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ABSTRACT 

Education, health, business, industrial or military organizations owe their 

existence to four universally recognized elements, that is, men, money, methods 

and materials. Out of these the single most important common element amongst 

organizations is human being. This element manipulates and causes the other three 

to operate in a fashion so as to yield desired results, that is, organizational 

objectives.  

Organizational climate represents the way in which its members perceive it. 

We can not see or touch it, but it is there. In educational setting, the organizational 

climate is the blend of principal’s behavior and teacher’s behavior. 

Education is now universally recognized to be the prime key to moral, 

cultural, political and socio-economic development of a nation. As Pakistan’ 

educational system shows, the teacher, the main agent of change through 

education, undergoes so many strains and stresses during the discharge of his 

sacred duties. Organizational climate or environment of a workplace is one of the 

factors that explicitly or implicitly influences the level of performance of teachers. 

The researcher selected the area of college education as the focus of the 

study. It will be desirable to conduct such studies at other levels of education to 

improve the working of the teachers resulting in improvement of education system. 

The objectives of the study were: (a) To identify the strengths of the organizational 

climates of Public and Private Degree Colleges as perceived by the heads, teachers 

and college students. (b) To identify the weaknesses of the organizational climates 

of Public and Private Degree Colleges as perceived by the heads, teachers and 

college students. (c) To measure the performance of the teachers as perceived by 

the heads of the organizations. (d) To explore the performance of teachers as 



 xxii

perceived by the college students. (e) To find out the relationship between 

organizational climate and performance of college teachers. 

 The nature of this study was co-relational type. Population of this study 

comprised of the following categories (1) Principals of all Public and Private 

degree colleges in Punjab (2) all the teachers working in Public and Private degree 

colleges in Punjab (3) all the students studying in these colleges. For choosing the 

sample from the population random sampling technique was used. The sample was 

consisted of 100 degree colleges (70 Public + 30 Private); their heads, five teachers 

and fifteen students from each college were also included in the sample. The total 

was 100 heads, 500 teachers and 1500 students. In order to measure the variables 

the research instruments were the questionnaires for heads, teachers and students 

of sampled degree colleges. Data collected from sampled colleges was tabulated, 

analyzed and interpreted by applying mean, standard deviation, standard error of 

mean, coefficient of correlation and t-test techniques in the light of the objectives 

of the study.  

On the basis of analysis, it was concluded that majority of the public and 

private college principals opined that open climate was very highly positive 

correlated to teacher performance but paternal and closed climates were negatively 

correlated to teacher performance. As compared to public college principals, 

private college principal like closed climate in their institutions. Majority of the 

public and private college teachers disliked closed climate. Teachers of both 

systems liked the thrust behaviour of their heads and disliked aloofness behaviour 

of their heads. Majority of public and private college students held that their 

teachers did not explain subject matter with daily life examples. Teachers did not 

use effective teaching aid. Teachers did not try to assess student’s level of 
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understanding. Teachers of both systems did not respect opposing viewpoints of 

students.  

 The major recommendations of the study are that disengagement behaviour 

of teachers should be controlled, especially in public colleges. They principals may 

take some measures to discourage disengagement in teachers. Teachers should 

avoid showing the intimacy behaviour. They may be given chances to discuss 

academic problems in groups and seminars, conferences, workshops may be 

arranged more and more. Principals of both public and private colleges should 

avoid aloofness. The senior teachers, teacher leaders and student leaders may 

motivate principals to engage themselves more and more in academic and co 

curricular activities. Principals should avoid assigning reports and routine duties to 

the teachers. Private colleges should adopt open climate features. Public college 

principals should change their management style. Their management may be 

improved through in-service training, seminars, workshops and departmental 

meetings and supervision. Refresher courses for teachers should be held during 

summer vacations for the training of development and proper use of teaching aid. 

The principals should ensure the availability of materials relating to instructional 

technology. Performance of teachers can be increased by promoting open as well 

as controlled climates and avoiding closed climate. These climates may be ensured 

through administrative policy and measures. 

   



Chapter 1 

INTRODUCTION 
 

Education is the first obligation of a Muslim. The Holy Prophet (PBUH) 

recognized the importance of education when he asked the Muslims to acquire 

knowledge even if they had to go to China. Education is a vehicle for imparting 

facts and feelings, information, passion, understanding and appreciation to human 

beings. It is responsible for developing the character and outlook of an individual 

in the light of national values and aspirations and thus it attempts to make aan 

individual useful citizen for the society. It also equips the individual with skills 

and techniques to earn livelihood and transform his surroundings for a better and 

improved life (Govt. of Pakistan, 2004). 

The education system in Pakistan is not delivering well. There is general 

consensus regarding dismal state of affairs of education prevailing among the 

masses. The education system of Pakistan is under attack from many angles. 

College education is no exception to this generalization. In turn, inadequacy of the 

whole education system can be attributed to the teachers as it is said that no 

system of education can be improved without its teachers. This brings us to an 

area where causes of this debacle are needed to be traced. Efficiency of an 

educational system depends mainly upon the teachers who are responsible for 

running it according to the set goals. The efficiency of the teachers depends upon 

the extent and nature of their professional preparation for the performance of their 

jobs. It is not sufficient, however, that the teachers have certificates and degrees 

only, but is essential that they should have some desirable level of mastery of the 

subject matter to be taught and pedagogical training for teaching it (Govt. of 

Pakistan, 1998). 
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Progress and development of a nation is directly linked with the successful 

implementation of policies based on a good educational system. It needs careful 

planning and painstaking efforts. In this struggle, the role of a teacher is regarded 

as pivotal as he is the man behinds the guns who leads to success. No educational 

system can rise above its teachers. Importance of teachers should be accepted. 

Ukeje (1986) highlights the role of education that “if education is to survive and 

continue to play a vital role in the promotion of cognitive, affective and practical 

competence in individuals and ensure the preservation of our cultural values, it is 

important that the teachers who are responsible for helping the students acquire 

the knowledge, skills and practical orientations essential for self as well as for 

national development, be effectively motivated. Inspite of their importance, they 

are not accorded the recognition they deserve.” 

As the teacher is the key person to make the educational system a success, 

therefore it is necessary that he should be provided all facilities so that he may 

discharge his duties earnestly and as it is universally accepted that a dissatisfied 

worker cannot do full justice with his job. Keeping in view the role of the teacher, 

the researcher has tried to make a survey of the prevalent conditions and 

atmosphere in which the college teachers are performing their duties.  

 The highest official position in the college is that of principal. Thus, the 

responsibility of running the college is that of the principal (Freiberg and Stein 

(1999). According to Dunklee (2000) “the differences in students’ behaviour and 

academic outcomes are influenced inter alia by the principal. The principal leads 

from his/her values. The activities of the college are determined by what the 

principal does.” Buttressing the above claim, Ramsey (1999) contends that, “in an 

organization like the college, students and staff tend to live up to the image of the 
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principal; because no college is high performing without an effective and efficient 

principal; he is the gospel that his/her staff and students read, a model of 

behaviour and work attitude to be copied by all.” Wilmore (2002) states that 

“principals play diverse roles: they are responsible for effecting education policy, 

keeping track of all activities within the college and ensuring that their colleges 

run smoothly. The principals’ tasks are divided into two major types: instructional 

and the leadership roles.” 

 A teacher has a significant role in the teaching learning process. His role in 

nation building is well known. Neither the best curriculum nor the books of high 

quality confer a meaningful advantage unless the teacher fulfills his obligation 

with care and devotion. The demands on the teacher are many, he has to be an 

initiator, an innovator, a moralist, a guide and above all, an architect of the society 

which expects him to work beyond the call of the duty … the teacher complains of 

the bad treatment he is receiving from the society. His needs and aspirations and 

his hopes for future life are no different from the rest of the members of the 

society. He is in the same competition as anyone else. In his fall, has fallen the 

quality of education. And it will be in his rise alone that education will rise to the 

expected heights (Govt. of Pakistan, 1992). 

Our society is an organizational society. The progress and welfare of a 

society depends on organizations. We as members of a society work and play our 

part in various organizations. So it may be said that organizations play a dominant 

role in our lives. We are involved in organizations as employees, students, clients, 

patients and citizens.  

Organizations are essential to the way our society operates. In industry, 

education, health care and defence, organizations are engaged to raise the standard 
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of living and our worldwide image. Four elements are universally recognized for a 

good organization, that is, men, money, methods and material. Out of these the 

single most important common element amongst organizations is human being. 

This element manipulates and causes the other three to operate in a fashion so as 

to yield desired results, that is, organizational objectives. It is human being, the 

man, who is living and is interactive vis-à-vis other elements which are classified 

as inanimate matter. What in turn causes the human beings in organizations to act 

maximally has been the focal point of past researches in the field and is gaining 

currency in this age of knowledge explosion (Owens, 1998). 

A successful organization has clear cut objectives. Its members pursue 

goals and objectives that can be achieved efficiently and effectively by the 

concerted efforts. So organizations are essential to the way our society operates 

(Gibson and Ivancevich, 1997). 

Climate is interchangeable with the term psychological environment and is 

concerned with the structure, autonomy, reward structure, tolerance and conflict, 

need for innovation, warmth, support, consideration, job stress, job satisfaction, 

leadership style etc. organizational climate is the term frequently employed to 

describe the psychological structure of organization and their sub units. Every 

educational institution has a personality uniqueness or climate of its own. Among 

the various interactions taking place in the college system, the interaction between 

the principal and the teachers decides or contributes to a large extent in 

determining the atmosphere or the climate. This climate affects the behaviour of 

the individual living and working in the environment which in turns influences 

their performance. Thus the environment of an organization is an important factor, 

which influences the behaviour and activities of the role participants. It is the 
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behaviour of group members, which decides the climate in their colleges, and thus 

much of the college output depends upon the natural interaction among various 

components of college organizations. The theorists believe that the distinct 

climate, atmosphere or personality perceived by persons in a particular building is 

a result of the manner in which actors at each hierarchical level of the organization 

interact with each other and with incumbents of other hierarchical levels. This 

feeling that results from the interaction is often referred to as the ‘organizational 

climate’. 

The work of Halpin and Croft in early sixties began to influence the 

organizational climate and other variables including job satisfaction and the 

performance of the employees. The exercise of refinement and modification of the 

instrument was carried on by his followers in the field took into account the 

relationship of organizational climate and other variables, as organizational 

effectiveness, administrative styles, teacher’s morale, leadership behavior, age, 

professional qualifications, job involvement, diffusion of innovations, quality of 

school life, social maturity of pupils and teacher effectiveness. Even though a 

handful of researches have been done with regards to organizational climate 

(Thompson, 2005; Allen, 2003; Volkwein and Zhou, 2003; and Johnsrud, Heck 

and Rosser, 2000), no significant research has carried out concerning 

organizational climate among higher education organizations’ administrative staff, 

specifically in the country and no research work is available in respect of 

relationship of variables of the present study, that is, organizational climate, job 

satisfaction and classroom performance of college teachers. 

The educational scenario in Pakistan shows that the teacher, the main 

agent of change through education, undergoes so many strains and stresses during 
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the discharge of his duties. Organizational climate or environment of a workplace 

is one of the factors that explicitly or implicitly influence the level of job 

satisfaction of teachers which, in turn, is likely to have bearing on their 

performance. An attempt was made to establish interrelationship between 

organizational climate and its effect on performance of the teachers on the basis of 

best instruments available after proper modification in this regard. 

“Organizational climate is the study of perceptions that individuals have of 

various aspects of the environments in the organizations” (Owens, 1998). 

Freiberg and Stein (1999) refer to college climate as the core of the 

college. A college is a learning place, where students’ and their parents’ dreams 

and ambitions are fulfilled, and teachers motivated to function at their best, where 

everybody is respected and feel attached to the college. We cannot see climate or 

touch it, but it is there. In turn climate is effected by every thing that is occurring 

in organization. 

“Organizational climate is a relatively enduring quality of the internal 

environment of an organization that (a) is experienced by its members, (b) 

influences their behavior, and (c) can be described in terms of the values of a 

particular set of characteristics or attributes of the organization” (Mullins, 1993).  

Reichers and Schneider (1990) define organizational climate as …”the 

shared perception of the way things are around here. It is important to realize that 

from these two approaches, there is no “best” approach and they actually have a 

great deal of overlap.” 

Organizational climate, however, proves to be hard to define. There are 

two especially intractable and related difficulties: how to define climate and how 

to measure it effectively on different levels of analysis. Furthermore there are 
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several approaches to the concept of climate, of which two in particular have 

received substantial patronage: the cognitive schema approach and the shared 

perception approach. The first approach regards the concept of climate as an 

individual perception and cognitive representation of the work environment. From 

this perspective climate assessments should be conducted at an individual level. 

The second approach emphasizes the importance of shared perceptions as 

underpinning the notion of climate (Anderson and West, 1998; Mathisen and 

Einarsen, 2004). 

Katz and Kahn (1996) say that “the climate in an organization which 

reflects the type of people who compose the organization, the work processes, 

means of communication and the exercise of authority within the individual 

organization.” Further, they recognize that it is easy to detect differences in the 

climate of organizations but it is difficult to name the dimensions of these 

differences. “Climate is atmosphere in which individual help, judge, reward, 

constrain, and find out about each other. It influences moral attitude of the 

individual toward work and his environment.” 

“The climate of an organization is thought to represent the perception of 

objective characteristics by organizations members.” As an example, the size of 

an organization is objectives but a person’s feelings about that size is subjective, it 

is the perception of these objectives that is represented by the climatic of an 

organization (Landy and Trumbo, 1980). 

Cooper (2003) describes organizational climate as “people’s perception of 

their working environment with regard to caring and friendliness.” In other words, 

the interaction of workers and management should create a healthy organizational 

environment. It means that organizational climate is subject to the perceptions of 
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staff and students. Litwin and Stringer (1968) maintain that “organizational 

climate is a set of ‘measurable properties of the work environment’, based on the 

collective perceptions of the people who live and work in the environment, and 

whose behavior is influenced by their perceptions.” 

Therefore we can say that organizational climate plays important role in 

setting the atmosphere conducive for a particular organization. It is achieved 

through the interaction between the principal and teachers, between teachers and 

students and between the principal and students. The social interaction compels 

the principal, teachers and students to discuss mutually in area of planning, 

decision-making, problem solving and control. The objective of this study is to see 

how the principal, teachers, students and parents experience and perceive the 

quality of the working situation emanating from their interaction. 

Job satisfaction is one of the most widely discussed and enthusiastically 

studied constructs in such related disciplines as industrial-organizational 

psychology, organizational behavior, personnel and human resource management 

and organizational management. It is a generalized affective orientation to all 

aspects of the job. In simple terms, it is the extent to which one feels good about 

the job. Job satisfaction is in regard to one’s feelings or state of mind regarding to 

the nature of their work. The source of job satisfaction is not only the job, it also 

creates from working environment, supervision style, interpersonal relationship, 

and organizational culture also. 

Smith and Kendall (1969) define it as “the feelings the worker has about 

his job”. These feelings were based on the individual’s perceptions of the 

differences between what was expected as a fair return and what was actually 

experienced. Locke (1969) defined total job satisfaction as “the pleasurable 
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emotional state resulting from the appraisal of one’s job achieving or facilitating 

one’s values”. He also claimed that “job satisfaction was a function of what a 

person wanted from a job and what he perceived it as offering”.  

Lawler (1973) also explained job satisfaction in terms of the difference 

between what people thought they should receive and what they perceived that 

they actually did receive. Schultz (1982) defined job satisfaction as “the 

psychological disposition of people toward their work – and this involves a 

collection of numerous attitudes or feelings”. 

Lofquist and Dawis (1991) defined satisfaction as “an individual’s positive 

affective evaluation of the target environment; result of an individual’s 

requirements being fulfilled by the target environment; a pleasant affective state; 

the individual’s appraisal of the extent to which his or her requirements are 

fulfilled by the environment”. 

People bring mental and physical abilities and time to their jobs. Many try 

to make a difference in their lives and in the lives of others through working. The 

reason for wanting a job is often considerably more than just a paycheck. Jobs can 

be looked at as the means used to achieve personal goals. When a job meets or 

exceeds an individual’s expectation, the individual often experiences positive 

emotions. These positive emotions represent job satisfaction. Job satisfaction in 

turn is a major contributor to life satisfaction, a personal goal that many find 

worth pursuing (Smith et. al, 1998). 

The Job Satisfaction of teachers is as important as the Organizational 

Climate of any educational institution. The focal importance of a teacher is not 

new to educational thinking. Inspite of this recognition, relatively little and 

reliable information is available regarding the Job satisfaction of teachers. Job 
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Satisfaction refers to the way one feels about the events, people and things in 

his/her working situation. Why should a decision maker be concerned about a 

worker’s jobs attitudes?  A common psychological principle holds that attitude 

effects on behavior. We may present this idea as follows.  

 Job satisfaction               Good performance 

 Job dissatisfaction              Poor performance 

 Teachers play a basic and dynamic role in an educational system. It is said 

that good performance of students depends upon effective teaching of their 

teachers. One of the most difficult problems in educational research is that of 

recognizing the teacher effectiveness i.e. discriminating between more effective 

teachers and less effective teachers (Coleman, 1998). 

Teachers’ performance is the way in which a teacher behaves in the 

process of teaching. Teachers’ performance is known to be related to teachers’ 

effectiveness (Medly and Shannon, 1994).  

In teaching effectiveness, what human qualities make an effective teacher? 

What teachers need to do to become better teachers can be physically, 

intellectually and emotionally exhausting? To answer these questions, first of all 

we shift to the teacher as a person. How do you as an individual understand 

yourself in the teaching role? How you think and feel about teaching, about the 

material, and about the pupils set an atmosphere or climate (Sprinthal, 1994). 

The personal and professional elements of teachers’ lives, experiences, 

beliefs and effective teaching practices are integral to one another. College 

teaching is a professional and a scholarly activity which draws on a high level of 

competence and expertise in the discipline together with highly developed 

communication and interpersonal skills. As professionals, college teachers need to 
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be appropriate role models and exhibit to their students a commitment to scholarly 

values, to life long learning (Medly and Shannon, 1994).  

Teachers’ performance is very crucial in child’s development. The 

identification and nurturing of talents is one of the main responsibility of the 

teachers. “As an interpreter, the college teacher has to place new knowledge and 

new experience within the context of what is already known and understood by 

the students. In order to be good mediator, he has to understand a great deal about 

the way in which the people at various ages and stages of development perceive 

the world around them. As a guide, he has to teach the students ‘how to learn’ 

rather than stuff his mind with factual information” (Riley, 1994). 

Effective college teacher was one who quite consistently achieved which 

either directly or indirectly focused on the learning of the students. Attaining 

instructional excellence was a complicated process. An effective teacher must 

have basic command of his subject matter. He must keep a breast of his field and 

be able to communicate his knowledge effectively to other at the level of 

comprehension. He must have a acquaintance with psychological principles and to 

be able to make practical use of them in teaching (Anderson, 2004). 

Organizational climate represents the way in which its members perceive 

the organization (The Public and Private Degree Colleges as organizations and 

College Teachers as members of the organization in the present study). From a 

practical point of view, climate is usually assessed by measuring employee’s 

perceptions of specific aspects of dimensions of the organization including 

perceived autonomy, warmth and support, openness, cooperation, aggressiveness 

and competitiveness. From educational point of view, the organizational climate is 

the blend of principal’s behavior and teacher’s behavior. Four aspects of 
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principal’s leadership behavior, (that is aloofness, production emphasis, thrust and 

consideration) and four aspects of teacher’s interactions, (that is, disengagement, 

hindrance, esprit and intimacy) are selected as the conceptual foundation for the 

analysis of organization’s climate (Halpin and Croft, 1963). 

Psychological and physical distance between principal and teachers creates 

aloofness of the principal. The formal holding of faculty meetings as business 

meetings and having tight meeting agenda, establishing firm rules for teachers and 

withholding results or classroom visits are indicative of principal’s aloofness.  

Production Emphasis is the leadership behavior of the principal. It is manifestation 

of his active supervision, scheduling teachers’ work, improving teachers’ 

efficiency. He acts a role model for his sub-ordinates by his active and energetic 

involvement in the development activities. To make teachers punctual and dutiful, 

he makes himself punctual and dedicated and impress upon the members of the 

staff to follow him are the features of thrust behavior. Consideration is treating 

staff members as human beings. Kindness, humanitarianism, doing personal favor 

for teachers, helping them both in their work and in their personal lives and 

standing up for the teachers’ best interests are characteristic features of this aspect 

of leadership behavior of the principal (Halpin, 1966). 

Teachers’ psychological and physical distance from each other and from 

the college activities is known as disengagement behaviour. Doing duties other 

than teaching such as interest in office work or in activities unrelated to teaching 

are salient features of hindrance. Doing paper work, attending committees, 

preparing reports and such like extra curricular engagements are a few examples. 

Esprit is characterized by morale, liveliness and devoted behaviour of teachers. 

Other features being cheerfulness and commitment of teachers to education, 
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enjoying each other and being mutually respectful and helpful, working 

energetically and showing loyalty to the institution they serve. Intimacy refers to 

the degree to which teachers share their private lives with each other and 

exchange confidences. The trait of intimacy make teachers social in the 

community (Halpin, 1966). 

In this study there are two basic factors (1) organizational climate and (2) 

college teachers’ performance. The study was aimed at to determine the 

organizational climate of Public and Private Degree Colleges, relationship of the 

organizational climate with the performance of college teachers. The findings of 

this study would serve as a basis for fostering improved working relationships 

between principals of colleges and academic staff, amongst academic staff and 

between academic staff and students. It would also help principals of colleges to 

regulate their relationship towards their subordinates by providing job security, 

adequate working materials, training prospects and promotion opportunities. The 

results of the study will enable to have knowledge about the management 

competencies of principals in Pakistan. The research may be helpful to top 

administrators to make intense efforts to improve the management competencies 

of principals of colleges. The result of this research will provide necessary 

information and more understanding about principals of colleges competencies 

and their relation with college effectiveness. The result of this research will 

emphasize the need and importance of pre-service and in-service training of 

principals of colleges for effective management. 

The main objectives of the study were; 
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(a) To identify the strengths of the organizational climates of Public and 

Private Degree Colleges as perceived by the heads, teachers and college 

students. 

(b) To identify the weaknesses of the organizational climates of Public and 

Private Degree Colleges as perceived by the heads, teachers and college 

students. 

(c) To measure the performance of the teachers as perceived by the heads of 

the organizations. 

(d) To explore the performance of teachers as perceived by the college 

students. 

(e) To find out the relationship between organizational climate and 

performance of college teachers.     
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Chapter 2 

REVIEW OF LITERATURE 

 
The study related to the organizational climate of public and private degree 

colleges and its relationship with the performance of teachers. Consequently the 

review of the related literature starts with the elaboration of two important 

concepts dealt within this study, that is, organizational climate and performance 

accompanied by explanation of their allied aspects and briefing about related 

research studies. 

2.1   SYSTEM OF EDUCATION IN PUBLIC SECTOR 

Pakistan has inherited the present education system from the British rule in 

India. Since independence in 1947 various governments have made efforts to 

develop the system of education in consonance with national, social, ideological 

and economic needs. Some of the significant policy landmarks in the history of 

educational development are: Education Conference (1951); Six Year Education 

Development Plan (1952); Commission on Student Problems and Welfare (1966); 

National Commission on Manpower and Education (1969); The Education Policy 

(1972); New Education Policy (1979); National Education Policy (1992) and 

National Education Policy (1998-2010). By and large all the documents have 

emphasized: 

1. Orientation towards Islamic Ideology and character building; 

2. Expansion of primary education and eradication of illiteracy 

3. Quality improvement of education at all levels 

4. Orientation towards science and technology 

5. Provision of equal educational opportunities to all citizens of Pakistan. 
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 Presently the education system in Pakistan comprises the following tiers: 

Elementary (I-VIII); Secondary (IX-XII); Tertiary Education (XIII onward). 

Technical and vocational education; Medicine; Teacher Education; Agriculture; 

Business or Commerce and Law. 

 Federal Government provides funds to provinces to meet the 

developmental expenditure. The recurring expenditure on education is born by the 

respective provincial governments. The responsibility for the implementation of 

education policy, administration and management of public school system rests 

with the provinces. Lack of required amount of resources has adversely affected 

the policy strategies and realization of targets stipulated in successive five year 

plans. Pakistan spends a very low percentage of GDP (Gross Domestic Product) 

on education which falls within the range of 1.68 percent to 2.40 percent. It is 

striving to come up to the recommendation of UNESCO which is not less than 4 

percent of GNP (Gross National Product). User charges are another limitation for 

education (Govt. of Pakistan, 1999).  

In Pakistan public sector could not accommodate all the children desirous 

of getting admission. It was considered essential that community should also 

shoulder the responsibility of providing education to masses. In this way private 

sector was invited to share the responsibility. In the beginning the private sector 

was confined to primary or secondary level, but now various colleges and 

universities have also been established in the private sector.  

2.2 SYSTEM OF EDUCATION IN PRIVATE SECTOR 

Education is responsibility of the state but in democratic countries, private 

sector as its social responsibility contributes substantially in quantitative 

expansion as well as qualitative improvement of education system. The public and 
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private sector educational institutions generate an atmosphere of healthy 

competition, among students, teachers and administration for meaningful learning. 

Further more, private sector is contributing significantly towards educational 

development and economic development of the country.  

Since independence in 1947 till the promulgation of Education Policy 1972 

the private sector played an important role in quantitative expansion and 

qualitative improvement of education system. Under the 1972 Education Policy, 

19,432 privately managed educational institutions were nationalized. The National 

Educational Policy 1979 concluded that government alone cannot carry out the 

burden of the whole educational process and made conditional provisions for 

participation of private sector in the development of education. National 

Education Policy 1992 proposed new incentives for participation of private sector 

in the development at all levels. National Education Policy 1998-2010 proposed 

implementation strategy for involvement of private sector in education. It will 

suffice to say that Education Policies 1979, 1992, and 1998 and plan of action of 

the present government made provisions for the involvement of private sector in 

the process of educational development (Govt. of Pakistan, 2004). 

Private sector involvement in education is encouraging. The Federal 

Bureau of Statistics Survey (1999-2000) indicates that there are 36,096 private 

educational institutions, 61 percent in urban areas and 39 percent in rural areas. 

The percentage share of private sector in enrollment is 18 percent at primary 

school level, 14 percent at high school level and 11 percent at college level. It has 

been observed that most of the private schools select their own curriculum and 

textbooks, which are not in conformity with public schools. Majority of the 

schools are “English medium” which attracts the parents for sending their children 
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to these institutions. Most of the institutions are unregistered; therefore, in most 

cases the certificates issued by these institutions are not recognized by the public 

institutions. Majority of these institutions are functioning in the rented buildings 

(Govt. of Pakistan, 2004).  

Govt. of Pakistan (1998-2010) proposed that there shall be regulatory 

bodies at the national and provincial levels to regulate activities and smooth 

functioning of privately managed schools and institutions of higher education 

through proper rules and regulations. The government will not only provide free 

land to build the school but also bear a reasonable proportion of the cost of 

construction and management. Liberal loan facilities will be extended to private 

educational institutions by financial institutions. 

Despite all shortcomings of private education mentioned above, Pakistan 

Integrated Household Survey Indicates that enrolment rates in public colleges 

have declined since 1995-96 particularly a large decline has been observed in rural 

areas. It is generally perceived by parents that quality of education in private 

colleges is better than in public colleges (Govt. of Pakistan, 2002). 

2.3 ORGANIZATIONAL CLIMATE 

Various researchers and educational reformers have defined organizational 

climate in different ways, but there seems to be consensus on what constitutes 

organizational climate. Freiberg and Stein (1999) assert that “college climate is 

the ‘heart and soul’ of a college; the feature of a college that motivates students, 

teachers and the principal to love the college and desire to be there each college 

day. The heart and soul are used metaphorically to underscore the importance of 

college climate; it motivates and gratifies college members that they feel 

comfortable while in college making them to be attracted to the college.” In view 



 

 

19

of this, climate is the aspect of the college that gives it life and reveals values that 

the college cherishes. 

Organizational climate is a concept that deals with staff members’ 

perceptions of the working environment. This climate is directly influenced by 

administrators which in turn affects the motivation and behaviours of the entire 

staff. More specifically, climate is a relatively enduring quality that is experienced 

by teachers, influences their behaviour, and is based on their collective 

perceptions (Hoy and Forsyth, 1986).  

“Organizational climate is the study of perceptions that individuals have of 

various aspects of the environments in the organization” (Owens, 1987). School 

climate has obvious implications for improving the quality of work life. Schools 

that are characterized by a great deal of togetherness, familiarity, and trust among 

teachers will be more effective. In this sense, climate is a form of organizational 

energy whose telling effects on the school depend on how this energy is channeled 

and directed. Some of these groups use their climate energy to help make the 

school work better, but other groups may use the same energy to promote and 

cause school problems and difficulties. The following two generalizations can be 

made when climate is viewed as a condition representing a school’s capacity to 

act effectively and efficiently. School improvement and enhanced school 

effectiveness will not be accomplished on a sustained basis without the presence 

of a favourable school climate. This climate must be felt by all those who are 

directly involved in the organization (Sergiovanni, 1991).  

By analogy, the social climate of an organization can be viewed as a blend 

of two important dimensions of interpersonal interaction, Halpin and Croft (1963) 

conceived of the social climate of schools as a blend of two such dimensions: the 
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principal’s leadership and the teachers’ interactions. The group interactions of the 

teachers in a school might be regarded as analogous to the geographic contours of 

a region, and the principal’s leadership style could be equated with the 

atmospheric conditions; in combination, the two results in unique social texture in 

each organization, which has been called its climate. 

From educational point of view, the organizational climate of a college is 

the result of the blend of interpersonal interaction. Some scholars of educational 

management, for example, Halpin and Croft (1963), Hoy, Tarter and Kottkamp 

(1991) suggest two dimensions of interpersonal interaction that is principal’s 

behavior and teacher’s behavior. Four aspects of principal’s leadership behavior, 

that is aloofness, production emphasis, thrust and consideration and four aspects 

of teacher’s interactions, that is, disengagement, hindrance, esprit and intimacy are 

selected as the conceptual foundation for the analysis of organization’s climate. 

These aspects are briefly explained; 

2.3.1   Aspects of Principal’s Leadership Behaviour 

2.3.1.1 Aloofness 

The attitude of some principals to keep themselves at distance from the 

teachers and avoid to intimate with them is known as aloofness. They strictly 

observe rules and regulations and expect from the subordinates to obey them in 

letter and spirit. This attitude is a hinderance in the healthy and friendly academic 

atmosphere of the educational institution because the teachers generally do not 

like the autocratic rule of the boss. Hence aloofness is an important factor to 

influence the organizational climate.  

Halpin (1966) describes aloofness as “the extent to which some principals 

keep social distance from the teachers, give excessive rules and regulations. Some 
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principals are seen as unfriendly; they do not show human feelings as they relate 

to the staff.”  

2.3.1.2 Production emphasis 

According to Halpin (1966) authoritarian and controlling behavior of some 

principals also influences the climate of an organization. It creates negative 

feelings among the staff. A principal who emphasizes production of the view that 

the workers show good results working under pressure and tension. He thinks that 

if all attention is directed towards discharging his duties, it will minimize personal 

clashes and conflicts in the staff on different issues. This type of principal’s 

behavior influences how the staff will discharge their responsibilities and it will 

ultimately affect the organizational climate. Paisey (1992) argues that “if there is 

no emphasis on production, the staff may not be concerned about the 

accomplishment of the organizational goals. Some teachers may not take their 

work seriously. They may be more concerned about their personal interest at the 

expense of their work. In view of this, this kind of behavior undoubtedly affects 

the college climate. Everybody does what he/she likes. The pupils’ results and the 

image of the college are at stake.” 

2.3.1.3 Thrust 

Thrust is the way some principals act as a role model for the type of 

behavior they expect of their staff. They set the standard and support the staff so 

as to maintain the standard. If the principal is hardworking, the staff are both 

intrinsically and extrinsically motivated and enjoy their work. The principal with 

high thrust influences the college climate positively; all activities are focused and 

directed to achieving the organizational goals, both teachers and students enjoy 

teaching and learning. Whereas the principal with no thrust also affects the 



 

 

22

climate and that this may result in lack of motivation and performance on the part 

of teachers. Hence thrust is an important factor in enhancing the effectiveness of 

an organization (Halpin, 1966; Ribbins, 2001). 

2.3.1.4 Consideration 

The interaction of principal and the staff members influences the 

organizational atmosphere. If the principal is considerate and responds to the 

needs of his staff and takes personal interest in matters concerning his staff, 

students and parents and shows keen interest and sympathy with them. Such 

behaviour of the principal has positive effects on organizational climate (Halpin, 

1966).  

Azzara (2001) asserts that “showing concern for teachers, parents and 

students is the heart of leadership.” He must therefore relate to stakeholders in the 

way that demonstrates his/her concern for them.  

Rooney (2003) and Heller (2002), opine that “the students and teachers 

function effectively when their basic needs are met and this contributes to a caring 

environment in which everybody cares for one another and invariably foster 

excellent teaching and learning atmosphere.” Azzara (2001) claims that “the 

principal who is highly considerate is the most effective because the development 

of positive personal relationship with the entire organization is the core of 

leadership.” Hoy and Sabo (1998) observe that “lack of consideration may 

contribute to teacher frustration and apathy therefore, negative climate will 

prevail.” 

2.3.2   Aspects of Teacher’s Behaviour 

The role of teachers in determining the healthy atmosphere in the college 

is highly important. The college as a system of social interaction allows 
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interpersonal relationships among its stakeholders; teachers interact with one 

another, with the principal, students and parents. The ways teachers interact 

among themselves and with others determine the college climate. Halpin (1966) 

has identified four characteristics of teachers’ behavior and how they influence the 

climate. These characteristics are: disengagement, hindrance, esprit and intimacy. 

2.3.2.1 Disengagement 

Halpin (1966) states that “disengagement means lack of commitment to 

the institution.” In such disengaged college, teachers engage themselves in trivial 

matters. They dislike and criticize the principal. Their negative attitude is reflected 

in the manner they relate to one another. Hoy and Sabo (1998) has classified these 

teachers as individual who are just ‘putting in their time’. They some sabotage the 

attempts of the principal and create an unpleasant atmosphere in the college.  

In contrast, in a college characterized by low disengagement or engaged 

climate, most teachers work as a team and are committed to their work. They 

respect each other and conduct themselves as professionals. The principal’s 

negative behavior does not prevent the teachers from doing and enjoying their 

work. Thus, these teachers are productive regardless of the principal’s weak 

autocratic leadership.  

2.3.2.2 Hindrance 

According to Halpin (1966) hindrance is a term used to describe some 

teachers’ attitude toward paper work and non-instructional college activities: 

teachers see routine duties and committee requirements as hindrance to their 

teaching responsibilities. Owens (1981) asserts that “these teachers are only 

concerned with teaching and consider rules, paper work and other administrative 

work quite unnecessary. Such teachers do not enjoy writing their daily preparation 
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note, keeping class attendance record, recording test marks and communicating 

and corresponding with parents.” Other teachers, according to Silver (1983) 

consider administrative duties not only necessary but also useful in facilitating the 

achievement of the educational goals. For example, if no teacher keeps attendance 

record, it implies that regular attendance/punctuality is not important. As a result, 

some students who have the tendency to run away from college may become 

truants and late coming may be taken as normal. This may eventually lead to poor 

performance and increase in dropout rate.  

In an atmosphere where teachers are burdened with paper work and other 

administrative duties, the teaching learning process is affected badly. If principals 

over emphasize paper work so much so that it becomes an end in itself rather than 

a means to an end, then the teachers reluctantly carry out their task in order to 

avoid confrontation with the principal. Halpin (1966) observes that “this kind of 

situation disturbs a climate characterized with a goal-oriented mission, for 

teachers spend too much time on activities from which students may not benefit.” 

Since some principals over emphasize paper work, it could be assumed that some 

other principals may not bother teachers at all on keeping necessary records. “For 

instance, if a principal does not demand for accountability with regard to writing 

lesson plan, keeping attendance record, monitoring students’ progress and 

communicating with parents when need be, it may create a laissez-faire climate 

where teachers are given room to do what they like even with their teaching 

responsibility” (Hoy and Sabo, 1998). 

2.3.2.3 Esprit 

According to Halpin (1966) esprit describes “teachers’ satisfaction with 

their social and professional needs.” In an institution characterized by high esprit 
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and accomplishments, teachers help, support and work with each other. As a team, 

they like and respect each other. They enjoy each other’s company and they are 

committed to their work. They are enthusiastic, innovative and they willingly 

render mutual assistance where necessary. In case of low esprit, teachers do their 

work reluctantly. They do not derive satisfaction from their work. Thus, they work 

just to earn a living without any devotion. This kind of situation produces a 

climate that is not conducive for work (Hoy and Sabo, 1998). 

2.3.2.4 Intimacy 

“Intimacy is a term used to picture the kind of relationship that exists 

among teachers in a college” (Halpin, 1966). The degree of relationships that exist 

among teachers varies from college to college. Silver (1983) asserts that “high 

intimacy may exist among teachers in some institutions while low intimacy may 

exist among teachers in some other institutions and yet, there may be no intimacy 

at all among teachers in some other institutions.” Hoy and Miskel (2001) observe 

that “high intimacy reflects a close relationship among teachers.” Teachers in a 

college characterized by high intimacy know each other well and share personal 

issues with each other. This kind of relationship does not end at college; they 

socialize on a regular basis in college and outside college. They provide strong 

support for each other, that is, they exchange visits, know each other’s family 

members, they are always there for each other even in difficult situations. They 

find their closest friends among their colleagues. In this kind of situation, 

teachers’ emotional and psychological needs are met. They get the encouragement 

needed to function effectively, everybody is happy and positive climate prevails. 

Nonetheless, high intimacy if not applied cautiously may lead to negative climate. 

Situations where teachers do not limit sharing of personal matters to each other 
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but indulge in gossiping about matters affecting other colleagues, may lead to 

confusion, mistrust, strive, suspicion and even quarrel.  

2.4 ORGANIZATIONAL CLIMATE HISTORICAL OVERVIEW 

The concept of organizational climate originated in the late 1950s as social 

scientists studied variations in work environments. Although researchers 

interested in educational organizations (Pace and Stern, 1958; Halpin and Croft, 

1963) made the initial efforts to define and measure dimensions of organizational 

climate, the usefulness of the concept was soon recognized by scholars of business 

organizations (Tagiuri, 1968). Climate was initially used as a general notion to 

express the enduring quality of organizational life. Tagiuri (1968) observed that "a 

particular configuration of enduring characteristics of the ecology, milieu, social 

system and culture would constitute a climate, as much as a particular 

configuration of personal characteristics constitute a personality." Gilmer (1966) 

specified organizational climate as "those characteristics that distinguish the 

organization from other organizations and that influence the behavior of people in 

the organization." Litwin and Stringer (1968) suggested that perception is a 

critical ingredient of climate and defined it as-- "a set of measurable properties of 

the work environment, based on the collective perceptions of the people who live 

and work in the environment and demonstrated to influence their behavior." 

According to Gilmer (1966), the notion of psychological climates was introduced 

in the industrial psychology literature by Gellerman (1960), but other writers 

(Forehand and Gilmer, 1964; Halpin and Croft, 1963; Tagiuri, 1968) have also 

noted that definitions of climate are quite similar to early descriptions of 

personality types. In fact, the climate of an organization may roughly be 
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conceived as the "personality" of the organization; that is, climate is to 

organization as personality is to individual. 

 According to Owens (1998), “Organizational behaviour is a discipline that 

seeks to describe, understand and predict the human behavior in the environment 

of formal organizations. A distinctive contribution and characteristics or 

organizational behavior as a discipline is the explicit recognition that (1) 

organizations create internal contextual settings, or environments, that have great 

influence on the behavior of people in them and (2) to some extent the internal 

environment of an organization is influenced by the larger context in which the 

organization itself exists (for example, the social, political, economic and the 

technological systems that support the organization). Moreover, the internal 

environment or context of the organization is not merely physical and tangible but 

also includes the social and psychological characteristics of the living human 

system.” 

2.4.1 Organizational Culture 

Organizational culture has also become a vehicle for understanding the 

basic meaning and character of institutional life. Concern for the culture of the 

workplace is not new. In the 1930s and 1940s, both Mayo (1945) and Barnard 

(1938) stressed the significance of norms, sentiments, values, and emergent 

interactions in the workplace as they described the nature and function of the 

informal organization. Similarly, Selznick (1957) emphasized the significance of 

viewing organizations as institutions rather than merely rational organizational 

structures. Institutions, observed Selznick (1957), are “infused with value beyond 

the technical requirements at hand.” The infusion of value produces a distinctive 

identity of the organization that pervades all aspects of organizational life and 
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provides a social integration that goes well beyond formal co-ordination and 

command. This distinctive character binds the individual to the organization and 

generates in its members a sense of loyalty and commitment to the organization.  

Ouchi (1981) sees organizational culture as “systems, ceremonies, and 

myths that communicate the underlying values and beliefs of the organization to 

its employees.” Lorsch (1985), on the other hand, defines culture as “the beliefs 

top managers in a company share about how they should manage themselves and 

other employees.” To Mintzberg (1983) culture is the organization’s ideology, that 

is, “a system of beliefs about the organization, shared by its members, that 

distinguishes it from other organizations.” Wilkins and Patterson (1985) argue that 

“an organization's culture consists largely of what people believe about what 

works and what does not,” while Martin (1985) asserts that “culture is an 

expression of people’s deepest needs, a means of endowing their experiences with 

meaning.” Schwartz and Davis (1981) define culture as “a pattern of beliefs and 

expectations shared by the organization’s members, that produces norms that 

powerfully shape the behavior of individuals or groups in organizations.” In 

contrast, Schein (1985) argues that culture should be reserved for “the deeper 

level of basic assumptions and beliefs that are shared by members of an 

organization, that operate unconsciously, and that define in a basic 'taken-for-

granted’ fashion an organization's view of itself and its environment.” 

Though many definitions of organizational culture are found in the 

literature, the high degree of agreement between and among them makes it 

relatively easy to understand what culture is and how it relates to and differs from 

organizational climate. Organizational culture is the body of  solutions to external 

and internal problems that has worked consistently for a group and that is 
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therefore taught to new members as the correct way to perceive, think about, and 

feel in relation to those problems (Schein, 1985). 

Culture develops over a period of time and, in the process of developing, 

acquires significantly deeper meaning. Thus, “such solutions eventually come to 

be assumptions about the nature of reality, truth, time, space, human nature, 

human activity, and human relationships--then they come to be taken for granted 

and, finally, drop out of awareness.” Therefore, “culture can be defined as the 

shared philosophies, ideologies, values, assumptions, beliefs, expectations, 

attitudes and norms that knit a community together. In this case, the community is 

an organization – a school, for example – and all of these interrelated qualities 

reveal agreement, implicit or explicit, among teachers, administrators and other 

participants on how to approach decisions and problems: “the way things are done 

around here” (Kilmann, 1985). 

As Deal (1982) pointed out, “at the heart of most … definitions of culture 

is the concept of a learned pattern of unconscious (or semiconscious) thought, 

reflected and reinforced by behavior, that silently and powerfully shapes the 

experience of a people.” This pattern of thought, which is organizational culture, 

“provides stability, fosters certainty, solidifies order and predictability, and creates 

meaning.” 

2.4.2    Compare and Contrast of Organizational Climate and Organizational    

 Culture 

The concepts of organizational climate and culture have become part of 

the standard rhetoric in contemporary discussions of school effectiveness. 

Unfortunately, both terms are complex and neither is clearly defined. The terms 

culture and climate are both abstractions that deal with the fact that the behavior 
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of persons in organizations is not elicited by interaction with proximate events 

alone but is also influenced by interaction with intangible forces in the 

organization’s environment. Culture refers to the behavioral norms, assumptions, 

and beliefs of an organization, whereas climate refers to perceptions of persons in 

the organization that reflect those norms, assumptions and beliefs (Hoy, 1990). 

Climate and culture are both important aspects of the overall context, 

environment or situation. Culture tends to be shared by all or most members of 

some social group; is something that older members usually try to pass on to 

younger members; shapes behavior and structures perceptions of the world. 

Culture includes deeply held values, beliefs and assumptions, symbols, heroes and 

heroines, and rituals. Culture can be examined at an organizational level as well. 

The main distinction between organizational and national culture is that people 

can choose to join a place of work, but are usually born into a national culture. 

Organizational cultures are generally deep and stable. Climate, on the other hand, 

is often defined as the recurring patterns of behavior, attitudes and feelings that 

characterize life in the organization. Although culture and climate are related, 

climate often proves easier to assess and change. At an individual level of analysis 

the concept is called individual psychological climate. These individual 

perceptions are often aggregated or collected for analysis and understanding at the 

team or group level, or the divisional, functional, or overall organizational level 

(Isaksen and Ekvall, 2007). 

The most obvious manifestations of organizational culture are visible and 

audible: these are artifacts such as tools; buildings, art, and technology, as well as 

patterns of human behavior, including speech. Because these are visible, they have 

been frequently studied usually using naturalistic field methods such as 
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observation, interviews, and document analysis. Though these manifestations are 

readily visible, they are merely symbolic of the culture itself, which is not visible 

and which is not even in the awareness of the people we observe. Therefore, to 

make sense of the artifacts and the behaviors that we observe requires us to 

decipher their meaning, and this is difficult to do (Schein, 1985). 

Finally, we find the essence of the culture: those assumptions that are 

taken for granted, invisible, and out of consciousness. These have to do with the 

relationships of individuals to the environment; the nature of reality, time, and 

space; the nature of human nature; the nature of human activity; and the nature of 

human relationships. These unseen assumptions, of which the organization’s 

members are unaware, form patterns but they remain implicit, unconscious, and 

taken for granted unless they are called to the surface by some process of inquiry 

(Deal, 1982). 

Though organizational culture is usually studied through inferences 

derived from the observation of organizational behavior, the focus is not limited to 

the impact of the environment on the behavior of individual persons. It extends to 

understanding what the elements of such environments are, how they develop, and 

how these elements relate to one another so as to form (in effect) the lexicon, 

grammar, and syntax of organization. Thus, for example, the study of symbolism 

is central to the study of organizational culture: the rituals, myths, traditions, rites, 

and language through which human meanings and values are transmitted literally 

from one generation of the organization to another (Kilmann, 1985). 

A school climate may be characterized by certain perceptions held by 

participants as to the nature of the organization, but how are those perceptions 

developed, communicated, and transmitted? A school may be viewed by members 
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as holding certain values, extolling particular virtues, standing for describable 

standards and practices that have a deep effect on the behaviors of the members. 

But how are these made explicit and communicated to the members? What are the 

mechanisms used by the organization to influence and control behavior in 

predictable, desired ways? In schools, as well as in societies, the answer is through 

institutionalized rituals and symbols. Understanding these is essential to 

understanding culture (Schein, 1985). 

  The notion of satisfaction is usually closely associated with the concept of 

organizational climate. That is, to what extent are the perceptions that participants 

have of the environment of the organization satisfying to them? This association 

of satisfaction with the perceptions of participants is implicit in some techniques 

for studying climate, whereas many studies have inquired directly into possible 

discrepancies between the participants’ perceptions of the existing state of affairs 

in contrast to whatever desired state the respondents think ought to prevail 

(Owens, 1998). 

2.5 MEASURING OF ORGANIZATIONAL CLIMATE 

Organizational climate is usually measured with questionnaires that are 

aimed at measuring its underlying dimensions. In an early attempt to measure 

climate, for instance, Forehand and Gilmer (1964) had employees filled out 

questionnaires that measured dimensions such as the degree of formalization and 

bureaucracy within the organization, and the leader’s style. Halpin and Croft 

(1963) studied the organizational climate in public school system and argued that 

climate reflected employees’ perceptions of dimensions like “intimacy” 

(members’ enjoyment of social relationships), “aloofness” (formal and impersonal 

management behavior), “hindrance” (employees’ feelings that they are burdened 
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by routine duties), and close and constant supervision. Litwin and Stringer (1968) 

carried out a laboratory experiment in order to determine the effects of 

organizational climate. The dimensions they used in this questionnaire to measure 

climate included “structure” (the emphasis on “red tape” and going through 

channels), “responsibility” (the feeling of being one’s own boss), “rewards” 

(emphasizing positive rewards rather than punishment), “warmth” (the feeling of 

general good fellowship), and “risk” (the sense of risk, and challenge on the job). 

In another study, Jones and James (1979) analyzed 35 factors which, based on 

their research, they represented important components of climate; they found 

these 35 factors could be classified into five basic climate dimensions as follows: 

   1. Perceived conflict and ambiguity: This aspect of climate reflected a 

perception on the part of the employees that there was a lack of interdepartmental 

cooperation, poor communication for management, poor planning, and the lack of 

fairness and objectivity in the reward process. 

   2. Perceived job challenge, importance, and variety: This reflected the 

degree to which the job was seen as providing autonomy and feedback, and 

demanding high standards of quality and performance. 

   3. Perceived leader facilitation and support: This reflected perceived leader 

behavior such as the extent to which the leader was seen as helping to accomplish 

work goals by scheduling activities etc., as well as the extent to which he or she 

was perceived as facilitating interpersonal relationships and providing personal 

support.  

   4.  Perceived work-group cooperation, friendliness, and warmth: This 

measured the    perceived cooperation, friendliness, and warmth among group 

members and their pride in their work group. 
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   5.     Professional and organizational expert: This measured the growth 

potential of the employee’s job, as well as his or her perceptions of an open 

atmosphere to express personal feelings and thoughts, confidence in the leader, 

consistently applied organizational policies, and reduced job pressure. 

 In summary, an organization’s climate represents the way in which its 

members perceive the organization, from a practical point of view, climate is 

usually assessed by measuring employees perceptions of specific aspects or 

dimensions of the organization including perceived autonomy, warmth and 

support, openness, cooperation, aggressiveness, and competitiveness. 

2.5.1 Factors that Influence Organizational Climate 

What factors influence whether employees view an organization’s climate 

as “open” or “closed.” Whether there is a prevailing feeling of cooperation or non 

cooperation. 

First, we know that leader’s behavior is one important factor. The leader’s 

behavior has an important influence on organizational climate. It seems that even 

with “all other things equal” the leader can make a big difference in the climate of 

a group, for instance by changing an open, cooperative climate to one that is 

perceived as being closed and repressive. Other factors are also important. For 

example, the degree to which the organization is mechanistic or bureaucratic, in 

other words, the degree to which employees are urged to “stick to the chain of 

command,” adhere to rules and procedures, and carry out highly specialized tasks 

-- will contribute to whether or not employees perceive the group’s climate as 

closed and confining or open and supportive. And the degree to which rules and 

procedures are highly formalized -- for instance, requirements that employees 

must take exactly one hour for lunch, arrive no later than 9, and keep strict office 
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hours -- will also contribute to their perceptions of the organizational climate 

(Owens, 1998). 

The employees will take their “cues” from a variety of organizational 

events and will fit these events into what is for them a meaningful pattern - an 

organizational climate. This climate, in turn, can then be measured and described 

in terms of dimensions like supportiveness, cooperativeness, and openness. An 

important implication of the Litwin and Stringer (1968) study is that the leader has 

a pivotal effect on organizational climate. Even with the same degree of 

formalization and with the same organizational structure, switching leaders (or 

having a leader’s behavior change) can also change the organizational climate. 

2.6   DIMENSIONS OF ORGANIZATIONAL CLIMATE 

According to Tagiuri (1968), “climate is generally defined as the 

characteristics of the total environment in a school building.” But we need to 

understand what those characteristics are, and to lay the ground work for that we 

turn to the work of Tagiuri.  

Tagiuri (1968) described the total environment in an organization, that is, 

the organizational climate, as composed of four dimensions: 

2.6.1 Ecology 

Ecology refers to physical and material factors in the organization, for 

example, size, age, design, facilities and conditions of the building. It also refers 

to the technology used by people in the organization desks and chairs, chalk 

boards, elevators, every thing used to carry out organizational activities. 

2.6.2 Milieu 

Milieu is the social dimension in the organization. This includes virtually 

everything relating to the people in the organization. For example, how many 
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there are and what they are 1ike. This would include race and ethnicity, salary 

level of teachers, socioeconomic level of students, education levels attained by the 

teachers, the morale and motivation of adults and students who inhabit the school, 

level of job satisfaction, and a host of other characteristics of the people in the 

organization. 

2.6.3 Social System 

Social system refers to the organizational and administrative structure of 

the organization. It includes how the school is organized, the ways in which de-

cisions are made and who is involved in making them, the communication pat-

terns among people (who talks to whom about what), what work groups there are, 

and so on. 

2.6.4 Culture 

Culture refers to the values, belief system, norms, and ways of thinking 

that are characteristics of people in the organization. It is “the way we do things 

around here.” 

Much of the organization dimension of climate arises from factors that 

administrators control directly or strongly influence. It is important that 

administrators understand the close connections between the choices they make 

about the way they organize and the climate manifested in the organization. 

2.7   CLASSIFICATION OF ORGANIZATIONAL CLIMATE 

The study of four aspects of principal’s leadership behavior and four 

aspects of teachers’ behavior bring us to categorize organizations into six distinct 

profiles of configurations in line with Halpin and Croft (1966). The six profiles 

that are found in the organizations can be regarded as six distinctive 
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organizational climates, namely, Open, Autonomous, Controlled, Familiar, 

Paternal and Closed. 

2.7.1 Open Climate 

An open climate is used to describe the openness and authenticity of 

interaction that exists among the principal, teachers, students and parents. Hoy and 

Sabo (1998) state that “an open climate reflects the principal and teachers' 

cooperative, supportive and receptive attitudes to each other’s ideas and their 

commitment to work.” The principal, according to these researchers, shows 

genuine concern for teachers; he/she motivates and encourages staff members 

(high supportiveness). He/she gives the staff freedom to carry out their duties in 

the best way they know (low directiveness). He/she does not allow routine duties 

to disrupt teachers’ instructional responsibilities (low hindrance). Also, in a 

school/college characterized with open climate, teachers are portrayed as tolerant, 

helpful and respectful professionals (low disengagement). They are caring and 

willing to assist students when need be. Teachers work hard so that students 

succeed (high commitment). They care, respect and help one another as 

colleagues and even at personal level (high collegial relations). As a team they 

work for the success of students. Both the principal and teachers are accessible 

and approachable they maintain close relationships with students and parents 

(Halpin, 1966).  

2.7.2 Autonomous Climate 

This type of climate portrays an atmosphere where teachers are given a 

good measure of freedom to operate in the institution. The principal arouses 

enthusiasm and diligence. Both teachers and students work with devotion. There 

is no external threat or influence. Teachers have great desire to work and students 
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are highly motivated to learn. The close relationship among the principal, 

teachers, students and parents creates an autonomous climate in the institution 

(Halpin, 1966). 

2.7.3 Controlled Climate 

The major characteristic of controlled climate is the diligence and hard 

work. Even though the principal does not model commitment, hard work is over-

emphasized to the extent that little or no time is given to social life. Nonetheless, 

teachers are committed to their work and spend considerable time on paper work. 

Thus, in most cases, there is little time to interact with one another. Students are 

also hardworking, but are given little time for participation in extra curricular 

activities. The principal often employs a direct approach, keeps his/her distance 

from teachers, students and parents in order to avoid familiarity. Parents are not 

encouraged to visit college with their children's problems as the time on such 

matters could be used on something worthwhile (Silver, 1983; Halpin, 1966). 

2.7.4 Familiar Climate 

Familiar climate depicts a laissez-faire atmosphere. The principal is 

concerned about maintaining friendly atmosphere at the expense of task 

accomplishment. Thus, a considerable percentage of teachers are not committed to 

their primary assignment. Some who are committed resent the way the principal 

runs the college: they do not share same views with the principal and their 

colleagues. As a result, those who are not committed, form a clique because they 

are of the same attitude, they become friends.  

2.7.5 Paternal Climate 

This type of climate depicts an atmosphere where the principal is very 

hardworking, but has no effect on the staff; to them hard work is not a popular 
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term. There is a degree of closeness between the principal and teachers, but the 

principal’s expectation from teachers is rather impractical. All the same, he/she is 

considerate and energetic, but his/her leadership approach is benevolently 

autocratic. As a result, most teachers, students and parents prefer to maintain 

distance from the principal. Often, students cannot express their difficulties or 

problems with boldness and parents visit the college only when it is absolutely 

necessary (Costley and Todd, 1987). 

2.7.6 Closed Climate 

The closed climate represents the ‘antithesis of the open climate’. The 

main characteristic of this type of climate identified by Halpin (1966) is lack of 

commitment or unproductive disengagement. There is no commitment, especially 

on the part of the principal and teachers. There is no emphasis on task 

accomplishment; rather the principal stresses on routine, trivial and unnecessary 

paper work to which teachers minimally respond. The principal is strict and rigid 

in behaviour. He/she is inconsiderate, unsupportive and unresponsive. 

Consequently, most of the teachers feel frustrated and dissatisfied. This makes the 

atmosphere tense. There is lack of respect among the teachers and principal (Hoy 

and Sabo, 1998).  

Some scholars like Hoy and Miskel (2001) assert that each college has its 

own unique climate. This is because colleges operate in different ways. The type 

of climate that prevails in a college is the blend of the behavior of the principal, 

teachers, students and parents in that college. Therefore, climate differs from 

college to college. Freiberg (1999) opines that climate is an ever-changing factor 

in colleges. This is because the principal may choose on specific occasions to 

adapt a different leadership style, which may have great impact on the climate that 
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will lead to a change. Again, a new principal may bring some unfamiliar ideas that 

may change the existing climate. New teachers in a college may equally have a 

noticeable effect on the prevailing climate of a college. Another possibility is that 

new students may bring to a college a different atmosphere. Finally, the 

involvement of parents of new students may influence the prevailing climate of a 

college. 

2.8 THE ORGANIZATIONAL CLIMATE DESCRIPTIVE FRAMEWORK 

The social climate of a college results from the reciprocal effects of the 

teachers’ behavior pattern as a group and the principal’s behavior pattern as a 

leader. Just as the group’s characteristics can affect the ways in which the 

principal can exercise leadership, so the principal’s behavior pattern can also 

affect the teachers’ interpersonal interactions. Thus the reciprocal dynamics of 

leadership and group are viewed as the keys to identifying diverse college 

climates (Halpin, 1966). 

Four aspects of principals’ leadership and four aspects of teachers’ 

interactions are selected as the conceptual foundation for the analysis of college 

climates. The eight aspects of social interaction are then combined to yield six 

distinctive climates that can be found in colleges. The six types of climate range 

along a continuum from the most open climate to the most closed. 

The climate framework is a descriptive rather than an explanatory 

conceptualization. Therefore, the major propositions are definitional; they are 

statement-of-existence generalizations (Reynolds, 1971) rather than assertions 

about the dynamics of the climate phenomenon. 

I. The climate of a school is a combination of the Principal’s 

behavior and the teachers’ behavior. 
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a. The four relevant aspects of the Principal’s behavior are 

aloofness, production emphasis, consideration and thrust. 

b. The four relevant aspects of the teachers’ interpersonal 

behavior are disengagement, hindrance, intimacy and esprit. 

2. The eight behavioral dimensions combine in various patterns to 

yield six distinctive climates that are found in schools. The six 

climates are Open, Autonomous, Controlled, Familiar, Paternal and 

Closed. 

3. The six climates range along continuum from the most open or 

authentic to the most closed or inauthentic in the order.  

2.9 JOB SATISFACTION 

People bring mental and physical abilities and time to their jobs. Many try 

to make a difference in their lives and in the lives of others through working. The 

reason for wanting a job is often considerably more than just a paycheck. Jobs can 

be looked at as the means used to achieve personal goals. When a job meets or 

exceeds an individual’s expectation, the individual often experiences positive 

emotions. These positive emotions represent job satisfaction. Job satisfaction in 

turn is a major contributor to life satisfaction (Smith, 1998). 

Smith and Kendall (1969) define job satisfaction as “the feelings the 

worker has about his job. These feelings were based on the individual’s 

perceptions of the differences between what was expected as a fair return and 

what was actually experienced”. Locke (1969) defined total job satisfaction as 

“the pleasurable emotional state resulting from the appraisal of one’s job 

achieving or facilitating one’s values”. He also claimed that “job satisfaction was 

a function of what a person wanted from a job and what he perceived it as 
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offering”. Lawler (1973) also explained job satisfaction in terms of the difference 

between what people thought they should receive and what they perceived that 

they actually did receive. 

Schultz (1999) defined job satisfaction as “the psychological disposition of 

people toward their work – and this involves a collection of numerous attitudes or 

feelings”.  

2.9.1   Concept of Job Satisfaction 

Job satisfaction is the degree to which one’s important needs for health, 

security, nourishment, affiliation, esteem, and so on is fulfilled on the job or as a 

result of the job. Thus, if we wanted to measure how satisfied the employees in an 

organization are, we would usually start by measuring their satisfaction with 

important facts of the job such as pay, promotion, and recognition, and then total 

our results to obtain a measure of the employees’ overall satisfaction. However, an 

important thing to remember about satisfaction is that since people have many 

needs, one person could be simultaneously satisfied with something (like pay) and 

dissatisfied with others (like supervision). Some of the items for which researchers 

normally obtain satisfaction measures include the work itself, pay, working 

conditions, and supervision (Lawler, 1973). 

Job satisfaction, according to Hamner (1978) is a person’s attitude toward 

the job. Like any other attitude, then, it represents a complex assemblage of 

cognitions (beliefs or knowledge), emotions (feelings, sentiments, or evaluations), 

and behavioral tendencies. A person with a high level of job satisfaction holds 

very positive attitude about work, and conversely, a person dissatisfied with the 

job has negative attitudes toward work. 
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Relationship of Satisfaction to Performance. Dessler (1982) stated that 

there are two basic theories concerning the relationship of employee satisfaction 

and performance. The first states that satisfaction leads to performance; in other 

words, that the way to improve employees’ performance is to “boost their 

morale”. This approach was popularized by the Human Relations movement, the 

essence of which was that managers could increase productivity by increasing the 

morale of their employees. 

While the idea that “happy workers are better workers” was intuitively 

appealing, it has no conclusive empirical support. In other words, sometimes 

satisfied workers perform better and sometimes they do not, and so taking actions 

to boost morale will not necessarily lead to better performance. 

Since there seemed to be no causal relationship between satisfaction and 

performance, discussions concerning how (if at all) these two factors were related 

all but disappeared in the 1950s. Beginning in 1964, however, researchers again 

began analyzing the question of the satisfaction-performance relationship, and 

there were several reasons for this renewed interest. Dessler (1982) quoted Vroom 

(1964) who found that while the correlation between satisfaction and performance 

were usually quite low, there was still a positive correlation in 20 of the 23 cases 

he studied. Based on this, Lawler and Porter (1967) wrote a paper in which they 

suggested that it might have been pre-mature for behavioral scientists to close off 

debate on the satisfaction - performance relationship. 

Lawler and Porter (1967) believed that their proposal helped explain why 

researchers had found satisfaction and performance to be positively and negatively 

(and sometimes not at all) related. They said that in most organizations there was 

only a tenuous relationship between performance and rewards; in other words, in 
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most organizations a person’s rewards were tied only indirectly to his or her level 

of performance. As a result, said Lawler and Porter (I967) we should accept most 

researchers to find a small but positive relationship between satisfaction and 

performance, and in fact this is the case. On the other hand, they argued that there 

were undoubtedly instances in which rewards were tied quite clearly to 

performance, and these situations explain the strong relationship that were 

occasionally found between performance and satisfaction. Finally, there were also 

instances in which performance and rewards were not related at all. In these cases, 

employees may find that good performance is not rewarded, or that low 

performers get the same (or better) rewards than high performers. Lawler and 

Porter (1967) concluded that such situations help to explain why satisfaction and 

performance were sometimes found to be negatively related. 

The research evidence supports this theory. Bowen and Siegen (1977) 

conducted a study on two groups of subjects: those whose rewards were based on 

how well they performed and those whose rewards were not. Subjects who 

performed well and were rewarded for doing so expressed greater satisfaction 

immediately and subsequently performed better than did subjects whose rewards 

were not tied to their performance.  

Similarly, subjects who were paid based on performance and who did not 

perform well (and who were therefore denied rewards) subsequently improved 

their performance, although they were initially dissatisfied. On the other hand, 

when a low performer was rewarded anyway (where pay was not contingent on 

performance), the person expressed high satisfaction, but his or her subsequent 

performance continued at a low level. The evidence suggests that: boosting 

“morale” may have some positive effects on the organization but that it will not 
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necessarily lead to better performance. In other words, taking actions that can 

raise morale (such as giving everyone a raise, or telling all employees they no 

longer have to work on weekends) may raise morale and may even improve 

performance, but as often as not, performance will remain about the same. It is 

when the reward -- and therefore the satisfaction — is seen as a consequence of 

good performance that satisfaction seems to: “lead” to good performance. 

Organ (1977) has suggested that a key to resolving this paradox lied in the 

word performance. If by performance we mean something akin to quantity of 

output, creative solutions, or quality of craftsmanship, then we are talking about 

the type of individual performance that industrial psychologists have, with some 

success, tried to measure. And for such measures, we agree with the generally 

accepted conclusion that satisfaction does not appear to determine in any 

appreciable or straightforward fashion -- the level of contribution. 

2.9.2 Importance of Job Satisfaction 

Spector (1997) presented three reasons to clarify the importance of job 

satisfaction. First, organizations can be directed by humanitarian values. Based on 

these values they will attempt to treat their employees honorably and with respect. 

Job satisfaction assessment can then serve as an indicator of the extent to which 

employees are dealt with effectively. High levels of job satisfaction could also be 

a sign of emotional wellness or mental fitness. Second, organizations can take on 

a utilitarian position in which employees’ behavior would be expected to 

influence organizational operations according to the employees’ degree of job 

satisfaction/dissatisfaction.  

Job satisfaction can be expressed through positive behaviors and job 

dissatisfaction through negative behaviors. Third, job satisfaction can be an 
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indicator of organizational operations. Assessment of job satisfaction might 

identify various levels of satisfaction among organizational departments and, 

therefore, be helpful in pinning down areas in need of improvement. Spector 

(1997) believed that each one of the reasons is validation enough of the 

significance of job satisfaction and that the combination of the reasons provides an 

understanding of the focus on job satisfaction. 

Harris and Brannick (1999) describe job satisfaction as “the extent to 

which workers like their jobs.” These scholars assert that, the quality of education 

depends upon the availability of qualified and motivated teachers. Moreover, they 

believe that if quality schooling is the goal of the school then, the focus should be 

on creating and maintaining the school climate that will encourage teachers to be 

committed to their school responsibilities. 

Based on the above, O’Malley (2000) asserts that it is possible to enjoy 

emotionally rewarding experiences at work if there is a good job and a favourable 

context in which it can be enjoyed. Therefore, it is the principal’s responsibility to 

lead the staff and students in a way that they will feel emotionally satisfied. 

He/she needs to be aware if teachers’ as well as students’ personal problems. 

Otherwise, all efforts to create a happy environment characterized by staff, 

students and parents’ involvement may not yield good fruits. He/she needs to use 

various motivating techniques like appreciation, recognition, flexibility, etc., in 

directing the affairs of the school/college in order to make the teachers motivated 

and to make the parents interested to participate in school/college activities 

willingly.  

 

 



 

 

47

2.9.3 Demographics of Job Satisfaction 

An organization can improve its employees’ satisfaction by improving, 

controlling, or adjusting either individual or situational factors. Individual factors 

(like age) are important because even on the same job and with the same reward 

and leader, some employees will be more satisfied than others. Situational factors 

(like pay, and leader behavior) are important because they satisfy (or fail to 

satisfy) employees’ important needs. 

Age. According to Dessler (1982) a person’s age is one factor that 

determines how satisfied he or she is. Until recently most management writers 

believed there was a “U” shaped relationship between age and satisfaction, that is, 

satisfaction was highest when people started on their jobs, but subsequently 

declined until people reached their late twenties or early thirties. Then satisfaction 

again began to rise. The assumption was that workers came to their jobs 

enthusiastically but that as their aspirations conflicted with the realities of their job 

and their abilities, they slowly grow more dissatisfied; As they grow older, 

however, they began to lower their aspirations so that as a result older workers 

became relatively satisfied with the realities of their jobs. 

Hunt and Saul (1977) believed that employee’s age and satisfaction were 

directly related: that, other things being equal, older employees were more 

satisfied than younger employees. The findings of this study indicated that for 

both males and females job satisfaction varied directly with age: that, generally 

speaking, employees tend to become more satisfied the older they get. 

Individual Difference: According to Maher (1966) “individual difference” 

factors also influence satisfaction. They found an inverse relationship between 

educational level and employee morale, although the findings here are not entirely 
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consistent. Thus, other things equal, it appears that the higher the educational level 

of an employee, the lower his or her job satisfaction, particularly with pay. One 

possible explanation is that people with higher educational levels also have higher 

“reference groups”. These are groups both inside and outside the company with 

which an employee compares his or her own attainment and, the higher a person’s 

reference point -- the higher he thinks he should be -- the less satisfied he may be 

at any particular point. (Managers intuitively know this, and thus resist hiring 

people they believe are “overqualified” for a job). There is also a direct 

relationship between occupational level and employee satisfaction. Thus, 

executives are, on the whole, more satisfied than managers; managers are more 

satisfied than subordinates; and so forth. Employees for whom work is a “central 

life interest” also tend to have the highest job satisfaction, while those with a 

nonwork-oriented central life interest have the lowest job satisfaction. 

Situational Factors: Dessler (1982) argued that to understand why and 

how situational factors influence job satisfaction, one has to remember that 

employees bring to their jobs many needs that they want to have satisfied. These 

needs include a number of basic existence needs for health, security, and pay, and 

a number of higher-level “growth” needs like the needs to achieve, to be 

recognized, and to self-actualize. 

Dessler (1982) further contended that whether or not these needs are 

satisfied depends largely on situational factors. The nature of the work itself, for 

example, will determine whether the job provides the challenge and sense of 

achievement that can satisfy the worker’s needs for achievement and self-

actualization. The leader’s style will influence whether the person’s need to be 

treated as a valuable, unique individual will be satisfied. The reward system and 
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company policy will influence whether the person’s need for food, shelter, and 

security are satisfied. And the person’s workgroup will help determine if his or her 

affiliation need is met. Situational factors like these therefore all have a direct 

bearing on employee satisfaction. 

2.9.4   Job Satisfaction and Performance 

During the 1930s-1950s, the notion existed that happy workers are 

productive workers. Research conducted based on that notion and with the goal to 

show a positive relationship between job satisfaction and job performance found 

little support for such a relationship (Vroom, 1964). Bruce and Blackburn (1992) 

presented the fact that a positive job satisfaction performance relationship is 

possible, but so is the possibility of no relationship as well as a negative 

relationship.  

Spector (1997) pointed out the potentiality of a performance-satisfaction 

relationship in addition to the satisfaction-performance relationship. In his 

opinion, more evidence exists that better performers experience more job 

satisfaction because they receive rewards associated with good performance. 

Considering the financial performance in terms of annual returns of the 100 best 

companies to work for in America, Grant (1998) recently asked the question: “Do 

employees make companies successful, or do successful companies make 

employees happy?” She concluded that causation exists in both directions. 

Interesting was also the presence of happy workers in companies which under 

performed as indicated by very low annual returns or losses.  

2.10 TEACHER PERFORMANCE 

The teacher performance is the most crucial input in the field of education. 

Whatever policies may he laid down, in the ultimate analysis these have to be 
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interpreted and implemented by the teachers, as much as through their personal 

examples as through teaching-learning processes. 

The term teaching performance is referring to the conduct of instruction: 

posing questions, providing explanations, giving directions, showing approval, 

engaging in the myriad instructional acts that a teacher performs in the classroom. 

The term is not meant to encompass the effects or products of instruction, such as 

student achievement or personal growth. Neither is it meant to encompass such 

teacher characteristic as attitudes and expectations. Rather, teaching performance 

is concerned, to use Dunkin and Biddle’s terms, with process variable rather than 

presage or product variables. 

According to Oxford Concise Dictionary (1999) the word ‘perform’ means 

“to carry out, to accomplish or fulfill an action or task” it also means ‘work, 

function or to do something to a specific standard’.  Performance is “an action or 

process of performing a task or function”. In contrast, Edis (1995) argues that 

performance is something that the person leaves behind and that exists apart from 

the purpose. Measurable actions are considered to constitute performance and one 

has to differentiate between an action (behavioural) aspect and an outcome aspect 

of performance. Thus, action (behavioural) aspect of performance refers to what 

an individual does in the work situation according to organizational goals and 

outcome is the consequence or result of the individual’s behaviour. 

Defining performance in this somewhat restricted sense allows one to draw 

upon a considerable body of empirical literature on the modification of teacher 

behaviour and the acquisition of teaching skills. It is from this literature that the 

variables to be discussed have been drawn. We can best bring by attending to the 

place of practice, with brief consideration of its uses and values in teacher 
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training. Teacher’s performance is the way in which a teacher behaves in the 

process of teaching. Teacher’s performance is known to be related to teacher’s 

effectiveness (Medly and Shannon, 1994). 

Teacher performance is very crucial in child’s development. The 

identification and nurturing of talents is one of the main responsibilities of a 

teacher. Riley (1994) has stated “as an interpreter, the teacher has to place new 

knowledge and new experience with in the context of what is already known and 

understood by the students. In order to be good mediator, he has to understand a 

great deal about the way in which the people at various ages and stages of 

development perceive the world around them, As a guide, he has to teach the 

students ‘how to learn’ rather than stuff his mind with factual information”. 

The importance of teacher in educational set up is unquestionable. He plays 

a vital role in teaching-learning process upon whose competency and efficiency 

the standard of education depends. Teacher who belongs to human factor is the 

single most important factor responsible for the success reforms and advancement 

of the educational programmes. Spenser and Ingram (1965) have rightly stated 

“the degree of success or failure of the enterprise would depend upon the extent to 

which the leader of the group, the teacher, takes account the emerging social-

emotional climate in the classroom and acts accordingly. If a teacher is 

uninspiring and is a square peg in a round hole, even a school fully equipped at 

heavy coast will not serve as a temple of learning”. So, teachers can act 

trailblazers in the lives of learners and in the process of education for 

development. It is apparent, therefore, there is no doubt that teachers occupy an 

important and crucial place in shaping and moulding the abilities in right 

direction. If teacher is incompetent, dissatisfied with his jobs and not guided by 
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proper values the entire edifice of education system will be shaky. 

“In general, the teacher’s role is changing, in that authoritative delivery 

knowledge is being supplemented spending more time diagnosing the learner’s 

needs, motivating and encouraging study and checking the knowledge required” 

(UNESCO, 1972).  

The effectiveness of any educational system is gauged to the extent of 

pupils’ involvement in the system to achieve weather it is to be cognitive, 

cognitive or psychomotor domain. To maximize the achievement within given set 

up is, therefore, the goal of every, educationist- a teacher or an educational 

administrator. Anderson (1991) states that “great teachers are defined in term of 

their impact on students’ achievement scores. They are those teachers who have a 

positive impact that is greater than expected and who are in addition consistent in 

their impact from year to year. Research has come to our aid by looking what 

variables-personal, home, school, teacher, etc. promote achievement.” 

Panda and Mohanty (2003) stated that the classroom behavior of a teacher 

will influence the learning outcome of students. Baiocco (1998) discovered 

significant relationship between teacher influence and pupil achievement and 

attitudes on the basis of several correlational field and experimental studies. He 

concluded that indirect teacher influences are related to higher pupil achievement 

and more positive attitudes as compared to direct teacher influence. 

No doubt the welfare, prosperity and security of a nation depend upon the 

quality of its education. In the present era the nations are competing in the field of 

knowledge only. The politicians are relying upon the knowledge, its scholars and 

scientists and its applications and its results and repercussion. Now a days the 

competitions are totally in the fields of science, technology and economics. All 
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these disciplines are inter-linked. The higher the nation goes into the sphere of 

knowledge, the more it is recognized as a great nation. The quality and level of 

excellence in education depend upon the quality and competence of teachers. It is 

rightly said that no system of education can rise above its teachers and no nation 

can rise above its system of education. The teacher is the echelon in the entire 

system of education. It is also correctly stated that if any revolution is to be 

brought in education that should be started from teacher. During the professional 

preparation of teachers, emphasis is laid upon the enhancement of their 

competencies through changing their behavior. The competence is defined as 

having enough power, skill, means or talent to do something (Govt. of the Punjab, 

1999). 

2.10.1 Teacher’s Personality 

Challahan (1987) explains personality as the dynamic organization of those 

traits and characteristic patterns of behavior that are unique to the individual. The 

effective use of a teacher’s personality is essential in conducting most classroom 

activities. The teacher whose personality helps create and maintain a classroom 

environment in which students feel conformable and in which they want to learn 

is said to have a desirable teaching personality. 

According to Gage (1983) the teacher’s behavior is considered to be a 

reflection of his personality. Personality traits are inferences from relatively large 

samples behavior. Intelligence, knowledge of subject and authoritarianism are the 

examples of dimensions of the personalities of the teachers. 

According to Zehm and Kottler (1993) “the personal-professional 

dimensions of what makes teachers great. The great teacher had great personalities 

and that the greatest teachers had outstanding personalities.” 
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Deiro (1996) described that teachers observed have distinctly different 

personalities and different approaches to teaching. Some are strict and detached 

with high academic expectations; other are warm, spontaneous and passionately 

involved. Some use traditional lecture modes for curriculum delivery; other use 

cooperative learning or small-group strategies or a combination of several delivery 

strategies. Even with different personalities and teaching style, these teachers are 

making a different in many students’ lives. There are common traits and skills, 

these qualities could provide windows to understanding the personal 

characteristics that support and advance nurturing behavior.  

2.10.2 Motivation 

Infants and young children appear to be propelled by curiosity, driven by 

an intense need to explore, interact with, and make sense of their environment. 

Unfortunately, as children grow, their passion for learning frequently seems to 

shrink. Learning often becomes associated with drudgery instead of delight. A 

large number of students--more than one in four--leave school before graduating. 

Many more are physically present in the classroom but largely mentally absent; 

they fail to invest themselves fully in the experience of learning. Awareness of 

how students’ attitudes and beliefs about learning develop and what facilitates 

learning for its own sake can assist educators and teachers in reducing student 

apathy (Deiro, 1996). The principles that teachers can use to motivate students by: 

• Communicating clearly. 

• Setting tasks that encourage active engagement with the material. 

• Creating situations that allow students to make and correct mistakes 

without undue penalty. 

• Displaying enthusiasm for the subject matter. 
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The following are four perspectives on intrinsic motivation: 

   I. Competence 

Individuals engage in learning activities, in part, for the purpose of developing 

competence and experiencing the positive feeling of successfully mastering the 

material. 

   2. Curiosity 

Individuals are naturally curious about activities that are somewhat discrepant 

from their expectations. People seek situations that challenge their current level of 

skills and then strive to master the challenge and experience feelings of 

competence or understanding. 

   3. Autonomy 

Human beings need to feel that they are in control. They want to believe that they 

are engaging in activities at their own discretion rather than for some external 

reward. 

   4. Internalized motivation 

Individuals engage in academic activities that are not intrinsically interesting 

because they have internalized achievement values. They want to be well-

informed and see its value in the society (Laslett and Smith, 1984). 

2.10.3  Techniques of Teaching 

When speaking about a good teacher we are probably thinking of many 

things—the teacher as a person, what he does in the classroom, how he interacts 

with other members of the faculty. We may also be thinking of him as a 

representative of the school in the community. We may be thinking of his 

background of experience and training. What do we postulate as the functions of 

good teaching? This conception of good teaching will be greatly influenced by the 
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culture to which we have been exposed and which we prize; good teaching 

depends upon one’s philosophy of education and upon changing conceptions of 

what constitutes good teaching. No one pattern of good teaching exists (Deiro, 

1996). 

The good teacher is expected to be well informed in the areas in which he 

teaches. He is expected to be able to communicate information needed for 

background, enrichment and motivation and on many occasions to explain 

relationships to children. The very word “explain” indicates that it is not a fact to 

be explained; it is helping children to understand casual relationships: of 

opposites, of larger and smaller, of heavier and lighter. In showing how, 

requirements vary for different age and grade levels. For instance, the teacher may 

be showing them how to handle the number system, how to analyze propaganda, 

how to draw maps, how to use a book, and how to interview. In addition to 

clearness and comprehensiveness of the presentation, we expert some effort in 

getting the children ready for the demonstration. Most important of all, if the 

object is to show how, we expect the teacher to allow time in the curriculum for 

the children to practice until they have a certain grasp of the processes — enough 

so that they can do it at a level of quality which suits the purpose for the grade 

level at which it is being done. We expect all good teachers to do well at the task 

of informing, explaining, and showing how (Deiro, 1996). 

2.10.4  Teacher Training 

No doubt the welfare, prosperity and security of nation depend upon the 

quality of its education. In the present era the nations are competing in the field of 

knowledge only. The politicians are relying upon the knowledge, its scholars and 

scientists and its applications and its results and repercussion. Now a days the 
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competitions are totally in the fields of science, technology and economics. All 

these disciplines are inter-linked. The higher the nation goes into the sphere of 

knowledge, the more it is recognized as a great nation, the quality and level of 

excellence in education depend upon the quality and competence of teachers. It is 

rightly said that no system of education can rise above its teachers and no nation 

can rise above its system of education. The teacher is the echelon in the entire 

system of education. It is also correctly stated that if any revolution is to be 

brought in education that should be started from teacher. During the professional 

preparation of teachers, emphasis is laid upon the enhancement of their 

competencies through changing their behavior. The competence is defined as 

having enough power, skill, means or talent to do something (Govt. of the Punjab, 

I999). 

Teacher education has recently acquired tremendous importance in our 

national education system because it has increasingly been realized that the 

quality of secondary education can be improved with teachers who have received 

adequate quality training in our institution of teacher education (Shah and Sultana, 

1997). 

Teacher education in our country suffers from several inadequacies. It is 

believed that whatever is needed in the classroom is not taught in the teacher 

education institutions, whatever is taught in these institutions is not helping the 

teachers to teach effectively. Several researches have been conducted to know the 

real problems of poor teaching. Still work is going on to make the teacher training 

programmes relevant to the classroom needs (Ashraf et al., 1990). 

Our teacher education programme consists of two main elements i.e. 

theoretical courses and practical teaching. Situation of practical teaching is very 
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disappointing. Teachers under training are required to deliver a specified number 

of isolated lessons, many of which are often unsupervised or ill supervised. The 

trainees are not satisfied, the consumers are not satisfied and more than this, even 

trainers are not satisfied with such way of training. 

Teaching can be defined, as a set of interrelated component teaching 

behaviors for the realization of specific instructional objectives. Simpler skills and 

component teaching behaviors are convenient units for training /preparing the 

teachers to undertake full-scale teaching with confidence. Teaching is not a 

fragmentary process but an integrated one and teaching skills are likely to occur in 

set of certain behaviors, which might be termed ‘competencies’ (Ashraf et al., 

1990). 

2.10.5  Classroom Management 

 Effective class management or class discipline is the key to increase the 

learning time. Effective classroom management is the identifying characteristics 

of a teacher. Following points may be considered in keeping a good classroom 

management: 

• Unifying the Group 

Teacher is always confronted with a number of children. It is his hope and 

that of the children that as they live together they will become a unified group. 

When the children identify with each other and when the teacher’s concerns 

overlap the children’s, there is good reason to hope that a group spirit will emerge. 

When the teacher is fair and just to all his marking a contribution to classroom 

moral. 

An important task of the teacher is to that of developing a group with a 

group spirit, identification with common purposes and some common concerns 
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(Goldhabour, 1999). 

• Giving Security 

Students are in need of a warm, friendly atmosphere. The teacher with love 

and affection in abundance is creating a climate, which makes it easier for these 

students to learn. Some students are greatly in need of praise and recognition, and 

on task of the teacher is to differentiate instruction differentiating instruction so 

that all children may have a sense of achievement and accomplishment. Those 

children who feel a sense of loneliness, isolation and sometimes rejection need to 

be helped by teachers to feel that they belong, that they are wanted and needed. 

• Clarifying Attitudes, Beliefs, Problems 

   It is not unreasonable to assume that most of our children are utterly 

confused by the many social influences surrounding them. Looking at so many 

different ways of living on T.V.; listening to many things on radio; reading comics 

which again introduce new and unusual ideas; moving one place to another every 

few years and meeting new people and new teachers; experiencing directly or 

vicariously the difficulties of a broken family; having few places to play; living 

under the ominous threat of unemployment, the child of today must surely be very 

much confused. 

  To help clarify these matters, teacher creates opportunities for children to 

state their attitudes, interests and problems; to talk about their purposes and 

aspirations, to speak their beliefs and convictions and to tell about the activities in 

which they are engaging and those in which they would like to share. At the same 

time children are becoming accustomed to saying what they believe, stating what 

they think; they are becoming adapted to living in a world where people are not all 

alike, and they are beginning to prize the difference (Goldhabour, 1999). 
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• Diagnosing Learning Problems 

  In every classroom there are children who are not making the expected 

progress in their learning, growth, and development. As the teacher lives with 

these children, it is part of his task to have “hunches” and to suggest to himself 

possible courses of action. The teacher has to be alert to signs of ill health and 

sensitive to emotional problems of children. The teacher is alert to children who 

need special help in skills prized by the group. Surely one of the most important 

functions of a teacher is to make diagnoses which relate to learning and growth 

and suggestions which enable children to feel a sense of accomplishment and of 

identity with their peers. 

• Making Curriculum Materials 

All teachers recognize the inadequacy of the available books in meeting 

the needs of every child in the room. Every teacher is faced with the necessity of 

developing curriculum materials to supplement those provided by the local 

community. If a teacher has some practice in this area and some confidence in his 

ability to work with children in the development of new materials, he is more able 

to meet the learning needs of all children in the group (Goldhabour, 1999). 

• Evaluating, Recording, Reporting 

All teachers have the task of keeping records and making reports, of 

recording absences and tardiness. There is the oral report to individual children, 

sometimes to the whole class about their progress. There are reports to parents, 

written and oral. In some instances there are anecdotal records to keep track of the 

behaviour of a child, to see if he has decided to change certain of his behaviors. 

With respect to most of those things teachers come to their work well prepared, 

and what they do about this important task is largely dictated by local 
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circumstances. 

• Enriching Community Activities 

Most parents believe that a community is better when it has better 

institutions, but the belief has little worth if the institutions itself is not concerned 

with the quality of community life. A classroom teacher who identifies himself 

with the community is sensitive to its problem and how they are solved, its growth 

and aspirations. Harmonious relationships between school and community are a 

continuing, essential part of institutional life. When teachers have this concern, 

daily efforts are made to enrich the community - an important function of 

teaching. 

• Arranging and Organizing Classroom 

It is the task of every teacher with the help of pupils to make the classroom 

a beautiful, pleasant place in which to live. Appearance and arrangement can 

make a great impression on a visitor. In such a room children feel at home. Many 

teachers initiate frequent change in the classroom during the year; for them a room 

is not fixed for all time (Goldhabour, 1999). 

2.11 STANDARDS OF PERFORMANCE 

 The standards communicate the range of performance expected of 

teachers, without stating how well a teacher must perform to be judged effective 

as a beginning or advanced teacher. Performance based standards represent the 

first step towards establishing performance levels. Agreement within the 

profession on standards for what a teacher should know and be able to do is the 

initial step in the development of assessments of those abilities. 

 Once assessment have been designed and are demonstrated to be valid and 

reliable, the profession can then establish reasonable expectations for teachers at 
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different points in their career. These “benchmark performances” then define the 

performance levels expected of teachers with respect to the standards (Harper and 

William, 1997). 

Standards for Teachers 

Content The teacher understands the core concepts and structures 

of the disciplines and creates learning experiences that 

make the content meaningful to students. 

Human 

Development and 

Learning 

The teacher understands how children develop and learn 

and provides learning opportunities that support the 

intellectual, social, emotional and physical development 

of the students.  

Diverse Learners The teacher understands how students differ and adapts 

instruction for diverse learners. 

Communication The teacher understands and uses effective 

communication. 

Learning 

Environment 

The teacher understands individual and group behavior 

and creates a learning environment that fosters active 

engagement, self-motivation and positive social 

interaction. 

Planning The teacher understands instructional planning and 

designs instruction based upon knowledge of the 

discipline, students, and the community. 

Instructional 

Strategies 

The teacher understands a variety of instructional 

approaches and uses them to promote student thinking, 

understanding and application of knowledge. 

 

Assessment 

 

The teacher understands multiple assessment strategies 

and uses them for the continuous development of 

students. 

Professional 

Growth 

The teacher understands the importance of continuous 

learning and pursues opportunities to improve teaching. 



 

 

63

Professional 

Relationships 

The teacher understands the role of institution in the 

community and collaborates with colleagues, 

parents/guardians, and other members of the community 

to support student learning and well-being. 

Educational 

Technology 

The teacher understands the role of educational 

technology in learning and uses educational technology 

as an instructional and management tool. 

Professional 

Conduct 

The teacher understands and maintains standards of 

professional conduct guided by legal and ethical 

principles. 

 

2.12 CREDIBILITY IN TEACHING PERFORMANCE 

According to this concept, the teacher who is perceived by students to be 

competent, trustworthy and dynamic is more likely to be deemed “credible” and, 

as a result, students are more likely to respond positively to the teacher. One must 

also take into account the fact that each of the dimensions is independent. That is, 

one may be perceived to be a teacher who is quite competent but not trustworthy; 

or dynamic but lacking in knowledge of the subject matter (Goldhabour, 1999). 

The general characteristics of each of these dimensions are described 

below; 

Competence is the perceived “expertness” of the speaker, i.e., their knowledge of 

the subject matter. Competence also involves teaching the course in a way that 

will truly be of value to the student. Descriptive adjectives include: informed, 

experienced, skilled, qualified. 

Trustworthiness refers to whether or not the teacher has the best interest of the 

student at heart. A teacher who is trustworthy is one who promotes positive 

teacher/student relationships. For example, students are made to feel welcome as 

participants in the class, the teacher sincerely cares about the welfare of the 
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students, and the teacher is sensitive to gender and cultural issues in the 

classroom. Descriptive adjectives include: safe, just, kind, friendly, honest. 

Dynamism focuses on the teacher’s “passion” for teaching and his/her enthusiasm 

in the classroom. It also involves the presentation skills of the speaker. That is, a 

dynamic teacher is one who is more likely to be confident, articulate, and 

animated. He or she is one who “changes the pace” in a single class by using a 

variety of teaching strategies. Descriptive adjectives include: emphatic, bold, 

active and energetic (Goldhabour, 1999). 

 The first step in assessing one’s credibility as a teacher is an awareness 

and understanding of the three factors that affect student perceptions. The second 

step is discovering how students actually perceive you in terms of each of the 

three dimensions. When assessing credibility, the teacher must be prepared for the 

disconcerting possibility that students’ perceptions of their teaching may vary 

widely from their own perception (of their teaching).  

 For example, a teacher may believe that his teaching is commendable and 

his structure of class time is outstanding, while his students are perceiving his 

performance in the class and his organization of class time to be somewhat less 

than stellar. Discovering this sort of discrepancy in perceptions is one of the 

benefits of using the model to assess one’s own credibility as a teacher. 

 In order to determine how students perceive one’s credibility, the teacher 

must first gather information from his or her students and then analyze it in terms 

of the three dimensions of the Teacher Credibility Model. While instructional 

consultants are quite familiar with collecting data to evaluate the teaching of 

another, individual teachers are not typically familiar with such procedures 

(Goldhabour, 1999). 
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2.13 TEACHER’S PERFORMANCE EVALUATION 

Beerens (2000) explains that there are three main reasons to evaluate 

teachers; 

 a.  To improve teacher effectiveness. 

 b. To encourage professional growth. 

c. To remediation or eliminate weak teachers. 

The purpose of evaluating teachers must remain related to increasing 

student achievement. Teacher evaluation is that it has been used for two purposes: 

(a). Helping the teacher improve (formative evaluation) and at the same 

time 

(b). Determining the future employment status of the teacher 

(summative). 

Local school teacher evaluation systems are plentiful and consistent. One 

problem contributing significantly to the ineffectiveness of teacher evaluation 

involves the nature and type of instrumentation used within the systems. Although 

there are a number of espoused purposes of teacher evaluation, they are normally 

combined under the headings of purposes meeting formative evaluation concerns 

or summative evaluation concerns. The growth and development function of 

evaluation (formative) is often viewed in competition with the accountability 

function (summative). Since most teachers evaluation systems have been 

traditionally driven by accountability concerns. 

Those concepts or practices that seem to satisfy legalistic issues have 

played a significant role in shaping the processes and instrumentation within 

teacher evaluation. Consequently, scaling formats, with the perceived objectivity 

that accompanies their ability to provide some sort of score of visible number, 
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have maintained their popularity. Whether the argument is presented that a single 

system can serve multiple purposes. 

Different systems should be set up to serve different purposes, the issues 

regarding the effectiveness and usefulness of scaling formats remain the same. 

Any discussion of the problems related to the use of scales in teacher evaluation 

should hold true whether the espoused purpose of the system is formative, 

summative, or both (Schwab, 1990). 

2.13.1 Evaluation Criteria 

Judging the teaching good or bad in terms of predetermined criteria; it was 

examined to determine whether what the teacher did was consonant with the 

teacher’s intentions. An enormous underlying problem with teacher evaluation 

relates to lack of agreement about what constitutes good or effective teaching. An 

effective teacher is one judged by significant others to meet their expectations or 

needs. Significant others include pupils, parents, colleagues, superiors, and the 

public-at-large. Unfortunately, perceptions of what constitutes desirable teaching 

differ within and among these stakeholders and also across time (Schwab, 1990). 

Traditional teacher-evaluation triad, that is, ratings, observations, the pupil 

test performance. A contract plan calls for the teacher to negotiate a simple sort of 

contract with the evaluator regarding the kinds of pupil performance to be 

promoted as a consequence of instruction. The teacher describes the current (pre-

instruction) status of learners, on the basis of their measured performance, then 

indicated the kind of evidence that will reflect successful completion of the 

instructional sequence. 

After the teacher and the evaluator agree as to the targets of the instruction, 

the teacher instructs the students. Evidence is then gathered from the students, 



 

 

67

perhaps by the teacher, perhaps by the evaluator, to indicate whether the 

anticipated learner results have been attained (Rao and Reddy, 1992). 

According to the Govt. of Punjab (1999) the Evaluation of teacher 

effectiveness is an ongoing process, which is helpful toward the continued 

improvement of teaching competence. Evaluation of teaching programme is 

related to the following criteria: - 

 (i)   What was the quality of teacher preparation and lesson implementation? 

         (ii)  What was the quality of planned and implemented student involvement? 

        (iii)  Were the instructional objectives reached? 

        (iv)  What was the relevance of teaching strategies /techniques? 

         (v)  Was the cognitive level of the lesson and experimentation /application               

              appropriate? 

     (vi)  Were materials, equipment, resources student experiences were                              

                 provided? 

      (vii)  Was feedback reinforcement employed? 

     (viii)  Was review of the topic assessment of the level of understanding 

/learning, evaluation achievement appropriate? 

    (ix)    Were motivational component/technique relevant to the lesson and      

meets the needs and interest of students? 

        (x)   Were the audio-visual materials pertinent to the lesson prepared and        

 utilized? 

        (xi)  Were efficient, orderly routines and procedures for class-management 

 tasks established? 

 According to Beerens (2000) teacher evaluation should include teacher 

self-evaluation, peer observations and peer coaching. Teachers must be freed from 
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the fear of the negative evaluation if they are going to engage willingly in a 

process to improve the quality of their professional work. 

Wallberg (1987) presented the model for teacher monitoring which 

employed two basic components: (a) automatic or non-conscious reception of 

environmental stimuli at the level of physical perception; and (b) selective or 

limited capacity processing of this environmental information at the level of 

consciousness or focal attention. Monitoring a complex environment requires 

some mechanism for shifting focal attention. 

Lower (1987) reported that many teachers perceive teacher evaluation as 

biased, unreliable, purposeless, and too subjective. “The practices are shoddy and 

the principles are unclear.” 

The evaluation of teachers assuredly is among the most critical 

responsibilities of local schools. Information that contributes mightily to such 

evaluations often is gained by observing classroom teaching. Decisions made on 

the basis of classroom observations normally affect the permanent appointment, 

dismissal, assignment, or promotion of a teacher. 

The National Education Policy 1998-2010 delineated that "the system of 

assessment of teacher performance shall be introduced for improvement of 

teaching learning process. Methods of self assessment by teachers are introduced”. 

There are three kinds of evaluation: 

 I. Formative 

 2. Diagnostic 

 3. Summative. 

Pakistan is an Islamic state and Islam considers as the teacher most 

important person in the education system. Teaching profession in an Islamic 
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society is described as a prophetic profession. As Prophet Muhammad (PBUH) 

has said it, that Scholars are heirs of prophets. A companion of Prophet 

Muhammad (Peace Be Upon Him), Musaab bin Zubair (Razi Allah-o-Talla Unho) 

emphasizing the importance of teacher has said that if you want to acquire 

knowledge then try to get it from some ones lips, the best knowledge can be learnt 

from teacher, because he gives you the best knowledge after scrutiny. Imam 

Shafie has very rightly said that a person who acquires knowledge through books 

cannot be equated with the person who has acquired the knowledge from a 

teacher. The person acquiring knowledge with the help of books only cannot 

fulfill his need of knowledge without the help of the teachers. The required 

excellence in knowledge can only be achieved with the help of the teacher 

(Siddiqui, 1970). 

2.14 PREVIOUS RELATED STUDIES 

The study of organizational climate and its possible relationships with 

other variables has been a field of primary interest to educational researchers.  

Appleberry and Hoy (1969), in a study of 45 elementary schools, found 

that school climate was related to teachers’ orientation with regard to controlling 

students: the more open the school climate, the more humanistic the teachers’ 

Pupil Control Ideology scores. In a related study Friesen (1972) compared a 

school that allowed students considerable independence of action with one that 

was much more controlling of students. He found that teachers in the former 

school perceived their own school’s climate to be significantly more open than did 

those in the latter school, however, students completing a modified version of the 

OCDQ (organizational climate descriptive questionnaire) did not perceive a 

difference in general openness of climate. It appears, then, that teachers’ esprit 
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and disengagement, along with principals’ thrust, relate to the degree of control 

students experience in school. 

Helsel, Aurbach, and Willower (1969) found that individual teachers’ 

perceptions of school climate in relation to their expectations regarding changes in 

education, individual’s perceptions of the principals’ thrust, consideration, and 

production emphasis were directly related to optimism of expectations, whereas 

perceived hindrance was directly related to pessimism. From the teacher’s point of 

view, the principal’s behaviors but not the teachers’ was related to anticipation of 

successful desired changes. 

In another study George and Bishop (1971), OCDQ scale scores indicated 

that teachers’ perceptions of school climate were related to the combined effects 

of perceived organizational structure and individual personalities. 

Srivastava (1985) in her study on role perceptions of teachers and 

Principals in relation to the organizational climate concluded that teachers 

generally perceived the organizational climate of their institutions to be closed 

whereas principals perceived it to be open. 

Mistry (1985) established in his study that the climate of academic 

motivation was found to be significantly associated with such dimensions as job 

satisfaction, involvement as well as overall satisfaction. Further he found that the 

climate of control was found to be negatively correlated with on-the-job aspects of 

job satisfaction and with total job satisfaction. 

Singh (1985) established that the organizational climate dimensions 

(disengagement, aloofness, esprit, intimacy, psychological hindrance, 

consideration, humanized thrust and production emphasis) varied significantly 

amongst high, average and low performance schools with high performance 
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schools showing lower disengagement, alienation, psychological hindrance and 

higher on esprit, intimacy and humanized thrust as compared to the average and 

low performance schools. 

Iqbal (1986) conducted a study and administered questionnaire to 150 

teachers and 50 heads of institutions to identify the teachers’ personal and 

professional competencies. She found that the desirable teacher competencies are; 

punctuality, hardworking, businesslike, honest, aware of national history, 

confident, simple, serious, cheerful, straight forward, teaches according to 

syllabus, using AV aids, aware of students’ deficiencies, inform the parents about 

the performance of their children and cordial relationship with parents. 

 Jahangir (1988) conducted a study in Pakistan and evaluates teachers’ 

performance on a rating scale pertaining to the four broad categories of teaching 

behaviour: intellect, personality, teaching techniques and interaction with 

students. The main aim of the present research was to study the characteristics 

teachers serving at post graduate level. The entire evaluation is based on students’ 

judgment regarding the overall performance of their teacher. The data reveals that 

in general the students perceived their teachers positively. The sample consisting 

of 70 post graduate students of Peshawar University who were randomly selected. 

The major aim of the study was to see how the students of Peshawar University 

perceived and evaluated their teachers. Results indicate favourable view about the 

representative teachers. The results further revealed that the consulting students 

had judge the personality and intellect of their teachers in a favourable manner. It 

would one of the possible reasons for satisfactory teacher student interaction. 

Stremmel (1992) conducted a study to examine the relationship between 

measures of organizational climate and job satisfaction. Ninety-four child care 
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teachers from 27 licensed child care centers were surveyed. The results suggested 

that organizational climate, when operationalized as aggregate center climate, and 

job satisfaction may be dynamically related, yet provide distinct sources of 

information about the work environment.  

Casteed (1994) examined the relationship between dimensions of school 

climate and student achievement as measured by mandated value added 

assessment at the third grade level. It was found that there was a significant 

difference in principal and teacher perceptions of school climate as measured by 

the over all score. 

Sadker and Sadker (1997) observed that effective teacher knew their 

subject matter, organized it and spend major part of the class time on academic 

activities, structure learning experiences carefully clearly present both directions 

and content information, maintained high student interest and engagement, 

ensured that students had sufficient time to practice skills, involved all students in 

discussions, asked both higher and lower level questions as appropriate to the 

objectives of the lesson, used adequate wait time, provide clear feedback, teach 

content at a level that ensured a high rate of success, vary students activities 

procedures, hold high expectations for students, were enthusiastic about teaching. 

They had record for students and treated them with respect, connected new 

learning to prior knowledge, develop rather than shallow knowledge, and build 

classroom learning communications. 

Hayat (1998) conducted a study and focused on organizational climate, job 

satisfaction and classroom performance of college teachers. He found through his 

study that age, qualifications, staff size, length of service and stay in college were 

significantly correlated with job satisfaction of teachers in open and autonomous 
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climates. He found open climate in majority of colleges and college teachers with 

high scores on job satisfaction performed better in classroom.  

A study by John and Taylor (1999) explored the relationships among 

principals’ leadership style, school climate, and the organizational commitment of 

teachers. Data were obtained from 227 teachers from twenty schools, with 

participants responding to the organizational commitment questionnaire, the 

leadership opinion questionnaire and the organizational climate descriptive 

questionnaire. The principal’s leadership style, school climate and the 

organizational commitment of teachers were found to be interrelated. Teachers 

perceived higher commitment under a leadership characterized by high 

consideration, regardless of the level of initiating structure. Teachers, 

organizational commitment was positively related to climate openness, 

characterized by supportive principal behaviour and teacher engagement, intimacy 

and low levels of teacher frustration. Furthermore, considerate leadership 

behaviour was found to related positively to climate openness. It appears that 

leadership behaviours, particularly the consideration dimension, are more useful 

in relationship to the areas of school climate and organizational commitment. 

Two studies conducted by Johnsrud (1999, 2000) examined the morale of 

mid-level administrators.  Defining morale as “a state of mind regarding one’s job, 

including satisfaction, commitment, loyalty, and sense of common purpose with 

respect to one’s work” (1999), they found that organizational climate-related 

items such as trust, communication, guidance, feedback and recognition of 

competence from supervisors as significant contributors to overall morale.   

Natrajan (2001) conducted his study with the objective of investigating the 

types of organizational climate existing in higher secondary schools and its over 
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all influence on the job satisfaction of postgraduate teachers working in such 

schools. School organizational Climate Description Questionnaire and Job 

satisfaction Scale were administered to the 256 post graduate teachers working in 

30 higher secondary schools in Tirupattur Educational district of Tamil Nadu. The 

analysis of data revealed that higher secondary schools of Tirupattur Educational 

districts differed in their organizational climate to the extent that one could find 

six types of organizational climate and there a significant relationship between the 

school organizational climate and the job satisfaction of teachers. 

Two recent studies by Volkwein (2000, 2003) examined the administrative 

job satisfaction at both public and private universities.  Their collective findings 

reported job insecurity, stress, and pressure as having a significant negative 

impact on overall satisfaction, while teamwork, recognition, advancement, 

feelings of independence, and social and professional relationships with 

colleagues and supervisors had a significant positive impact on overall 

satisfaction.   

  A study by Gunbayi (2007) examined the difference in the levels of the 

variables related to the school climate factors among the teachers. As a result of 

the analyzes, all the teachers reported open climate in relation to the factors of 

team commitment, organizational clarity and standards, intimacy and support, 

autonomy, member conflict, medium climate in relation to the factors of risk and 

in reward. Finally, some ideas were suggested about what should be done in 

helping teachers to work in a more desirable open school climate. 

Kimberly (2007) conducted a study that focused on types of school reform 

as a major variable in preventing teacher burnout. The survey data from three 

different sets of reform model participants showed sidnificant difference in 
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teacher perceptions. Huge variability in the population of data sets was revealed. 

The study also examines what teachers really need from a professional and 

organizational perspective to have job satisfaction. Both the interview and survey 

data findings strongly indicate that reform models that address school 

improvement comprehensively may serve as burnout prevention models.   

Adeyemi (2008) investigated the relationship between organizational 

climate and teachers’ job performance in primary schools in Ondo State, 

Nigeria. As a descriptive survey was utilized, a sample of 360 schools was 

selected through stratified random sampling technique. The instrument used 

to collect data was a questionnaire on organizational climate and teachers’ 

performance in schools. The findings revealed that most of the schools run an 

open climate type of organization. The level of organizational climate in the 

schools was however, very low. The level of the teachers’ Job performance 

was equally low. A significant relationship was however found between 

organizational climate and teachers, job performance. Based on the findings, 

it was suggested that principals should create a favourable climate to enhance 

better Job performance among teachers. They should intensify more regular 

supervision of teachers and be more sensitive to their needs to enhance a 

conducive and enriching school climate. Government too, should provide all 

the necessary facilities and resources in schools 

Most of the studies were conducted outside Pakistan. These studies 

findings were based on the organizational climate of institutions in their respective 

countries. Therefore, it was felt to conduct studies of this kind in Pakistan. 
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 The present study was conducted at the same pattern of some studies to 

find out relationship between organizational climate and performance of teachers 

in public and private colleges of Punjab.    
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Chapter 3 

RESEARCH METHODOLOGY 

 
Research demands investigation of problems in a scientific way to find out 

some workable solutions. It starts with a problem, collects data or facts, analyses 

these critically and search the decisions based on the actual evidence. For this, 

survey was conducted to get the opinions of the respondents. Hence the nature of 

study was Co-relational/Survey type as it sought to establish relationships among 

various variables of the study. It dealt with variables, the manifestation of which 

had already occurred and variables of the study were not manipulable or under 

direct control of the researcher.  

The major aim of the study was to examine the relationship between 

organizational climate and performance of teachers in public and private colleges 

of Punjab. For this purpose, two sources of data were used, namely, the primary 

sources and secondary sources. The available literature related to the study was 

extensively reviewed. The primary data were collected from the individuals 

directly engaged in the public and private degree colleges of Punjab. Following 

methods and procedures were adopted for study: 

3.1 POPULATION  

 A population may be all the individuals of a particular group. The population 

of the study was consisted of the following categories of respondents; 

    (a)  Principals of all 311 Public and 79 Private degree colleges in Punjab. 

    (b)  All the teachers working in Public and Private degree colleges in Punjab. 

    (c)  All the students studying in these colleges. 

 The main sources of data were statistical cell of the Directorate of Public 

Instruction (Colleges) Punjab from where complete lists of public and private 
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degree colleges of Punjab were collected, Bureau of Statistics Government of the 

Punjab, NEMIS Islamabad and Academy of Planning and Management Islamabad 

from where lists of staff and other information such as staff strength and total 

enrollments of students were obtained for use in the study.    

3.2 SAMPLE  

 A sample is a small proportion of a population selected for observation and 

analysis. For choosing the sample from the population the simple random and 

cluster sampling techniques were used. The sample of this study was consisted of; 

Table 1: Distribution of Sample Colleges 

Heads Teachers Students 
Category 

M F M F M F 

Public 35 35 175 175 525 525 

Private 15 15 75 75 225 225 

Total 50 50 250 250 750 750 

 

3.3 RESEARCH INSTRUMENTS  

 The researcher prepared three separate questionnaires on the basis of 

literature review. Three questionnaires - two for principals and teachers and one 

for students - were developed as instruments for collection of data. The 

questionnaires comprised of items mainly about the organizational climate 

(aspects of principal and teacher behaviors) and teacher performance. These 

behavior aspects are described by Halpin and Croft (1966). Further breakup of 

items in each category was shown in the conceptual framework of OCDQ (Fig. 1).  

It is shown from figure 1; there are two portions of questionnaire. Four 

aspects of principal’s behaviour, that is, aloofness, production emphasis, thrust  
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Figure 1: 
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and consideration are measured by items no. 1-4, 5-9, 10-13 and 14-16 in the first 

portion and four aspects of teachers’ behaviour, that is, disengagement, hindrance, 

esprit and intimacy are measured by items no. 17-19, 20-23, 24-27 and 28-30 in 

the second portion of the questionnaire respectively.  

Following three types of questionnaires (two for principals and teachers 

and one for students) were prepared:  

3.3.1 Questionnaire for Principals and Teachers about Organizational       

 Climate 

The questionnaire (Appendix ‘A’) consisted of total 30 items about organizational 

climate based upon 5 point likert scale. First 16 items of the questionnaire were 

regarding the principal behavior aspects (aloofness, production emphasis, thrust 

and consideration) and remaining 14 items were regarding the teachers behavior 

aspects (disengagement, hindrance, esprit and intimacy). This questionnaire 

developed for teachers and principals asked for the information regarding their 

gender and experience (teaching, administration). Conceptual framework of 

organizational climate description questionnaire (questionnaire for principals and 

teachers) is shown in figure 4 on next page. 

3.3.2 Questionnaire for Principals and Teachers about Teacher Performance 

 This questionnaire (Appendix ‘B’) consisted of total 30 items were based 

upon five point likert scale. This questionnaire developed for teachers and 

principals asked for the information regarding teacher performance.  

3.3.3 Questionnaire for Students about Teacher Performance 

This questionnaire (Appendix ‘C’) consisted of total 30 items were based 

upon three point scale. The questionnaire developed for students asked for 

information regarding their teacher performance in and outside the classroom.  
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3.4 PILOT TESTING OF QUESTIONNAIRES 

The pilot-testing of questionnaires was conducted in March, 2006. The 

researcher personally visited three public and two local private degree colleges 

and administrated questionnaires among their principals, fifteen members of 

teaching faculty (three from each college) and fifty students (ten from each 

college). They were asked to fill the questionnaires carefully and give their 

opinion about the items which were not clear and needed for further improvement. 

After a period of one week, the investigator collected the questionnaires 

from the respondents and examined them carefully in consultation with the study 

supervisor. 

 Keeping in view of the suggestions by the principals, teachers and 

students, the researcher refined the questionnaires.   

 The items of three questionnaires vary to some degree due to the following 

reasons: 

• Some items were common that had direct relevance to the three categories 

of respondents who could equally give their opinions on these aspects.  

• Some items were uniquely relevant to one group of respondents only who 

were competent enough to give their views on specific aspects.  

3.5 DATA COLLECTION  

 The procedural steps followed in data collection are described below:  

 The investigator started data collection process on 15th of April, 2006 by 

visiting most of the colleges and administering the questionnaire in person. The 

data from remaining sample colleges was collected through his friends, ex-

colleagues and research fellows. 
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 The researcher felt unusual difficulty in getting the questionnaires filled in 

from the principals, teachers and students because most of the time teachers were 

involved in taking their classes and the problem with the students was that of their 

low attendance. The response rate was 100 percent from the principals, teachers 

and students. Whole process of data collection from the principals, teachers and 

students was completed in three months. 

3.6 DATA ANALYSIS  

 The responses obtained through the above-mentioned research instruments 

were scored before statistical analysis and interpretation.  

 The following scoring procedure was adopted for the questionnaires for 

principals and teachers: 

 Strongly Agree +2 

 Agree   +1 

 Un-decided   0 

 Disagree  -1 

 Strongly disagree -2 

The following scoring procedure was adopted for the questionnaires for 

students: 

 Agree   +1 

 Un-decided   0 

 Disagree  -1 

 After scoring of organizational climate descriptive questionnaire, data was 

collected from sample colleges. Scores of all the items measuring each of the four 

aspects of principal’s behaviour and four aspects of teacher’s behaviour were 

calculated separately for each of the respondents of a college and added up. On 
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the basis of these calculations the sample colleges were further divided into six 

types of organizational climates namely Open, Autonomous, Controlled, Familiar, 

Paternal and Closed. The procedure adopted in classification of the colleges into 

various organizational climates is shown in the table 2. 

 

Table 2:  Classification of Colleges on the Basis of Patterns of Scores 

 

Sr.No.                                Patterns of Scores                                  Types of             
                        Organizational  
                             Climate 
 

1. Low aloofness, low production emphasis, high thrust, 

 high consideration, low disengagement, low hindrance,        Open 

 high esprit, high intimacy. 

2. High aloofness, low production emphasis, average thrust, 

 low consideration, low disengagement, low hindrance,    Autonomous 

 high esprit, high intimacy. 

3. High aloofness, high production emphasis, average thrust, 

 low consideration, low disengagement, high hindrance,      Controlled 

 high esprit, low intimacy. 

4. Low aloofness, low production emphasis, average thrust, 

 high consideration, high disengagement, low hindrance,       Familiar 

 average esprit, high intimacy. 

5. Low aloofness, high production emphasis, average thrust, 

 high consideration, high disengagement, low hindrance,       Paternal 

 low esprit, average intimacy. 

 



 

 

84

6. High aloofness, high production emphasis, low thrust, 

 low consideration, high disengagement, high hindrance,        Closed 

 low esprit, average intimacy. 

___________________________________________________________________________________________________

                            (Halpin and Croft, 1963). 

The data collected were analyzed by using computer Ms-Excel and SPSS 

version 13.0 by adopting the following procedures:  

1. The researcher feeded the data into computer.  

2. After the data feeding, the researcher checked the data values for any 

error or abnormal value or out of range value for particular variable. 

This step is called data clinic.  

3. The data transformation technique was applied to compute the total 

scores of three questionnaires and its subscales.  

4. The frequencies of all demographic variables were taken. The statistics 

on the scores of the questionnaires were computed, as cited below:  

i) To determine the mean and standard deviation scores of three 

questionnaires and its sub scale matrix were calculated 

ii) t-test was applied to find the mean difference on the scores of 

three questionnaires and its sub scales between two groups, on 

the variables of organizational climate and teacher performance 

of public and private colleges etc.  

iii) Coefficient of Correlation was computed to find the 

relationship between different aspects of principal, teacher 

behaviors and teacher performance. 
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3.6.1 The Interpretation of r in Terms of Verbal Description 

It is customary in mental measurement to describe the correlation between 

two tests in a general way as high, marked or substantial, low or negligible. While 

the descriptive label applied will vary somewhat in meaning with the researcher 

using it, there is fairly good agreement among workers with psychological and 

educational tests that an  

r from  0.00 to +  0.20 denotes indifferent or negligible relationship; 

r from  + 0.20 to +  0.40 denotes low correlation; present but slight; 

r from  + 0.40 to +  0.70 denotes substantial or marked relationship; 

r from  + 0.70 to +  1.00 denotes high to very high relationship  

       (Garrett, 1983). 
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Chapter 4 

RESULTS   
 

This chapter deals with the analysis and interpretation of the data collected 

through all the three instruments of the study. The data were analyzed through 

computer by using Ms-Excel and SPSS program. Analysis of data is presented 

below;  

 
4.1 RELATIONSHIP OF ORGANIZATIONAL CLIMATE AND 

TEACHER PERFORMANCE: 

 

Ho 1: There is no significant relationship between mean principal’s aloofness 

 score and mean teacher performance score in public sector. 

Table 3: Significance of correlation between principal’s aloofness scores and 

 teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Aloofness 70 1.16 5.14 

Teacher 
Performance 70 1.36 38.65 

0.993 0.987 0.000 

* Significant                                      df = 138                                 P< 0.05  

Table 3 shows that there is significant relationship between the mean score 

of principal’s behavior aspect ‘aloofness’ and mean teacher performance score. So 

the null hypothesis that there is no significant relationship between principal’s 

aloofness score and mean teacher performance score in public sector is rejected. 
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Ho 2: There is no significant relationship between mean principal’s production 

 emphasis score and mean teacher performance score. 

Table 4: Significance of correlation between principal’s production emphasis 

 scores and teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Production 
Emphasis 70 -1.07 6.49 

Teacher 
Performance 70 1.36 38.65 

0.976 0.953 0.000 

* Significant                                      df = 138                                 P< 0.05  

In Table 4, there is significant relationship between the mean score of 

principal’s behavior aspect ‘production emphasis’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

principal’s production emphasis score and mean teacher performance score is 

rejected. 

Ho 3: There is no significant relationship between mean principal’s thrust score 

 and mean teacher performance score in public sector. 

Table 5: Significance of correlation between principal’s thrust scores and 

 teacher’s performance scores 

Respondents N Mean S D R R-Square P 

Thrust 70 1.06 4.97 

Teacher 
Performance 70 1.36 38.65 

0.979 0.957 0.000 

* Significant                                      df = 138                                 P< 0.05  

As shown in Table 5, there is significant relationship between the mean 

score of principal’s behavior aspect ‘thrust’ and mean teacher performance score, 

so the null hypothesis that there is no significant relationship between principal’s 

thrust score and mean teacher performance score in public sector is rejected. 
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Ho 4: There is no significant relationship between mean principal’s 

 consideration score and mean teacher performance score. 

Table 6: Significance of correlation between principal’s consideration scores and 

 teacher’s performance scores 

Respondents N Mean S D R R-Square P 

Consideration 70 .83 3.44 

Teacher 
Performance 70 1.36 38.65 

0.970 0.941 0.000 

* Significant                                      df = 138                                 P< 0.05  

Table 6 shows that there is significant relationship between the mean score 

of principal’s behavior aspect ‘consideration’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

principal’s consideration score and mean teacher performance score is rejected. 

Ho 5: There is no significant relationship between mean teacher’s disengagement 

 score and mean teacher performance score in public sector. 

Table 7: Significance of correlation between teacher’s disengagement scores and 

 teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Disengagement 70 -0.14 4.28 

Teacher 
Performance 70 1.36 38.65 

0.985 0.969 0.914 

* Significant                                      df = 138                                 P< 0.05  

As table 7 shows, there is significant relationship between the mean score 

of teacher’s behavior aspect ‘disengagement’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between 

teacher’s disengagement score and mean teacher performance score in public 

sector is rejected.                                                                                                                                      
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Ho 6: There is no significant relationship between mean teacher’s hindrance 

 score and mean teacher performance score. 

Table 8: Significance of correlation between teacher’s hindrance scores and 

 teacher’s performance scores 

Respondents N Mean S D R R-Square P 

Hindrance 70 -1.11 5.53 

Teacher 
Performance 70 1.36 38.65 

0.955 0.913 0.000 

* Significant                                      df = 138                                 P< 0.05  

Table 8 shows that there is significant relationship between the mean score 

of teacher’s behavior aspect ‘hindrance’ and mean teacher performance score. So 

the null hypothesis that there is no significant relationship between mean teacher’s 

hindrance score and mean teacher performance score is rejected. 

Ho 7: There is no significant relationship between mean teacher’s esprit score 

 and mean teacher performance score in public sector. 

Table 9: Significance of correlation between teacher’s esprit scores and 

 teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Esprit 70 1.29 5.55 

Teacher 
Performance 70 1.36 38.65 

0.977 0.954 0.000 

* Significant                                      df = 138                                 P< 0.05  

The Table 9 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘esprit’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between teacher’s 

esprit score and mean teacher performance score in public sector is rejected. 
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Ho 8: There is no significant relationship between mean teacher’s intimacy score 

 and mean teacher performance score. 

Table 10: Significance of correlation between teacher’s intimacy scores and 

 teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Intimacy 70 -.34 3.90 

Teacher 
Performance 70 1.36 38.65 

0.974 0.948 0.000 

* Significant                                      df = 138                                 P< 0.05  

In Table 10, there is significant relationship between the mean score of 

teacher’s behavior aspect ‘intimacy’ and mean teacher performance score. So the 

null hypothesis that there is no significant relationship between mean teacher’s 

intimacy score and mean teacher performance score is rejected. 

 

Ho 9: There is no significant relationship between mean score of open climate and 

mean teacher performance score in public sector. 

Table 11: Significance of correlation between mean score of open climate and 

mean teacher performance score 

Respondents N Mean S D R R-Square P 

Open Climate 24 0.73 0.67 0.866 0.749 0.000 

* Significant                                      df = 23                                           P< 0.05  

Table 11 shows that there is significant relationship between the mean 

score of open climate and mean teacher performance score. So the null hypothesis 

that there is no significant relationship between mean score of open climate and 

mean teacher performance score in public sector is rejected. 
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Ho 10: There is no significant relationship between mean score of autonomous 

climate and mean teacher performance score in public sector. 

Table 12: Significance of correlation between mean score of autonomous climate 

and mean teacher performance score 

Respondents N Mean S D R R-Square P 

Autonomous 
Climate 10 0.46 0.88 0.673 0.453 0.000 

* Significant                                      df = 9                                          P< 0.05  

Table 12 shows that there is significant relationship between the mean 

score of autonomous climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of 

autonomous climate and mean teacher performance score is rejected. 

 

 

Ho 11: There is no significant relationship between mean score of controlled 

climate and mean teacher performance score in public sector. 

Table 13: Significance of correlation between mean score of controlled climate 

and mean teacher performance score 

Respondents N Mean S D R R-Square P 

Controlled 
Climate 16 0.39 0.88 0.729 0.531 0.000 

* Significant                                      df = 15                                          P< 0.05  

The results in Table 13 show that there is significant relationship between 

the mean score of controlled climate and mean teacher performance score. So the 

null hypothesis that there is no significant relationship mean score of controlled 

climate and mean teacher performance score in public sector is rejected. 
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Ho 12: There is no significant relationship mean score of familiar climate and 

mean teacher performance score in public sector. 

Table 14: Significance of correlation between mean score of familiar climate and 

mean teacher performance score 

Respondents N Mean S D R R-Square P 

Familiar Climate 9 0.36 0.92 0.564 0.318 0.000 

* Significant                                      df = 8                                          P< 0.05  

Table 14 shows that there is significant relationship between the mean 

score of familiar climate’ and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of familiar 

climate and mean teacher performance score is rejected. 

 

 

Ho 13: There is no significant relationship between mean score of paternal 

climate and mean teacher performance score in public sector. 

Table 15: Significance of correlation between mean score of paternal climate and 

mean teacher performance score 

Respondents N Mean S D R R-Square P 

Paternal Climate 6 -0.14 0.82 0.281 0.079 0.914 

* Significant                                      df = 5                                         P< 0.05  

As Table 15 shows, there is significant relationship between mean score of 

paternal climate and mean teacher performance score. So the null hypothesis that 

there is no significant relationship between mean score of paternal climate and 

mean teacher performance score in public sector is rejected. 
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Ho 14: There is no significant relationship between mean score of closed climate 

and mean teacher performance score in public sector. 

Table 16: Significance of correlation between mean score of closed climate and 

mean teacher performance score 

Respondents N Mean S D R R-Square P 

Closed Climate 5 -0.57 0.79 0.692 0.479 0.000 

* Significant                                      df = 4                                          P< 0.05  

Table 16 shows that there is significant relationship between the mean 

score of closed climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of closed 

climate and mean teacher performance score is rejected. 

Ho 15: There is no significant relationship between mean principal’s aloofness 

 score and mean teacher performance score in private sector. 

Table 17: Significance of correlation between principal’s aloofness scores and 

 teacher’s performance scores 

Respondents N Mean S D R R-Square P 

Aloofness 30 1.70 5.04 

Teacher 
Performance 30 11.87 39.93 

0.983 0.967 0.341 

* Significant                                         df = 58                                  P< 0.05  

The results of table 17 show that there is significant relationship between 

the mean score of principal’s behavior aspect ‘aloofness’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between principal ‘aloofness’ score and mean teacher performance score in 

private sector is rejected. 
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Ho 16: There is no significant relationship between mean principal’s production 

 emphasis score and mean teacher performance score. 

Table 18: Significance of correlation between principal’s production emphasis 

 scores and teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Production 
Emphasis 30 2.13 6.39 

Teacher 
Performance 30 11.87 39.93 

0.991 0.982 0.204 

* Significant                                          df = 58                                 P< 0.05  

Table 18 shows that there is significant relationship between the mean 

score of principal’s behavior aspect ‘production emphasis’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean principal ‘production emphasis’ score and mean teacher 

performance score is rejected. 

Ho 17: There is no significant relationship between mean principal’s thrust score 

 and mean teacher performance score in private sector. 

Table 19: Significance of correlation between principal’s thrust scores and 

 teacher’s performance scores  

Respondents N Mean S D R R-Square P 

Thrust 30 1.83 5.25 

Teacher 
Performance 30 11.87 39.93 

0.986 0.972 1.63 

* Significant                                        df = 58                                 P< 0.05  

Table 19 shows that there is significant relationship between the mean 

score of principal’s behavior aspect ‘thrust’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between principal 

‘thrust’ score and mean teacher performance score in private sector is rejected. 
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Ho 18: There is no significant relationship between mean principal’s 

 consideration score and mean teacher performance score. 

Table 20: Significance of correlation between principal’s consideration scores 

 and teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Consideration 30 -1.03 3.72 

Teacher 
Performance 30 11.87 39.93 

0.924 0.853 0.000 

* Significant                                        df = 58                                 P< 0.05  

As Table 20 shows, there is significant relationship between the mean 

score of principal’s behavior aspect ‘consideration’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

principal ‘consideration’ score and mean teacher performance score is rejected. 

 

Ho 19: There is no significant relationship between mean teacher’s 

 disengagement score and mean teacher performance score in private 

 sector. 

Table 21: Significance of correlation between teacher’s disengagement scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Disengagement 30 -0.35 4.40 
Teacher 

Performance 30 11.87 39.93 
0.968 0.937 0.000 

* Significant                                        df = 58                                 P< 0.05  

Table 21 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘disengagement’ and mean teacher performance 

score. So the null hypothesis is rejected. 
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Ho 20: There is no significant relationship between mean teacher’s hindrance 

 score and mean teacher performance score. 

Table 22: Significance of correlation between teacher’s hindrance scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Hindrance 30 -1.67 5.41 

Teacher 
Performance 30 11.87 39.93 

0.927 0.860 0.000 

* Significant                                      df = 58                                            P< 0.05  

In Table 22 the results show that there is significant relationship between 

the mean score of teacher’s behavior aspect ‘hindrance’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean teacher ‘hindrance’ score and mean teacher performance score is 

rejected. 

Ho 21: There is no significant relationship between mean teacher’s esprit score 

 and mean teacher performance score in private sector. 

Table 23: Significance of correlation between teacher’s esprit scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Esprit 30 2.50 5.52 

Teacher 
Performance 30 11.87 39.93 

0.990 0.980 0.000 

* Significant                                        df = 58                                 P< 0.05  

Table 23 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘esprit’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between teacher 

‘esprit’ score and mean teacher performance score in private sector is rejected. 
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Ho 22: There is no significant relationship between mean teacher’s intimacy score 

 and mean teacher performance score. 

Table 24: Significance of correlation between teacher’s intimacy scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Intimacy 30 -1.23 4.20 

Teacher 
Performance 30 11.87 39.93 

0.923 0.851 0.000 

* Significant                                        df = 58                                 P< 0.05  

As table 24 shows the results that there is significant relationship between 

the mean score of teacher’s behavior aspect ‘intimacy’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean teacher ‘intimacy’ score and mean teacher performance score is 

rejected. 

Ho 23: There is no significant relationship between mean score of open climate 

and mean teacher performance score in private sector. 

Table 25: Significance of Correlation between mean score of open climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Open Climate 5 0.78 0.62 0.815 0.664 0.000 

* Significant                                         df = 4                                               P< 0.05  

Table 25 shows that there is significant relationship between the mean 

score of open climate and mean teacher performance score. So the null hypothesis 

that there is no significant relationship between mean score of open climate and 

mean teacher performance score in private sector is rejected 
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Ho 24: There is no significant relationship between mean score of autonomous 

climate and mean teacher performance score in private sector. 

Table 26: Significance of Correlation between mean score of autonomous climate 

and mean teacher performance score 

Respondents N Mean S D r R-Square P 

Autonomous 
Climate 4 0.44 0.89 0.471 0.222 0.000 

* Significant                                      df = 3                                               P< 0.05  

In Table 26, there is significant relationship between the mean score of 

autonomous climate and mean teacher performance score. So the null hypothesis 

that there is no significant relationship between mean score of autonomous 

climate and mean teacher performance score is rejected. 

 

Ho 25: There is no significant relationship between mean score of controlled 

climate and mean teacher performance score in private sector. 

Table 27: Significance of Correlation between mean score of controlled climate 

and mean teacher performance score 

Respondents N Mean S D r R-Square P 

Controlled 
Climate 5 0.64 0.76 0.589 0.347 0.341 

* Significant                                      df = 4                                                  P< 0.05  

As shown in the table 27, there is significant relationship between the 

mean score of controlled climate and mean teacher performance score, so the null 

hypothesis that there is no significant relationship between mean score of 

controlled climate and mean teacher performance score in private sector is 

rejected. 
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Ho 26: There is no significant relationship mean score of familiar climate and 

mean teacher performance score in private sector. 

Table 28: Significance of Correlation between mean score of familiar climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Familiar Climate 3 0.42 0.94 0.393 0.154 0.204 

* Significant                                      df = 2                                                P< 0.05  

Table 28 shows that there is significant relationship between the mean 

score of familiar climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of familiar 

climate score and mean teacher performance score is rejected. 

 

 

Ho 27: There is no significant relationship between mean score of paternal 

climate and mean teacher performance score in private sector. 

Table 29: Significance of Correlation between mean score of paternal climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Paternal Climate 5 -0.16 0.97 0.311 0.097 1.63 

* Significant                                      df = 4                                               P< 0.05  

As Table 29 shows, there is significant relationship between the mean 

score of paternal climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of paternal 

climate and mean teacher performance score in private sector is rejected. 
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Ho 28: There is no significant relationship between mean score of closed climate 

and mean teacher performance score in private sector. 

Table 30: Significance of Correlation between mean score of closed climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Closed Climate 8 -0.24 0.94 0.766 0.587 0.000 

* Significant                                      df = 7                                               P< 0.05  

 The results in Table 30 show that there is significant relationship between 

the mean score of closed climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of closed 

climate and mean teacher performance score is rejected. 

Ho 29: There is no significant relationship between mean principal’s aloofness 

 score and mean teacher performance score in public sector. 

Table 31:  Significance of correlation between principal’s aloofness scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Aloofness 350 -1.55 5.42 

Teacher 
Performance 350 7.70 40.68 

0.956 0.914 0.000 

* Significant                                      df = 698                                   P< 0.05  

As the table 31 shows there is significant relationship between the mean 

score of principal’s behavior aspect ‘aloofness’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between 

principal ‘aloofness’ score and mean teacher performance score in public sector is 

rejected. 
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Ho 30: There is no significant relationship between mean principal’s production 

 emphasis score and mean teacher performance score. 

Table 32: Significance of correlation between principal’s production emphasis 

 scores and teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Production 
Emphasis 350 -.57 6.64 

Teacher 
Performance 350 7.70 40.68 

0.975 0.950 0.000 

* Significant                                      df = 698                                 P< 0.05  

Table 32 shows that there is significant relationship between the mean 

score of principal’s behavior aspect ‘production emphasis’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean principal ‘production emphasis’ score and mean teacher 

performance score is rejected. 

Ho 31: There is no significant relationship between mean principal’s thrust score 

 and mean teacher performance score. 

Table 33: Significance of correlation between principal’s thrust scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Thrust 350 -.20 5.01 

Teacher 
Performance 350 7.70 40.68 

0.987 0.975 0.000 

* Significant                                      df = 698                                 P< 0.05  

As the Table 33 shows, there is significant relationship between the mean 

score of principal’s behavior aspect ‘thrust’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between principal 

‘thrust’ score and mean teacher performance score in public sector is rejected. 
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Ho 32: There is no significant relationship between mean principal’s 

 consideration score and mean teacher performance score. 

Table 34: Significance of correlation between principal’s consideration scores 

 and teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Consideration 350 -0.99 3.75 

Teacher 
Performance 350 7.70 40.68 

0.962 0.926 0.000 

* Significant                                      df = 698                                 P< 0.05  

The results of Table 34 show that there is significant relationship between 

the mean score of principal’s behavior aspect ‘consideration’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean principal ‘consideration’ score and mean teacher performance 

score is rejected. 

Ho 33: There is no significant relationship between mean teacher’s 

 disengagement score and mean teacher performance score in public sector. 

Table 35: Significance of correlation between teacher’s disengagement scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Disengagement 350 1.70 3.78 

Teacher 
Performance 350 7.70 40.68 

0.928 0.860 0.000 

* Significant                                      df = 698                                 P< 0.05  

As the table 35 shows there is significant relationship between the mean 

score of teacher’s behavior aspect ‘disengagement’ and mean teacher performance 

score. So the null hypothesis is rejected. 
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Ho 34: There is no significant relationship between mean teacher’s hindrance 

 score and mean teacher performance score. 

Table 36: Significance of correlation between teacher’s hindrance scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Hindrance 350 -2.55 4.97 

Teacher 
Performance 350 7.70 40.68 

0.931 0.867 0.000 

* Significant                                      df = 698                                 P< 0.05  

Table 36 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘hindrance’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

teacher’s hindrance score and mean teacher performance score is rejected. 

Ho 35: There is no significant relationship between mean teacher’s esprit score 

 and mean teacher performance score. 

Table 37: Significance of correlation between teacher’s esprit scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Esprit 350 1.18 5.63 

Teacher 
Performance 350 7.70 40.68 

0.971 0.944 0.292 

* Significant                                      df = 698                                 P< 0.05  

As the results of table 37 shows, there is significant relationship between 

the mean score of teacher’s behavior aspect ‘esprit’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between teacher ‘esprit’ score and mean teacher performance score in public 

sector is rejected. 
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Ho 36: There is no significant relationship between mean teacher’s intimacy score 

 and mean teacher performance score. 

Table 38: Significance of correlation between teacher’s intimacy scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Intimacy 350 -.78 4.09 

Teacher 
Performance 350 7.70 40.68 

0.963 0.928 0.000 

* Significant                                      df = 698                                 P< 0.05  

Table 38 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘intimacy’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

teacher’s intimacy score and mean teacher performance score is rejected. 

 

Ho 37: There is no significant relationship between mean score of open climate 

and mean teacher performance score in public sector. 

Table 39: Significance of Correlation between mean score of open climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Open Climate 120 0.74 0.62 0.871 0.759 0.000 

* Significant                                      df = 119                                P< 0.05  

In Table 39, there is significant relationship between the mean score of 

open climate and mean teacher performance score. So the null hypothesis that 

there is no significant relationship between mean score of open climate and mean 

teacher performance score in public sector is rejected. 
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Ho 38: There is no significant relationship between mean score of autonomous 

climate and mean teacher performance score in public sector. 

Table 40: Significance of Correlation between mean score of autonomous climate 

and mean teacher performance score 

Respondents N Mean S D r R-Square P 

Autonomous 
Climate 50 0.38 0.91 0.407 0.166 0.000 

* Significant                                      df = 49                                          P< 0.05  

Table 40 shows that there is significant relationship between the mean 

score of autonomous climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of 

autonomous climate and mean teacher performance score is rejected. 

 

Ho 39: There is no significant relationship between mean score of controlled 

climate and mean teacher performance score in public sector. 

Table 41: Significance of Correlation between mean score of controlled climate 

and mean teacher performance score 

Respondents N Mean S D r R-Square P 

Controlled 
Climate 80 0.43 0.86 0.517 0.267 0.000 

* Significant                                      df = 79                                            P< 0.05  

The results of Table 41 sows that there is significant relationship between 

the mean score of controlled climate and mean teacher performance score. So the 

null hypothesis that there is no significant relationship between mean score of 

controlled climate and mean teacher performance score in public sector is 

rejected. 
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Ho 40: There is no significant relationship between mean score of familiar climate 

and mean teacher performance score in public sector. 

Table 42: Significance of Correlation between mean score of familiar climate and 

mean teacher performance score 

Respondents N Mean S D r R-Square P 

Familiar Climate 45 0.40 0.85 0.447 0.199 0.000 

* Significant                                      df = 44                                        P< 0.05  

Table 42 shows that there is significant relationship between the mean 

score of familiar climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of familiar 

climate and mean teacher performance score is rejected. 

 

 

Ho 41: There is no significant relationship between mean score of paternal 

climate and mean teacher performance score in public sector. 

Table 43:  Significance of Correlation between mean score of paternal climate 

and mean teacher performance score 

Respondents N Mean S D r R-Square P 

Paternal Climate 30 -0.09 0.98 0.259 0.066 0.000 

* Significant                                      df = 29                                           P< 0.05  

As the Table 43 shows, there is significant relationship between the mean 

score of paternal climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of paternal 

climate and mean teacher performance score in public sector is rejected. 
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Ho 42: There is no significant relationship between mean score of closed climate 

and mean teacher performance score in public sector. 

Table 44: Significance of Correlation between mean score of closed climate and 

mean teacher performance score  

Respondents N Mean S D r R-Square P 

Closed Climate 25 -0.44 0.88 0.713 0.508 0.000 

* Significant                                      df = 24                                            P< 0.05  

Table 44 shows that there is significant relationship between the mean 

score of closed climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of closed 

climate and mean teacher performance score is rejected. 

Ho 43: There is no significant relationship between mean principal’s aloofness 

 score and mean teacher performance score. 

Table 45: Significance of correlation between principal’s aloofness scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Aloofness 150 .59 5.36 

Teacher 
Performance 150 12.97 39.93 

0.986 0.972 0.000 

* Significant                                      df = 298                                 P< 0.05  

As the table 45 shows, there is significant relationship between the mean 

score of principal’s behavior aspect ‘aloofness’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between 

principal ‘aloofness’ score and mean teacher performance score in private sector 

is rejected. 
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Ho 44: There is no significant relationship between mean principal’s production 

 emphasis score and mean teacher performance score. 

Table 46: Significance of correlation between principal’s production emphasis 

 scores and teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Production 
Emphasis 150 2.46 6.74 

Teacher 
Performance 150 12.97 39.93 

0.991 0.982 0.002 

* Significant                                      df = 298                                 P< 0.05  

In Table 46, there is significant relationship between the mean score of 

principal’s behavior aspect ‘production emphasis’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

principal ‘production emphasis’ score and mean teacher performance score is 

rejected. 

Ho 45: There is no significant relationship between mean principal’s thrust score 

 and mean teacher performance score. 

Table 47: Significance of correlation between principal’s thrust scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Thrust 150 1.03 5.53 

Teacher 
Performance 150 12.97 39.93 

0.991 0.982 0.000 

* Significant                                      df = 298                                 P< 0.05  

As the Table 47 shows there is significant relationship between the mean 

score of principal’s behavior aspect ‘thrust’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between principal 

‘thrust’ score and mean teacher performance score in private sector is rejected. 
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Ho 46: There is no significant relationship between mean principal’s 

 consideration score and mean teacher performance score. 

Table 48: Significance of correlation between principal’s consideration scores 

 and teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Consideration 150 -.49 4.17 

Teacher 
Performance 150 12.97 39.93 

0.953 0.908 0.000 

* Significant                                      df = 298                                 P< 0.05  

Table 48 shows that there is significant relationship between the mean 

score of principal’s behavior aspect ‘consideration’ and mean teacher performance 

score. So the null hypothesis that there is no significant relationship between mean 

principal ‘consideration’ score and mean teacher performance score is rejected. 

Ho 47: There is no significant relationship between mean teacher’s 

 disengagement score and mean teacher performance score. 

Table 49: Significance of correlation between teacher’s disengagement scores and 

 teacher’s performance scores  

Respondents N Mean S D r R-Square P 

Disengagement 150 -.87 3.64 

Teacher 
Performance 150 12.97 39.93 

0.942 0.888 0.000 

* Significant                                      df = 298                                 P< 0.05  

As the results of table 49 shows, there is significant relationship between 

the mean score of teacher’s behavior aspect ‘disengagement’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between teacher ‘disengagement’ score and mean teacher performance score in 

private sector is rejected. 
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Ho 48: There is no significant relationship between mean teacher’s hindrance 

 score and mean teacher performance score. 

Table 50: Significance of correlation between teacher’s hindrance scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Hindrance 150 -1.51 5.17 

Teacher 
Performance 150 12.97 39.93 

0.942 0.887 0.000 

* Significant                                      df = 298                                 P< 0.05  

In Table 50 there is significant relationship between the mean score of 

teacher’s behavior aspect ‘hindrance’ and mean teacher performance score. So the 

null hypothesis that there is no significant relationship between mean teacher’s 

hindrance score and mean teacher performance score is rejected. 

Ho 49: There is no significant relationship between mean teacher’s esprit score 

 and mean teacher performance score in public sector. 

Table 51: Significance of correlation between teacher’s esprit scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Esprit 150 2.39 4.90 

Teacher 
Performance 150 12.97 39.93 

0.978 0.956 0.000 

* Significant                                      df = 298                                 P< 0.05  

Table 51 shows that there is significant relationship between the mean 

score of teacher’s behavior aspect ‘esprit’ and mean teacher performance score. 

So the null hypothesis that there is no significant relationship between teacher 

‘esprit’ score and mean teacher performance score in private sector is rejected. 
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Ho 50: There is no significant relationship between mean teacher’s intimacy score 

 and mean teacher performance score. 

Table 52: Significance of correlation between teacher’s intimacy scores and 

 teacher’s performance scores 

Respondents N Mean S D r R-Square P 

Intimacy 150 -1.23 3.95 

Teacher 
Performance 150 12.97 39.93 

0.927 0.860 0.000 

* Significant                                      df = 298                                 P< 0.05  

The results in Table 52 show that there is significant relationship between 

the mean score of teacher’s behavior aspect ‘intimacy’ and mean teacher 

performance score. So the null hypothesis that there is no significant relationship 

between mean teacher ‘intimacy’ score and mean teacher performance score is 

rejected. 

Ho 51: There is no significant relationship between mean score of open climate 

and mean teacher performance score in private sector. 

Table 53: Significance of correlation between mean score of open climate and 

mean teacher performance score  

Respondents N Mean S D r R-Square P 

Open Climate 25 0.64 0.76 0.893 0.797 0.000 

* Significant                                       df = 24                                             P< 0.05  

As the Table 53 shows there is significant relationship between the mean 

score of open climate and mean teacher performance score. So the null hypothesis 

that there is no significant relationship between mean score of open climate and 

mean teacher performance score in private sector is rejected. 
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Ho 52: There is no significant relationship between mean score of autonomous 

climate and mean teacher performance score in private sector. 

Table 54: Significance of correlation between mean score of autonomous climate 

and mean teacher performance score  

Respondents N Mean S D r R-Square P 

Autonomous 
Climate 20 0.46 0.98 0.468 0.219 0.000 

* Significant                                      df = 19                                            P< 0.05  

As Table 54 shows, there is significant relationship between the mean 

score of autonomous climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of 

autonomous climate and mean teacher performance score is rejected. 

 

 

Ho 53: There is no significant relationship between mean score of controlled 

climate and mean teacher performance score in private sector. 

Table 55: Significance of correlation between mean score of controlled climate 

and mean teacher performance score  

Respondents N Mean S D r R-Square P 

Controlled 
Climate 25 0.52 0.83 0.519 0.269 0.000 

* Significant                                      df = 24                                             P< 0.05  

As Table 55 shows, there is significant relationship between the mean 

score of controlled climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of 

controlled climate and mean teacher performance score is rejected. 
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Ho 54: There is no significant relationship between mean score of familiar climate 

and mean teacher performance score in private sector. 

Table 56: Significance of correlation between mean score of familiar climate and 

mean teacher performance score  

Respondents N Mean S D r R-Square P 

Familiar Climate 15 0.33 0.93 0.386 0.149 0.000 

* Significant                                      df = 14                                             P< 0.05  

Table 56 shows that there is significant relationship between the mean 

score of familiar climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of familiar 

climate and mean teacher performance score is rejected. 

 

 

Ho 55: There is no significant relationship between mean score of paternal 

climate and mean teacher performance score in private sector. 

Table 57: Significance of correlation between mean score of paternal climate and 

mean teacher performance score  

Respondents N Mean S D r R-Square P 

Paternal Climate 25 -0.24 0.94 0.496 0.246 0.292 

* Significant                                      df = 24                                        P< 0.05  

As the Table 57 shows, there is significant relationship between the mean 

score of paternal climate and mean teacher performance score, so the null 

hypothesis that there is no significant relationship between mean score of paternal 

climate and mean teacher performance score in private sector is rejected. 
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Ho 56: There is no significant relationship between mean score of closed climate 

and mean teacher performance score in private sector. 

Table 58: Significance of correlation between mean score of closed climate and 

mean teacher performance score  

Respondents N Mean S D r R-Square P 

Closed Climate 40 -0.65 0.74 0.689 0.475 0.000 

* Significant                                      df = 39                                             P< 0.05  

The results of Table 58 shows that there is significant relationship between 

the mean score of closed climate and mean teacher performance score. So the null 

hypothesis that there is no significant relationship between mean score of closed 

climate and mean teacher performance score is rejected. 
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4.2 COMPARISON OF PUBLIC AND PRIVATE COLLEGES 

Ho 57:  There is no significant difference between mean opinion score of public 

 and private college principals about principal’s aloofness. 

Table 59: Significance of difference between the mean opinion score of public 

 and private college principals about principal’s aloofness   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Principal 70 1.16 5.14 0.61 
Aloofness 

Private 
Principal 30 1.70 5.04 0.92 

0.54 .487 .628 

* Not Significant                                                                                             df = 98                    

Table 59 shows that t-value is not significant at 0.05 level. Hence the Ho 

that there is no significant difference between mean opinion score of public and 

private college principals about principal’s aloofness is accepted. It means the 

opinions of both public and private college principals about the principal’s 

aloofness are same.      

 

 

Ho 58:  There is no significant difference between mean opinion score of public 

 and private college principals about principal’s production emphasis. 

Table 60: Significance of difference between the mean opinion score of public 

 and private college principals about principal’s production emphasis 

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public 
Principal 70 -1.07 6.49 0.78 

Production 
Emphasis Private 

Principal 30 2.13 6.39 1.17 
3.20 2.274 .025 

* Significant                                                                                                    df = 98 

The Table 60 shows that t-value is significant at 0.05 level. Hence the Ho 

that there is no significant difference between mean opinion score of public and 

private college principals about principal’s production emphasis is rejected. It 

means the opinions of both public and private college principals about the 

production emphasis of principal’s behaviour are different.  
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Ho 59:  There is no significant difference between mean opinion score of public 

 and private college principals about principal’s thrust. 

Table 61: Significance of difference between the mean opinion score of public 

 and private college principals about principal’s thrust 

 
Respondents N Mean S D S.EMean 

Mean 
Diff. T Sig 

Public Principal 70 1.06 4.97 0.59 
Thrust 

Private Principal 30 1.83 5.25 0.96 
0.78 .704 .483 

* Significant                                                                                                    df = 98 

The results of Table 61 show that t-value is significant at 0.05 level. Hence 

the Ho is rejected. It means the opinions of both public and private college 

principals about the thrust of principal’s behaviour are different.  

Ho 60:  There is no significant difference between mean opinion score of public 

 and private college principals about principal’s consideration. 

Table 62: Significance of difference between the mean opinion score of public 

 and private college principals about principal’s consideration   

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public 
Principal 70 .83 3.44 0.41 

Consideration 
Private 

Principal 30 -1.03 3.72 0.68 
1.86 2.421 .017

* Significant                                                                                                    df = 98 

As Table 62 shows, t-value is significant at 0.05 level, hence the Ho that 

there is no significant difference between mean opinion score of public and 

private college principals about principal’s consideration is rejected. It means the 

opinions of both public and private college principals about the consideration of 

principal’s behaviour are different.  
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Ho 61:  There is no significant difference between mean opinion score of public 

 and private college principals about teacher’s disengagement. 

Table 63: Significance of difference between the mean opinion score of public 

 and private college principals about teacher’s disengagement 

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public 
Principal 70 -0.14 4.28 0.51 

Disengagement 
Private 

Principal 30 -0.35 4.40 0.80 
0.21 .222 .825

* Not Significant                                                                                             df = 98 

The Table 63 shows that t-value is not significant at 0.05 level. Hence the 

Ho is accepted. It means the opinions of both public and private college principals 

about the disengagement of teacher’s behaviour are same.  

 

 

Ho 62:  There is no significant difference between mean opinion score of public 

 and private college principals about teacher’s hindrance. 

Table 64: Significance of difference between the mean opinion score of public 

 and private college principals about teacher’s hindrance   

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public Principal 70 -1.11 5.53 0.66 
Hindrance 

Private 
Principal 30 -1.67 5.51 1.01 

0.55 0.458 0.648

* Not Significant                                                                                             df = 98 

In Table 64, t-value is not significant at 0.05 level. Hence the Ho is 

accepted. It means the opinions of both public and private college principals about 

the hindrance of teacher’s behaviour are same. 
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Ho 63:  There is no significant difference between mean opinion score of public 

 and private college principals about teacher’s esprit. 

Table 65: Significance of difference between the mean opinion score of public 

 and private college principals about teacher’s esprit   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Principal 70 1.29 5.55 0.66 
Esprit 

Private Principal 30 2.50 5.52 1.01 
1.21 1.005 0.317

* Significant                                                                                                    df = 98 

As Table 65 shows, t-value is significant at 0.05 level, hence the Ho that 

there is no significant difference between mean opinion score of public and 

private college principals about teacher’s esprit is rejected. It means the opinions 

of both public and private college principals about the esprit of teacher’s 

behaviour are different.  

Ho 64:  There is no significant difference between mean opinion score of public 

 and private college principals about teacher’s intimacy. 

Table 66: Significance of difference between the mean opinion score of public 

 and private college principals about teacher’s intimacy   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Principal 70 -0.34 3.90 0.47 
Intimacy 

Private Principal 30 -1.23 4.20 0.77 
0.89 1.023 0.309

* Significant                                                                                                    df = 98 

The results of Table 66 show that t-value is significant at 0.05 level. Hence 

the Ho is rejected. It means the opinions of both public and private college 

principals about the teacher’s behaviour aspect intimacy are different.  
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Ho 65:  There is no significant difference between mean opinion score of public 

 and private college principals about open climate. 

Table 67: Significance of difference between the mean opinion score of public 

 and private college principals about open climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Principal 24 0.73 0.67 0.61 
Open 

Climate  
Private Principal 5 0.78 0.62 0.92 

0.05 .364 .628 

* Not Significant                                                                                             df = 27 

 Table 67 shows that t-value is not significant at 0.05 level. Hence the Ho 

65 is accepted. It means the opinions of both public and private college principals 

about the open climate are same.      

   

 

Ho 66:  There is no significant difference between mean opinion score of public 

 and private college principals about autonomous climate. 

Table 68: Significance of difference between the mean opinion score of public 

 and private college principals about autonomous climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public 
Principal 10 0.46 0.88 0.78 

Autonomous 
Climate Private 

Principal 4 0.44 0.89 1.17 
0.02 2.274 .025 

* Not Significant                                                                                             df = 12 

The results of Table 68 show that t-value is not significant at 0.05 level. 

Hence the Ho is accepted. It means the opinions of both public and private college 

principals about autonomous climate are different.  
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Ho 67:  There is no significant difference between mean opinion score of public 

 and private college principals about controlled climate. 

Table 69: Significance of difference between the mean opinion score of public 

 and private college principals about controlled climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public Principal 16 0.39 0.88 0.59 
Controlled 

Climate Private 
Principal 5 0.64 0.76 0.96 

0.25 .704 .483 

* Significant                                                                                                    df = 19 

The Table 69 shows that t-value is significant at 0.05 level. Hence the Ho 

that there is no significant difference between mean opinion score of public and 

private college principals about controlled climate is rejected. It means the 

opinions of both public and private college principals are different.  

Ho 68:  There is no significant difference between mean opinion score of public 

 and private college principals about familiar climate. 

Table 70: Significance of difference between the mean opinion score of public 

 and private college principals about familiar climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public Principal 9 0.36 0.92 0.41 Familiar 
Climate 

Private Principal 3 0.42 0.94 0.68 
0.06 2.421 .017 

* Significant                                                                                                    df = 10 

The t-value in Table 70 is significant at 0.05 level. Hence the Ho that there 

is no significant difference between mean opinion score of public and private 

college principals about familiar climate is rejected. It means the opinions of both 

public and private college principals about the familiar climate are different.  
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Ho 69:  There is no significant difference between mean opinion score of public 

 and private college principals about paternal climate. 

Table 71: Significance of difference between the mean opinion score of public 

 and private college principals about paternal climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Principal 6 -0.14 0.82 0.51 
Paternal 
Climate 

Private Principal 5 -0.16 0.97 0.80 
0.02 .222 .825 

* Not Significant                                                                                             df = 9 

As the Table 71 shows, t-value is not significant at 0.05 level, hence the 

Ho that there is no significant difference between mean opinion score of public 

and private college principals about paternal climate is accepted. It means the 

opinions of both public and private college principals about the paternal climate 

are same.  

Ho 70:  There is no significant difference between mean opinion score of public 

 and private college principals about closed climate. 

Table 72: Significance of difference between the mean opinion score of public 

 and private college principals about closed climate 

 Respondents N Mean S D S.EMean
Mean 
Diff. t Sig 

Public Principal 5 -0.57 0.79 0.66 Closed 
Climate Private Principal 8 -0.24 0.94 1.01 

0.33 2.458 0.648

* Significant                                                                                                  df = 11 

The Table 72 shows that t-value is significant at 0.05 level. Hence the Ho 

that there is no significant difference between mean opinion score of public and 

private college principals about closed climate is rejected. It means the opinions of 

both public and private college principals about closed climate are different.  
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Table 73: Overall Comparison of Opinions of Principals in Public and 

 Private Sector 

 Climate t-value Sig. value 

Open 0.364 0.628 

Autonomous 2.274 0.025 

Controlled 0.704 0.483 

Familiar 2.421 0.017 

Paternal 0.222 0.825 

T
eacher perform

ance Closed 2.458 0.648 

 
Table 73 shows the overall comparison of public and private college 

principals’ opinions about teacher performance in different climates. In open 

climate the results show that t-value is not significant at 0.05 level. It means that 

the opinions of both public and private college principals about teacher 

performance in open climate are same. The remaining t-values are significant at 

0.05 level. It means the opinions of both type of college principals about teacher 

performance in different type of climates are different except open climate.  

Ho 71:  There is no significant difference between mean opinion score of public 

 and private college teachers about principal’s aloofness. 

Table 74: Significance of difference between the mean opinion score of public 

 and private college teachers about principal’s aloofness   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public 
Teachers 350 -1.55 5.42 0.29 

Aloofness 
Private 

Teachers 150 0.59 5.36 0.44 
0.96 1.825 0.069

* Significant                                                                                                  df = 498 

Table 74 shows that t-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college teachers about 

the aloofness aspect of principal’s behaviour are different.  
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Ho 72:  There is no significant difference between mean opinion score of public 

 and private college teachers about principal’s production emphasis. 

Table 75: Significance of difference between the mean opinion score of public 

 and private college teachers about principal’s production emphasis   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public 
Teachers 350 -0.57 6.64 0.35 

Production 
Emphasis Private 

Teachers 150 2.46 6.74 0.55 
3.03 4.659 .000 

* Significant                                                                                                  df = 498 

The results in Table 75 show that t-value is significant at 0.05 level. Hence 

the Ho that there is no significant difference between mean opinion score of 

public and private college teachers about principal’s production emphasis is 

rejected. It means the opinions of both public and private college teachers about 

the production emphasis aspect of principal’s behaviour are different.  

Ho 73:  There is no significant difference between mean opinion score of public 

 and private college teachers about principal’s thrust. 

Table 76: Significance of difference between the mean opinion score of public 

 and private college teachers about principal’s thrust   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Teachers 350 0.20 5.01 0.27 
Thrust 

Private 
Teachers 150 1.03 5.53 0.45 

0.83 2.432 0.015

* Significant                                                                                                  df = 498 

Table 76 shows the result that t-value is significant at 0.05 level. Hence the 

Ho is rejected. It means the opinions of both public and private college teachers 

about the thrust of principal’s behaviour are different.  
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Ho 74:  There is no significant difference between mean opinion score of public 

 and private college teachers about principal’s consideration. 

Table 77: Significance of difference between the mean opinion score of public 

 and private college teachers about principal’s consideration   

 Respondents N Mean S D S.EMean
Mean 
Diff. t Sig 

Public 
Teachers 350 -0.99 3.75 0.20 

Consideration Private 
Teachers 150 -0.49 4.17 0.34 

0.50 1.324 0.186

* Significant                                                                                                  df = 498 

In Table 77, t-value is significant at 0.05 level, hence the Ho that there is 

no significant difference between mean opinion score of public and private 

college teachers about principal’s consideration is rejected. It means the opinions 

of both public and private college teachers about the consideration are different.  

Ho 75:  There is no significant difference between mean opinion score of public 

 and private college teachers about teacher’s disengagement. 

Table 78: Significance of difference between the mean opinion score of public 

 and private college teachers about teacher’s disengagement   

 Respondents N Mean S D S.EMean
Mean 
Diff. t Sig 

Public 
Teachers 350 1.70 3.78 0.20 

Disengagement Private 
Teachers 150 -0.87 3.64 0.30 

2.57 7.045 .000

* Significant                                                                                                  df = 498 

Table 78 shows that t-value is significant at 0.05 level. Hence the Ho that 

there is no significant difference between mean opinion score of public and 

private college teachers about teacher’s disengagement is rejected. It means the 

opinions of both public and private college teachers about the disengagement of 

teacher’s behaviour are different.  
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Ho 76:  There is no significant difference between mean opinion score of public 

 and private college teachers about teacher’s hindrance. 

Table 79: Significance of difference between the mean opinion score of public 

 and private college teachers about teacher’s hindrance   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Teachers 350 -2.55 4.97 0.27 
Hindrance 

Private 
Teachers 150 -1.51 5.17 0.42 

1.04 2.108 .036 

* Significant                                                                                                  df = 498 

As the Table 79 shows, t-value is significant at 0.05 level, so the Ho that 

there is no significant difference between mean opinion score of public and 

private college teachers about teacher’s hindrance is rejected. It means the 

opinions of both public and private college teachers about the hindrance of 

teacher’s behaviour are different.  

Ho 77:  There is no significant difference between mean opinion score of public 

 and private college teachers about teacher’s esprit. 

Table 80: Significance of difference between the mean opinion score of public 

 and private college teachers about teacher’s esprit   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Teachers 350 1.18 5.63 0.30 
Esprit 

Private Teachers 150 2.39 4.90 0.40 
1.22 2.298 .022 

* Significant                                                                                                  df = 498 

The Table 80 shows that t-value is significant at 0.05 level. Hence the Ho 

is rejected. It means the opinions of both public and private college teachers about 

the esprit of teacher’s behaviour are different.  
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Ho 78:  There is no significant difference between mean opinion score of public 

 and private college teachers about teacher’s intimacy. 

Table 81: Significance of difference between the mean opinion score of public 

 and private college teachers about teacher’s intimacy   

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public Teachers 350 -0.78 4.09 0.22 
Intimacy 

Private 
Teachers 150 -1.23 3.95 0.32 

0.44 1.123 .262 

* Significant                                                                                                  df = 498 

The results of Table 81 show that t-value is significant at 0.05 level. Hence 

the Ho that there is no significant difference between mean opinion score of 

public and private college teachers about teacher’s intimacy is rejected. It means 

the opinions of both public and private college teachers about the intimacy of 

teacher’s behaviour are different.  

Ho 79:  There is no significant difference between mean opinion score of public 

 and private college teachers about open climate. 

Table 82: Significance of difference between the mean opinion score of public 

 and private college teachers about open climate 

 Respondents N Mean S D S.EMean
Mean 
Diff. t Sig 

Public 
Teachers 120 0.74 0.62 0.29 

Open 
Climate Private 

Teachers 25 0.64 0.76 0.44 
0.10 1.825 0.069

* Significant                                                                                                  df = 143 

In Table 82, t-value is significant at 0.05 level, hence the Ho that there is 

no significant difference between mean opinion score of public and private 

college teachers about open climate is rejected. It means the opinions of both 

public and private college teachers about the open climate are different.  
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Ho 80:  There is no significant difference between mean opinion score of public 

 and private college teachers about autonomous climate. 

Table 83: Significance of difference between the mean opinion score of public 

 and private college teachers about production autonomous climate 

 Respondents N Mean S D S.EMean
Mean 
Diff. t Sig 

Public 
Teachers 50 0.38 0.91 0.35 Autonomous 

Climate Private 
Teachers 20 0.46 0.98 0.55 

0.08 2.659 .000 

* Significant                                                                                                    df = 68 

As Table 83 shows, t-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college teachers about 

the autonomous climate are different.  

Ho 81:  There is no significant difference between mean opinion score of public 

 and private college teachers about controlled climate. 

Table 84: Significance of difference between the mean opinion score of public 

 and private college teachers about controlled climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public 
Teachers 80 0.43 0.86 0.27 

Controlled 
Climate Private 

Teachers 25 0.52 0.83 0.45 
0.09 2.432 0.015

* Significant                                                                                                  df = 103 

Table 84 shows that t-value is significant at 0.05 level. Hence the Ho that 

there is no significant difference between mean opinion score of public and 

private college teachers about controlled climate is rejected. It means the opinions 

of both public and private college teachers about the controlled climate are 

different.  
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Ho 82:  There is no significant difference between mean opinion score of public 

 and private college teachers about familiar climate. 

Table 85: Significance of difference between the mean opinion score of public 

 and private college teachers about familiar climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. t Sig 

Public 
Teachers 45 0.40 0.85 0.20 

Familiar 
Climate Private 

Teachers 15 0.33 0.93 0.34 
0.07 2.324 0.186

* Significant                                                                                                    df = 58 

The results in Table 85 show that t-value is significant at 0.05 level. So the 

Ho is rejected. It means the opinions of both public and private college teachers 

about the familiar climate are different.  

 

Ho 83:  There is no significant difference between mean opinion score of public 

 and private college teachers about paternal climate. 

Table 86: Significance of difference between the mean opinion score of public 

 and private college teachers about paternal climate 

 
Respondents N Mean S D S.EMean 

Mean 
Diff. t Sig 

Public Teachers 30 -0.09 0.98 0.20 
Paternal 
Climate 

Private Teachers 25 -0.24 0.94 0.30 
0.15 3.015 .000 

* Significant                                                                                                    df = 53 

In Table 86, t-value is significant at 0.05 level, hence the Ho that there is 

no significant difference between mean opinion score of public and private 

college teachers about paternal climate is rejected. It means the opinions of both 

public and private college teachers about the paternal climate are different.  
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Ho 84:  There is no significant difference between mean opinion score of public 

 and private college teachers about closed climate. 

Table 87: Significance of difference between the mean opinion score of public 

 and private college teachers about closed climate 

 
Respondents N Mean S D S.EMean

Mean 
Diff. T Sig 

Public Teachers 25 -0.44 0.88 0.27 
Closed 
Climate Private 

Teachers 40 -0.65 0.74 0.42 
0.21 5.108 .036 

* Significant                                                                                                    df = 63 

As the results of Table 87 show, t-value is significant at 0.05 level, so the 

Ho that there is no significant difference between mean opinion score of public 

and private college teachers about closed climate is rejected. It means the opinions 

of both public and private college teachers about the closed climate are different.   
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Table 88: Overall Comparison among Climate and Performance of 

 Teachers as Perceived by Public and Private College Teachers 

 Climate t-value Sig. value 

Open 1.825 0.069 

Autonomous 2.659 0.000 

Controlled 2.432 0.015 

Familiar 2.324 0.186 

Paternal 3.015 0.000 

T
eacher perform

ance 

Closed 5.108 0.036 

 

Table 88 shows the overall comparison of the opinions of public and 

private degree college teachers about their performance in different climates. The 

results show that calculated t-values are significant at 0.05 level. It means the 

opinions of both public and private college teachers about their performance in 

different type of climates are different.  
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Table 89: Classification of Colleges (Public and Private) to Climate 

Public Colleges Private Colleges Total Types of Climate 

 Total % Total % Total % 

Open 24 34.3 5 16.7 29 29.0 

Autonomous 10 14.3 4 13.3 14 14.0 

Controlled 16 22.8 5 16.7 21 21.0 

Familiar 9 12.9 3 10.0 12 12.0 

Paternal 6 8.6 5 16.7 11 11.0 

Closed 5 7.1 8 26.6 13 13.0 

 70 100% 30 100% 100 100% 

 

Table 89 shows the classification of 70 Public colleges in relation to the 

organizational climate. It reveals that open climate comes to be the most frequent 

(34.3 %), followed by Controlled climate (22.8 %) and Autonomous climate 

(14.3%) and then by Familiar (12.9) and Paternal climate (8.6 %), closed climate 

(7.1%) has been found in the least. 

The Table also shows that the classification of 30 private colleges relation 

to the organizational climate. It found that (26.6 %) have closed climate and 

(16.7%) of Open, Controlled and Paternal climate each, (13.3%) Autonomous and 

(10.0%) of private colleges have been found to have Familiar climate. 

When all the colleges (public and private) have been put in terms of their 

respective climates, it has been found that open climate is the most frequently 

selected climate type  (29.0%), followed by controlled climate (21.0%) and 

Autonomous climate (14.0%) and then by closed climate (13.0%), familiar 

climate (12.0%) and paternal climate (11.0 %). 

The Table denotes that open climate has been prevailing in most of the 

colleges while paternal climate was seen the least. Controlled climate has taken 
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the second place whereas autonomous, closed and familiar climates have third, 

fourth and fifth places respectively. 

 

4.3 COMPARISON OF PUBLIC AND PRIVATE STUDENTS’ 

RESPONSES ABOUT TEACHER PERFORMANCE. 

 

Ho 85: There is no significant difference between mean opinion score of public 

 and private college students about teacher punctuality. 

Table 90: Significance of difference between the mean opinion score of public 

 and private college students about teacher punctuality   

Item 1:  Teacher comes to the class well in time 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.28 .03 .96 

Private College 
Students 

450 .15 .05 .98 7.91 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 90 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the punctuality of teachers are different. As compared to public college teachers, 

private college teachers are more punctual. 
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Ho 86:  There is no significant difference between mean opinion score of public 

 and private college students about teacher preparation. 

Table 91: Significance of difference between the mean opinion score of public 

 and private college students about teacher preparation   

Item 2:  Teacher comes to the class well prepared 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .13 .03 .98 

Private College 
Students 

450 .17 .05 .99 0.72 0.4701

* Significant                                     df=1498             Z at 0.05 = 1.96 

As the Table 91 shows, Z-value is not significant at 0.05 level, hence the 

Ho is accepted. It means the opinions of both public and private college students 

about the preparation of teachers are almost same. As compared to public college 

teachers, private college teachers are more prepared. 

 

Ho 87:  There is no significant difference between mean opinion score of public 

 and private college students about teacher encouragement. 

Table 92: Significance of difference between the mean opinion score of public 

 and private college students about teacher encouragement   

Item 3: Teacher encourages student’s participation 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.14 .03 .98 

Private College 
Students 

450 -.09 .05 .98 0.90 0.3687 

* Significant                                     df=1498             Z at 0.05 = 1.96 

The results of Table 92 show that Z-value is not significant at 0.05 level. 

Hence the Ho is accepted. It means the opinions of both public and private college 

students about the encouragement of teachers are same. As compared to public 

college teachers, private college teachers are more conscious about student’s 

participation. 
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Ho 88:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s organization of lessons. 

Table 93: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s organization of lessons   

Item 4:  Teacher organizes his lessons in a logical manner 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .55 .03 .81 

Private College 
Students 

450 .1 .05 .99 9.18 0.0000 

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 93 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s organization of lessons are different. As compared to public college 

teachers, private college teachers better organize the lessons. 

 

Ho 89:  There is no significant difference between mean opinion score of public 

 and private college students about teacher explanation. 

Table 94: Significance of difference between the mean opinion score of public 

 and private college students about teacher explanation   

Item 5:  Teacher explains the subject matter with daily life examples 
Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.31 .03 .93 

Private College 
Students 

450 -.3 .04 .95 0.19 0.8500

* Significant                                     df=1498             Z at 0.05 = 1.96 

As the Z-value is not significant at 0.05 level in Table 94, so the Ho is 

accepted. It means the opinions of both public and private college students about 

the explanation of teachers with daily life examples are same. 
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Ho 90:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s instructions. 

Table 95: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s instructions   

Item 6:  Teacher gives clearly worded instructions for assignments 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .71 .02 .69 

Private College 
Students 

450 .07 .05 .99 14.41 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 95 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the instructions of teachers are different. As compared to private college teachers, 

public college teachers give clear worded instructions for assignments. 

Ho 91:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s soft behavior. 

Table 96: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s soft behavior   

Item 7:  Teacher is friendly and cheerful in the classroom 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.33 .03 .94 

Private College 
Students 

450 .08 .05 .99 3.91 0.0001

* Significant                                     df=1498             Z at 0.05 = 1.96 

In Table 96, Z-value is significant at 0.05 level, so the Ho is rejected. It 

means the opinions of both public and private college students about the behavior 

of teachers in the classroom are different. As compared to public college teachers, 

private college teachers are more friendly and cheerful in the classroom. 
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Ho 92:  There is no significant difference between mean opinion score of public 

 and private college students about teacher attention for students. 

Table 97: Significance of difference between the mean opinion score of public 

 and private college students about teacher attention for students   

Item 8:  Teacher gives individual attention to the students where necessary 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.12 .03 .98 

Private College 
Students 

450 -.19 .05 .98 5.62 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

As the Table 97 shows, Z-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s attention for students are different. As compared to public college 

teachers, private college teachers give more attention to students. 

Ho 93:  There is no significant difference between mean opinion score of public 

 and private college students about teacher time for questioning. 

Table 98: Significance of difference between the mean opinion score of public 

 and private college students about teacher time for questioning   

Item 9:  Teacher gives appropriate time to students for questioning 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.03 .03 .99 

Private College 
Students 

450 .11 .05 .99 1.43 0.1540

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 98 shows that Z-value is not significant at 0.05 level. Hence the Ho 

is accepted. It means the opinions of both public and private college students 

about the teacher’s time for questioning are same. As compared to public college 

teachers, private college teachers give more time to students for questioning. 



 

 

137

Ho 94:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s meaningful answers. 

Table 99: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s meaningful answers   

Item 10: Teacher gives meaningful answers to all the questions asked in the 
    class 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .89 .01 .44 

Private College 
Students 

450 .22 .04 .97 18.28 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

In Table 99, Z-value is significant at 0.05 level, hence the Ho is rejected. It 

means the opinions of both public and private college students about the teacher’s 

meaningful answers of the questions are different. As compared to private college 

teachers, public college teachers better satisfy the students by giving meaningful 

answers to the questions asked in the class. 

 

Ho 95:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s command over subject. 

Table 100: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s command over subject   

Item 11:  Teacher has command over his subject 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .96 .01 .25 

Private College 
Students 

450 .43 .04 .90 17.49 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Z-value is significant at 0.05 level as shown in Table 100. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s command over subject are different. As compared to private college 

teachers, public college teachers have better command over subject. 
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Ho 96:  There is no significant difference between mean opinion score of public 

 and private college students about teacher presentation. 

Table 101: Significance of difference between the mean opinion score of public 

 and private college students about teacher presentation   

Item 12:  Teacher demonstrates and presents subject matter attractively and 
     effectively 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.32 .03 .93 

Private College 
Students 

450 -.17 .05 .98 9.15 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

 Table 101 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s presentation of subject matter are different. As compared to private 

college teachers, public college teachers present subject matter more attractively 

and effectively. 

 

Ho 97:  There is no significant difference between mean opinion score of public 

 and private college students about teacher sensitivity about student 

 understanding. 

Table 102: Significance of difference between the mean opinion score of public 

 and private college students about teacher sensitivity about student 

 understanding 

Item 13:  Teacher is sensitive whether students understand course material 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.16 .03 .97 

Private College 
Students 

450 .2 .05 .98 6.54 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

As the Table 102 shows, Z-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s sensitivity about student understanding are different. As compared to 

public college teachers, private college teachers are more sensitive whether 

students understand course material. 



 

 

139

Ho 98:  There is no significant difference between mean opinion score of public 

 and private college students about teacher discussion. 

Table 103: Significance of difference between the mean opinion score of public 

 and private college students about teacher discussion   

Item 14:  Teacher provides sufficient time for discussion 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.46 .02 .88 

Private College 
Students 

450 -.19 .05 .98 5.24 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 103 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s time for discussion are different. As compared to public college 

teachers, private college teachers provide more time for discussion. 

Ho 99:  There is no significant difference between mean opinion score of public 

 and private college students about teacher tolerance. 

Table 104: Significance of difference between the mean opinion score of public 

 and private college students about teacher tolerance   

Item 15:  Teacher respects opposing viewpoints of students 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.49 .02 .86 

Private College 
Students 

450 -.36 .04 .93 17.13 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

In Table 104, Z-value is significant at 0.05 level. Hence the Ho is rejected. 

It means the opinions of both public and private college students about the teacher 

tolerance are different. As compared to public college teachers, private college 

teachers more respect the opposing viewpoints of students. 
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Ho 100:  There is no significant difference between mean opinion score of public 

 and private college students about teacher ability. 

Table 105: Significance of difference between the mean opinion score of public 

 and private college students about teacher ability   

Item 16:Teacher improves the ability of students to communicate confidently

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .57 .02 .80 

Private College 
Students 

450 .21 .05 .98 7.44 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 105 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher ability are different. As compared to private college teachers, public 

college teachers much improve the ability of students to communicate confidently. 

Ho 101:  There is no significant difference between mean opinion score of public 

 and private college students about teacher effectiveness. 

Table 106: Significance of difference between the mean opinion score of public 

 and private college students about teacher effectiveness   

Item 17:  Teacher uses appropriate teaching aids effectively 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.12 .03 .98 

Private College 
Students 

450 .12 .05 .99 0.00 1.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

The results as shown in Table 106, Z-value is significant at 0.05 level, so 

the Ho is rejected. It means the opinions of both public and private college 

students about the effectiveness of teachers are different. As compared to public 

college teachers, private college teachers use appropriate teaching aids effectively. 
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Ho 102:  There is no significant difference between mean opinion score of public 

 and private college students about workload given by teacher. 

Table 107: Significance of difference between the mean opinion score of public 

 and private college students about workload given by teacher   

Item 18:  Teacher gives reasonable work load to students 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .75 .02 .66 

Private College 
Students 

450 .23 .04 .97 12.05 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

 As the Table 107 shows, Z-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college students about 

workload given by teachers are different. As compared to private college teachers, 

public college teachers give reasonable workload to students. 

 

Ho 103:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s re-teaching. 

Table 108: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s re-teaching   

Item 19:  Teacher frequently tries to assess student’s level of understanding 
     and re-teaches if needed 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.58 .02 .81 

Private College 
Students 

450 -.5 .04 .86 1.72 0.0860

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 108 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s re-teaching are different. As compared to public college teachers, 

private college teachers are better conscious to assess student’s level of 

understanding. 
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Ho 104:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s direct questioning. 

Table 109: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s direct questioning   

 Item 20:  Teacher encourages quiet students by use of direct questions or 
      pre-arranges questions 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .48 .03 .86 

Private College 
Students 

450 .11 .05 .86 20.19 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Z-value is significant at 0.05 level as shown in table 109. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the punctuality of teacher’s direct questioning are different. As compared to 

private college teachers, public college teachers encourage quiet students by direct 

questions. 

 

Ho 105:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s discipline standards. 

Table 110: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s discipline standards   

 Item 21:  Teacher develops appropriate rules and procedures that foster 
      order and discipline 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.13 .03 .98 

Private College 
Students 

450 -.19 .05 .98 5.80 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

In Table 110, Z-value is significant at 0.05 level, so the Ho is rejected. It 

means the opinions of both public and private college students about the teacher’s 

discipline standards are different. As compared to private college teachers, public 

college teachers develop more appropriate rules. 
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Ho 106:  There is no significant difference between mean opinion score of public 

 and private college students about teacher grading criteria. 

Table 111: Significance of difference between the mean opinion score of public 

 and private college students about teacher grading criteria   

Item 22:  Teacher clearly develops grading criteria 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .55 .02 .83 

Private College 
Students 

450 -.48 .04 .87 21.72 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

The Table 111 shows that Z-value is significant at 0.05 level. Hence the 

Ho is rejected. It means the opinions of both public and private college students 

about the teacher’s grading criteria are different. As compared to private college 

teachers, public college teachers develop more clear grading criteria. 

Ho 107:  There is no significant difference between mean opinion score of public 

 and private college students about teacher feedback. 

Table 112: Significance of difference between the mean opinion score of public 

 and private college students about teacher feedback   

 Item 23:  Teacher provides feedback that is timely, constructive and helpful 
      for learning 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .52 .03 .85 

Private College 
Students 

450 .09 .05 .99 8.56 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

As the Table 112 shows, Z-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher feedback are different. As compared to private college teachers, public 

college teachers provide constructive and helpful feedback. 
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Ho 108:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s pace and voice. 

Table 113: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s pace and voice   

 Item 24:  Teacher keeps variability in pace and voice according to the 
      demand of the situation 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .56 .02 .82 

Private College 
Students 

450 .16 .05 .98 8.13 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

 As the results in Table 113 show, Z-value is significant at 0.05 level, so 

the Ho is rejected. It means the opinions of both public and private college 

students about the pace and voice of teachers is different. As compared to private 

college teachers, public college teachers keep more variability in pace and voice. 

 

 

Ho 109:  There is no significant difference between mean opinion score of public 

 and private college students about teacher teaching style. 

Table 114: Significance of difference between the mean opinion score of public 

 and private college students about teacher teaching style   

Item 25:  Teacher speaks naturally without over reliance on written material 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .76 .02 .64 

Private College 
Students 

450 .14 .05 .99 14.41 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 114 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teaching style of teachers are different. As compared to private college 

teachers, public college teachers speak more naturally. 
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Ho 110:  There is no significant difference between mean opinion score of public 

 and private college students about teacher developing independent 

 thinking in students. 

Table 115: Significance of difference between the mean opinion score of public 

 and private college students about teacher developing independent 

 thinking in students   

 Item 26: Teacher encourages students to develop a habit of independent 
     thinking 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .15 .03 .91 

Private College 
Students 

450 .1 .05 .98 0.95 0.3439

* Significant                                     df=1498             Z at 0.05 = 1.96 

Z-value is significant at 0.05 level as mentioned in Table 115. Hence the 

Ho is rejected. It means the opinions of both public and private college students 

about the teacher’s development of independent thinking in students are different. 

As compared to private college teachers, public college teachers encourage 

students to develop a habit of independent thinking. 

 

Ho 111:  There is no significant difference between mean opinion score of public 

 and private college students about teacher promoting intellectual curiosity.      

Table 116: Significance of difference between the mean opinion score of public 

 and private college students about teacher promoting intellectual curiosity   

Item 27:  Teacher promotes intellectual curiosity of the students 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.13 .03 .98 

Private College 
Students 

450 -.23 .04 .97 1.82 0.0692

* Significant                                     df=1498             Z at 0.05 = 1.96 

As Z-value is significant at 0.05 level in table 116, so the Ho is rejected. It 

means the opinions of both public and private college students about promoting 

intellectual curiosity in students are different. As compared to private college 

teachers, public college teachers better promote intellectual curiosity of the 

students. 
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Ho 112:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s facilitation about reading 

 habits in students. 

Table 117: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s facilitation about reading 

 habits in students   

Item 28:  Teacher facilitates reading habits among students 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 -.31 .03 .93 

Private College 
Students 

450 -.19 .05 .98 2.25 0.0246

* Significant                                     df=1498             Z at 0.05 = 1.96 

The results in table 117 show that Z-value is significant at 0.05 level. So 

the Ho is rejected. It means the opinions of both public and private college 

students about the facilitation of teachers about reading habits in students are 

different. As compared to public college teachers, private college teachers 

facilitate reading habits among students better. 

 

Ho 113:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s motivation. 

Table 118: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s motivation   

 Item 29:  Teacher encourages students to co-operate and facilitate each 
      other in studies 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .55 .02 .82 

Private College 
Students 

450 .19 .05 .98 7.28 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

Table 118 shows that Z-value is significant at 0.05 level. Hence the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s motivation are different. As compared to private college teachers, 

public college teachers more encourage students to co-operate each other. 
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Ho 114:  There is no significant difference between mean opinion score of public 

 and private college students about teacher’s respect for students. 

Table 119: Significance of difference between the mean opinion score of public 

 and private college students about teacher’s respect for students   

Item 30:  Teacher treats students with respect in and out of the class 

Respondents N Mean Std. Err. Std.Dev. Z-Value P 

Public College 
Students 

1050 .72 .02 .68 

Private College 
Students 

450 .17 .05 .98 12.40 0.0000

* Significant                                     df=1498             Z at 0.05 = 1.96 

 As Table 119 shows, Z-value is significant at 0.05 level, so the Ho is 

rejected. It means the opinions of both public and private college students about 

the teacher’s respect for students are different. As compared to private college 

teachers, public college teachers treat students with respect. 
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Chapter 5 

DISCUSSION 

Looking at the educational scenario in Pakistan, it may be observed that 

the teacher, the main agent of change through education, undergoes so many 

strains and stresses during the discharge of his sacred duties. Organizational 

climate or environment of a workplace is one of the factors that explicitly or 

implicitly influence the level of performance of teachers which, in turn, is likely to 

have bearing on their classroom performance. Three concepts involved in the 

present study, that is organizational climate, job satisfaction and performance, are 

not easily measurable. An attempt was made to establish interrelationships 

between these on the basis of best instruments available after proper modification 

in this regard. 

The basic objective of the study was to find out the relationship between 

organizational climate and performance of teachers in public and private colleges. 

The results of the study support it that organizational climate and performance of 

the teachers are correlated. Coefficient of correlation showed organizational 

climate to be significantly correlated to teacher’s performance with different 

aspects of principal and teacher’s behaviours. These results were supported by 

Lafollettee and Sims (1975), Singh (1985) and Hayat (1998), who reported 

significant positive correlation between different aspects of principal and teacher’s 

behaviours and performance of the teachers. The study established a significant 

correlation between organizational climate and performance of college teachers 

teaching in public and private sector.  

The study results revealed that a vast majority of public degree colleges 

had open and autonomous climates while majority of private degree colleges had 
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paternal and closed climates. Teachers in open and autonomous climates showed 

much better performance than the teachers in paternal or closed climates. This 

strengthens the notion of Halpin and Croft (1966) that most of the features of 

behaviours and reactions of principals and teachers in paternal and closed climates 

are disliked by the teachers and they feel uneasy which negatively impact on their 

performance. John and Taylor (1999) and Natrajan (2001) supported these 

findings while Srivastava (1985) opposed these findings. 

The study results revealed that opinions of public college principals about 

esprit behaviour of teachers and production emphasis behaviour of principals 

substantially correlated to teachers’ performance. Majority of the public college 

principals opined that consideration and aloofness behaviours of principals are 

negatively correlated to teachers’ performance. Intimacy behaviour of teachers is 

slightly correlated to teachers’ performance and disengagement behaviour 

negatively correlated to teachers’ performance. Kimberly (2007) supports findings 

about disengagement behaviour of teachers as he focus on teachers burnout 

prevention models. 

The study results revealed that majority of the public college teachers 

viewed that ‘consideration’ behaviour of principals and ‘intimacy’ behaviour of 

teachers fairly correlated to teachers’ performance. Majority of the public college 

teachers viewed that ‘thrust’ behaviour of principals and esprit behaviour of 

teacher is highly correlated to teachers’ performance. Majority of the public 

college teachers expressed that ‘production emphasis’ behaviour of principals and 

‘hindrance’ behaviour of teachers moderately correlated to teachers’ performance. 

Majority of the public college teachers opined that ‘disengagement’ behaviour of 

teachers slightly correlated to teachers’ performance while ‘aloofness’ behaviour 
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principals negatively correlated to teachers’ performance. The findings of the 

studies of Friesen (1972) and Singh (1985) were same. These findings supported 

Renolds (1971) generalizations about the dynamics of climate phenomenon. 

The study results revealed that majority of the private college principals 

viewed that production emphasis attitude of principals and ‘esprit’ behaviour of 

teachers highly positive correlated to teachers’ performance while aloofness of 

principals, disengagement and hindrance behaviours of teachers highly negatively 

correlated to teachers’ performance. Hindrance behaviour of teachers is more 

negative than disengagement behaviour of teachers. Silver (1983) supported these 

findings.  

The study found that majority of the public and private college teachers 

had similar views about thrust, production emphasis and consideration behaviours 

of principals. They opined that aloofness is negatively correlated with teacher 

performance while esprit is very highly, intimacy is substantially positive while 

hindrance and disengagement is highly negative correlated with teacher 

performance. In this study public and private college teachers opined that open 

climate was very highly, autonomous and controlled climates were substantially 

positive correlated to teacher performance while paternal and closed climates were 

negatively correlated to teacher performance. These findings had the support of a 

previous study by Singh (1985), John and Taylor (1999) and Adeyemi (2008), 

who found that teachers in more open climate performed much better than 

teachers of less open climate. Their findings revealed that most of the schools run 

an open climate type of organization. 

It has to be noted that both public and private college principals have same 

views that aloofness and thrust behaviour of the principal highly correlated to the 
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teachers’ performance. Private college principals are very clearly thought about 

production emphasis attitude of principals than public college principals. Public 

college principals favoured to consideration behaviour of the principals more than 

private college principals. Hayat (1998) and John and Taylor (1999) supported 

these results. They found that principal’s leadership style and performance of 

teachers are interrelated.  

Both public and private college principals highly favoured open and 

controlled climates but in private sector majority colleges had closed climate. 

These findings were supported by Srivastava (1985). In her study on role 

perceptions of teachers and principals in relation to the organizational climate, she 

concluded that teachers generally perceived the organizational climate of their 

institutions to be closed whereas principals perceived it to be open 

It has to be noted that both public and private college teachers had viewed 

that production emphasis and thrust behaviours of principals highly correlated to 

teachers’ performance. Private teachers slightly like aloofness behaviour of 

principals while public college teachers think that aloofness behaviour of the 

principals negatively affected the teachers’ performance. George and Bishop 

(1971) also indicated same perceptions of teachers. 

The study results revealed that students of both public and private colleges 

expressed almost same views about their teacher performance. They opined that 

teacher came to the well prepared having command over their subjects and 

organized their lessons in a logical manners. They also opined that their teachers 

gave clearly worded instructions for assignments. Their teachers gave meaningful 

answers to all the questions of the students in the class and encouraged the passive 

students to question in the class.  
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Both public and private colleges’ students expressed that their teachers did 

not explain the subject matter with daily life examples and paid their attention to 

the students individually by providing sufficient time for discussion. Even they 

did not respect opposing viewpoints of students. Their teachers did not use 

effective teaching aid. Their teachers also did not try to assess students’ level of 

understanding and did not re-teach if it needed. Moreover, they also showed their 

dissatisfaction that their teacher developed appropriate rules and procedures to 

foster order and discipline. Their teachers did not promote intellectual curiosity 

and reading habits among students.  

There was a great contrast between public and private college students, as 

far as punctuality of teacher is concerned. Majority of private colleges’ students 

opined that their teachers came to the class well in time and showed friendly and 

cheerful behavior in the class. Their teachers gave appropriate time to students for 

questioning and they were sensitive to make the course material understandable to 

students. Public sector college students' opinions were negative about the above 

mentioned performance of teachers. These finding were supported by Iqbal 

(1986), Jahangir (1988) and Sadker and Sadker (1997). They found that effective 

teacher knew their subject matter, organize it and spend major time in class on 

academic activities, maintained student interest, involved students in discussion, 

provide proper feedback etc. 

5.1       CONCLUSIONS  

Following conclusions were drawn in the light of findings of the study: 

1. Majority of the public college principals viewed that aloofness; thrust and 

esprit behaviours were more highly correlated to teacher performance than 

consideration behaviour while production emphasis and hindrance were 
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highly negatively correlated to teachers’ performance as compared to 

disengagement and intimacy behaviours.  

2. Majority of the public college principals opined that open climate was very 

closely correlated to teacher performance while a large number of the 

private college principals remarked that open as well as controlled climates 

were positively correlated to teacher performance but both public and 

private college principals opined that closed as well as paternal climates 

were inversely correlated to teacher performance.  

3. Majority of the private college principals viewed that aloofness, 

production emphasis, thrust and esprit were very highly correlated to 

teachers’ performance while majority of the private college principals 

opined that consideration, disengagement, hindrance and intimacy were 

very high negatively correlated to teachers’ performance.  

4. Majority of the public college teachers viewed that thrust, consideration; 

disengagement and esprit were highly correlated to teachers’ performance.   

Aloofness and hindrance were more inversely correlated to teachers’ 

performance than production emphasis and intimacy behaviours.  

5. Majority of the public college teachers opined that open climate highly, 

and controlled climates substantially were correlated to teachers’ 

performance while closed climate was most negative correlated to teachers 

performance. Majority of the private college teachers had same views 

about open and closed climates. 

6. Majority of the private college teachers opined that production emphasis, 

thrust and esprit were very highly correlated to teachers’ performance 

while aloofness was substantial correlated to teachers’ performance. A 
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large number of private college teachers viewed that hindrance and 

intimacy were more negatively correlated to the performance of teachers 

than consideration and disengagement behaviours.  

7. It has to be noted that both public and private college principals had same 

views about aloofness and thrust behaviours of principals and esprit 

behaviour of teachers. Both groups were clearly positive about aloofness, 

thrust and esprit but both groups were not in favour of disengagement, 

hindrance and intimacy.   

8. There was very clear significant difference between the views of public 

college principals and private college principals about production 

emphasis.  Public college principals were very negatively polarized while 

private college principals were positively polarized. 

9. In the views of both groups a significant difference was present. Public 

college principals had positive views while private college principals had 

negative views about consideration. 

10. It was found that private college teachers slightly agreed with aloofness 

behaviour of principals while public college teachers slightly disagreed 

with it. 

11. Both public and private college teachers highly favoured esprit behaviour 

of teachers and thrust behaviour of principals while both groups of 

teachers opposed to hindrance and intimacy behaviours of teachers. Both 

groups, public and private college teachers, had positive views about 

production emphasis behaviour of principals. 
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12. In the views of both groups a significant difference was present. Public 

college teachers had positive views and private college teachers had 

negative views about disengagement and consideration behaviours.  

13. From the overall views of both public and private principals as well as 

teachers, it was concluded that they mostly favoured the open climate and 

disliked the closed climate.  

14. The students of both public and private colleges expressed that their 

teachers came to the class well prepared, having command over their 

subjects and organized their lessons in a logical manners. They also opined 

that their teachers gave clearly worded instructions for assignments. Their 

teachers gave meaningful answers to all the questions of the students in the 

class and encouraged the passive students.  

15. The students of both type of colleges held that their teachers provided 

feedback which was timely, constructive and helpful for learning. Their 

teachers developed grading criteria clearly. Both types of students opined 

that their teachers kept variability in pace and voice without relying on 

written material. Their teachers encouraged to develop a habit of 

independent thinking and cooperation. Their teachers also treated them 

politely and improved students’ ability to communicate confidently.  

16. Both public and private colleges’ students expressed that their teachers did 

not explain the subject matter with daily life examples and not treated 

individually. Their teachers did not use effective teaching aid. Their 

teachers also did not try to assess students’ level of understanding and did 

not re-teach if it needed. Their teachers did not promote intellectual 

curiosity and reading habits among students.  
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17. Majority of private colleges’ students opined that their teachers came to 

the class well in time, showed friendly and cheerful behavior in the class. 

Their teachers gave appropriate time to students for questioning and they 

were sensitive to make the course material understandable to students 

while public sector college students' opined inversely.  

18. Public colleges’ students expressed that their teachers demonstrated and 

presented subject matter of the lesson attractively and efficiently while 

private colleges’ students responded against this statement. 

5.2       RECOMMENDATIONS 

 On the basis of conclusions, following recommendations are made: 

1. The study results revealed that disengagement behavior of the teachers was 

very highly negative correlated to the teachers’ performance. Therefore, it 

is recommended that disengagement behaviour of teachers should be 

controlled especially in public colleges. The principals may take some 

measures to discourage disengagement in teachers.Principals should dig 

out the causes of disengagement. They may be personal, physical, social or 

economic problems. It is also possible that they may burn out. The 

principals may solve these problems to some extent because in public 

institutions principals are restricted to take initiatives under rules and 

regulations. They may adopt positive attitude to keep the teachers engaged, 

happy and healthy. Positive attitudes corresponding to open and controlled 

climates among principals and teachers be ensured through administrative 

policy. Variables to reduce burnout organizational restructuring informed 

by whole institutional reform. These organizational variables include: 

maintaining clear job expectations, recognizing achievement, supporting 
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colleagues, having influence in decision making, and providing relaxed 

and flexible use of college facilities. In addition, leadership variables 

include general support, recognition of work, direct assistance, access to 

knowledge, values integration with staff, and participative leadership style. 

2. The study results showed that intimacy behaviour of teachers was 

negatively correlated to teachers’ performance. Therefore, it is 

recommended that teachers should avoid to show the intimacy behaviour 

because it wastes time and energy and slow down performance. The 

principals may engage and support them in research projects. They may be 

given chances to discuss academic problems in groups and seminars, 

conferences, workshops may be arranged more and more. Their new ideas 

and projects may be encouraged. Only abnormal intimacy behaviour may 

be checked with positive and constructive behaviours. 

3. The study results revealed that aloofness behavior of principals negatively 

correlated to the teachers’ performance. It is therefore, recommended that 

principals should avoid aloofness. The senior teachers, teacher leaders and 

student leaders may motivate principals to engage themselves more and 

more in academic and co curricular activities.  

4. The study results revealed that production emphasis behaviours of 

principals and hindrance behaviour of teachers negatively affected the 

performance of the teachers. It was found more in private colleges than 

public colleges. No doubt principals are bound to show production 

emphasis behaviours. If a teacher or some teachers create hindrance, the 

principals should work on the causes. They should listen the teachers about 

their viewpoint. He/she should try to motivate them and mould their 
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behaviour on positive side and try to engage them and try to enhance their 

self esteem. 

5. The study results revealed that consideration behaviour of principals was 

found in public colleges. It is, therefore recommended that there should be 

no consideration in public colleges like private colleges. Public college 

principals should change their management style. Their management may 

be improved through in-service training, seminars, workshops and 

departmental meetings and supervision. 

6. The study results revealed that public college principals were negatively 

polarized while private college principals were positively polarized about 

production emphasis. It is therefore recommended that public college 

principals should show production emphasis attitudes like private college 

principals. This may be ensured by their immediate authorities. 

7. The study results revealed that two types of organizational climates that is, 

open and controlled were found the best. It is therefore, recommended that 

college teachers as well as principals be made aware of the concept of 

open and controlled climates and their characteristic features through 

electronic media and educational work shops. These climates may be 

ensured through administrative policy and measures. 

8. Inculcation of negative behaviours of principals and teachers 

corresponding to the closed climate were found inversely correlated to 

teachers’ performance. It is therefore recommended that such behaviours 

which cause to produce close climate be avoided.   

9. It was concluded that both public and private colleges’ teachers did not 

explain the subject matter with daily life examples. It is, therefore 
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recommended that teachers should deliver their lectures explaining subject 

matter with daily life examples. Teachers may be provided chance to 

discuss academic problems in groups and to visit other colleges for this 

purpose. 

10. The study results revealed that in both sectors, public and private colleges’ 

teachers did not use effective teaching aids. It is therefore recommended 

that teachers should use proper teaching aids. Teachers may be trained in 

the development and proper use of a.v. aids. The principals should ensure 

the availability of materials relating to instructional technology. 

11. The study results revealed that in both public and private sectors teachers 

did not promote intellectual curiosity and reading habits among students. It 

is therefore recommended that teachers should promote intellectual 

curiosity and reading habits. For this purpose libraries should be well 

equipped and furnished and students may be assigned works concerning 

with the library materials. Computers and internet facilities may be 

arranged properly. 

12. Regarding to students’ views it is recommended that public colleges’ 

teachers should be punctual, well organizer of lessons, friendly, caring, 

conscious, respectful, encouraging and facilitators. While private colleges’ 

teachers should invite questions from the students for their satisfaction, 

command over subject, attractive presentation of subject matter, 

confidence to communicate, clear grading criteria, feedback, harmony in 

speaking, promoting intellectual curiosity and encouragement of students’ 

cooperation with others. 
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SUMMARY  

The major purpose of the study was to determine the relationship between 

organizational climate and performance of teachers in public and private colleges 

of Punjab. The researcher was selected the area of college education as the focus 

of the study. The objectives of the study were: to identify the strengths of the 

organizational climates of public and private degree colleges as perceived by the 

heads, teachers and college students; to identify the weaknesses of the 

organizational climates of public and private degree colleges as perceived by the 

heads, teachers and college students; to measure the performance of the teachers 

perceived by the heads of the organizations; to explore the performance of 

teachers as perceived by the college students; to find out the relationship between 

organizational climate and performance of college teachers. 

 The nature of this study was co-relational/survey type. Population of this 

study was consisted of the following categories; principals of all public and 

private degree colleges of Punjab; all the teachers working in public and private 

degree colleges of Punjab; all the students studying in these colleges. For 

choosing the sample from the population random sampling technique was used. 

The sample was consisted of 100 degree colleges (70 Public + 30 Private); their 

heads, five teachers and fifteen students from each college. In order to measure 

the variables the research instrument were the questionnaires for heads, teachers 

and students of sampled degree colleges. All the instruments were developed after 

pilot testing. Each questionnaire was consisted of 30 items. The data collected 

from sampled colleges was tabulated, analyzed and interpreted in the light of the 

objectives of the study by applying mean, standard deviation, standard error of 

means, coefficient of correlation and t-test technique by using MS Excel and 
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SPSS program. Conclusions were drawn and some work able recommendations 

were made for the improvement of the organizational climate of public and private 

sector colleges. 
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APPENDIX ‘A’ 

RELATIONSHIP BETWEEN ORGANIZATIONAL CLIMATE AND 

 PERFORMANCE OF TEACHERS IN PUBLIC AND PRIVATE  

   COLLEGES OF PUNJAB 

 

QUESTIONNAIRE FOR PRINCIPALS AND TEACHERS                                       

About Organizational Climate 

 

Name of college: ______________________ Public/Private: _____________ 

Principal/Teacher: ____________________Male/Female: _______________ 

Experience: ___________Teaching: _________Administration: __________ 

           The series of statements is designed to determine the organizational climate 

of public and private colleges. In the light of your response the researcher will 

conclude the actual organizational climates of colleges. Therefore please feel free 

to indicate your choice openly and honestly. 

 Note: SA for strongly agree, A for agree, UN for undecided, DA for disagree      

 and SDA for strongly disagree.  Please (√) tick the most appropriate 

 answer. 

a) Aspects of Principal’s Leadership Behavior 

i) Aloofness. 

S.No Statement SA A UN DA SDA

1. The Principal’s interaction with the staff is formal      

2. The rules set by the principal are never questioned.      

3. Faculty meetings are mainly principal-report meetings.      

4. The Principal develops and implements clear, logical 

policies and procedures. 

     

 

ii) Production Emphasis.  

5. The Principal supervises teacher’s work regularly.      
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6. The Principal corrects the teachers’ mistakes.      

7. The Principal ensures that the teachers work hard.      

8. The Principal gets employees to work together as a 

team. 

     

9 The principal encourages teacher’s participation in 

official work. 

     

 

iii) Thrust.  

10. The Principal sets a good example of hard work for his 

staff. 

     

11. The Principal comes early and stays late in the college.      

12. The Principal shows friendly and enthusiastic 

behaviour. 

     

13. The Principal operates in a highly imaginative and 

creative manner. 

     

 

iv)   Consideration.  

14. The Principal provides staff guidance in their official 

work.   

     

15. The Principal helps teachers in solving their personal 

problems/grievances. 

     

16. The Principal shows high levels of support and 

concern for teachers. 

     

 

b) Aspects of Teachers’ Behavior 

i) Disengagement.  

17. Most of the teachers plan to leave the college and join 

some other set up. 

     

18. The teachers bicker and criticize each other.      

19. Teachers are divided into groups and cliques.      
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      ii)       Hindrance.  

20. Teachers have more clerical work to do than 

instructional work. 

     

21. Teachers have other responsibilities that obstruct their 

teaching work. 

     

22. The teachers are overloaded with work schedule.      

23. The teachers have too many committee requirements.      

 

iii) Esprit.  

24. The teachers enjoy a sense of professional 

accomplishment and achievements. 

     

25. The teachers work energetically and enthusiastically.      

26. Teachers are mutually respectful and helpful.      

27. The morale of teachers is high.      

 

iv) Intimacy.  

28. The teachers invite other faculty members to visit 

them at home. 

     

29. Teachers are close friends and like open books for 

each other. 

     

30. Teachers discuss their private problems in order to 

help solve them. 

     

 

 

 

 

 

 

 

 



 

 

179

APPENDIX ‘B’ 

RELATIONSHIP BETWEEN ORGANIZATIONAL CLIMATE AND 

 PERFORMANCE OF TEACHERS IN PUBLIC AND PRIVATE  

   COLLEGES OF PUNJAB 

 

QUESTIONNAIRE FOR PRINCIPALS AND TEACHERS 

About teacher performance 

 
Name of college: ______________________ Public/Private: ______________ 

Principal/Teacher: ____________________ Male/Female: _______________ 

Experience: ___________Teaching: _________Administration: __________ 

            

 Note: SA for strongly agree, A for agree, UN for undecided, DA for disagree      

 and SDA for strongly disagree.  Please (√) tick the most appropriate 

 answer. 

 
S.No Statements SA A UD D SD 

1. Teachers are regular in every educational 

activity. 

     

2.  Teachers are friendly and cheerful in college.      

3. The teachers are honest and dedicated.      

4. The teachers are loyal to college.      

5. The teachers receive adequate training for their 

professional needs. 

     

6. The teachers are aware of the national goals of 

education. 

     

7. The teachers plan their teaching to achieve 

desired objectives. 

     

8. The teachers have command over subject.      

9. Teachers have command over language.      

10. The teachers keep the classroom environment      
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conducive for learning.  

11. The teachers complete their course well in 

time. 

     

12. The teachers have the right equipment to do 

their jobs. 

     

13. The teachers try to improve the attitude and 

work habit of students. 

     

14. The teachers use classroom management skill 

effectively. 

     

15. Teachers demonstrate and present subject 

matter attractively and effectively. 

     

16. Teachers explain their lectures with the help of 

daily life examples. 

     

17. Teachers’ voice and gestures are appealing.      

18. Teachers monitor regularly students’ 

performance. 

     

19. Teachers give sufficient time for 

questions/discussion. 

     

20. Teachers show friendly and enthusiastic 

behaviour. 

     

21. Teachers give extra time for slow learners.      

22. Teachers are very receptive to students’ good 

ideas and inputs. 

     

23. Teachers provide feedback timely.      

24. Teachers develop the communication skills in 

students. 

     

25. Teachers discuss with students about classroom 

problems. 

     

26. Teachers take interest in student’s personal 

problems. 

     

27. Teachers are persuasive in promoting 

cooperation. 

     

28. Teachers promote sportsman spirit among      
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students. 

29. Teachers improve the learning skills of the 

students.  

     

30. The teachers are satisfied with the climate of 

the college. 
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APPENDIX ‘C’ 

RELATIONSHIP BETWEEN ORGANIZATIONAL CLIMATE AND 

PERFORMANCE OF TEACHERS IN PUBLIC AND PRIVATE 

COLLEGES OF PUNJAB 

 

QUESTIONNAIRE FOR STUDENTS 

Name: ________________________Name of college: ____________________ 

Class: ________________________ Male/Female:_______________________ 

Note:   A for agree, UN for undecided, DA for disagree. Please (√) tick the most 
appropriate answer. 

 
S. No. Statements A UN DA 

1. Teacher comes to the class well in time.    

2. Teacher comes to the class well prepared.    

3. Teacher encourages student’s participation.    

4. Teacher organizes his lessons in a logical manner.    

5. Teacher explains the subject matter with daily life 

examples. 

   

6. Teacher gives clearly worded instructions for 

assignments. 

   

      7. Teacher is friendly and cheerful in the classroom.    

8. Teacher gives individual attention to the students 

where necessary. 

   

9. Teacher gives appropriate time to students for 

questioning. 

   

10. Teacher gives meaningful answers to all the 

questions asked in the class.  

   

11. Teacher has command over his subject.    

12. Teacher demonstrates and presents subject matter 

attractively and effectively. 

   

13. Teacher is sensitive whether students understand    
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course material. 

14. Teacher provides sufficient time for discussion.    

15. Teacher respects opposing viewpoints of students.     

16. Teacher improves the ability of students to 

communicate confidently. 

   

17. Teacher uses appropriate teaching aids effectively.    

18. Teacher gives reasonable work load to students.    

19. Teacher frequently tries to assess student’s level of 

understanding and re-teaches if needed. 

   

20. Teacher encourages quiet students by use of direct 

questions or pre-arrange questions.  

   

21. Teacher develops appropriate rules and procedures 

that foster order and discipline. 

   

22. Teacher clearly develops grading criteria.    

23. Teacher provides feedback that is timely, 

constructive and helpful for learning. 

   

24. Teacher keeps variability in pace and voice according 

to the demand of the situation. 

   

25. Teacher speaks naturally without over reliance on 

written material. 

   

26. Teacher encourages students to develop a habit of 

independent thinking. 

   

27. Teacher promotes intellectual curiosity of the 

students. 

   

28. Teacher facilitates reading habits among students.    

29. Teacher encourages students to co-operate and 

facilitate each other in studies. 

   

30. Teacher treats students with respect in and out of the 

class. 
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                  APPENDIX 

‘D’ 

University Institute of Education and Research 
Pir Mehr Ali Shah 

Arid Agriculture University Rawalpindi 
 
 

(Questionnaire for Principals and Teachers) 
 
Dear Sir/Madam, 

 I am a Ph.D scholar at the above mentioned department. I am pursuing 

doctoral research entitled, “Relationship between Organizational Climate and 

Performance of Teachers in Public and Private Colleges of Punjab”. This 

questionnaire is the research instrument for data collection. I hope you will give 

your opinions honestly, freely and unbiasly on the basis of your personal 

experience. I assure you that your responses will be treated confidentially for the 

purpose of research thesis. 

• You are allowed to mention your identity or not. 

• Please return the filled questionnaire as soon as possible. 

Thanks for your cooperation. 

With best wishes 

                             

          Yours sincerely, 

   

       
                               Syed Ahmad Raza 

            Ph.D. (Education) Scholar  
             Contact: 03216490003 

 

 




