 Difference in Job Satisfaction of Non-Teaching staff in Schools with 
different types of Organizational Climate (Hypothesis No. 27) 

Table 4.49 

Summary of One-Way ANOVA: Job Satisfaction of Non-Teaching staff in 
Schools with different types of Organizational Climate 

Source of 	SS 	df 	MS 	F- Ratio Level of 
Variation 	 Significance 

Between 	4751 	5 	960 
Groups 

3.90** 	0.01 level 
Within Groups 40428 	173 	234 
(error) 

** Significant at 0.01 level of significance 

Summary of the One-Way ANOVA presented in table 4.49 indicates that 

the F-Ratio obtained is significant at the 0.01 level of significance. Thus, the null 
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hypothesis formulated is rejected. It is interpreted that difference exists in the job 

satisfaction of non-teaching staff in schools with different types of school 

organizational climate. 

Further, to find out variations, if any, in the job satisfaction of non — 

teaching staff in schools with different types of organizational climate, statistical 

comparisons involving the group means were made. The Tukey's HSD test was 

applied to determine a critical HSD value for the data and then make all possible 

pair-wise comparisons of the different types of organizational climate. The 

obtained findings indicating the differences for all the possible pairs of group 

mean are presented in Table 4.50. Each entry is the difference between the Mean 

(X) listed on the left hand side and that listed on the top. 
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Table 4.50 

Difference in the Pair-wise comparison of Mean Job Satisfaction 
Scores of Non — Teaching Staff in Schools with different 

types of Organizational Climate 

Xa = 113 Xb = 113 Xc = 115 Xd = 110 Xe = 105 Xf = 101 

Xa = 113 

Xb = 113 

Xc = 115 

Xd = 110 

Xe = 105 

Xf = 101 

0 0 

0 

2 

2 

3 

3 

5 

0 

8** 

8** 

10** 

5 

0 

12** 

12** 

14** 

9* 

4 

0 

Xa = Mean job satisfaction scores of non-teaching staff in schools having open 
climate, Xb = autonomous, Xc = familiar, Xd = controlled, Xe = paternal and 
Xf = closed 

* Significant at 0.05 level of significance 
** Significant at 0.01 level of significance 

Table 4.50 shows that significant differences exist in the mean job 

satisfaction scores of non-teaching staff of (i) open and paternal climate (Pair Xa 

- Xe); (ii) open and closed climate (Pair Xa - Xf); (iii) autonomous and paternal 

climate (Pair Xb - Xe); (iv) autonomous and closed climate (Pair Xb - Xf); (v) 

familiar and paternal climate (Pair Xc - Xe); (vi) familiar and closed climate (Pair 

Xc - Xf); (vii) controlled and closed climate (Pair Xd - Xf). However, no 

significant differences were observed in the mean job satisfaction scores of non - 
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teaching staff in the other pairs. Overall, non -teaching staff serving in schools 

having organizational climate leaning towards openness were more satisfied with 

their jobs than non -teaching staff serving in schools having organizational 

climate leaning towards closedness. 

It is thus concluded that, there are variations in the job satisfaction of non - 

teaching staff in schools that have different types of organizational climate. 

4.14.4 Difference in Job Satisfaction of • Non-Teaching staff of High 
Performing and Low Performing Schools (Hypothesis No. 28) 

Table 4.51 

Significance of difference between the Mean Job Satisfaction Scores of Non- 
Teaching staff in High Performing and Low Performing Schools 

School 	 Mean SD 	N 	df 	t-ratio Level of 
Performance 	 Significance 

High Performing 	115 	11 	99 
177 	6.94** 	0.01 level 

Low Performing 	100 	17 	80 

** Significant at the 0.01 level of significance 

The t-ratio of 6.94 presented in table 4.51 is much higher than the table 

value of 2.60 to be significant at the 0.01 level of significance. Thus, the 

hypothesis, which states that, there is no significant difference in the job 

satisfaction scores of non-teaching staff in high performing and low performing 

schools, is rejected. The finding indicates that significant difference exists in the 

mean job satisfaction scores of non-teaching staff in high performing and low 

performing schools. Considering the mean job satisfaction scores, non-teaching 
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staff employed in high performing schools were more satisfied with their jobs 

than those employed in low performing schools. 

Thus, it is concluded that job satisfaction of non-teaching staff varies in 

high performing and low performing schools. 

4.15 Profile of Principals of High Performing and Low Performing Schools 
(Objective No. 14) 

Profile of principals means, a description on parameters of principals, as 

related to the present study. The parameters integrated in the profile of principals 

include: average leadership behavior scores sub-scale wise, emotional intelligence 

scores, level of leadership behavior, level of emotional intelligence and school 

organizational climate. 

For preparation of the profile of the principals, all the 110 principals were 

rank ordered in the descending order of their total leadership behavior score. 

Besides the total leadership behavior score, no other dimension was considered 

for ranking the principals. After ranking the principals in the descending order of 

their total leadership behavior scores, fifteen principals were selected from the 

upper end and fifteen principals were selected from the lower end. Thus, 

altogether 30 principals were selected for preparation of their profile. 

Interestingly, depicting a clear polarization, the fifteen principals selected from 

the upper end belonged to the high performing schools category while the fifteen 

principals selected from the lower end belonged to the low performing schools 

category. Table 4.52 shows the profile of principals. 
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Table 4.52 shows that the principals in the high performing schools 

category were more effective leaders as not a single principal was found 

occupying space either in the moderately effective or less effective leaders 

columns. This indicates that all the fifteen principals possessed a high level of 

leadership. With regard to their emotional intelligence, seven principals possessed 

high level of emotional intelligence, six possessed moderate level of emotional 

intelligence while two possessed low level of emotional intelligence. This shows 

that the principals from the high performing schools were emotionally stable and 

hence were better leaders. Further, with regard to the organizational climate, table 

4.52 shows that, altogether six schools possessed the autonomous climate, two 

schools possessed the familiar climate while one school possessed the open 

climate and thus leaned towards openness while, three schools possessed the 

controlled climate, two schools possessed the paternal climate and one school 

possessed the closed climate and thus leaned towards closedness. This shows that 

most of the schools possessed organizational climate within the range of 

openness. 

Table 4.52 also shows that principals in the low performing schools 

category were less effective leaders as not a single principal was found occupying 

space either in the more effective or moderately effective leaders columns. This 

indicates that all the fifteen principals possessed low level of leadership. 

Considering the level of emotional intelligence of these principals it was found 

that, two of them possessed high level of emotional intelligence, four possessed 

moderate level of emotional intelligence and nine possessed low level of 
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emotional intelligence. This shows that the principals from the low performing 

schools were emotionally unstable and hence were not able to provide effective 

leadership at school. Moreover, with regard to the organizational climate, it was 

found that only one school possessed the autonomous climate and leaned towards 

openness while nine schools possessed the closed climate, five schools possessed  

the paternal climate and leaned towards closedness. This shows that most of the 

schools possessed organizational climate within the range of closedness. 

On the basis of the findings for objective no. 14, it was concluded that 

`high performing schools' success is the sine qua non of effective leadership from 

emotionally stable principals and better organizational climate. In the low 

performing schools, the leadership behavior, emotional intelligence of the 

principals and organizational climate of schools was not favorable and conducive 

for academic performance. 



LB1 	ctive Leaders 
LB2 	ffective Leaders 
LB3 	ctive Leaders 

EQ1 motional Intellience  
f Emotional Intellience I 
motional Intellience 

 

EQ2 
EQ3 

Table 4.52 

Profile of Principals 

_ R Quali. Age Exp as Sch. Head Leadership Behaviour(LB) 
Sc. Gen. Aca. Pr. Y M All Current Average Leadersip Beav our Scores Sub-Scale Wise Level of LB EQ Level of EQ 
No 

'14 in 
Y M Y M T 1 T 2 T 3 T4 T 5 T6 T 7 T 8 T 9 T 10 T 11 112 Total LB1 LB2 LB3 Score EQ1 EQ2 EQ3 Org. Climate 

P G 55 3 15 4 15 4 22 22 40 44 47 43 44 45 43 21 23 41 436 * 167 * Familiar 
23 M G G 51 8 2 9 2 9 19 23 39 45 46 44 45 45 36 18 21 42 423 * 136 * Familiar 
10 M P G 54 „„ 30 	 2 10 19 21 39 40 45 44 43 44 42 21 22 44 422 * 151 * Closed 
18 F G G 44 10 11 6 5 6 20 21 39 43 45 42 44 41 43 20 21 43 421 * 140 * Controlled 
24 M G G 54 „, 4 8 4 8 20 22 41 41 44 44 42 43 40 20 21 42 420 * 159 * Autonomous 
20 M G G 55 3 12 4 4 4 19 23 36 41 44 39 43 43 45 20 22 42 417 * 136 * Controlled 
39 
11 

F 
111/1 

P G 53 2 6 3 6 3 23 21 39 44 43 40 43 39 42 17 23 44 417 * 153 * Autonomous 
6 21 21 39 41 43 42 42 42 — 43 20 22 41 415 * 137 * Paternal 

56 F G G 52 7 2 8 2 8 19 21 36 44 44 38 40 42 43 22 23 40 412 * 138 * Controlled 
29 M P G 50 9 16 16 ,„ 19 23 38 42 44 39 43 36 42 21 22 41 409 * 138 Autonomous 
6 M P G 40 6 3 6 3 6 20 21 36 42 43 41 40 41 43 19 21 39 405 * 162 * Paternal 
8 

57 
F 

1111 
P G 51 4 10 5 6 6 20 20 36 40 43 42 39 40 43 19 21 41 405 * 132 * Open 
P G 55 9 15 6 8 6 17 21 36 40 44 41 39 41 43 21 21 41 405 * 132 * Autonomous 

17 M G G 56  19 19 19 21 37 40 41 40 40 41 41 20 20 42 403 * 146 * Autonomous 
48 M P G 56 11 12 4 12 20 19 36 44 41 41 41 45 36 18 21 40 403 * 162 Autonomous 

72 
78 III P G 53 10 6 9 2 

1 
10 

15 
14 

14 
14 

30 
28 

29 
32 

33 
31 

31 
32 

31 
26 

28 
29 

32 
33 

15 
14 

14 
14 

32 
32 

303 
300 

* 
* 

137 
107 * 

Closed 

Closed 
102 M P G 53 3 24 24 „, 14 14 29 28 30 34 29 28 31 13 15 30 294 * 155 * Closed 

85 G G 57 3 2 11 2 11 12 14 29 29 32 32 28 28 31 14 14 30 293 * 135 * Closed 

92 P G 55 8 5 6 5 6 17 14 28 29 31 32 29 29 31 13 14 24 290 * 107 * Closed 

86 3 14 16 27 28 32 30 27 28 28 14 14 31 289 * 128 * Paternal 

76 M P G 48 6 10 4 10 4 15 15 29 ' 29 30 26 28 28 31 14 15 27 285 * 142 * Paternal 

66 M 8 14 13 23 31 30 27 25 28 33 13 14 32 284 * 143 * Closed 

67 M P G 57 10 6 8 6 8 12 12 24 24 29 30 31 26 32 12 15 24 271 * 133 ■ * Paternal 

108 M G G 56 10 6 8 4 8 - 13 11 22 26 29 28 33 1  26 32 13 14 24 271 * 132 * Paternal 

90 * Autonomous 
77 M * Closed 

104 - * Closed 

81 M G P 47 „, 6 6 6 6 12 13 27 28 26 27 27 24 28 13 12 26 262 * 139 * Closed 

101 F G G 56 11 2 11 2 11 10 13 33 17 26 30 21 27 26 12 13 26 253 * 135 * Paternal 

Leadership Behavior (LB) Sub-Scales 

T1 Representation T7 Role Assumption 
T2 Demand Reconciliation T8 Consideration 
13 Tolerance of Uncertainty T9 Production Emphasis 
T4 Permissiveness T10 Predictive Accuracy 
T5 Initiating Structure T11 Integration 
T6 Tolerance of Freedom T12 Superior Orientation 
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CHAPTER V 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 	Summary 

The success and growth of a school depends on the quality of the human 

potential/human resources. The human resource is the most important factor 

considering its ability to govern/control variety of other resources. The school 

principal as the leader of the group harnesses, searches and exploits the untapped 

potentialities of the group members for their own growth and for the institutional 

growth. A vibrant, dedicated, motivated, self-driven and polished staff emerges 

as a result of experiencing effective leadership behavior of the school principal, a 

favorable school organizational climate and availability of psychological, 

physiological, and environmental circumstances that cause a person to say, "I am 

satisfied with my job". 

In school administration, various behavioral dimensions determine 

effectiveness of school administration. Leadership behavior, job satisfaction, 

emotional intelligence and organizational climate are some of the important 

determinants responsible for the coherent and synchronous functioning of a 

school. Every school differs in terms of the leadership behavior offered by the 

head of the school, the school organizational climate and the job satisfaction of 

the teaching and non-teaching staff. 
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Leadership behavior of a school principal is viewed as a process because it 

involves: providing effective leadership, academic management, management of 

personnel, internal decision making in the school, building and maintaining a 

school culture, developing trust and confidence between the principal and staff, 

between staff, establishing a mission ... giving a sense of direction, influencing 

the different staff in the school through use of non-coercive influence to shape the 

goals of the group or school, to motivate behavior toward the achievement of 

those goals, to help define group or school culture and direct the school in a way 

that makes it more cohesive and coherent. 

Effective educational administration emphasizes on both the cognitive 

aspects of the principal in managing the school and its resources and the affective 

side of his/her personality, which could serve as collateral. Emotional intelligence 

may at times help to transcend the cognitive decisions or even delay premature 

judgments through ability of recognizing the meanings of emotions and their 

relationships and to reason and problem-solve on the basis of them, thereby 

achieving outstanding performance. Research evidences show that close 

relationship exists between emotional intelligence and leadership (Picard and 

Cosier, 1997; Cavallo and Brienza, 2001; Howard et. al., 2002; Leban, 2003; 

Purkable, 2003). 

Organizational Climate is the perception of how it feels to work in a 

particular environment. It is the 'atmosphere of the workplace' and includes a 

complex mixture of norms, values, expectations, policies and procedures that 

influence individual and group patterns of behavior. Organizational climate can 
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also be described as a combination of shared history, expectations, unwritten rules 

and social mores that affect the behavior of everyone in the school. The main 

units of interaction in a school are, the group as a whole and the leader. Findings 

on organizational climate of schools and principals leadership reiterate a close 

association between them, confirming that leadership behavior affects 

organizational climate. 

The mission of education depends on the way teachers feel about their 

work and how satisfied they are with it. Research has emphasized that "schools 

must give more attention to increasing teacher job satisfaction" (Heller, et.al . 

1993). Low level of teachers involvement in decision making was related to low 

level of satisfaction from work '(Imper, Nendt & Reyes, 1990). 

The review of literature done by the researcher yielded some prominent 

trends. It was found that age, gender and varied length of experience had no effect 

on the leadership behavior of principals. Significant relationships were found to 

exist between leadership behavior of principals, organizational climate, emotional 

intelligence and job satisfaction. In the local context i.e. Goa, there was lack of 

empirical research with reference to leadership behavior, organizational climate, 

emotional intelligence and job satisfaction which leads to conclude that 

educational administration in Goa is nascent. 

Specification of the Problem 

The research study intended to appraise the leadership behavior of the 

principals in the high performing and low performing secondary schools of Goa in 
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relation to their emotional intelligence, job satisfaction of the teaching and non-

teaching staff and the school organizational climate. 

Objectives of the Study 

The objectives of the study were 

1. To identify high performing and low performing schools in terms of students 

performance. 

2. To find out the leadership behavior patterns of principals of high performing 

and low performing schools. 

3. To find out the pattern of organizational climate in high performing and low 

performing schools. 

4. To study the relationship between leadership behavior and emotional 

intelligence of principals of high performing and low performing schools. 

5. To study the associationship between the leadership behavior of principals and 

the school organizational climate of high performing and low performing 

schools. 

6. To study the associationship between emotional intelligence of principals and 

the school organizational climate of high performing and low performing 

schools. 
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7. To find out the difference, if any, in the leadership behavior of principals of 

different age groups. 

8. To find out the difference, if any, in the leadership behavior of male and 

female principals. 

9. To find out the difference, if any, in the leadership behavior of principals 

having varied length of experience in administration. 

10. To study the variation in the leadership behavior of principals of: 

a. high performing and low performing schools; and, 

b. schools with different types of organizational climate. 

11. To study the variation in emotional intelligence of principals of: 

a. high performing and low performing schools; and, 

b. schools with different types of organizational climate. 

12. To study the variation in job satisfaction of teachers with reference to: 

a. leadership behavior of principals; 

b. emotional intelligence of principals; 

c. school organizational climate; and, 

d. school performance. 

13. To study the variation in job satisfaction of non-teaching staff with :reference 

to: 

a. leadership behavior of principals;, 
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b. emotional intelligence of principals; 

c. school organizational climate; and, 

d. school performance. 

14. To prepare profiles of principals of high performing and low performing 

schools. 

Hypotheses of the Study 

The hypotheses of the study were: 

1. There is no significant difference in the school organizational climate of high 

performing and low performing schools. 

2. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals of high performing schools. 

3. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals of low performing schools. 

4. There is no significant correlation between the leadership behavior and 

emotional intelligence of principals irrespective of school performance. 

5. There is no significant association between leadership behavior of principals 

and school organizational climate of high performing schools. 

6. There is no significant association between leadership behavior of principals 

and school organizational climate of low performing schools. 
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7. There is no significant association between leadership behavior of principals 

and school organizational climate irrespective of school performance 

8. There is no significant association between emotional intelligence of 

principals and school organizational climate of high performing schools. 

9. There is no significant association between emotional intelligence of 

principals and school organizational climate of low performing schools. 

10. There is no significant association between emotional intelligence of 

principals and school organizational climate irrespective of school 

performance 

11. There is no significant difference in the mean leadership behavior scores of 

principals of different age groups in the high performing schools. 

12. There is no significant difference in the mean leadership behavior scores of 

principals of different age groups in the low performing schools. 

13. There is no significant difference in the mean leadership behavior scores of 

male and female principals of high performing schools. 

14. There is no significant difference in the mean leadership behavior scores of 

male and female principals of low performing schools. 
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15. There is no significant difference in the mean leadership behavior scores of 

principals having varied length of administrative experience in high 

performing schools. 

16. There is no significant difference in the mean leadership behavior scores of 

principals having varied length of administrative experience in low 

performing schools. 

17. There is no significant difference in the mean leadership behavior scores of 

principals of high performing and low performing schools. 

18. There is no significant difference in the mean leadership behavior scores of 

principals in schools with different types of school organizational climate. 

19. There is no significant difference in the mean emotional intelligence scores of 

principals of high performing and low performing schools. 

20. There is no significant difference in the mean emotional intelligence scores of 

principals in schools with different types of school organizational climate. 

21. There is no significant difference in the mean job satisfaction scores of 

teachers with reference to leadership behavior of principals. 

22. There is no significant difference in the mean job satisfaction scores of 

teachers with reference to emotional intelligence of principals. 
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23. There is no significant difference in the mean job satisfaction scores of 

teachers in schools with different types of school organizational climate. 

24. There is no significant difference in the mean job satisfaction scores of 

teachers of high performing and low performing schools. 

25. There is no significant difference in the mean job satisfaction scores of non-

teaching staff with reference to leadership behavior of principals. 

26. There is no significant difference in the mean job satisfaction scores of non-

teaching staff with reference to emotional intelligence of principals. 

27. There is no significant difference in the mean job satisfaction scores of non-

teaching staff in schools with different types of school organizational climate. 

28. There is no significant difference in the mean job satisfaction scores of non-

teaching staff of high performing and low performing schools. 

Operationalization of Terms/Variables 

1. School Performance:  School performance in the present study refers to the 

combined academic performance of a school for five years at the public 

examination from the academic years 1999 - 2000 to 2003 - 2004 conducted 

in the months of March-April by the Goa Board of Secondary and Higher 

Secondary Education (GBS&HSE). The combined academic performance is 

expressed in terms of Combined Grade Point Average (CGPA). Schools 
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obtaining CGPA of 2.50 and above are categorized as high performing 

schools and below 2.50 are categorized as low performing school. 

2. Head of the School:  According to the Goa School Education Rules 1986, head 

of the school means the principal academic officer, by whatever name called, 

of a recognized school. Thus, in the present study, the terms; head of the 

school and principal are used synonymously. The designations as headmaster 

and headmistress too mean head of the school. However, the parish priests 

officiating as principals, in parochial schools, managed by the Archdiocese of 

Goa, serve only as administrator/manager of the school and therefore cannot 

be considered as the head of the school as per the definition of head of school 

stipulated by the Goa School Education Rules 1986. 

3. Leadership Behavior:  It refers to the behavior exhibited by the school 

principal as a leader of the group in creating an inspiring and stimulating 

atmosphere for the staff. In the present investigation, the leadership behavior 

of the school principal was studied/assessed by determining the teachers' 

perceptions on the leadership behavior of their own school principal. 

Leadership behavior of the principals in the present study was measured using 

the Leadership Behavior Description Questionnaire (LBDQ) Form XII by 

Ralph Stogdill. The different dimensions of the LBDQ on which teachers 

expressed their perception were: representation, demand reconciliation, 

tolerance of uncertainty, persuasiveness, initiating structure, tolerance of 

freedom, consideration, role assumption, production emphasis, predictive 

accuracy, integration and superior orientation. The composite score (sum of 
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all the 12 averaged scores) obtained was termed as the leadership behavior 

score for the principal. On the basis of the composite score the principal was 

assigned under the appropriate category of leadership behavior viz: more 

effective leaders, moderately effective leaders and less effective leaders. 

4. Organizational Climate: Organizational climate refers to the pattern of social 

interaction that takes place within the school. The main units are the principal 

(leader) and the teachers (group). Organizational climate of schools in the 

present study was determined using the School Organizational Climate 

Description Questionnaire (SOCDQ) by M. L. Sharma. The different 

dimensions of SOCDQ on which teachers expressed their perception were: 

disengagement, hindrance, esprit, intimacy, aloofness, production emphasis, 

thrust and consideration. The schools were assigned the appropriate school 

organizational climate type viz: open, autonomous, familiar, controlled and 

closed by matching the schools climate profile with the six prototypic profiles 

as prepared by the author of the SOCDQ. 

5. Emotional Intelligence: Refers to the capacity of the heads of schools in 

recognizing their own feelings and those of others, for motivating themselves 

and for managing emotions well in themselves and in their relationship with 

the teachers and non-teaching staff at the schools. Emotional intelligence of 

the principals was measured by using the Emotional Intelligence Scale (EIS) 

by Hyde et.al . The dimension of EIS on which the principals expressed their 

perception were: self awareness, empathy, self motivation, emotional stability, 
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managing relations, integrity, self development, value orientation, 

commitment and altruistic behavior. The composite score (summated score of 

the ten dimensions) obtained was referred to as the emotional intelligence 

score for the principal. On the basis of the composite score the principal was 

assigned under the appropriate category of emotional intelligence viz: high 

level of emotional intelligence, moderate level of emotional intelligence and 

low level of emotional intelligence. 

6. Job Satisfaction: Job satisfaction refers to the cognitive, affective and 

evaluative reactions of the teaching and non-teaching staff towards their jobs 

under the leadership of the school principal. In the present research study, job 

satisfaction of the teaching and non-teaching staff was studied in relation to 

three specific aspects of job satisfaction viz. satisfaction with institutional 

plans and policies, satisfaction with authority including school management 

and satisfaction with service conditions. Separate job satisfaction scales were 

prepared for the teaching and non-teaching staff by the investigator. 

7. Contextual Variables: 

(A) Location (Rural and Urban schools) 

Schools located/situated in rural areas are known as Rural schools, while those 

located/situated in urban areas are Urban schools. This classification is as per 

the 2001 census report and specification of the same by the Directorate of 

Education, Government of Goa. 
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(B) Management  (Government schools and Government aided schools) 

Schools which are established by the Government of Goa and managed by the 

Directorate of Education, Government of Goa are designated as Government 

schools. Those schools established and managed by missionaries 

/trusts/charitable organizations/voluntary agencies/non governmental agencies 

but aided by the Government of Goa, are designated as Government aided 

schools. 

Scope and Limitations of the Study 

The present research study serves as an impetus for intensive and 

extensive research in the area of educational administration. However, the 

research study was delimited to appraising the leadership behavior of the 

principals of high performing and low performing secondary schools in relation to 

certain relevant variables. The following were the limitations of the study: 

1. The study was restricted to the secondary (high) schools in Goa. 

2. Only the government schools and those aided by the government were 

considered in the investigation. 

3. Schools were categorized as high performing schools and low performing 

schools based on the pass percentage of students in the annual Board 

examinations as stated by the researcher. 
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4. The research study was restricted to the principals, teaching and non-teaching 

staff of schools selected under the sample for the study. 

5. A total number of 145 schools were sampled. However, poor response rate 

compelled the researcher to eliminate some schools. Thus, the final sample 

comprised of only 110 schools. 

6. Only those schools were considered a part of the sample in which the head of 

school was serving as its head for not less than two years six months. So also, 

the teaching and non-teaching staff had to be serving for a minimum period of 

atleast two years six months under the principal-ship of the same incumbent. 

7. The research study was concerned with determining the relationship between 

leadership behavior of the principals, emotional intelligence of the principals, 

job satisfaction of the teaching and non-teaching staff and the school 

organizational climate in the high performing and low performing schools. 

8. The findings of the study thus can be generalized to only the government and 

government aided schools in the State of Goa. 

Methodology 

The present study was concerned with appraising the leadership behavior 

of principals, their emotional intelligence, job satisfaction of teaching and non-

teaching staff and organizational climate of high performing and low performing 

schools. The study also aimed at determining the difference/relationship between 
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the different variables in the study, drawing comparison in the variable 

relationships between similar variables in the high performing and low 

performing schools and presenting a detailed and comprehensive report. Thus, the 

Descriptive Comparative Survey Apiffoach was adopted in the investigation. 

Population and Sample 

Population 

All the 358 secondary schools (73 Government, 276 Government aided 

schools and nine Private schools) along with the principals could be constituted as 

the population for the present study during the academic year 2004-2005. 

Target Population 

The target population comprised of 349 (73 Government and 276 

Government aided) secondary schools affiliated to the Goa Board of Secondary 

and Higher Secondary Education (GBSHSE) in the State of Goa along with the 

school principals during the academic year 2004-2005. 

Schools were categorized as high performing schools and low performing 

schools considering their academic performance yearwise for last five years i.e. 

from the academic year 1999-2000 to 2003-2004. The combined grade point 

average (CGPA) was obtained based on the grades allotted for the academic 

performance of the schools yearwise. Schools with CGPA above the cut-off point 

i.e. 2.50 were termed as the high performing schools and the schools below the 
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cut-off point were termed as low performing schools. The procedure for 

categorization of schools as high performing and low performing is explained in 

section 3.2.2 on page no.113. 

Accessible Population 

One hundred and eighty schools were randomly selected (90 each in the 

high performing and low performing schools category) from the 349 schools. 

Subsequently, the criterion that for a school to be listed in the frame of accessible 

population of schools, the school principal must be serving in the currently 

employed school as its principal for not less than two years and six months was 

employed. Initially the schools were randomly selected and later on the final 

sample was drawn from among the randomly selected sample based on the same 

criterion. 

Thus, 70 schools from the high performing schools category and 75 

schools from the low performing schools category were retained and so formed 

the accessible population for the study. 

Subjects 

A. Secondary School Principals 

The principals were selected on the basis that he/she should be serving in 

the currently employed school as its principal for not less than two years 

and six months. Initially 145 principals were selected as respondents. 
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B. Teachers 

The teachers had to fulfill the criteria of serving for a minimum period of 

at least two years six months under the principal-ship of the same 

incumbent. From the sample frame for each school, eight to ten teachers 

were randomly selected. 

C. Non — Teaching Staff 

The non-teaching staff had to fulfill the criteria of serving for a minimum 

period of at least two years six months under the principal-ship of the 

same incumbent. From the sample frame for each school, two to three 

non-teaching staff members were randomly selected. 

The final sample comprised of altogether 57 high performing schools and 

53 low performing schools together constituting 110 schools. The 110 schools 

represented all the 11 talukas of Goa. Altogether 110 principals, 768 teachers and 

179 non-teaching staff members were the respondents in the present study. 

Data Gathering Tools and Techniques 

The following data collection tools and techniques were used in the study: 

1. Leadership Behavior Description Questionnaire (LBDQ) Form XII by Ralph 

Stogdill 

2. School Organizational Climate Description Questionnaire (SOCDQ) 

by Dr. M. L. Sharma 
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3. Emotional Intelligence Scale (EIS) by Hyde et.al . 

4. Job Satisfaction Scale (for teachers) 

5. Job Satisfaction Scale (for non-teaching staff) 

6. Background Information Form (for school principals) 

Data Collection Process 

Data was collected in four phases as follows: 

Phase I:  Information was collected from the GBS&HSE regarding the annual 

performance of all the secondary schools in Goa at the Std. X public examination 

for five years i.e. from 1999 - 2000 to 2003 - 2004. 

Phase II:  Schools from Canacona, Sanguem, Quepem and Salcete talukas were 

covered. The different data gathering tools were administered on the appropriate 

category of respondents. 

Phase III:  Schools from Ponda, Pernem, Sattari and Bicholim talukas were 

covered and the different data gathering tools were administered on the 

appropriate category of respondents. 

Phase IV:  During this phase schools from Mormugao, Tiswadi and Bardez 

talukas were visited by the researcher and the different data gathering tools were 

administered on the appropriate category of respondents. 
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Data Analysis Techniques 

To test the hypotheses formulated and to find out various statistical 

indices, data were analyzed using the following statistical techniques. 

1. The descriptive statistics viz: mean; standard deviation and quartile deviation 

were used to describe the status of different variables in the study. 

2. t-test: was used for finding out significance of difference between means 

wherever the data was parametric and in interval scale and there were two 

groups for comparison in each instance. The t-test was applied to test 

hypotheses nos.13, 14, 19, 24, 28 and (objective no. 10a). 

3. ANOVA: was used to study the variations where there were more than two 

groups for comparison in each instance. ANOVA was applied to test 

hypotheses nos. 11, 12, 15, 16, 20, 26 and (objective nos. 10b, 12a, 12b, 12c, 

13a, 13c). 

4. Product Moment Method of Correlation: was used for finding out 

relationship between different variables in the study. As the data for 

hypotheses nos. 2, 3 and 4. was parametric and in interval scale, the product 

moment method of correlation was applied to determine the extent to which 

two variables are related to each other. 

5. Chi-Square test: was used for finding out significance of difference between 

the observed and expected frequencies. As the data for hypotheses nos. 1, 5, 6, 
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7, 8, 9 and 10 was in categories, the Chi-Square test was applied to test the 

significance of difference. 

6. Contingency Coefficient: The contingency coefficient was computed to test 

hypotheses nos. 5, 6, 7, 8, 9 and 10 to determine the extent of association as 

the data were in categories or categorized for the purpose of analysis. 

7. Tukey's HSD (Honestly Significant Difference): It was used for finding 

difference between means of paired groups. The Tukey's HSD was applied for 

objective nos. 10b, 12a, 12b, 12c, 13a and 13c. 

5.2 FINDINGS 

Main Findings 

1. The government schools comprised of five high performing schools (around 

seven percent) and 68 low performing schools (around 93 %). On the other 

hand, the government aided schools comprised of altogether 156 high 

performing schools (around 56 %) and 120 low performing schools (around 

44 %). Thus, the high performing schools category consisted of 161 schools 

comprising five government schools (constituting three percent) and 156 

government aided schools (constituting 97 %).The low performing schools 

category consisted of 68 government schools (constituting 36 %) and 120 

government aided schools (constituting 64 %). 
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2. In the high performing schools category, out of 57 principals, 25 (around 44 

%) principals were more effective leaders, 29 (around 51 %) were moderately 

effective leaders and three (around 5 %) were less effective leaders. 

3. In the low performing schools category, out of 53 principals, three (around 6 

%) were more effective leaders, 25 (around 47 %) were moderately effective 

leaders and the remaining 25 (around 47 %) were less effective leaders. 

4. Considering the entire sample of 110 schools, it was found that the more 

effective leaders category comprised of 25 principals from the high 

performing schools and three principals from the low performing schools. 

Further the moderately effective leaders category comprised of 29 principals 

from the high performing schools and 25 principals from the low performing 

schools while the less effective leaders category consisted of three principals 

from the high performing schools and 25 principals from the low performing 

schools. The data for the high performing and low performing schools show 

highly skewed distribution that are distinctly opposite to each other. Majority 

of principals from the high performing schools were found to be more 

effective leaders, while majority of principals from the low performing 

schools were found to be less effective leaders. 

5. In the high performing schools category, 6 (10.52%) schools possessed the 

open climate, 22 (38.59%) schools possessed the autonomous climate, 4 

(7.01%) possessed the familiar climate, 9 (15.78%) schools possessed the 
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controlled climate, 5 (8.77%) possessed the paternal climate and 11 (19.29%) 

possessed the closed climate. 

6. In the low performing schools category, 3 (5.7%) schools possessed the open 

climate, 8 (15.1%) schools possessed the autonomous climate, 2 (3.8%) 

schools possessed the familiar climate, 6 (11.32%) possessed the controlled 

climate, 9 (17%) possessed the paternal climate and 25 (47%) possessed the 

closed climate. 

7. The high performing schools and low performing schools showed 

commonness with regard to the familiar climate which comprises the least 

number of schools. 

8. Considering the overall sample, it was found that 36 schools possessed the 

closed climate, 30 schools possessed the autonomous climate, 15 schools 

possessed the controlled climate, 14 schools possessed the paternal climate, 9 

schools possessed the open climate and 6 schools possessed the familiar 

climate. Further, it was found that in the school climates leaning towards 

openness, there were altogether 45 (40.9%) schools comprising 32 high 

performing schools and 13 low performing schools vis-à-vis the school 

climates leaning towards closedness in which there were altogether 65 

(59.1%) schools comprising 25 high performing schools and 40 low 

performing schools. 
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9. High performing and low performing schools differed significantly (P > 0.01) 

with reference to their organizational climate. 

10. In the high performing schools, significant and positive correlation (r = 0.36) 

was found between LBDQ total scores and EIS scores. Further, ten out of 12 

dimensions of LBDQ viz: representation, tolerance of uncertainty, 

persuasiveness, initiating structure, tolerance of freedom, role assumption, 

consideration, production emphasis, integration, superior orientation are 

significantly and positively correlated with emotional intelligence. 

11. In case of low performing schools, no significant and positive correlation was 

found between LBDQ total scores and EIS scores. Further, three out of the 12 

dimensions of LBDQ viz: representation, initiating structure, production 

emphasis are significantly and positively correlated with emotional 

intelligence. 

12. Considering the overall sample, significant and positive correlation (r = 0.33) 

was found between LBDQ total scores and EIS scores. Moreover, all the 

twelve dimensions of LBDQ are significantly and positively correlated with 

emotional intelligence. 

13.No significant association was found existing between the leadership behavior 

of principals and the organizational climate in the high performing schools. 
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14. Significant association was found existing between the leadership behavior of 

principals and the organizational climate (P > 0.01) in the low performing 

schools. 

15. Considering the whole sample, C = 0.95 indicates that there exists a 

significant and strong association between the leadership behavior of 

principals and the school organizational climate. 

16.No significant association was found existing between emotional intelligence 

of principals and organizational climate in the high performing schools. 

17.No significant association was found existing between emotional intelligence 

of principals and organizational climate in the low performing schools. 

18. Considering the whole sample of 110 schools, no significant association 

existed between emotional intelligence of principals and the school 

organizational climate. 

19.No significant difference was found in the leadership behavior of principals of 

different age groups in the high performing schools. 

20. No significant difference was found in the leadership behavior of principals of 

different age groups in the low performing schools. 

21. No significant difference was found in the leadership behavior of male and 

female principals in the high performing schools. 
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22. No significant difference was found in the leadership behavior of male and 

female principals in the low performing schools. 

23. There was no significant difference in the leadership behavior of principals 

having varied length of administrative experience in the high performing 

schools. 

24. There was no significant difference in the leadership behavior of principals 

having varied length of administrative experience in the low performing 

schools. 

25. Principals of high performing and low performing schools differed 

significantly (P > 0.01) with reference to their leadership behavior. Further, 

performance of the principals from the high performing schools were better 

than their counter parts from the low performing schools on eleven 

dimensions of LBDQ viz: representation, demand reconciliation, tolerance of 

uncertainty, persuasiveness, initiating structure, tolerance of freedom, role 

assumption, consideration, predictive accuracy, integration and superior 

orientation. Principals from high performing schools were high on production 

emphasis in comparison to their counter parts from the low performing 

schools 

26. Significant difference was found existing (P > 0.01) in the leadership behavior 

of principals of schools with different types of organizational climate. Further, 

considering the six organizational climates, variation was found in the 
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leadership behavior of principals with reference to: (i) autonomous and 

paternal climate; (ii) familiar and paternal climate; (iii) familiar and closed 

climate; (iv) controlled and paternal climate; and, (v) controlled and closed 

climate. 

27. Principals of high performing and low performing schools differed 

significantly (P > 0.05) with reference to their emotional intelligence. 

28. No significant variation was found in the emotional intelligence of principals 

of schools with different types of organizational climate. 

29. Significant difference was found existing (P > 0.01) in the job satisfaction of 

teachers with reference to different pattern of leadership behavior of 

principals. Further, variation in the job satisfaction of teachers was found 

between schools having: (i) more effective leaders and moderately effective 

leaders; (ii) more effective leaders and less effective leaders; and, (iii) 

moderately effective leaders and less effective leaders. 

30. Significant difference was found to exist (P > 0.05) in the job satisfaction of 

teachers with reference to the emotional intelligence of principals. Variation 

in job satisfaction of teachers was found in schools having principals with 

high level of emotional intelligence and low level of emotional intelligence. 

31. Significant variation was found (P > 0.01) in the job satisfaction of teachers 

in schools with different types of organizational climate. Further, considering 
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the six organizational climates, variation was found in the job satisfaction of 

teachers with reference to: (i) open and autonomous climate; (ii) open and 

familiar climate; (iii) open and controlled climate; (iv) open and closed 

climate; (v) autonomous and paternal climate; (vi) autonomous and closed 

climate; (vii) familiar and paternal climate; (viii) familiar and closed climate; 

(ix) controlled and paternal climate; and (x) controlled and closed climate. 

32. Significant difference (P > 0.01) was found existing in the job satisfaction of 

teachers of high performing and low performing schools. 

33. A significant difference was found existing (P > 0.01) in the job satisfaction 

of non-teaching staff with reference to leadership behavior of principals. 

Further, variation in the job satisfaction of non-teaching staff was found 

between schools having: (i) more effective leaders and moderately effective 

leaders; (ii) more effective leaders and less effective leaders; and, (iii) 

moderately effective leaders and less effective leaders. 

34. No significant variation was found in the job satisfaction of non-teaching staff 

with reference to the emotional intelligence of principals. 

35. Significant variation was found (P > 0.01) in the job satisfaction of non-

teaching staff in schools with different types of organizational climate. 

Further, considering the six organizational climates, significant variation was 

found in the job satisfaction of non-teaching staff with reference to: (i) open 

and paternal climate; (ii) open and closed climate; (iii) autonomous and 
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paternal climate; (iv) autonomous and closed climate; (v) familiar and 

paternal; (vi) familiar and closed; and, (vii) controlled and closed climate. 

36. Significant difference (P > 0.01) was found existing in the job satisfaction of 

non-teaching staff of high performing and low performing schools. 

37. All the fifteen principals belonging to the more effective leaders category 

were from the high performing schools whereas, all the fifteen principals 

belonging to the less effective leaders category were from the low performing 

schools. 

38. Out of the fifteen principals (whose profiles were prepared) in the high 

performing schools category, seven possessed high level of emotional 

intelligence, six possessed moderate level of emotional intelligence while two 

possessed low level of emotional intelligence whereas, in the case of the low 

performing schools, two possessed high level of emotional intelligence, four 

possessed moderate level of emotional intelligence and nine possessed low 

level of emotional intelligence. 

39. Out of the fifteen high performing schools, six schools possessed the 

autonomous climate, two schools possessed the familiar climate while one 

school possessed the open climate and thus leaned towards openness while, 

three schools possessed the controlled climate, two schools possessed the 

paternal climate and one school possessed the closed climate and thus leaned 

towards closedness. 
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40. Out of the fifteen schools in the low performing schools category, only one 

school was found possessing the autonomous climate and leaning towards 

openness whereas, nine schools possessed the closed climate, five schools 

possessed the paternal climate and leaned towards closedness. 

41. There was no gender disparity among principals with reference to school 

performance. 

Allied Findings 

1. Out of the 349 schools affiliated to the Goa Board of Secondary and Higher 

Secondary Education (GBSHSE), 161 (around 46 %) schools were found to 

be high performing schools while 188 (around 54 %) schools were found to be 

low performing schools. 

2. Out of the 15 government schools in the present sample of 110 schools, only 

one (around seven percent) school was high performing while the remaining 

14 (around 93 %) schools were low performing schools. 

3. Out of the 95 government aided schools in the present sample of 110 schools, 

56 (58.94 %) schools were high performing while the remaining 39 (41.05 %) 

schools were low performing schools. 

4. Considering the distribution of schools based on locality, it was found that out 

of the 110 schools in the sample, 80 (around 73 %) schools were from rural 
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areas while 30 (around 27 %) schools were from urban areas. Out of the 80 

rural schools, 38 (47.5 %) schools were high performing schools and 42 (52.5 

%) schools were low performing schools. Whereas, out of the 30 urban 

schools, 19 (63.33 %) schools were high-performing schools and 11 (36.66 %) 

schools were low performing schools. 

5.3 	Conclusions 

Based on the findings obtained for each of the fourteen objectives the 

following conclusions were drawn: 

1. Density of schools in the rural areas was more than the urban areas 

irrespective of their performance. The number of low performing schools 

outnumbered the high performing schools. 

2. Density of schools in the North Goa district was more than the South Goa 

district. Density of high performing schools in the South Goa district was 

more than the North Goa district. Density of low performing schools in the 

North Goa district was more than the South Goa district. 

3. As the high performing schools showed majority of principals in the more 

effective leaders category and the low performing schools showed majority of 

principals in the less effective leaders category, it was deduced that a close 

relationship exists between leadership behavior and school performance. 
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4. The overall trend of the schools organizational climate appeared not 

satisfactory as large number of schools ranged within the domain of 

closedness while a comparatively lesser number of schools ranged within the 

domain of openness. Schools may boast of possessing favorable 

organizational climate, but empirical evidences suggested otherwise. It was 

thus concluded that irrespective of school performance, the organizational 

climate of schools was far from satisfactory. 

5. High and low performing schools differed with respect to their organizational 

climate. The research evidence provided an empirical strength based on which 

it was concluded that an intricate relationship exists between school 

performance and organizational climate. 

6. Emotional intelligence and leadership behavior are closely related in the sense 

that higher emotional intelligence was related to effective leadership behavior 

and lower emotional intelligence related to less effective leadership behavior. 

In other words leadership efficiency of school principals is dependent on their 

emotional intelligence level. 

7. Presence of strong association between leadership behavior of principals and 

school organizational climate indicates that they are closely related in the 

sense that better organizational climate was related to effective leadership 

behavior while poor organizational climate was related to less effective 

leadership behavior. It can thus be concluded that school organizational 

climate is determined by the quality of leadership behavior of the principals. 
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8. Emotional intelligence and organizational climate are not associated with each 

other. Thus, it was concluded that emotional intelligence does not effect 

organizational climate, but, emotional intelligences influences the leadership 

behavior which in turn determines the school organizational climate. 

9. Age does not have any bearing on the leadership behavior of principals neither 

in the high performing schools nor the low performing schools. The general 

notion/opinion/feeling of people that a principal older in age is a good 

principal/effective principal stands nullified. It was thus concluded that, 

leadership behavior is not age dependent. 

10. Leadership behavior of principals in the high performing schools and the low 

performing schools were not gender dependent. Thus, it was inferred that 

leadership behavior emerges from within the person irrespective of gender. 

11. Length of administrative experience has no bearing on the leadership behavior 

of principals in neither the high nor the low performing schools. Thus, it was 

concluded that, though possession of administrative experience is an 

advantage, but mere possession of it does not determine the effective 

leadership behavior on the part of principals. 

12. Principals from high performing schools were better leaders than principals 

from the low performing schools. This research evidence exposed that 

leadership behavior varied in high performing and low performing schools. 
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Therefore, the need for training principals especially from low performing 

schools to become effective leaders/administrators gathers momentum. 

13. Leadership behavior of the principals varied in schools possessing different 

types of organizational climate. More so, leadership behavior of principals 

was better in the schools possessing autonomous, familiar and controlled 

climate as against schools possessing paternal and closed climate. So an 

intricate relationship exists between the leadership behavior of the principals 

and the school organizational climate. 

14. Principals from high performing schools possessed better emotional 

intelligence than principals from low performing schools. This indicates that 

principals from high performing schools were more emotionally stable as 

administrators in comparison to principals from low performing schools. 

15. Emotional intelligence of principals did not significantly vary in schools 

possessing different types of organizational climate. 

16. Job satisfaction of teachers significantly differed with reference to the 

leadership behavior patterns of the principals. This means that, job satisfaction 

of teachers was dependent or determined by the quality of leadership provided 

by the principal. 

17. Job satisfaction of teachers significantly differed with reference to the 

emotional intelligence of principals. Teachers were satisfied working under 
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principals who possessed high level of emotional intelligence. This means that 

teachers fail to derive job satisfaction working under principals having 

moderate/low level of emotional intelligence. Thus, teachers tend to show 

more satisfaction with their jobs in those schools where principals were 

emotionally stable. 

18. Job satisfaction of teachers varied in schools with different types of 

organizational climate. 

19. Teachers in the high performing schools were more job satisfied than teachers 

in the low performing schools. Thus, it was concluded that high performing 

schools contribute to better job satisfaction of teachers and vice-versa. 

20. Job satisfaction of the non-teaching staff significantly differed with regard to 

the leadership behavior patterns of the principals. It means that job satisfaction 

of the non-teaching staff was determined by the quality of leadership behavior 

provided by the principal. 

21. Job satisfaction of the non-teaching staff significantly varied in schools with 

different types of organizational climate, which means that the type of school 

organizational climate creates the corresponding work environment. The non-

teaching staff was more satisfied with their jobs in schools having open, 

autonomous and familiar school climate and their counterparts were less 

satisfied in the schools that possessed controlled, paternal and closed climates. 
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22. Job satisfaction of the non-teaching staff significantly differed in the high 

performing and low performing schools. Non-teaching staff in the high 

performing schools possessed more job satisfaction than non-teaching staff in 

the lbw performing schools. Thus, it was inferred that high performing  

schools contribute to the job satisfaction of the staff and vice-versa. 

23. Majority of the principals from the high performing schools were more 

effective leaders possessing high/moderate level of emotional intelligence. 

Also, majority of the schools possessed school climate ranging within the 

domain of openness. This indicates that high performing schools success is the 

sine qua non of effective leadership from emotionally stable principals and 

better organizational climate. 

24. Majority of the principals from the low performing schools were less effective 

leaders possessing low level of emotional intelligence. Moreover, majority of 

the schools ranged within the domain of closedness. Thus, it was concluded 

that in the low performing schools, the leadership behavior, emotional 

intelligence of the principals and organizational climate of schools was not 

favorable and conducive for academic performance. 

5.4 	Recommendations 

Based on the findings and conclusions of the present study, the researcher 

makes the following recommendations which may be relevant for the schools and 

the agencies that monitor and control school education in Goa. 
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1. The Directorate of Education is required to immediately focus attention on the 

school performance of government and government aided schools. The 

cumulative scenario of schools performance is pathetic. Evidence shows a 

large number of schools as low performing. The Directorate of Education 

must evolve a scheme containing various elements (both academic and non-

academic) on which regular appraisal is sought from schools. An intensive 

examination to elicit reasons for low performance of schools must be initiated 

by the Directorate of Education. As 'education with quality' is Goa's slogan, a 

comprehensive cum continuos supervision and inspection schedule needs to 

be built and implemented by the Directorate of Education to streamline and 

guide the functioning of schools. 

2. Stark differences between the high performing and low performing schools in 

relation to leadership behavior of principals, emotional intelligence of 

principals, organizational climate and the job satisfaction of teaching and non-

teaching staff sound a warming whistle. Lack of effective leaders, emotionally 

unstable principals, poor organizational climate, dissatisfied teachers and non-

teaching staff may further deteriorate quality of education in the low 

performing schools. Hence, concerted efforts in close collaboration by the 

Directorate of Education, respective schools managements and appropriate 

agencies should be initiated to bring all schools to develop in a healthy 

manner. 

3. Leadership behavior of principals in schools calls for urgent attention. With a 

large number of principals from the low performing schools being less 
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effective leaders, school education appears to be heading towards a 

catastrophe. Even though the leadership of principals in high performing 

schools is significantly better vis-à-vis the low performing schools, yet it must 

be made mandatory that all school principals undergo an extensive but also 

intensive in-service training programme to enhance their leadership skills, 

relationship building skills, human resource management skills, institution 

building skills etc. 

4. Appropriate attention must be given to the school organizational climate as 

large number of schools possessed unsatisfactory school climate (irrespective 

of school performance). Hence, respective school management must strive to 

create a congenial and serene school climate. Institutions should help to create 

and maintain a culture of closeness, warmth, togetherness etc. The school 

principals must encourage teachers to participate as stake holders in the 

functioning of the schools. Schools must be drawn towards defining or 

redefining the school mission so that positive outcomes in organizational 

climate may be felt. Ideally, most schools should possess an open climate or at 

the least a school climate within the range of openness. 

5. The school managements ought to acknowledge the services rendered by the 

staff members in schools. They need to realize the importance of job 

satisfaction of the staff. Especially in the low performing schools, neither the 

teaching nor the non-teaching staff was satisfied with their jobs. Therefore, 

managements of all schools and particularly low performing schools need to 

examine their school policies and practices. The heads of schools and schools 
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managements must be trained in modem techniques and skills for nurturing 

and managing the human resource. Schools need to shed off their status of so 

called citadels, dismantle the bastions of autocratic reign and usher in new 

ideas, changes. In other words becoming more receptive than becoming more 

closeted. Schools _ must endeavor to provide a congenial environment that 

minimizes constraints and provides scope for continuous improvement and 

professional growth. 

6. Direct relationship between emotional intelligence and leadership behavior 

signifies that effective leadership stems from emotional stability and vice 

versa. Principals especially from the low performing schools need exposure 

and training on building their emotional competencies and becoming 

emotionally stable. This would contribute to the principals gradually 

becoming better leaders besides contributing to the organizational climate and 

job satisfaction of the teaching and non-teaching staff. 

7. Schools essentially should introduce the grievance redressal system wherein 

grievances of staff members can be heard and suitably addressed. This gains 

significance as lack of appropriate mechanisms for understanding staff 

needs/requirements hampers success of schools. 

8. The Directorate of Education and other competent agencies in Goa should 

suitably modify the recruitment rules for the post of head of school. Research 

evidence suggests that attributes of principals such as gender, age nor long 

years of experience make an effective leader. Hence, promotion of a senior 
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teacher to the post of head of school based on seniority alone lacks 

justification. Therefore, besides the minimum requirements for the post, 

thorough assessment of administrative and managerial capabilities along with 

other appropriate competencies must be conducted. 

9. The Directorate of Education should make it mandatory for all school 

managements to inform the staff already in service and new entrants about 

their service conditions, promotions, leave and other entitlements. It must 

inspect schools to check for the infrastructure available in the schools. 

Additional grants or loans may be granted to schools to ensure a decent basic 

infrastructure. 

10. The officers attached to the different wings of the Directorate of Education 

must be conscientized and sensitized about the pathetic condition of 

educational administration in Goa based on research findings that emerged 

from the study. 

11.A performance appraisal system especially for school principals must be 

developed to receive comments on the principals functioning from the 

teachers, students, parents/guardians and the school management. 

12. The Goa Headmasters Association (GHA) must endeavor to train and appraise 

the school principals on a regular basis about emerging ideas in the area of 

school administration and management of human resources. 
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5.5 	Suggestions for Further Research 

1. The same study may be replicated taking a further larger sample. 

2. The same .study may be conducted for the primary stage/higher secondary 

stage of education. 

3. An intensive investigation on principals leadership behavior and factors 

influencing it may be studied. 

4. The effect of principals leadership behavior, emotional intelligence, school 

organizational climate and teachers job satisfaction on school performance 

may be studied 

5. An investigation to find the effect of emotional intelligence on leadership of 

principals may be undertaken. 
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APPENDIX A 

LEADERSHIP BEHAVIOR DESCRIPTION QUESTIONNAIRE 
(LBDQ) FORM XII 

Directions: 

There are 100 statements/items in this section. Each statement/item is followed by 

five alternatives for response viz: Always (A)., Often (B)., Occasionally (C)., 

Seldom (D) and Never (E). You are requested to kindly read each statement 

carefully and encircle the response you favor for each statement/item. Note that 

the terms head of school and principal are used synonymously. 

1. Principal acts as spokesperson of the group A B C D E 

2. Principal waits patiently for the results of a decision A B CD E 

3. Principal makes spirited talks to stimulate the group A B C DE 

4. Head of the school lets group members know what is 
expected of them 

A B CD E 

5. Head of the school allows the teachers complete 
freedom in their work 

A B C D E 

6. Principal is hesitant about taking initiative 
in the group 

A B C D E 

7. Head of the school is friendly and approachable A B C D E 

8. Head of the school encourages overtime work A B C D E 

9. Head of the institution makes accurate decisions A B C D E 

10. The head of the school gets along well with the 
people above him 

A B C D E 

11. Head of the school publicizes the activities 
of the group 

A B C D E 

12. The principal becomes anxious when 
he/she cannot find out what is coming next 

A B C D E 

13. The principal's arguments are convincing A B C D E 
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14. Principal encourages the use of uniform procedure A B C D E 

15. Principal permits the teachers to use their own 
judgment in solving problems 

A B C D E 

16. The principal fails to take necessary action 
whenever situation arises 

A B C D E 

17. The head of school does little things to make it 
pleasant to be a member of the group 

A B C D E 

18. The principal stresses of being ahead of competing 
groups 

A B C D E 

19. The principal keeps the group working together as 
a team 

A B C D E 

20. The principal keeps the ground in good standing 
with higher authority 

A B C D E 

21. The principal speaks as the representative 
of the group 

A B C D E 

22. The head of school accepts defeat in stride A B C D E 

23. The principal argues persuasively from his 
point of view 

A B C D E 

24. The principal tries out his/her ideas with the group A B C D E 

25. The principal encourages initiative in the 
group members 

A B C D E 

26. The principal lets other persons take away 
his/her leadership in the group 

A B C D E 

27. The principal puts suggestions made by the group 
into operation 

A B C D E 

28. Principal encourages the teachers for greater effort A B C D E 

29. The principals seems able to predict what is 
coming next 

A B C D E 

30. The principal works hard for his/her promotion A B C D E 

31. The principal speaks for the teachers when visitors A B C D E 
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A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C DE 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

A B C D E 

are present 

32. The head of school accepts delays without 
becoming upset 

33. The principal is a very persuasive talker 

34. The principal makes his/her attitudes clear to 
the teachers 

35. The principal lets the teachers do their work the 
way they think best 

36. The principal lets some members take advantage 
of him/her 

37. The principal treats all teachers as his equals 

38. The principal keeps the work moving at a rapid pace 

39. The principal settles the conflicts when they occur 
between teachers 

40. The principal's superiors act favorably on most of 
his/her suggestions 

41. The principal represents the teachers at outside 
meetings 

42. The principal becomes anxious when waiting for 
new developments 

43. The head of the school is very skilful in an 
argument 

44. The principal decides what shall be done and 
when it shall be done 

45. Principal assigns the task, then the teachers 
handle it 

46. The principal is the leader of the group in 
name only 

47. The head of school gives advance notice 
of changes 

48. The principal pushes for increased production 
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49. Things usually turn out as the principal 
had predicted 

ABCDE 

50. The principal enjoys the privileges of 
his/her position 

ABCDE 

51. The principal handles complex problems efficiently A B C DE 

52. The principal is able to tolerate postponement and 
uncertainty 

ABCDE 

53. The principal is not a very convincing talker ABCDE 

54. The head of school assigns teachers 
to particular tasks 

ABCDE 

55. The principal lets the teachers loose on a job, 
and lets them go on it 

ABCDE 

56. The head of school backs down when he/she 
ought to stand firm 

ABCDE 

57. The principal keeps to himself/herself ABCDE 

58. The head of school asks teachers to work harder ABCDE 

59. The principal is accurate in predicting the trend 
of events 

ABCDE 

60. The principal gets his/her superiors to act for the 
welfare of the teachers 

ABCDE 

61. The principal gets swamped/helpless by details ABCDE 

62. The principal can wait just so long, then blows up ABCDE 

63. The principal speaks with a strong inner 
conviction 

ABCDE 

64. The principal makes sure that his/her part in 
the group is understood by the group members 

ABCDE 

65. The principal is reluctant to allow the members 
any freedom of action 

ABCDE 

66. The principal lets some members have authority 
that he/she should keep 

ABCDE 
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A B C D E 

A BCD E 

A BCD E 

A B C DE 

A B C D E 

A B C DE 

AB CD E 

A BCD E 

AB CD E 

A B CD E 

AB C D E 

A BCD E 

A BCD E 

A B CD E 

A B CD E 

A BCD E 

A B C D E 

67. The principal looks out for the personal welfare 
of the teachers 

68. The principal permits the teachers to take it 
easy in their work 

69. The principal sees to it that the work of the group 
is coordinated 

70. The principal's word carries weight with his/her 
superiors 

71. The head of school gets things all tangled up 

72. The principal remains calm when uncertain about 
coming events 

73. The head of the school is an inspiring talker 

74. The principal schedules the work to be done 

75. The principal allows the teachers a high degree 
of initiative 

76. The principal takes full charge when 
emergencies arise 

77. The principal is willing to make changes 

78. The principal drives hard when there is a job 
to be done 

79. The principal helps teachers to settle 
their differences 

80. The principal gets what he/she asks for from 
his/her superiors 

81. The principal can reduce a madhouse to system 
and order 

82. The principal is able to delay action until the 
proper time occurs 

83. The principal persuades others that his/her ideas 
are to their advantage 
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84. The principal maintains definite standards of 
performance 

A B C D E 

85. The principal trusts the teachers to exercise good 
judgment 

A B C D E 

86. The principal overcomes attempts made to 
challenge his/her leadership 

A B C D E 

87. The principal refuses to explain his/her actions A B C D E 

88. The head of the school urges the teachers to beat 
it's previous record 

A B C D E 

89. The principal anticipates problems and plans 
for them 

A B C D E 

90. The principal is working his/her way to the top A B C D E 

91. The principal gets confused when too many 
demands are made of him/her 

A B C D E 

92. The head of school worries about the outcome of 
any new procedure 

A B C D E 

93. The principal can inspire enthusiasm for a project A B C DE 

94. The principal asks that teachers follow standard 
rules and regulations 

A B C D E 

95. The principal permits the teachers to set their 
own pace 

A B C D E 

96. The principal is easily recognized as the leader 
of the group 

A B C D E 

97. The principal acts without consulting the group A B C D E 

98. The principal keeps the teachers working upto 
capacity 

A B C D E 

99. The principal maintains s closely knit group A B C D E 

100. The principal maintains cordial relations with 
superiors 

A B C D E 



APPENDIX B 

SCHOOL ORGANIZATIONAL CLIMATE DESCRIPTION 

QUESTIONNAIRE (SOCDQ) 

Directions: 

There are 64 statements/items in this section. Each statement/item is followed by 

four alternatives for response viz: Rarely Occurs (A)., Sometimes Occurs (B)., 

Often Occurs (C) and Very Frequently Occurs (D). You are requested to select 

only one response for each statement that expresses your feeling or opinion. For 

example, it you feel that a particular behavior rarely occurs, encircle A, however 

if a behavior often occurs encircle C. Note — head of school and principal are 

used synonymously in this section. 

1. The mannerisms of teachers at this school are 
annoying 

AB CD 

2. The principal sets an example by working 
hard him/herself 

A B C D 

3. The morale of the teachers is high AB CD 

4. The principal uses constructive criticism A B C D 

5. Teachers closest friends are from the staff 
members of this school 

A B CD 

6. The principal makes all class scheduling decisions AB CD 

7. The principal is well prepared when he/she 
speaks at school functions 

A BCD 

8. There is a small group of teachers who always 
oppose the majority 

A B C D 



9. Routine duties interfere with the job of teaching A B C D 

10. The principal explains his/her reasons for 
criticism to teachers 

A B C D 

11. The teachers accomplish their work with great vim 
vigor and pleasure 

A BCD 

12. Teachers invite other staff members to visit 
them at home 

A B C D 

13. The principal looks out for the personal 
welfare of teachers 

A B C D 

14. The principal schedules the work for the teachers A B C D 

15. Staff meetings are organized according 
to a tight agenda 

A B C D 

16. The principal is in the school building before 
teachers arrive 

A B C D 

17. Teachers at this school show much school spirit A B C D 

18. Teachers leave the campus during the school 
working hours 

A B C D 

19. The principal tells teachers of new ideas he/she has 
run across 

A BCD 

20. The rules set by the principal are never questioned A BCD 

21. Teachers exert group pressure on non-conforming 
staff members 

A B CD 

22. The principal is easy to understand A B C D 

23. Principal exerts pressure that every work 
must be done according to his/her will 

A B C D 

24. Counseling service is available when needed A B C D 

25. Teachers know the family background of other 
staff members 

A B C D 

26. Teachers diary/log book/daily forecast/calendar 
requires too much work 

A B C D 
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27. School secretarial service is available for 
teachers use 

ABCD 

28. The principal checks the subject matter ability 
of teachers 

ABCD 

29. The principal helps teachers to solve 
personal problems 

ABCD 

30. The principal evaluates teachers behavior strictly 
according to rules 

ABCD 

31. The principal does personal favors for teachers ABCD 

32. Teachers seek special favors from the principal ABCD 

33. Most of the teachers here accept the faults of their 
colleagues 

ABCD 

34. Teachers talk about their personal life to other staff 
members 

ABCD 

35. The principal gives suggestions to correct teachers 
mistakes 

ABCD 

36. Teachers interrupt other staff members who are 
talking in staff meetings 

ABCD 

37. The principal helps teachers finish their work ABCD 

38. School supplies are readily available for 
use in class-work 

ABCD 

39. Teachers are contacted by the principal each day ABCD 

40. Teachers have fun socializing together during 
school time 

ABCD 

41. Administrative paper work is burdensome 
at this school 

ABCD 

42. Teachers are informed of the result of a 
supervisor's visit 

ABCD 

43. The principal ensures that teachers work 
to their full capacity 

ABCD 

44. Teachers ask non-sensical questions in staff ABCD 
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meetings 

45. In staff meetings there is a feeling of A B C D 
`lets get things done' 

46. Teachers work together preparing administrative 
reports 

A B C D 

47. Staff meetings are mainly principal's reports —  ABCD 

48. Extra duty for teachers is posted 
conspicuously/well defined 

A B C D 

49. Sufficient time is given to prepare administrative 
reports 

A B C D 

50. The principal goes out of his/her way to 
help teachers 

A B C D 

51. The principal helps staff members settle their 
minor differences 

A B C D 

52. Teachers ramble/wander when they talk in 
staff meetings 

A B C D 

53. Teachers organize curricular activities 
in a group spirit : 

A B C D 

54. Teachers enjoy lunch time/break time together A B C D 

55. Teachers at this school stay by themselves A B C D 

56. The principal invites suggestions from the 
teachers in scheduling school activities 

A BCD 

57. Teachers talk about leaving this school A B C D 

58. Teachers spend time after school with students 
who have individual problems 

A B C D 

59. The principal tries to get financial benefits 
for the teachers 

A B C D 

60. There is considerable laughter when teachers 
gather informally 

A B C D 

61. Teachers socialize together in small selected groups A B CD 

62. The principal runs the staff meeting like a A B C D 
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business conference 

63. Instructions for the operation of teaching aids 
	

ABCD 
are available 

64. The principal reminds the teachers of their 
	

ABCD 
duties very often 
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APPENDIX C 

EMOTIONAL INTELLIGENCE SCALE (EIS) 

Directions: 

There are 34 statements/items listed below. Each statement/item is followed by 

five alternatives for response viz: Strongly Agree (SA)., Agree (A)., Undecided 

(U)., Disagree (D) and Strongly Disagree (SD). You are requested to select only 

one response for each for each statement that expresses your feeling or opinion. 

For example, if you strongly agree with a statement, encircle SA, however if you 

disagree with a statement encircle D. 

1. I can encourage others to work even when things 
are not favorable 

SA A U D SD 

2. People tell me that I am an inspiration for them SA A U D SD 

3. I am able to encourage people to take initiative SA A U D SD 

4. I am able to make intelligent decisions using a 
healthy balance of emotions and reason 

SA A U D SD 

5. I do not depend on others encouragement to 
do my work well 

SA A U D SD 

6. I can continue to do what I believe in, even under 
severe criticism 

SA A U D SD 

7. I am able to assess the situation and then behave SA A U D SD 

8. I can concentrate on the task at hand inspite of 
disturbances 

SA A U D SD 

9. I pay attention to the worries and concerns of 
others 

SA A U D SD 

10. I can listen to someone without the urge to say SA A U D SD 
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11. I am perceived as friendly and outgoing SA A U D SD 

12. I have my priorities clear SA A U D SD 

13. I can handle conflicts around me SA A U D SD 

14. I do not mix unnecessary emotions with 
issues at hand 

SA A U D SD 

15. I try to see the other person's point of view SA A U D SD 

16. 1 can stand up for my beliefs SA A U D SD 

17. I can see the brighter side of any situation SA A U D SD 

18. I believe in myself SA A U D SD 

19. I am able to stand composed in both good and 
bad situations 

SA A U D SD 

20. I am able to stay focused even under pressure SA A U D SD 

21. I am able to maintain the standards of honesty 
and integrity 

SA A U D SD 

22. I am able to confront unethical actions 
of others 

SA A U D SD 

23. I am able to meet commitments and keep 
promises 

SA A U D SD 

24. I am organized and careful in my work SA A U D SD 

25. I am able to handle multiple demands SA A U D SD 

26. I am comfortable with and open to novel 
ideas and new information 

SA A U D SD 

27. I pursue goals beyond what is required and 
expected of me 

SA A U D SD 

28. I am persistent in pursuing goals despite obstacles 
and setbacks 

SA A U D SD 

29. I have built rapport and made and maintained 
personal friendship with work associates 

SA A U D SD 
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30. I am able to identify and separate my emotions SA A U D SD 

31. I think that feelings should be managed SA A U D SD 

32. I am aware of my weaknesses SA A U D SD 

33. I feel that I must develop myself even when 
my job does not demand it 

SA A U D SD 

34. I believe that happiness is a positive attitude SA A U D SD 



APPENDIX D 

JOB SATISFACTION SCALE (FOR TEACHERS) 

Gender: 

Academic and Professional Qualifications: 	  

Directions: 

There are 50 statements/items in this section. Each statement/item is followed by 

five alternatives for response viz: Strongly Agree (SA)., Agree (A)., Undecided 

(U)., Disagree (D) and Strongly Disagree (SD). You are requested to select only 

one response for each for each statement that expresses your feeling or opinion. 

For example, if you strongly agree with a statement, encircle SA, however if you 

disagree with a statement encircle D. 

1. I do not have enough facilities in the school to 
work effectively 

SA A U D SD 

2. The present employment does not allow me to 
display my full potential 

SA A U D SD 

3. I am proud of my institution SA A U D SD 

4. My workload is such that I cannot possibly complete 
it during the working day 

SA A U D SD 

5. My colleagues help me in discharging my duties SA A U D SD 

6. I get correct guidance from my superiors when I do 
not attain the expected level in the work 

SA A U D SD 

7. I am always dealt with respect by the head 
of my school 

SA A U D SD 

8. My institution is teacher oriented SA A U D SD 

9. The head of my institution is a neutral person SA A U D SD 
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10. I do not like being under surveillance in the school SA A U D SD 

11. The head of my school has a good rapport with me SA A U D SD 

12. The physical working conditions in my school 
are not very good 

SA A U D SD 

13. I am certain that I will get career advancement 
at the appropriate time 

SA A U D SD 

14. I get adequate opportunities for giving suggestions 
in the institutions work 

SA A U D SD 

15. I am satisfied with the present rules related to 
my service 

SA A U D SD 

16. I feel that my job counts for very little in my school SA A U D SD 

17. The school management committee deals justly 
with the teachers 

SA A U D SD 

18. In my school, teachers are not delegated important 
responsibilities in school administration 

SA A U D SD 

19. I am not satisfied with the opportunities provided 
by the institution for the development of my 
educational/vocational qualifications 

SA A U D SD 

20. I get good incentives for good work from the school SA A U D SD 

21. Decision making in my school is decentralized SA A U D SD 

22. In my institution career advancement is not based 
on qualification and competence 

SA A U D SD 

23. I am free to express disagreement regarding the 
planning and administration of the institution 

SA A U D SD 

24. I am not satisfied with the general work culture 
of the institution 

SA A U D SD 

25. 1 feel that my institution is the best place 
for teaching 

SA A U D SD 

26. The school management takes no interest in my SA A U D SD 
Welfare 

27. The head of my school praises me when I do some SA A U D SD 
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good work 

28. I am satisfied with the way the management 	SA A U D SD 
manages the school 

29. I am satisfied with the methods employed for 	SA A U D SD 
redressal of teachers difficulties by my institution 

30. I feel that the school authority is negatively biased 	SA A U D SD 
towards me 

31. Communication network (both upward and 	SA A U D SD 
downward) in my institution are good 

32. The administration in my school is autocratic 	SA A U D SD 

33. Head of the school/management often harass 
	SA A U D SD 

the teachers 

34. Head of my school gives constructive criticism 
	

SA A U D SD 
about my professional work 

35. In my job there are no inbuilt programmes for 
	

SA A U D SD 
recreation, entertainment like picnics, outings 
variety programmes etc 

36. The hierarchy in school administration leaves no 	SA A U D SD 
scope for freedom, decision making, initiative etc 

37. Head of my school is sensitive towards my 	SA A U D SD 
personal problems and difficulties 

38. I am happy about the incentives I get out of 	SA A U D SD 
good work 

39. Given a choice, I would prefer to join some other 	SA A U D SD 
school on the same salary 

40. My institution is unduly strict about sanctioning 	SA A U D SD 
of leave 

41. Through the present employment I can display 	SA A U D SD 
my expertise 

42. My knowledge is not best utilized at school 	SA A U D SD 

43. I do not get correct guidance from my superiors 	SA A U D SD 
when I fail to meet the expected level of work 
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SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

44. I would prefer that someone keeps a constant 
check on me at school 

45. Inspite of hierarchy in my school, there is ample 
scope for freedom, decision making and initiative 

46. Teachers are not treated justly by the school 
management 

47. Decision making in my school is highly centralized 

48. I am not satisfied with the present institutional rules 
related to my service 

49. There is freedom for me to express disagreement 
regarding the planning and administration of the 
institution 

50. The institution does not provide enough facilities 
for me to work effectively 



APPENDIX E 

JOB SATISFACTION SCALE (FOR NON - TEACHING STAFF) 

Gender: 

Academic and Professional Qualifications: 

Directions: 

There are 29 statements/items listed below. Each statement/item is followed by 

five alternatives for response viz: Strongly Agree (SA)., Agree (A)., Undecided 

(U)., Disagree (D) and Strongly Disagree (SD). You are requested to select only 

one response for each for each statement that expresses your feeling or opinion. 

For example, if you strongly agree with a statement, encircle SA, however if you 

disagree with a statement encircle D. 

1. The head of my institution makes me feel 
important in the institution 

SA A U D SD 

2. I am happy with the rules of the school regarding 
my service 

SA A U D SD 

3. 1 am always provided with extra work beyond 
the workload 

SA A U D SD 

4. I get guidance from the school head when I fail 
to do my work properly 

SA A U D SD 

5. I am always treated with respect by my principal SA A U D SD 

6. I am happy with the way the management 
manages the school 

SA A U D SD 

7. I feel comfortable while speaking to the principal SA A U D SD 

8. I am often harassed by the head of the school SA A U D SD 

9. I am often punished for minor mistakes SA A U D SD 



10. My faults are more highlighted than my 
achievements 

11. School management is interested in my 
overall welfare 

12. There is no freedom for me to express 
my disagreement 

13. I always feel insecure in my job because 
of the school policies 

14. The head of my school is biased towards me  
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SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

15. Management is satisfied with me as regards 	SA A U D SD 
my work 

16. My job means nothing to the school 	 SA A U D SD 

17. With the present administration I feel 
secure in my job 

18. The head of my school is unnecessarily 
fussy in sanctioning leaves 

19. I get my service incentives like promotion/ 
increments etc. on time 

20. I do not have a proper place to sit in the 
school office 

21. There is no proper ventilation in my office  

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

22. My office companions help me in my work 	SA A U D SD 

23. The school principal keeps a regular watch 	SA A U D SD 
on me in the school 

24. Regarding office work I can make suggestions 	SA A U D SD 
to the principal 

25. In my present job I lack dignity and status 	 SA A U D SD 

26. Management takes interest in solving my 	 SA A U D SD 
school related problems 

27. My institution is the best place to work 	 SA A U D SD 
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28. Given a choice I would prefer to join 
	

SA A U D SD 
another school in the same post 

29. Management praises me when I do good work 
	

SA A U D SD 
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APPENDIX F 

BACKGROUND INFORMATION FORM (for school principals) 

1. Gender: 

2. Age: 

 

years 	months 

 

3. Educational Qualifications: 

Academic qualifications 	 

Professional qualifications 

4. Total experience as head of school: 	years 	months 

5. Experience as head of school in the present school: 	years 	months 



APPENDIX G 

DATA COMPILATION SHEET FOR LEADERSHIP BEHAVIOR 

DESCRIPTION QUESTIONNAIRE (LBDQ) Form XII 

A7-  

Representation Demand Reconciliation Tolerance of Uncertainty 

Tr 62 72 T3 
01 
02 
03 
04 
05 
06 
07 
08 

1 11 21 31 41 T1 51 61 7 81 9 T2 2 12 22 32 42 52 82 92 



Role Assumption Tolerance of Freedom 
15 25 35 45 55 65 75 85 95 T6 26 `'  36 46 56 66 76 86 96 T7 

01 
02 
03 
04 
05 
06 
07 
08 

Persuasiveness Initiating Structure 

Tr 3 13 23 33 43 53 ,  63 73 83 93 T4 4 14 24 34 44 54 64 74 84 94 T5 
01 
02 
03 
04 
05 
06 
07 
08 

314 



Consideration 	 Production Emphasis 
Tr 7 17 27 37 47 57 67 77 

	
1 . T8 
	

18 28 38 48 58 
	

68 
	

78 88 98 T9 
01 
02 
03 
04 
05 
06 
07 
08 

Predictive Accuracy Integration Superior Orientation 
Tr 9 29 49 59 89 T 

10 
19 39 69 79 99 T 

11 
10 20 30 40 50 60 70 80 90 100 T 

12 
01 
02 
03 
04 
05 
06 
07 
08 
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APPENDIX H 

DATA COMPILATION SHEET FOR SOCDQ 

Disengagement Alienation Esprit 
17 11 50 57 55 52 44 36 33 24 39 30 18 32 21 8 1 Tr 58 53 45 38 T3 T T 

01 
02 
03 
04 
05 
06 
07 
08 

Psychophysical Hindrance Intimacy 
41 47 23 12 9 40 T5 15 Tr 5 49 62 26 61 60 54 46 -T6 63 42 27 20 T 34 25 

01 
02 
03 
04 
05 
06 
07 
08 

Controls 



Production Emphasis Humanized Thrust 
Tr i 6 14 28 35 43 48 64 T7 4 7 10 13 16 19 22 29 31 37 51 56 59 T8 
01 
02 
03 
04 
05 
06 
07 _ 
08 
09  

,t* 

317 



APPENDIX I 

DATA COMPILATION SHEET FOR EIS 

Gender: M F 

Age: 	years 	months 

Academic Qualifications: Graduate/ Post Graduate/ Doctorate 

Professional Qualifications: Graduate/ Post Graduate/ Doctorate 

Total experience as head of school: 	years 

 

months 

  

Experience as head of school in the present school: 	years 	months 

Self Awareness Empathy Self Motivation Emotional Stability Managing Relations 
6 12 18 29 9 10 15 20 25 2 4 7 8 31 34 14 19 26 28 1 5 11 17 

Integrity Self 
Development 

Value 
Orientation 

Commitment Altruistic 
Behavior. 

16 27 32 30 33 21 22 23 24 3 13 A B A + B 



APPENDIX J 

DATA COMPILATION SHEET FOR JOB SATISFACTION SCALE (for teachers) 

3 5 6 7 8 Tr Gen GIP 
S.S.C. 

G/P 
D.Ed 

10 11 12 13 14 15 16 17 18 

01 
02 
03 
04 
05 
06 
07 
08 

01 
02 
03 
04 
05 
06 
07 
08 

41 40 39 38 37 36 35 34 33 32 31 30 27 8 29 26 25 24 23 22 21 20 



Tr 42 43 44 45 46 47 48 49 50 
	

A 
	

B A + B 
Odd Even 

01 
02 
03 
04 
05 
06 
07 
08 
09 

320 



APPENDIX K 

DATA COMPILATION SHEET FOR JOB SATISFACTION SCALE (for non — teaching staff) 

NT Gen Desig. 1 2 3 4 5 6 7 9 10- 11 12 13 14 15 16 17 18 19 20 21 
01 
02 
03 

NT 22 23 24 25 26 27 28 29 A 
Odd 

B 
Even 

A+B 

01 
02 
03 



APPENDIX L 

RAW SCORES ON THE 12 DIMENSIONS OF LEADERSHIP BEHAVIOR 

DESCRIPTION QUESTIONNAIRE (LBDQ) Form XII 

Sr. 

No T1 T2 T3 T4 T5 T6 T7 T8 T9 T10 T11 T12 Total 

1 16 15 28 31 35 33 30 33 31 16 16 32 317 

2 20 17 34 37 41 38 35 36 40 18 19 41 377 

3 20 19 33 33 41 34 38 35 38 17 18 34 359 

4 17 17 34 37 36 35 37 34 36 16 16 36 351 

5 18 18 34 36 39 38 36 37 35 17 19 36 362 

6 20 21 36 42 43 41 40 41 43 19 21 39 405 

7 18 19 31 36 42 38 39 36 39 18 19 39 372 

8 20 20 36 40 43 42 39 40 43 19 21 41 405 

9 20 19 36 40 42 39 41 41 41 20 21 40 399 

10  19 21 39 40 45 44 43 44 42 21 22 44 422 

11 21 21 39 41 43 42 42 42 43 20 22 41 415 



12 19 19 36 36 37 38 37 36 40 19 20 39 374 

13 17 19 35 40 45 36 39 35 41 19 18 35 378 

14 22 22 40 44 47 43 44 45 43 21 23 41 436 

15 19 18 33 35 33 35 34 34 36 17 18 29 339 

16 20 18 39 40 41 41 39 40 40 19 21 40 399 

17 19 21 37 40 41 40 40 41 41 20 20 42 403 

18 	' 20 21 39 43 45 42 44 41 43 20 21 43 421 

19 17 18 30 35 40 38 34 34 40 17 17 37 357 

20 19 23 36 41 44 39 43 43 45 20 22 42 417 

21 20 17 36 37 40 39 37 38 41 19 19 39 381 

22 20 20 36 37 43 43 39 38 39 18 20 40 394 

23 19 23 39 45 46 44 45 45 36 18 21 42 423 

24 20 22 41 41 44 44 42 43 40 20 21 42 420 

25 20 18 35 38 39 37 37 35 37 18 18 35 365 

26 16 21 38 38 38 40 38 38 36 17 19 40 378 

27 17 19 35 35 37 37 35 37 37 13 18 36 354 

28 20 18 34 34 41 39 40 39 40 18 20 38 381 

29 19 23 38 42 44 39 43 36 42 21 22 41 409 

323 



30 18 20 35 37 37 37 40 38 38 16 18 35 369 

31 19 19 35 39 39 37 39 38 38 19 20 38 380 

32 17 17 34 33 35 37 37 36 37 16 17 34 350 

33 18 21 37 38 40 40 41 42 39 18 22 40 395 

34 19 21 35 40 42 37 42 37 42 20 19 40 394 

35 18 17 33 35 40 34 38 33 38 17 18 35 354 

36 17 16 33 27 35 33 26 27 34 13 14 31 305 

37 19 19 34 35 39 38 40 36 37 18 20 37 369 

38 18 19 35 34 37 37 40 36 33 .16 18 36 358 

39 23 21 39 44 43 40 43 39 42 17 23 44 417 

40 20 19 28 39 42 32 38 36 41 20 19 40 372 

41 17 15 29 33 39 32 29 31 40 19 16 34 333 

42 15 14 28 28 30 35 28 34 32 13 15 29 301 

43 18 21 33 38 40 38 40 40 39 18 21 38 383 

44 20 21 37 38 41 38 41 43 42 19 19 39 398 

45 21 18 31 42 45 38 39 34 45 21 20 41 393 

46 18 17 33 35 42 36 37 36 39 17 18 39 365 

47 15 19 32 38 39 35 38 38 33 17 19 37 359 

324 



48 20 19 36 44 41 41 41 45 36 18 21 40 403 

49 20 20 34 39 41 36 41 38 41 20 20 42 391 

50 21 18 33 38 44 38 37 37 40 21 22 36 384 

51 20 19 33 36 37 39 37 38 37 18 20 36 370 

52 19 19 37 37 41 42 38 41 39 18 19 40 389 

53 20 19 38 39 43 41 41 41 40 19 21 41 400 

54 18 18 35 36 40 40 37 38 37 17 19 37 372 

55 18 20 35 39 40 36 37 41 38 17 19 37 375 

56 19 21 36 44 44 38 40 42 43 22 23 40 412 

57 17 21 36 40 44 41 39 41 43 21 21 41 405 

58 18 18 30 36 38 36 35 33 38 16 19 37 352 

59 15 16 30 32 34 32 31 33 30 15 17 34 319 

60 15 15 32 34 37 35 35 35 37 17 16 35 343 

61 19 20 32 42 44 38 39 39 42 20 21 40 398 

62 18 19 31 42 43 34 41 39 44 18 13 37 379 

63 19 16 26 39 40 33 34 32 40 17 19 39 355 

64  19 13 31 28 41 32 32 36 39 12 18 33 333 

65 16 14 29 30 36 39 32 33 37 17 18 40 340 

325 



66 14 13 23 31 30 27 25 28 33 13 14 32 284 

67 12 12 24 24 29 30 31 26 32 12 15 24 271 

68 15 15 26 32 35 29 36 29 37 15 14 30 310 

69 18 16 28 34 38 36 34 33 34 18 18 35 340 

70 19 23 34 39 43 34 42 42 36 18 20 39 388 

71 19 18 33 37 42 38 36 37 40 19 20 41 381 

72 15 14 30 29 33 31 31 28 32 15 14 32 303 

73 16 17 26 31 36 31 34 30 35 16 16 35 323 

74 15 17 32 33 39 38 36 39 36 17 20 39 362 

75 16 16 30 35 35 32 30 31 33 15 17 36 327 

76 15 15 29 29 30 26 28 28 31 14 15 27 285 

77 13 12 27 26 28 29 27 25 30 13 12 29 268 

78 14 14 28 32 31 32 26 29 33 14 14 32 300 

79 14 15 27 33 35 32 29 30 33 16 18 34 316 

80 15 17 28 34 35 32 30 33 30 15 16 36 320 

81 12 13 27 28 26 27 27 24 28 13 12 26 262 

82 14 17 30 33 34 34 33 33 31 17 15 32 323 

83 	' 17 16 27 32 37 30 29 33 35 14 16 36 321 

326 



84 16 14 28 34 34 32 29 31 32 12 16 32 310 

85 12 14 29 29 32 32 28 28 31 14 14 30 293 

86 14 16 27 28 32 30 27 28 28 14 14 31 289 

87 17 14 27 35 36 35 32 32 33 18 18 35 331 

88 16 17 27 30 31 31 30 32 32 16 16 35 313 

89 17 15 28 37 38 36 33 36 38 18 19 36 350 

90 14 13 26 27 28 27 26 25 29 12 14 28 268 

91 14 16 31 31 34 30 29 30 30 13 16 32 306 

92 17 14 28 29 31 32 29 29 31 13 14 24 290 

93 18 16 34 34 36 35 31 36 37 16 18 35 344 

94 17 18 31 37 40 35 37 37 42 18 18 39 366 

95 16 16 31 32 38 30 36 28 37 13 16 36 327 

96 18 15 28 32 39 30 33 28 36 15 14 37 325 

97 18 17 34 39 41 41 40 38 38 20 22 38 385 

98 19 19 30 40 42 37 39 36 43 17 21 38 381 

99 17 16 28 30 35 30 29 28 35 15 16 33 312 

100 16 16 30 33 34 34 32 34 31 17 18 36 330 

101 10 13 33 17 26 30 21 27 26 12 13 26 253 

327 



102 14 14 29 28 30 34 29 28 31 13 15 30 294 

103 14 16 26 34 37 32 31 34 33 16 18 35 324 

104 10 13 33 21 27 32 20 29 27 13 14 28 266 

105 16 16 28 33 34 34 32 33 31 17 18 36 327 

106 16 14 31 32 38 30 36 28 33 13 16 36 322 

107 16 16 30 35 35 32 30 31 33 15 17 36 327 

108 12 12 24 24 29 30 31 26 32 12 15 24 271 

109 14 16 31 31 34 30 29 30 30 13 16 32 306 

110 18 18 30 36 38 35 35 33 38 16 19 37 351 

328 



APPENDIX M 

TUKEY'S HSD (Honestly Significant Difference) TEST 

Tukey's HSD (honestly significant difference) is a post hoc test. It 

basically employs .a multiple comparison procedure for determining the difference 

between means of paired groups. The striking feature of the Tukey's HSD test is 

that it makes use of a single value against which all differences are compared. 

This value is called the Critical HSD value for the data. 

The critical value for the Tukey's HSD is determined by using the formula 

HSD = q 

Where: S 2w — the within groups variance estimate (MS,) 

n- number of cases in each group 

q- Studentized range statistic 

As sample sizes were unequal in the different types of organizational 

climate, pattern of leadership behavior, level of emotional intelligence the 

harmonic mean (n) was calculated. Therefore, 'II' was used in place of 'n' in the 

formula to calculate the HSD. The harmonic mean was calculated using the 

formul a 

k / (1/nA) + (1 /nB) + 	 + ( 1  /Ilk) 

Where: k = number of groups 

nk  = number of cases in the k th  group 



APPENDIX N 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.36 

At dfw  = 104, k = 6, a = 0.05/0.01 level, `cf was found to be 4.10 at the 

0.05 level and 4.87 at the 0.01 level. 

Thus, HSD = 44 (considering value of 'cf at the 0.05 level and 52.45 at 

the 0.01 level). 



APPENDIX 0 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.40 

At dfw  = 765, k = 3, a = 0.05/0.01 level, `ce was found to be 3.31 at the 

0.05 level and 4.12 at the 0.01 level. 

Thus, HSD = 5.12 considering value of `ce at the 0.05 level and 6.37 at the 

0.01 level. 



APPENDIX P 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.42 

At dfw  = 765, k = 3, a = 0.05/0.01 level, 	was found to be 3.31 at the 

0.05 level and 4.12 at the 0.01 level. 

Thus, HSD = 5.86 considering value of 	at the 0.05 level and 7.3 at the 

0.01 level. 



APPENDIX Q 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.44 

At df, = 762, k = 6, a = 0.05/0.01 level, 'q' was found to be 4.03 at the 

0.05 level and 4.76 at the 0.01 level. 

Thus, HSD = 6.75 considering value of `cf at the 0.05 level and 8.0 at the 

0.01 level. 



APPENDIX R 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.47 

At dfW  = 176, k = 3, a = 0.05/0.01 level, 	was found to be 3.31 at the 

0.05 level and 4.12 at the 0.01 level. 

Thus, HSD = 4.23 considering value of 	at the 0.05 level and 5.27 at the 

0.01 level. 



APPENDIX S 

TUKEY'S HSD (Honestly Significant Difference) TEST FOR ANOVA 

Result shown in Table 4.50 

At dfw  = 173, k = 6, a = 0.05/0.01 level, 'cr was found to be 4.03 at the 

0.05 level and 4.76 at the 0.01 level. 

Thus, HSD = 5.88 considering value of `cf at the 0.05 level and 6.94 at the 

0.01 level. 



APPENDIX T 

JOB SATISFACTION SCALE FOR TEACHERS (For Review) 

Date: 

Dear 

I am a Doctoral Research Fellow (in Education) pursuing my research under the 

guidance of Dr. S. K. Pradhan, Senior Lecturer in the Post Graduate (P.G.) 

Department, Nirmala Institute of Education, Panaji-Goa. 

In the proposed study amongst other things, the researcher intends to measure the 

level of job satisfaction of the secondary school teachers in the State of Goa. The 

job satisfaction scale is prepared considering three aspects of job satisfaction viz: 

satisfaction with institutional plans and policies, satisfaction with the authority 

including school management and satisfaction with the service conditions. 

You are kindly requested to critically analyze/examine/review the statements in 

terms of: 

• clarity of the statement/item; 

• language used; 

• appropriateness of the statements with reference to the three aspects of job 
satisfaction as mentioned above; and, 

• adequacy and appropriateness of the instructions/directions given for the 
respondents. 

If necessary, suggest modifications or provide appropriate alternatives by writing 

your comments on the space provided on the sheets attached to the job 

satisfaction scale. 
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I would be greatly obliged if you would give your sincere responses and valuable 

suggestions. 

Thanking you in anticipation 

Yours faithfully 

Mr. Russell De Souza 
	

Dr. S. K. Pradhan 
Research Fellow 	 Research Guide 
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JOB SATSFACTION SCALE FOR TEACHERS (Review Scale) 

Gender: 

Academic and Professional Qualifications: 	  

Directions: 

The scale consists of 66 statements/items regarding job satisfaction of teachers. 

Each statement/item is followed by five alternatives for response viz: Strongly 

Agree (SA)., Agree (A)., Undecided (U)., Disagree (D) and Strongly Disagree 

(SD). You are requested to select only one response for each statement that 

expresses your feeling or opinion. For example, if you strongly agree with a 

statement, encircle SA, however if you disagree with a statement encircle D. 

I do not have enough facilities in the school to 
work effectively 

SA A U D SD 

2. The present employment does not allow me to 
display my full potential 

SA A U D SD 

3. I am proud of my institution SA A U D SD 

4. My workload is such that I cannot possibly 
complete it during the working day 

SA A U D SD 

5. My colleagues help me in discharging my duties SA A U D SD 

6. I get correct guidance from my superiors when I do 
not attain the expected level in the work 

SA A U D SD 

7. I am always dealt with respect by my 
superiors 

SA A U D SD 

8. With more opportunities of work I feel satisfied SA A U D SD 

9. My institution is teacher oriented SA A U D SD 

10. The head of my institution is a neutral person SA A U D SD 

11. 1 do not like being under surveillance in the school SA A U D SD 
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12. My principal has a good rapport with me 	 SA A U D SD 

13. The physical working conditions in my school 	SA A U D SD 
are not very good 

14. I am certain that I will get promotion at the 	 SA A U D SD 
appropriate time 

15. I get adequate opportunities for giving suggestions 	SA A U D SD 
in the institutions work 

16. My job is so absorbing that I am willing to 	 SA A U D SD 
work on sundays and holidays without 
additional remuneration 

17. I am satisfied with the present rules related to 	SA A U D SD 
my service 

18. I feel that my job counts for very little in my school 	SA A U D SD 

19. The school management committee deals justly 	SA A U D SD 
with the teachers 

20. In my school, teachers are not delegated important 	SA A U D SD 
responsibilities in school administration 

21. I am not satisfied with the opportunities provided 	SA A U D SD 
by the institution for the development of my 
educational/vocational qualifications 

22. I feel that I get good result for good work 	 SA A U D SD 
from the institution 

23. Decision making in my school is decentralized 	SA A U D SD 

24. In my institution promotion is not based 
on qualifications 

25. I am free to express disagreement regarding the 
planning and administration of the institution 

26. I am not satisfied with the general work status 
of the institution 

27. I feel that my institution is the best place 
for teaching 

SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 
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28. My management takes no interest in my 	 SA A U D SD 
welfare 

29. My principal praises me when I do some 	 SA A U D SD 
good work 

30. I am not satisfied with the way the management 	SA A U D SD 
conducts the schools functioning 

31. I am satisfied with the methods employed for 	SA A U D SD 
redressal of teachers difficulties by my institution 

32. I feel that the school authority and administration 	SA A U D SD 
is negatively biased towards me 

33. Communication network (both upward and 	SA A U D SD 
downward) in my institution are good 

34. The administration in my school is autocratic 	SA A U D SD 

35. Superiors/management often harass 
the teachers 

36. My principal always gives constructive criticism 
about my professional work 

37. In my job there are no inbuilt programmes for 
recreation, entertainment like picnics, outings 
variety programmes etc 

SA A U D SD 

SA A U D SD 

SA A U D SD 

38. The hierarchy in school administration leaves no 	SA A U D SD 
scope for freedom, decision making, initiative etc 

39. My principal is sensitive towards my personal 	SA A U D SD 
problems and difficulties 

40. I am quite happy about the results I get 	 SA A U D SD 
out of good work 

41. Given a choice, I would prefer to join some other 	SA A U D SD 
school on the same salary 

42. I feel that my work is not challenging 	 SA A U D SD 

43. I feel I do not have colleagues of helping nature 	SA A U D SD 

44. The working hours of the school are 	 SA A U D SD 



suitable for me 
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45. Leave is hard to get on the job though there are 
provisions 

SA A U D SD 

46. Through the present employment I can display 
good results 

SA A U D SD 

47. My knowledge is not best utilized at school SA A U D SD 

48. My workload is heavy SA A U D SD 

49. I get pleasure in teaching SA A U D SD 

50. I get no time for adequate rest and recreation SA A U D SD 

51. 1 do not get correct guidance from my superiors 
when I fail to meet the expected level of work 

SA A U D SD 

52. I would prefer that someone keeps a constant 
check on me at school 

SA A U.. D SD 

53. Inspite of hierarchy in my school, there is ample 
scope for freedom, decision making and initiative 

SA A U D SD 

54. Teachers are not treated justly by the school 
management 

SA A U D SD 

55. Decision making in my school is highly centralized SA A U D SD 

56. I am satisfied with the general work status 
of my institution 

SA A U D SD 

57. My institution is not always teacher oriented SA A U D SD 

58. My present employment allows me to display 
my full potential 

SA A U D SD 

59. The head of my institution is not a neutral person SA A U D SD 

60. I am not satisfied with the present rules 
related to my service 

SA A U D SD 

61. I get adequate time for rest and recreation SA A U D SD 

62. I feel that I do not get good results for good 
work from the institution 

SA A U D SD 
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SA A U D SD 

SA A U D SD 

SA A U D SD 

SA A U D SD 

63. There is freedom for me to express disagreement 
regarding the planning and administration of the 
institution 

64. I am ready to work without any remuneration 
on Sundays and holidays 

65. I am very much satisfied when there are 
more opportunities for work 

66. The institution does not have enough facilities 
for me to work effectively 



APPENDIX U 

JOB SATISFACTION SCALE FOR NON — TEACHING STAFF 
(For Review) 

Date: 

Dear 

I am a Doctoral Research Fellow (in Education) pursuing my research under the 

guidance of Dr. S. K. Pradhan, Senior Lecturer in the Post Graduate (P.G.) 

Department, Nirmala Institute of Education. 

In the proposed study amongst other things, the researcher intends to measure the 

level of job satisfaction level of the non-teaching staff in the secondary schools. 

The items in the job satisfaction scale are prepared considering only three aspects 

of job satisfaction viz: satisfaction with institutional plans and policies, 

satisfaction with the authority including school management and satisfaction with 

the service conditions. 

You are kindly requested to critically analyze/examine/review the statements in 

terms of: 

• clarity of the statement/item; 

• language used; 

• appropriateness of the statements with reference to the three aspects of job 
satisfaction as mentioned above; and, 

• adequacy and appropriateness of the instructions/directions given for the 
respondents. 

If necessary, suggest modifications or provide appropriate alternatives by writing 

your comments on the space provided on the sheets attached to the job 

satisfaction scale. 
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I would be greatly obliged if you would give your sincere responses and valuable 

suggestions. 

Thanking you in anticipation 

Yours faithfully 

Mr. Russell De Souza 
	

Dr. S. K. Pradhan 
Research Fellow 
	

Research Guide 
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JOB SATSFACTION SCALE FOR NON — TEACHING STAFF 

(Review Scale) 

Gender: 

Designation: 

Directions: 

There are 29 statements/items listed below. Each statement/item is followed by 

five alternatives for response viz: Strongly Agree (SA)., Agree (A)., Undecided 

(U)., Disagree (D) and Strongly Disagree (SD). You are requested to select only 

one response for each for each statement that expresses your feeling or opinion. 

For example, if you strongly agree with a statement, encircle SA, however if you 

disagree with a statement encircle D. 

1. The head of my institution makes me feel 
important in the institution 

SA A U D SD 

2. I am happy with the rules of the school regarding 
my service 

SA A U D SD 

3. I am always provided with more work beyond 
the workload 

SA A U D SD 

4. I get correct guidance from the school head 
when I fail in my work 

SA A U D SD 

5. I am always treated with respect by my principal SA A U D SD 

6. I am happy with the way the school management 
manages the school 

SA A U D SD 

7. I feel at ease while speaking to the school principal SA A U D SD 

8. I am many times punished for minor mistakes SA A U D SD 

9. Wrong doings are more highlighted than my 
achievements 

SA A U D SD 

10. My job is so absorbing that I am willing to work 
even on Sundays and holidays 

SA A U D SD 
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11. School management is interested in my 
overall school welfare 

SA A U D SD 

12. There is hardly any freedom for me to express 
my disagreement 

SA A U D SD 

13. I always feel insecure in my job because 
of the school policies 

SA A U D SD 

14. The head of my school is biased towards me SA A U D SD 

15. Management is satisfied with me as regards 
my work 

SA A U D SD 

16. My job means nothing to the school SA A U D SD 

17. The principal is a neutral person SA A U D SD 

18. With the present administration I feel 
secure in my job 

SA A U D SD 

19. The head of my school creates problems 
for sanctioning leaves 

SA A U D SD 

20. I get my service incentives like promotion/ 
increments etc. on time 

SA A U D SD 

21. I do not have a proper place to sit in the 
school office 

SA A U D SD 

22. There is improper ventilation in my office SA A U D SD 

23. My office companions help me in my work SA A U D SD 

24. The school principal keeps a regular watch 
on me in the school 

SA A U D SD 

25. Regarding office work I can make suggestions 
to the principal 

SA A U D SD 

26. Communication network in my school is not good SA A U D SD 

27. In my job there are no in-built programmes for 
recreation, entertainment, picnics etc. 

SA A U D SD 

28. In my present job I lack dignity SA A U D SD 

29. The working hours of the school suit me SA A U D SD 
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30. I can express my disagreement at school without fear SA A U D SD 

31. Management takes interest in solving my 
school related problems 

SA A U D SD 

32. I do not get adequate time for rest and recreation SA A U D SD 

33. My institution is the best place to work SA A U D SD 

34. Given a choice, I would prefer to join 
another school in the same post 

SA A U D SD 

35. Management praises me when I do good work SA A U D SD 

36. I am very much satisfied when there are more 
opportunities for work 

SA A U D SD 

37. The school does not have enough facilities for 
me to work effectively 

SA A U D SD 

38. I prefer that the principal should not keep a 
regular watch on me at school 

SA A U D SD 

39. I am not happy with the way the school 
management manages the school 

SA A U D SD 

40. I am often harassed by the head of the school SA A U D SD 

377 
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