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3.1 Introduction

She purpose of this chapter is to present the 

research design of this study. The problem selected for 

investigation is a novel one in the sense that it is being 

investigated for the first time at a teachers' college level. 

Organizational climate, leadership behaviour and teacher 

morale have been amply investigated in industry and in edu­

cation at the school level in India including Gujarat, but 

never before these variables were investigated at the level 

of teachers' colleges in relation to the effectiveness of 

teacher education programme. The plan and procedures to be 

deployed in identifying organizational climate of teachers' 
colleges in Gujarat, in demining the level of the morale of 

teacher educators and in evaluating the leadership being 

provided by the principals of these colleges will be outlined 

and described in this chapter. The tools of data collection 

and the sophisticated statistical techniques used for analysing 

and interpretation of the data will be described here.

3»2 The Problem, Scope and Limitation

The problem of the study is worded as under s 
"A Study of the Organizational Climate and Teachers’ 

Morale in Colleges of Education in Gujarat".
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In 1973, there were 40 secondary teachers' colleges in 

Gujarat (vide Appendix VI), of which 20 were in the area of 

Gujarat University, 3 in the area of the Sardar Patel University, 

5 in the area of Saurashtra University, 1 in the M.S. University 

of Baroda, 2 in South Gujarat University, 2 affiliated to the 

S.N.D.T. Women's University with its head quarters at Bombay,

2 in the Gujarat Vidyapeeth and 5 under the control of State 

Department of Education, Gujarat State. Considering the rural- 

urban character of the places where they were located, it can 

be said that 42.5 per cent were located in cities, 52.5 per cent 

in towns and the remaining 5*0 per ceit in villages. Colleges of 

Education existed in all the then 18 districts of the State, 

excepting the districts of S^urendranagar, Amreli and Dangs.
She two districts - the Ahmedabad (11) and the Kheda (7) had 

between them 45 per cent of the total colleges of education in 

the State.

Their distribution, according to the pattern of their 

management was, university colleges 10 per cent? Government 

colleges 7«5 per cent, and the remaining 82.5 per cent private 

aided colleges.

Of these 40 colleges, 10 or 25 per cent had either 

departments or units of teachers' extension or inservice 

teacher education services.
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i‘he forty Colleges of Education had, among them, a 

total enrolment of 3,894 in the B.Ed. classes, manage­

ment-wise distribution of teacher trainees was Gujarat Uni­

versity 54*0 per cent, Sardar Patel University 13*9 per cent, 

Saurashtra University 10.9 per cent, South Gujarat University 

6.2 per cent, M.S. University of Baroda 4*6 per cent, Gujarat 

Vidyapeeth 3.9 per cent, S.N.D.T. College 0.5 per cent and 

the Graduate Basic Training Centres 0*6 per cent. Thus, the 

Gujarat University affiliated teachers colleges formed the 

largest chunk so far as the intake capacity of the colleges 

of education was concerned.

The problem of the study is to locate organizational 

climate of these colleges situated in different urban-rural 

environment, under different managements, having different 

financial and other resources and having different quantum 

of students and staff, and to determine the level of morale 

of the teacher educators working In them. As climate and 

morale bear significant relationship with leadership behaviour, 

the same will be studied in the case of principals of colleges 

of education and heads of departments of education.Though the 

problem does not state specifically, the study of the variables 

of climate, morale and leadership benaviour is intended to be 

done in their bearing on the effectiveness of the teacher 

education programme being offered in them.
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The scope of the study is extended to colleges of 

education under different managements, situated in different 

environments, having different status of resources and having 

different sizes. The respondents to the tools selected for 

data collection for the study will he all teacher educators 

working as regular staff members in these colleges, Th^y would 

include male as well as female teachers. The staff would 

naturally have varying academic and professional background.

The picture of organizational climate, staff morale and 

leadership behaviour of the colleges of education would be 

built up from the organization and treatment of the responses 

of the teach a: educators on the tools which would be deployed 

by the investigator.

A number of factors influence the climate of an organi­

zation, morale of the teachers and leadership behaviour of 

the head. In the case of a college, a social organization, 

external cultural elements as well as social and economic 

factors influence the organizational atmosphere and behaviour.

It is impossible to include all these factors in a single 

study. The present study is limited to the social and beha­

vioural interactions between teachers and their colleagues and 

teachers and principal in both formal and informal contexts.

It is alBo limited in the sense that the perception!; of 

teachers alone is considered, their personality characters have 

not been taken into account, and the perception of the students,
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non-teaching staff and the parents have nol^been considered.

3*3 Definition of the Terms

Some important terms figure in the organization of 

the material and methods of research deployed in the present 

study. They are defined below in order that their connotations 

become definite and clear. This is believed to make inter­

pretation more meaningful and the interprstability of the 

data would gain in clarity*

(1) Organizational Climate

In the present study, the term "organizational 

climate" is used in the same sense in which it is used by 

Halpin and Oroft (1963) who refer climate as "the personality 

of the school". The meaning of the organizational climate, 

as conceived by Halpin and Oroft, is the product of interplay 

among the organizational principles, individual needs and 

informal group variables, measured through some eight dimen­

sions and represented on a continuum. The dimaisions are 

according to teachers* perceived behaviour (Disengagement, 

Hindrance, Esprit and Intimacy) and principals* perceived 

behaviour (Aloofness, Production Emphasis, Thrust and Conside- 

rationKThe climates on a continnum are: Open, Autonomous, 

Controlled,Eamiliar, Paternal and Closed.
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(2) Teacher Morale

In the present study, morale refers to the 

professional interest and enthusiasm that a person displays 

towards the achievement of individual and group goals in a 

given Job situation, This definition recognizes the satisfa­

ction of both individual and group needs and their effective 

harmonization as a basis for morale.

(3) leadership Behaviour s

It denotes the two leader dimensions of ’Initiat­

ing Structure* and ’ Consideration* as described by Hatpin.

She first refers to the skills demonstrated by a leader in 

”establishing well defined patterns of organization, channels 

of communication and ways of getting the Job done.” The second 

delineates the relationship of the leader between himself and 

the members of his group-organization.Th e ’Consideration’ 

type of behaviour reflects friendship, mutual trust, respect, 

and warmth in the relationship between himself and the members 

of the group ” (Halpin, 1968, p.118). The first leader dimen­

sion denotes ’ task-oriaitation’ of a leader and the second 

’people-orientation'. The first dimension reflects concern for 

production or output; the second, concern for employee or 

staff satisfaction.

(4) Teacher ;

It is used in the study to mean teacher
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educator, fhe latter is a member of the staff of a teacher's 

college whose primary job-responsibility is to provide pro­

fessional training to teacher-trainees in his institution of 

teacher education.

(5) (Teacher Education Programme s

It mainly refers to the teacher education pro­

grammes in colleges of education leading to a university degree 

known by the nomenclature - the B.Ed.

(6) "College of Education" means a College or a depart­

ment preparing students for the B.Ed. degree of a University 

or the Graduate Diploma in Basic Education of the Department

of Education, Gujarat State.
©

(7) "Effectiveness" of the (Teacher Education Programme:

It stands for the extent of success achieved by a 

teacher education programme in preparing competent classroom 

teachers as perceived by the school system. It denotes the 

accomplishment of the existing Programme.

(These definitions not only clarify the scope of the 

study but, in a way, delineate the boundary of the study or 

indicate its limitations.
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3*4 Major Objectives

It was planned to determine the extent to which
shiLp

organizational climate, teachers morale and leaded or principals* 

behaviour of colleges of education in Gujarat are related among 

themselves and how far these variables contribute into makirg 

the teacher education programme effective. To state more 

specifically, the major objectives of the study are s

(1) To identify the climate types of the colleges of 

education of Gujarat.

(2) To investigate the relationship between organiza­

tional climate of the colleges and teachers' morale of the 

teacher educators working in them.

(3) To delineate the leadership behaviour of the 

principals of teachers' colleges and to investigate the rela­

tionship between the leadership behaviour and teachers' morale.

(4) To investigate the relationship between organiza­

tional climate of teachers' colleges and leadership behaviour 

of their principals.

(5) To investigate the impact of organizational climate, 

teachers* morale and leadership behaviour of the principals

of teachers' colleges on the effectiveness of their teacher 

education programme.

These objectives can be put still more specifically 

as under s *
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(1) To identify the profile of each college of education ;;
!

of Gujarat and place them in the classified climate category. I

(2) To determine the mean faculty morale of each college
I

and categorize them as High, Average and Low morale 

colleges. ,

(3) To investigate the relationship between the organiza- j
tional climate of the colleges and teacher morale of j'

I

their staff. jj
i

(4) To investigate the relationship between the organiza- [

tional climate a-.d of the colleges and their principal's j 
leadership behaviour. J

(5) To observe the relationship between the organizational jj
climate, teacher morale and principal's leadership.

(6) To measure the effectiveness of the teacher education ];

programme in colleges of education in Gujarat. j
(7) To group the colleges into high and low effectiveness j

in the teacher education programme.

(8) To investigate the relationship of these variables i.e. 

climate,morale and leadership behaviour in making the 

teacher education programme effective.

The present study will be structured on the basis I
jof the above objectives. The pattern of analysis will also be 

decided by the exigencies of these objectives.

---- ---------------------------------- ------- . S. UNIVERSITY OF BAHODA——---- ------------------------------
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III
The Hypothesis

With the focus on the specific objectives outlined 

the following eighteen Hypotheses have bear formulated:

Organizational climate of colleges of education would 

show marked variations.

The morale of teacher educators in the colleges of 

education would be 'average, rather than 'high' or

'low'.

More college principals would exhibit the HH Pattern 

or the Hi Pattern of leadership behaviour than the HL 

Pattern or IB Pattern, and among the former, the 

proportion of the latter (LL) would be more than the 

former (HH).

'Organizational climate1 and 'teachers* morale' in 

colleges of education would be closely related.

There exist marked variations in relationship between 

different dimensions of climate and the morale of 

teacher educators.

There also exist marked variations in relationship 

between different factor-constituents of morale of - 

teacher educators and different types of climates of 

colleges of education.

Morale of teacher educators and leadership behaviour 

of college principals would show a definite relation­

ship with each other.
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(8) Both organizational climate and leadership behaviour 

of principals affect morale of the teacher educators 

significantly.

(9) The openness of the climate in colleges of education, 

in contrast to the closedness of climate, leads to 

high effectiveness of the teacher education programme 

in colleges of education.

(10) The teacher educators* rapport with the college princi­

pals and the effectiveness of the teacher education 

programme would show a close relationship.
(11) The rapport among teacher educators would relate^to 

the effectiveness of the teacher education programme.
(12) The teacher educators* 3oh satisfaction with salary, 

work load, and status would show a significant rela­

tionship with the effectiveness of the teacher educa­

tion programme.

(13) Communi-ty support and pressure in colleges of educa­

tion would show a varying relationship with the effecti 

veness of the teacher education programme.
(14) The 'curriculum issue factor of morale would have a

of
significant hearing on the effectiveness^/the teacher 

education programme.
(15) The Initiating Structure and considerations of leader­

ship behaviour of the college principals would contri­

bute greatly to the morale of the teacher educators.
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(16) There would be a significant difference in morale of 

teacher educators with an urban background and the 

rural background.

(17) Morale of teacher educators would be positively 

correlate to the number of years of teaching experience 

they have.

(18) The background data of the teacher educators would 

vary according to the organizational climate of the 

colleges of education to which they belong.

3*6 She Sample

As stated earlier, in 1973, there were 40 colleges of 

education offering programmes at the B.Ed. level and beyond 

in Gujarat State.The total enrolment of these colleges was 

3,894» The number of teacher educators on the roll of these 

colleges was 370. (Chart IY)

With p er s eve ran ee&nd continuous efforts, the investi­

gator was able to collect data from 35 or 87*5 per cent of 

the colleges. The tools were administered on teacher educators. 

The investigator was able to collect responses to her tools 

from 35X0 teacher educators.Thus, the sample of the respondents 

Z±a ®-1, 0 per cent. It would be, thus, seen that looking to the 

size of the universe, the sample is fairly large and repre­

sentative.
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'fable 3.1 : Sampled Colleges According to Their Urban-Rural 
Lo cation.

Total no. 
of

co11eges

Sampled
colleges

Percentage of the 
sample

City Colleges 17 15 83.8

Town colleges 21 18 85.4

Village colleges 2 2 100.0

Total 40 35 87.5

It would be seen that the sample represents over 80 

per cent of colleges from city, town and rural areas.

Table 3*2 : Sample According to the Managements of Colleges 
of Education

Type of Management Total
colleges

Sampled
colleges

Percentage

1. University 4 4 100.0

2. Government (Education
Dept.) 3 3 100,0

3. Private 33 28 84.8

The table shows that the sample is quite large and 

representative from the point of managements of the colleges 

of education.
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Table 3»3 : Size of the Sampled Colleges.

Size Total
colleges

Sampled
colleges

Percentage

1. Large Colleges 
(with enrolment
above 140)

2. Medium Size

6 6 100.0

(Enrolment 90 to 139)

3. Small size

23 20 86.9

(Enrolment below 90) 11 9 81.8

Here, also the sample seems

representative.

Table 3»4 : Period of Establishment

to be well

•

stratified anc

Period Total
colleges

Sampled
colleges

Percentage

1. Before I960 7 7 100.00

2. Between 1961-1965 11 9 81.8

3. Between 1966-1971 16 15 93.7

4. Between 1971-1973 6 4 66.6

40 - -

It would, be seen that in Ha is strata also, the sample 

selected is well representative.
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She representativeness of the respondents is never 

below fifty per cent from any of the sampled colleges, from 

45 per cent of the sampled colleges, it is either cent per­

cent or nearly there about.

The sum and substance of the detailed break-up of the 

sample given above would show clearly that the sample is large, 

well stratified and unselected as all the forty colleges 

were given all possible opportunity to participate in consti­

tuting the sample of the present study.

3 .7 She Research Tools

In collecting data for the present study, the 

following four tools are used *

(1) Organizational Climate Description Questionnaire 

(the OCDQ), by Hal pin and Croft, 1963 .(Appendix X)

(2) The Purdue Teacher Opinionaire (PTO) by Bentley and 

Rempel, Purdue University, 1970. (Appendix XI)

(3) She Leader Behaviour Descriptive Questionnaire 

(LBDQ-Heal) by Halpin and Winer, 1952. (Appendix XII)

(4) The Effectiveness of the Teacher Education Programme 

(ETEP) prepared by the investigator 1975. (Appendix IX)
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Organizational Climate Description Questionnaire 

(The-OCDQ)
i

(' Before selecting the OCDQ finally for use in the j,

present study, the literature of educational research related i
i

to institutional climate was examined hy the investigator.Ihe j
!i

scales developed so jEhr to measure various dimensions of f
iinstitutional environment were considered for their suitability f
ji

to assess the educational climate components of institutional 1
f
I

environment in terms of teacher-teacher and teacher-principal |
I

interactions under the college setting.

The instruments taken into account were :
j
j

(1) The College and University Environment Scales - Pace I

(1963);

(2) The High School characteristics Index - Stern (1963);

(3) The Activities Index - Stern (1963); -

(4) The College Characteristics Index - Stern (1963); '

(5) The Medical College Environment Scales - Hutchins (1962);

(6) The Environmental Assessment Techniques - Astin and j
Holland (1961);

(7) The Experience of college questionnaire- Chichering

(1969); j

(8) The school Survey Inventory- Coughlan et al (1964,1970); '
S

(9) The organizational cLimate Index- Stern (1963);and j

(10) The organizational climate Description Questionnaire- j
r

Halpin and Croft (1963). }
Ii
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A close examination of the above mentioned instruments 

repealed that, organizational climate Index (OCl)- Stern 

(1963) and the Organizational Climate Description Question­

naire (OCDQ) Halpin and Croft (1963) were the only tools 

suited for the purpose of the present study. Others were 

mostly developed for assessing either the college and univer­

sity environment or they were related to learning environment 

of these organizations.

The investigator did not use the organizational climate 

Index developed by Stern and Steinhalf (1963) because it did 

not fulfil the requirements of the study, namely, giving a 

Climate Index based on teacher-teacher and teacher-principal 

interactions related to academic functioning of the college 

organization. It is based on personality studies and on the 

concept of Deed-Press of Henry Murray (1938). Stern and others 

evolved two Questionnaires to determine the Deed-Press factors 

which they felt are influencing the development of climate 

in colleges. ’’Activity Index "(Al) dealt with needs of 

individuals and ’’colleger, characteristic Index ”(0Cl) probed 

the Environmental Press as experienced by persons in the 

organization. Stern and Steinboff developed ’’Organizational 

climate Index" which is an adaption of CGI. The two key 

dimensions of the OCI are ’’development Press" and "Control 

Press" by representing these two dimensions along with
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intersecting axes, the OCI scores can be pin-pointed and the? j;
A

climate described. The OCI included 300 items'with 6 fir^t./// 

order variables and 2 second order variables. :•

The investigator found OCI to be too time-consuming and
j;

lengthy, and not fulfilling the requirementof the study. \

However, the "Organizational Climate Description 

Questionnaire", developed by Halpin and Croft (1963) was ;

originally prepared for Elementary Schools. But it was found ;ii

better suited for the present study. The same has been used 

abroad and in India at secondary school stage. Abroad it has |

been used also at higher education state. (Borodoff, 1973). ,

While constructing an organizational climate Descrip- !

tion Questionnaire for Higher Education (OCDQ - HE), at Oregan ■ 

University, Borrevik J. R. (1973) concludes in his findings :

that OCDQ-HE is the replication of the same basic design as ;
N I

used in the elementary scnool investigation in the 1960s and ;

the identification of the same type of domains in this !

investigation provides additional evidence to Halpin*s !

description of the nature of organizational climate in edu­

cational organizations. But OCDQ-HE is still at its rudimentary !

form and, therefore, it has not been used in the present study. |

Therefore, the OCDQ prepared by Halpin has been adapted in the JIj
present study with certain modifications and changes made in |

jj

r
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order to suit the needs and requirements of the colleges of 

education and the cultural background of the respondents in 

Gujarat.

The OCDQ

The Organizational Climate Description Questionnaire 
(the OCDQ) developec^iy Halpin and Croft consists of 64 items. 

It measures eight different variables, viz. (t) Disengagement, 

(2) Hindrance, (3) Esprit, (4) Intimacy, (5) Aloofness, (6) 

Production Emphasis, (7) Thrust and (8) Consideration, out of 

whioh the first four pertain to the characteristics of the 

teachers as a group and the other four to the characteristics 

of the principal as a leader, from the scores of these eight 

sub-tests, the profile or psychograph for each institution 

is constructed, which depicts the institution's organizational 

climate. By comparing the profiles of different institutions 

the distinguishing features of their respective organizational 

climates are spotted. Furthermore, by analyzing the profile 

for a given institution, the character and quality of its 

climate is estimated.

The eight sub-tests of the OCDQ are ;
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Characteristics of the Group (Teachers) Behaviour of the Leader

An attempt will he made now to describe each of these 

sub-tests or dimensions of organizational climate. She descrip­

tion will be based on clarifications of dimensions given by 

Halpin himself in his monumental work on organizational 

Climate (1966).

Teacher's Behaviour (Characteristics of the Group).

(1) Disengagement refers to the teachers* tendency to be 

"not with it". This dimension describes a group which is 

"going through the motions", a group that is "not in gear" 

with respect to the task at hand. In short, this sub-test 

focuses upon the teachers* behaviour in a task-oriented 

situation.

(2) Hindrance refers to the teachers' feeling that the 

principal burdens them with routine duties, committee demands, 

and other requirements which the teachers construe as unnece­

ssary "busy work". Tne teachers perceive that the principal 

is hindering rather than facilitating the work.

(3) "Esprit" refers to morale. The teachers feel that their

(1) Disengagement

(2) Hindrance

(3) Esprit

(4) Intimacy

(5) Aldofness

(6) Production Emphasis

(7) Thrust

(8) Consideration
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social needs are being satisfied, and that they are, at the 

same time, enjoying a sense of accomplishment in their job.

(4) Intimacy refers to the teachers’ enjoyment of friendly 

social relations with each other.This dimension describes a 

social needs satisfaction which is not necessarily associated 

with task-accomplishment.

Principal’s Behaviour (Behaviour of the Leader)

(5) Aloofness refers to behaviour by the principal which 

is characterized as formal and impersonal. He "goes by the 

book" and prefers to be guided by rules and policies rather 

than to deal with the teachers in an informal, face-to-face 

situation. His behaviour, in brief, is universalistic rather 

than particularistic; nomothetic rather than idiosyncratic.

To maintain this style, he keeps himself - at least, ’’emotion­

ally” - at a distance from his staff.

(6) Production Emphasis refers to behaviour by the principal 

which is characterized by close supervision of the staff.

He is highly directive and plays the role of a "straw” boss. 

His communication tends to go in only one direction, and he 

is not sensitive to feedback from the staff.

(7) Thrust refers to behaviour by the principal whi ch is

characterized by his evident effort in trying to ’’move the
/

organization”. Thrust behaviour is marked not by close

DEPARTMENT OF EDUCATIONAL ADMINISTRATION—-——-----—---- --



M, S. UNIVERSITY OF BARODA--

15 5

supervision, but by the principal's attempt to motivate the 

teachers through the example which he personally sets. 

Apparently, because he does not ask the teachers to give of 

themselves anymore than he willingly gives of himself, his 

behaviour though task-oriented, is none the less viewed 

favourably by the teachers.

(8) Consideration refers to behaviour by the principal 

which is characterized by an inclination to treat the teachers 

"humanly", to try to do a little something extra for them in 

human terms.

The scores obtained under each of these sub-tests are 

then fed into constructing the profile for each of the 

institutions and also allowed to differentiate the meaningful 

types of organizational climates. Thus six organizational cli­

mates were identified that could be arranged along a continuum 

defined at one end by the Open climate, and at the other, by 

the Closed climate. The continuum does not possess any por­

celain perfection; it has a few chips and nicks along the 

edges. (Halpin, 1966).

The identified six organizational climates were termed 

as the (1) "Open", (2) the "Autonomous", (3) the "Controlled", 

(4) the "Pamiliar", (5) the "Paternal", and (6) the "Closed" 

climates.
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The six organizational climates based upon the behaviour 

tapped by the items of each of the eight sub-tests which 

constitute the six prototypic profiles are as follows. This 
discussion is also based on Halpin (I966)|£ka*i- —3'

(1) The Open Climate : The Open climate depicts a situation

in which the members enjoy extremely high esprit. The teachers 

work well together without bickering and griping (low dis­

engagement). They are not burdened by mountains of busy work 

or by routine reports; the principal's policies facilitate 

the teacher's accomplishment of their task (low Hindrance).

On the whole, the group members enjoy friendly relations with 

each other, but they apparently feel no need for an extremely 

high degree of intimacy.The teachers obtain considerable job 

satisfaction, and are sufficiently motivated to overcome diffi­

culties and frustrations.They possess the incentive to work 

things out and to keep the organization "moving". Furthermore, 

the teachers are proud to be associated with their institution.

The behaviour of the principal represents an appropria­

te integration between his own personality and the role he is 

required to play as principal. In this respect, his behaviour 

can be viewed as genuine. Hot only does he set an example by 

working hard himself (High Thrust) but, depending upon the 

situation, he can either criticize the action of teachers or 

go out of his way to help a teacher (High Consideration).
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He possesses the personal flexibility to be genuine whether 

he be required to control and direct the activities of 

others or to show compassion in satisfying the social needs 

of individual teachers. He has integrity in that he is "all 

of a piece" and, therefore, can function well in either situa­

tion. He is not aloof, nor are the rules and procedures which : 

he sets up are inflexible and impersonal. Nonetheless, the 

rules and regulations that he adheres to provide him with 

subtle direction and control for the teachers. He does not 

have to emphasize production; nor does he need to monitor the 

teacher's activities closely, because the teachers do, indeed, 

produce easily and freely. He does not do all the work himself 

because he has the ability to let appropriate leadership acts 

emerge from the teachers (low production Emphasis). Withal, !

he is in full control of the situation, and he clearly provides | 

leadership for the staff. In Open Climate institutions, the j
behaviour of teachers (the group) and the principal (the 

leader) can be briefly categorized as under :

G-roup Behaviour leader Behaviour

(1) High Esprit (1) High Thrust

(2) low Disengagement (2) High Consideration I
<

(3) low Hindurance (5) Not Aloof j
I

(4) low Intimacy
, f

(4) Does not emphasise high

production - low Production

Emphasis.
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(2) The Autonomous Climate : The distinguishing feature

of this organizational climate is the almost complete freedom 

that the principal gives to teachers to provide their own 

structures - for - interaction so that they can find ways within 

the group for satisfying their social needs. As one might 

surmise, the scores lean slightly more toward social-needs 

satisfaction than towards task achievement (relatively high 

scores on Esprit and Intimacy).

it

When the teachers are together in a task-oriented j

situation, they are engaged in tneir work, and they achieve I

their goals easily and quickly (low disengagement). There are 

few minority pressure groups, hut whatever satisfaction does | 

exist among the group members does not prevent the group 

as a whole from working well together. The essential point 

is that the teachers do work well together and accomplish j
the tasks of the organization. j

The teachers are not hindered by administrative paper ! 

work, and they do not gripe about the reports that they are
i:

required to submit. The principal has set up procedures and I
j

regulations to facilitate the teachers’ tasks. A teacher does 

not have to run to the principal everytime he needs supplies, | 

books, projectors and so on; adequate controls have to be i

established to relieve the principal as well as the teachers ;
of these details (low Hinderance).The morale of the teachers f
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is high, hut not as high as in the Open Climate institutions. 

The high morale probably stems largely from the social-needs 

satisfaction which the teachers receive. (Esprit would pro­

bably be higher if greater task-accomplishment also occured , 

within the organization).

The principal remains aloof from the teachers, for he 

runs the organization in a business like and rather impersonal 

manner (high Aloofness). His leadership style favours the 

establishment of procedures and regulations which provide 

guidelines that the teachers can follow; he does not 

personally check to see that things are getting done. He does 

not force people to produce, nor does he say that "we should 

be working harder”. Instead, he appears satisfied to let the 

teachers work at their own speed; he monitors their activities 

very little (low Production Emphasis). On the whole, he is 

considerate, and he attempts to satisfy the social needs of 

the teachers as well^as most principals do (Average Considera­

tion).

The principal provides 'thrust* for the organization 

by setting an example and by working hard hemself. He has the 

personal flexibility both to maintain control and to look out 

for the personal welfare of his teachers. He is genuine and 

flexible, but his range of administrative behamouras compared 

to that of the principal in the Open climate, is somewhat
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restricted. She behaviour patterns of teachers and the 

principal in Autonomous Climate educational institutions are 

as under s

(4) Relatively High Intimacy (4) Average Thrust

(3) The Controlled Climate : The Controlled climate is

marked, above everything else, by a press for achievement at 

the expense of social-needs satisfaction. Everyone works hard 

and there is little time for friendly relations with others 

or for deviation from established controls and directives. 

This climate is over weighted towards task-achievement and 

away from social-needs satisfaction. Nonetheless, since 

morale is high (Esprit) this climate can be classified as 

Open rather than closed.

The teachers are completely engaged in the task.They 

do not bicker, find fault, or differ with the principal’s 

directives. Th^r are there to get the job done, and they 

expect to be told personally just how to do it (Low Dis­

engagement). There is an excessive amount of paper work, 

routine reports, busy work, and general *hindurance' which get

Croup Behaviour

(1) Low Disengagement

(2) Low Hindrance

(3) Relatively High Esprit

Leader Behaviour

(1) High Aloofness

(2) Low Production Emphasis

(3) Average Consideration
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in the way of the teachers’ task accomplishment, lew procedures 

have been set up to facilitate their work? in fact, paper work 

seems to be used to keep them busy (High Hindrance). Accord­

ingly^ teachers have little time to establish very friendly 

social relations with each other, and there is little feaLing 

of camaraderie (Low Intimacy). Teachers ordinarily work by 

themselves and are impersonal with each other. In fact, social 

isolation is common; there are few genuinely warm relations 

among the teachers. Esp/rit, however, is slightly above 

average. One infers that the job satisfaction found in this 

climate results primarily from task accomplishment, not from 

social-needs satisfaction.

The principal is described as dominating and directive.

He allows little flexibility within the organization, and 

he insists that everything be done "his" way (high Production 

Emphasis). He is somewhat aloof; he prefers to publish dire­

ctives to indicate how each procedure is to be followed. These 

directives, of course, are impersonal and are used to standardize 

the way in which teachers accomplish certain tasks. Especially, 

the principal says, "my way of doing it is best and to hell 

with the way people feel". Means and ends have already been 

determined; the principal becomes dogmatic when members of the 

group do not conform to his views. He cares little about how 

people feel; the important thing is to get the job done, and 

in his characteristic way.Accordin&Ly, he does not seek to
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satisfy the group’s social need (low Consideration). Never­

theless, he tries to move the organization by working (Average 

Thrust), and he personally sees to it that everything runs 

properly. He delegates few responsibilities, leadership acts 

emanate chiefly from himself, rather than from, the group. 

(Surprisingly, it seems that many school teachers actually 

respond well to this type of militant behaviour and apparently 

do obtain considerable job satisfaction within this type of 

climate). The teachers’ and the principal's behaviours in 

institutions having this climate1follow the following patterns:

above average

(4) The Familiar Climate :

The main feature of this climate is the conspicuously 

friendly manner of both the principal and the teachers.

Social needs satisfaction is extremely high, while little 

is done to control or direct the group’s activities toward 

goal achievement.

The teachers are disengaged and accomplish little in a

Group Behaviour leader Behaviour

(1) low Disengagement

(2) High Hinderance
(3) low Intimacy

(4) Esprit Slightly

(1) High Production Emphasis,

(2) Somewhat Aloof

(3) low Consideration

(4) Average Thrust
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task-oriented situation, primarily because the principal 

exerts little control in directing their activities. Also, 

there are too many people trying to tell others how things 

should be done (High Disengagement). The principal does not 

burden the teachers with routine reports; in fact, he makes 

it as easy as possible for them to work. Procedural helps are 

available (Dow Hindrance). The teachers have established 

personal relationships among themselves, and socially, at 

least, everyone is part of a big happy family (High Intimacy). 

Morale or Job satisfaction, is average, but it stems primarily 

from social needs satisfaction. In short, the esprit that 

is found in this climate is one-sided in that it stems almost 

entirely from social needs satisfaction.

The behavioural theme of the principal is, essentially, 

"lette all be a nice happy family”. He evidently is reluctant 

to b;e anything other than being considerate, lest he may, in 

his estimation, injur the ''happy-family” feeling (High Consi­

deration). He wants everybody to know that he, too, is oneeof 

the groups, that he is in no way different from anybody else. 

Yet his abdication of social control is accompanied, ironically 

enough, by high disengagement on the part of the group.

The principal is not aloof and not impersonal and 

official in his manners. Pew rules and regulations are esta­

blished as guides to suggest to the teachers as to how things 

"should be done”, (Low Aloofness). The principal does not
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emphasize production, nor does he do much personally to 

insure that the teachers are performing their tasks correctly. 

Ho one works to full capacity, yet no one is even "wrong"; 

also the actions of members - at least in respect of task- 

accomplishmait - are not criticized (low Production Emphasis). 

In short, little is done either by direct or by indirect means 

and evaluate or1 direct the activities of the teachers .However, 

teachers do attribute 'thrust* to the principal. But, in this 

context, this probably means that they regard him as a "good 

person" who is interested in their welfare and who "looks 

out for them". The teachers’ and the principal's behaviour 

are characterised as follows :

Group Behaviour

(1) High Disengagement

(2) Low Hinderance
i

(3) High Intimacy

(4) Esprit Average

Principal^ Behaviour

(1) High Considerate

(2) low Aloofness

(3) low Production Emphasis

(4) Low Thrust

(5) The Paternal Climate : The Paternal climate is

characterized by the ineffective attempts of the principal 

to control the teachers as well as to satisfy their social- 

needs. His behaviour is non-genuine and is perceived by the 

teachers as non-motivating. This climate is, of course, a 

partly Closed one.

The teachers do not work together; they are split into 

factions. Group maintenance has not been established because
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of the principal's inability to control the activities of the 

teachers (High Disengagement)-. Few hindrances burden the 

teachers in the form of routine reports, administrative duties, 

and committee requirements, mainly because, the principal does 

a great deal of this busy work himself (Low Hindrance). The 

teachers do not enjoy the friendly relationships with each 

other (Low Intimacy). Essentially, the teachers have given up 

trying; they let the principal take care of things as best he 

can. Obviously, low esprit results when the teachers obtain 

inadequate satisfaction in respect of both task-accomplishment 

and social needs.

'•£'he principal, on the other hand, is the very opposite 

of being aloof; he is everywhere, at once checking, monitoring, 

and telling people how to do things. In fact, he is so non- 

aloof that he becomes in^trusive. He must know everything that 

is going on. He is always amphasizing all the things that 

should be done (Production Emphasis), but somehow nothing 

gets done. The principal sets up such items as schedules and 

class changes, personally that he does not let the teachers 

perform any of these activities. His view is that "Daddy 

knows best".

The school and his duties within it are the principal's 

main interest in life; he derives only minimal social needs 

satisfaction outside his professional role. He is considerate,
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but his consideration appears to be a form of seductive over

solicitiousness rather than a genuine concern for the social ;
i

needs of others. In a sense, he uses this consideration |
behaviour to satisfy his own social needs. Although he pre- j

serves an average degree of thrust, an evidenced by his attempt j
fto move the organization, he none-the-less fails to motivate \
i!
i,

the teachers, primarily because he, as a human being, does j

not provide an example, or an ideal, which the teachers care ;
f

to emulate.The teachers' and the principal's behaviouis in 

this climate takes the following shape :

(6) The Closed Climate : The close climate marks a ,

situation m which the group members obtain little satisfaction 

in respect to either task-achievement or social-needs. In 

short, the principal is ineffective in directing the activities |;

of the teachers, at the same time, he is not inclined to look 

out for their personal welfare.

Parental Climate

Group Behaviour Leader Behaviour

(1) High disengagement

(2) Low Hind/^rance 

(5) ^ow Intimacy 

(4) Low Bsprit

(1) Low Aloofness

(2) High Production Emphasis

(3) Low Consideration

(4) Low Thrust
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The teachers are disengaged and do not work well j
together. Corasequently, group achievement is minimal (High i

i
Disengagement). To secure some sense of achievement, the \

i
major outlet for the teachers is to complete a variety of [

i

reports and to attend to a host of "house keeping duties". j
I

The principal does not facilitate the task accomplishment of f

the teachers (High Hindrance), Esprit is it a low level, ■

reflecting low job satisfaction and social-needs satisfaction. |
IThe salient bright spot that appears to keep the teachers in 

'the school together is that they do obtain satisfaction from j
their friendly relations with other teachers. (Average Intimacy). (

|
One would speculate that the turnover rate for teachers in f

s
tthis climate institutions would be very high, unless, of course, J

the teachers are too old to move rapidly to another job, or J
have been "locked into the system" by the attractions of a 1

retirement system.

The principal is highly aloof and impersonal in I

controlling and directing the activities of the teachers (High |

Aloofness). He emphasizes production and frequently says that j
"we should work harder". He sets up rules and regulations j

about how things should be done, and these rules are usually *
arbitrary (High Production Emphasis). But his words are {

f
hollow, because he, himself, possesses little 'Thrust* and j
he does not motivate the teachers by setting a good personal j

3

example. Essentially, what he says and what he does are two j
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different things, for this reason, he is not genuine in his '<

actions. He is not concerned with the social needs of teachers; :

in fact, Bte can he depicted as inconsiderate (Low Consideration), j

His cry of "Lets work harder" actually means, "you work j
I

harder". He expects everyone else to take the initiative, yet *
!

a
he does not give them the freedom required to perform whatever f

i‘

i
leadership acts are necessary. Moreover, he himself does not j

' |

provide adequate leadership for the group.for this reason,

the teachers view him as not genuine; indeed, they regard :

him as a "phony". This climate characterizes an organization ?

for which the best prescription is radical surgery.The teachers' i
i'

and the principal's behaviours in this climate type of insti- j
i

tutions are as follows :

Group Behaviour

(1 ) High disengagement

(2) High Hindrance

(3) Low Esprit

(4) Average Intimacy

Leader Behaviour

(1) High Aloofness

(2) High Production Emphasis

(3) Low Thrust

(4) Low Consideration

It should be noted here that the OCLQ originally 

standardised by Halpin and Croft made use of a sample of 1,151 

elementary school teachers. The 64 items included in the OCLQ 

constitute what remained out of total 1,000 items which ori­

ginally formed the pool. The OCLQ sub-tests were also faetor-
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analysed, and factor loading was determined. The inter­

correlations among the eight sub-test scores were factored 
using a principal-components method of analysis, ^t would, 

thus, be seen that the OG33Q has been subjected to considerable 

objective procedures of examination and prunning. It is a valid 

and reliable tool.

(2) - The Purdue Teacher Opinionaire ( PTO)

(Pile American spelling "Opinionaire1' has been used as given 

in the PTO manual)

The Second tool to be used in the present study is the j
Purdue Teacher Opinionaire (1970). It is designed to provide I

a measure of 'teacher morale'.The PTO yields a total score 

indicating the general level of the teachers' morale and also 

provides meaningful sub-scores which break down morale into 

some of its dimensions.

The ten factors included in the Opinionaire are s- 

(1) Teacher rapport with principal, (2) Satisfaction with 

teaching (3) rapport among teachers, (4) teacher salary,

(5) teacher load, (6) curricular issues, (7) teacher status,

(8) community support of education, (9) college facilities and 

services and (10) community pressure.

In the Opinionaire with 10 factors, two main dimensions 

are involved.
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(a) Task-achievementb which refers to perceived productivity j

i
and progress toward the achievement of the tasks of the

i.

organization. :

(b) Need-satisfactionu which refers to the perceived job-

satisfactiomof individual needs through the interaction 

of the participant in his role within the work group 

and the total organization.

The PTO consists of 100 items which give one objective s
l

and practical index of teacher morale by means of the percep- j 

tion of the participants.The Opinionjdaire also provides specific j 
and valid information about crucial problems and areas of [

i
tension which may have adverse effect on morale. The first }

in !
form of the Opinionaire, developed^!961, ooneleted of 145 items j

selected and logically grouped to sample eight categories |
Ipertaining to the teacher and his school environments (1) j
i,

teaching as an occupation; (2) relationship with students; [

(3) relationship with other teachers; (4) administrative 

policies and procedure; (5) relation snip with community;
!t

(6) curriculum factors; (7) working conditions; and (8) 

economic factors.
fti

in the development of the instrument an experimental j
i

form was administered to a large representative sample of high I
Ischool teachers. The final choice of items for the opinionaxre j
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was based on internal consistency item analysis techniques.

She Kuder-Richardson internal consistency reliability coeffi­

cients for the eight categories ranged from .79 to .98, with 

an overall reliability coefficient of .96.

The revised form of the Purdue Teacher Gpinionaire 

consists of 100 items and 10 factors.

The following is a brief description of the 10 factors 

included in the opinionaire s

Factor - 1 "Teacher Eapport with Principal11 : It deals 

with the teachers' feelings about the principal, his profe­

ssional competency, his interest in teachers and their work, 

his ability to communicate, and his skill in human relations.

Factor - 2 "Satisfaction with Teaching" s It pertains 

to teacher relationships with students and feelings of satis­

faction with teaching. According to this factor, the high 

morale teacher loves to teach, feels competent in. his- 30b, - "

enjoys his students and believes in the future of teaching 

as an occupation.

Factor - 5 "Rapport Among Teachers" s It focuses on 

a teacher's relationship with other teachers. The items here 

solicit the teacher’s opinion regarding the cooperation, 

preparation, ethics, influence, interests and competence of 

his peers.
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Factor - 4 "Teacher Salary” : It pertains primarily

to the teacher’s feelings about salary. Is the salary based on 

teacher's competency? Is the salary policy administered fairly 

and justly?, Bo teachers participate in the development of 

these policies?

Factor - 5 : "Teacher load": It deals with such matters

as record-keeping, clerical work, extra curricular load, 

keeping up-to-date professionally.

Factor - 6 s "Curriculum Issues" s It solicits teachers' 

reactions to the adequacy of the teaching programme in meeting 

the student needs in providing for individual differences and 

preparing students for effective citizenship. -

Factor - 7 : "Teacher Status" : It samples teachers* 

feeling about the prestige, security and benefits offered by 

teaching. Several of the items refer to the extent to which the 

teacher feels he is an accepted member of the community.

Factor - 8 ; "Community Support of Educations; It deals 

with the extent to which the community understands and is 

willing to support a sound educational programme.

Factor - 9 : "College Facilities and Services" :

It has to do with the adequacy of facilities, supplies and 

equipments and the efficiency of the procedure for obtaining 

material and services.
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Factor - 10 s “Community Pressure11 : It gives special

attention to community expectations with respect to the 

teacher's personal standards, his participation in outside 

activities, and his freedom to discuss controversial issues 

in the classroom.

The revised form was administered to the high school 

faculties with 20 or more teachers in Indiana and Oregon.

The 60 Indiana schools were a stratified random sample and 

the 16 Oregon schools were selected primarily from the eastern 

part of the state. Four weeks later the instrument was readmini 

stered in all of the schools included previously. Altogether, 

test-retest data were obtained for 3023 teachers.

The test-retest correlations for total scores and for 

factor scores are listed as follows :

Test-retest Correlations for Purdue Teacher 
Opinionaire Factor and Total Scores

Factor (1=3023) Correlation

(1) Teacher Rapport with Principal

(2) Satisfaction with teaching
(3) Rapport among teachers
(4) Teacher salary
(5) Teacher load
(6) Curriculum issues
(7) Teacher status
(8) . Community support of Education
(9) 'Sbhbol Facilities and services •

(10') Community Pressures

84
80
81
77 
76 
81
78 
.80 
.62

88
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An understanding and diagnosis of how teachers feel ^

about their particular college situation will help to improve j
i

the level of morale of teacher educators in colleges of j
j;

Education* Shis opinionaire has been applied to measure the J

morale of the teachers in secondary schools of Tamil Nadu [
\(Pillai, 1972) and Baroda (Shelat, 1974-). ji
(

l

fAn adapted version.of Ralph R. Bentley and Avemo M. j

Remple’s "The Purdue Teacher Opinionaire" as described above 

will be used to measure the morale of the teacher educators 

in colleges of education in G-ujarat. This instrument is 

designed to provide the opportunity to the teacher educators 

to express their opinion about their work as college teachers \ 
and various related college problems in their particular 

college situation. The respondents will be requested to give J:

their frank opinion as there are no right or wrong responses.

They will also be assured that their responses will be treated

confidential and the results will be reported by groups only. [
f
Is

The questionnaire will be distributed to the same sample 

on which the Organizational Climate Description Questionnaire 

will be administered.

The respondents will be asked to indicate the extent 
to which each statement characterizes his college situation by j

smaking one of the four categories given below : j
I
f
\1

\
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Agree A 

Probably Agree PA 

Probably Disagree PD 

Disagree D

Scoring of these four categories is intended to be done 

by assigning weights 4,3,2 and 1 if "A" or "Agree” is the 

.eye, response and 1,2,3,4 if D- or "Sisals" * the Keyed ,

response. J

The factor score will be obtained by summing all of 

the item weights for each factor.

The total score will be obtained by the sum of all 10 

factor scores.

(3) Leader Behaviour Description Questionnaire (The LBDQ)

The third tool used in the study is "The leader 

Behaviour Description Questionnaire (LBDQ) (vide Appendix XU).

It was constructed by Halpin and Winer (1952) is devised to 

measure the group's description of its leader behaviour.

There are two specific dimensions of leader behaviour, as 

stated earlier "Initiating Structure", and "Consideration".

These two dimensions have also been earlier clarified.

The third tool used in the study is the Leader Behaviour
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Description Questionnaire (LBDQ) devised by the Personnel 

Research Board at the Ohio State University. Hemphill and 

Goors Constructed the original form of this questionnaire, 

and Halpin and Winer (1952) identified "initiating structure" 

and "Consideration" as two fundamental dimensions of leader 

behaviour. These dimensions were identified on the basis of a 

factor analysis of the responses of 300 crew members who 

described the leader behaviour of thfk- 52 air craft commander. 

’Initiating structure* and ’consideration* accounted for 

approximated 34 and 50 per cent, respectively, of the 

Common Variance.

On the basis of factor analysis, keys were constructed 

for these two dimensions of leadership behaviour. The original 

consideration key of 28 items has an estimated reliability 

(corrected by the Spearman-Brown formula) of .94. The corres­

ponding estimate for the 29 items '.initiating structure key 

is .76. In the later, published form of the 1BDQ there are 

only 15 items on each of the keys. The estimated reliabilities 

are .93 and .86, respectively.

By measuring the behaviour of leaders on the ’initiating 

structure* and ’consideration’ dimensions, it will be deter­

mined by objective and reliable means how specific leaders 

differ ’in leadership style, and whether these differences are 

related, significantly to independent criteria of the leader’s
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effectiveness and efficiency. In sum, the Leader Behaviour 

Description Questionnaire will offer a means of defining 

these leader behaviour dimensions operationally.

The BBDQ consists of 30 items in all.On examining the 

items of the instrument LBDQ, the investigator found it sui­

table to assess the leader behaviour of the principal as 

perceived by the teacher educators in the colleges of 

education.The statements are of general application and 

therefore can be made use for colleges as well as for school

situation.
Procedure (IBDQ)

In this Questionnaire, there are thirty short, descrip­

tive stataaents of ways in which leaders may behave.The 

respondents are to be asked to indicate the frequency with 

which his college principal engages in each form of behaviour 

by checking one of the five adverbs: Always, often,' occasionally, 

seldom and never. If the keyed response is "always" the 

scoring will be '4', and if the keyed response is "Never" 

the scoring was 'O', for negative items the scoriig will be 

in reverse order.

(4) "Evaluation of the Effectiveness of the Teacher 

Education Programme" (STEP)

To evaluate the effectiveness of the teacher educa­

tion programme in colleges of education in Gujarat , a special
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tool was constructed by the investigator.As the purpose of 

the questionnaire was to evaluate the effectiveness of the 

teacher education programme in colleges of education, care 

was taken to include, the academic, professional and other 

related activities of the teacher training programme prevalent 

in colleges of education in Gujarat. For this a review of the 

existing teacher education programme in different universities 

of Gujarat was made, This resulted into an enquiry of the 

programme from 10 different areas of the teacher education 

programme;. namely, Admission, Curriculum, Teacher Educators, 

Library and Audio-Visual and Physical facilities, Teaching 

Techniques, Leadership of the Principal, Democratic Staff and 

Students Participation, Staff Professional Growth, Periodical 

Evaluation and its Feed-back and Financial Adequacy and Regu­

larity, in colleges of Education.

Later, a try out of the questionnaire was conducted 

on 20 teacher educators selected randomly irrespective of the 

location or affiliation of the colleges or university to which 

they belonged. To begin with the tool consisted of 130 items, 

covering all the 10 aspects of the teanher education programme. 

Later, the discussio^And suggestions made by the teacher 

educators helped "in reframing the questions with respect to 

language-and eradicating the non-response statements.

The questionnaire finally emerged this scrutiny consist
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of 90 items of simple and short statements based on the
as

factual inquiry as well^.the perception of the teacher educators

(Vide Appendix IXC).

A brief description of the 10 factors of the effective­

ness of the teacher education programme is given below s

- "Criteria for Admission” : It refers to the policy

outlined and implemented regarding the admission^ 

the teacher trainees in colleges of education.

P2 - "Curriculum”: It refers to curriculum and other related 

academic activities practised in colleges of education 

and its impact on the value system and attitudes of 

the teacher trainees.

p - "Teacher Educators" s It refers to the academic and 
o ---------------------------

professional activities carried out by the teacher 

educators in the colleges of education.

1?4 - "Library, Audio-visual and Physical Facilities" :

It refers to the adequacy of supply and availability 

of reading material, aids and equipments for teaching 

and physical facilities to teacher educators and teacher 

trainees in colleges of education.

Epj - "Teaching Techniques" : It refers to the academic acti­

vities outlined and the teaching techniques applied by 

the teacher educators.
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% ~ "leadership of the Principal” : It refers to the

Principal's effective manipulation of the teacher 

educators into a work group.

- "Democratic Staff and Student Participation in Admini­

strative and Academic Decision-making11 : It refers to 

the democratic approach to administrative and academic 

decision-making by teacher educators as well as teacher 

trainees in the colleges of education.

Pg - "Staff Professional Growth" s It refers to encouragement 

and incentive given to the teacher educators to improve 

their academic and professional qualifications and 

exp erience.

^9 ” "Periodical Evaluation of the Woik of Students and

Staff and Their Feed-back" 1 It refers to the improve­

ments brought about in the existing teacher education 

programme based on the evaluation and the feed-back of 

the staff and students.

P-10 _ "Financial Adequacy and Regularity" s It refers to the 

financial aspect of the colleges which is a source 

of security for the teacher educators.

These 91 statements are distributed under -10 factors 

given in Table 5«5
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? Table 3*5 : The factors and Items of the Tool on Effectiveness of
( ..... . ■ ■■ JIT- —■ r- "" 1 ................. •• "  ‘ "    ™ir

j
f Teacher Education Programme (The ETBP)

factor Names of factors No.of Maximum
No. items score

1 . Criteria for admission 10 40

2. Curriculum 10 40

3. Teacher Educators 10 40

4. Physical facilities Audio-visual 
aids and Library 9 36

5. Teaching Techniques 10 40

6. Leadership of the Principal 10 40

7. Democratic staff and student 
participation in academic decision 10 40

8. Staff Professional Growth 7 28

9. Periodical Evaluation of the work 
of students and staff and their 
feedback 5 20

10. financial Adequacy and regularity 10 40

I

s
i
\
i1i
i:

!ti
t

i
t

Statements for each factors are given in Appendix No. IX. [
' ui
I This Questionnaire will be personally distributed j
| !

j to the teacher educators of the colleges by the investigator ;
I .[I on whom the other three tools, viz. The Organizational Climate (
f ' IJ Description Questionnaire, the Purdue Teacher Opinionaire, and <
| I
| Leader Behaviour Description Questionnaire would be administered. *
! '
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Thus out of the total of 35 sampled colleges, 20 

colleges are intended to he selected for administering the 

ETEP tool. Special care will he taken to include 50 per cent 

of the colleges from each of the identified six climate 

categories.

To mark the responses four choices will he given viz.,

"Fully true”, "Partially true", "Doubtful", and "Not at all". 

The respondents will he asked to cheek one of the four choices. 

If the keyed response is "Fully true" or "P" the scoring 

will he *4' and if the keyed response was "Not at all" or "N" 

the scoring will he * 1'. For the negative items the scoring 

will he in reverse order.

3.8 The Procedures of Analysis and interpretation

s
I
j

t

'(

I.

This would he described in relation to the research j 
tools used in the present study. \

►

(1) Identification of the Organizational Climate of the j

Colleges of Education. j
|

The obtained raw score on the OCDQ will he converted i
S

into standard scores first normatively and then ipsatively. >
4 
!Normative standardization will he done across the sample of 35 \
i

colleges so that each of the eight suhtest scores could he J
5

compared on a common scale.Thus, each suhtest will he normatively jj
a
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standardized acco rding to the mean and standard deviation 

of the total sample for that subtest.

Ipsative standardization will he made with respect to 

the mean and standard deviation of the profile scores for 

each college.S'or both standardization procedure, a standard 

score system based upon a mean of 50 and standard deviation 

of 10 will be chosen as suggested by Hal'pinu (1966).These 

standardized scores will indicate two things* first, a score 

above 50 on a particular* subtest would indicate that the 

given college scored above the mean of the sample on that 

sub test and second, that the score on that sub test was above 

the mean of the college's other subtest scores.

Here after, the next step would be to classify the 

colleges of education with respect to their organizational 

climate according to the proto;-%pe profiles for each of the 

six climates ranked in respect to Openness Vs. Closedness 

arrived at as per the directions shown in Halpin and Crofts 

study (1966). Each College’s profile will be compared in turn 

with each of the six prototype profiles and the profile 

similarity score will be computed.The absolute differences 

between each subtest's score in a college profile and the 

corresponding score in the first prototype profile will be 

obtained, then in the second prototype profile and so on© In 

each case, the sum of the absolute differences between the
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profile scores will be computed where the low sum would 

indicate the profiles are highly similar and .a large sum would 

indicate that the profiles are dissimilar. The college would be 

assigned to the climate defined by that prototype profile for 

which its profile similarity score is the lowest.

(2) Purdue Teacher Opinionaire Scores. The tool' is

intended to measure the morale of the teacher educators.

The raw scores obtained on the 100 item instrument 

(PTO) will be classified according to the 10 factors given 

in the Opinionaire; as the opinionaire does not only yield 

a total score indicating the general level of a teacher's 

morale, but also provides meaningful sub-scores which break 

down morale into its ten dimensions or factors.Thus, the 

factor scores will be obtained by summing up the weights 

assigned to the it@ns belonging to a given factor and the 

total score will be obtained by summing up the factor scores. 

The college morale score will be computed by finding the 

average total score and average total scores for each of the 

ten dimensions. The mean of the college total score will give 

an idea as to what the average morale of the faculty of a 

particular college is. To interpret the score, i.e. to decide 

whether the score is indicative of 'high', 'average' or 'low* 

morale, the scores will be converted into stan^ine scores i.e. 

scores which range from 1 (low) to 9(bigh) with a mean of 

5 and standard deviation of 2.
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The stanine score, though crude enough to present a 

single digit to represent each class, it is precise enough for 

a practical and statistical comparison. As the stanines are 

equally spaced steps in a scale, the level of morale in one 

college will he easily compared with the level of morale in 

another college (Bentley and Rempel’s PTO manual, 1970)

(3) Leader Behaviour Descriptive Questionnaire (The LBDQ)

To measure the leadership behaviour of principals 

of colleges of education, the scores on two specific dimen­

sions of the LBDQ i.e. the "Initiating Structure" and 

"Consideration", will be considered.There are 15 items for each 

of these dimensions, making the questionnaire of 30 items in 

all.Total score based on the summation of the item scores 

will be obtained for each individual separately for ’Initiative 

Structure* and ’Consideration* components of leadership beha­

viour. Institutions will be labelled as 'high' or ’Low' on the 

basis of their mean score position above or below the grand 

mean of the respective scores.Thus, four different patterns of 

leadership viz., HH, HI, 1H and LL will be obtained by combin­

ing the levels of ’initiative structure* and ’consideration* 

factors. These four patterns have specific significance. This 

will be clear from the following observations by Halpin (1966, 

pp.98-9).

<

l

[
<i'
I
!i
is
i1

f(
1

f

]
t
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"The leaders described in Qadrant I (i.e. the HH Pattern) 

are evaluated as highly effective, whereas those 
in Quadrant III (i.e. the LL Pattern), whose behaviour 

is ordinarily accompanied by group chaos, are chara­
cterized as most ineffective. She leaders in Quadrant 
IY (i.e. the HI Pattern) are martinents and the 

"cold fish" so intent upon getting a job done that they 
forget they are dealing with human beings, not with 
cogs in a machine, The individuals described in 
Quadrant II (i.e. the 1H Pattern) are also ineffective 
leaders.Sh^r may ooze with the milk of human kindness, 
but this contributes little to effective performance 
unless their consideration behaviour is accompanied 
by a necessary minimum of Initiating Structure behaviour’!

(4) ^‘be Effectiveness of the Teacher Education Programme

The ETEP (Effectiveness of Teacher Education 

Programme) measures a consolidated picture of effectiveness 

of teacher education programme that is being provided in 

colleges of education. There are 91 statements which are distri­

buted under 10 factors.

The factor scores will be obtained by summing up the 

weights assigned to the items belonging to a given factor.

Thus, scores will be obtained for all the colleges with 

respect to the factors of the effectiveness of the teacher 

education programme. The two desired groups will be obtained 

as the colleges fall above or below the median - effectiveness
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lscores of each of the 10 factors of the questionnaire, thereby j

forming the group of •’High" and ’’lew” effectiveness in the [
Icolleges of .education in Gujarat. j

f'(
Statistics Applied J,f

In analysing the data yielded by the four research f

tool's, the following sophisticated statistics will be deployed: j
If

(1) Contingency Coefficient will be computed to find out f
I'

the significant relationship between the six identified f 

climate categories of the colleges viz., Open, Autonomous, \ 

familiar, Controlled Paternal and Closed and the three i
fl'categories of teacher's morale, viz., High, Average and i
i

Low. )
j

(2) The coefficient of correlation by Product Moment Method 

between the scores obtained on the eight dimensions
|

of the OCDQ, viz., Disengagement, Hind/rance, Esprit, |
i

Intimacy, Aloofness, Production Emphasis, Thrust, j
I

Consideration and the total morale scores of the j
teacher educators under the *familiar','Paternal' and [

i
'Closed' climate categories having average and low |

\
morale will be computarized. j

. {

(3) The significance of the relationship between each of l
i
kthe morale factois with the six climate categories will j
!**H
)t
fj
i
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I

be determined by calculating the Analysis of Variance. j
!

This simple composite test will compare all the mean j
scores of morale, classified into six climate cate- j

fgories simultaneously and will indicate whether or not 1 

a statistically significant difference exists somewhere l 

in the mean scores of morale. This will also answer Jthe question whether the variability between groups is !

i
large enough to compare with the variability within i

groups, to justify the inference that the mean of the

population from which the different groups were sampled j

are not all the same. In other words, if the variability J
J

between group means is large enough, one can conclude \i
i

that they probably come from different populations and 

that there is a statistically significant difference 

in the data.

®he foimula applied for testing the *3?* ratio is s

p = Between group variance 
Within group variance

If ' F' ratio is significant, a 'post-Hoe' test is 

applied to find the difference between the mean scores 

of the pairs made on the classification of six climate 

categories.

ANOVA tables are thus prepared for each of the 10 

factors of morale scores classified into six categories 

of organizational climate.

i

It

I!

I

I
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To determine the relationship between the leader 

behaviour of the principal (HH, HL, LH and LL) and 

the morale of the teacher educators (High, Average, 

low) a contingency coefficient of correlation will be 

applied.

The *t* test will be applied to test the significant 

mean score difference on the eight dimensions of OGDQ 

(as mentioned earlier-* according to the classification 

of the colleges of High and low effectiveness.

The * t' test will be applied to test the significance 

of the difference between teacher educators rapport 

with the principal, rapport among the teacher educators 

teacher educators job satisfaction, satisfaction with 

salary, work load, status, community support and 

Pressure at colleges of Education and Curriculum 

issues and each of the 10 factors of "effectiveness 

of the teacher education Programme", treated separately.

Contingency coefficient will be used to compute the 

relationship betweei 'Initiating Structure' and 

'Consideration' with the morale of the teacher educators

The 't* test will be used to compute the significant 

difference in morale between teacher educators with an 

Urban background and rural background.
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(9) Cont'ingeacy coefficient will also be computed to

establish the significant relationship between the 

morale of the teacher educators and the years of 

teaching experience.
5
ri

-In brief, the above statistics will be used in the i, 

study to analyse and interpret the data yielded by the research j 

tools.

3.9 Ihe Ohapterisation

She research report - the thesis will be organized under j
five main chapters, each chapter having a number of sections. |

I
Shese chapters will be as under : j

Chapter 1 : It will be introductory, it will attempt to

survey broadly the recent scene in teacher education in 

the country, particularly at the B.ld. degree level, and 

would indicate priority need for teacher education programme 

in the country. It would also try to build up a general pic­

ture of teachers* colleges, teacher education programme and 

teacher educators in Gujarat State. As the concern of the 

present study is organizational climate of colleges of educa­

tion in Gujarat, morale of teacher educators, and leadership 

behaviour of college principals, the theoretical postulates 

regarding them would be examined, and a theoretical frame 

of reference for the study of these three variables in

(

i
i|

I

I
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relation to the effectiveness of teacher education programme 

would be ou.ilined.

Chapter 2 : It would relate to a review of studies done

in Gujarat, India and .abroad on teacher education, organiza­

tional climate, teacher morale, leadership and teacher 

education programme and also related literature on the subject.

Chapter 3 s It describes in detail the research design of 

the present study.

Chapter 4 : It constitutes a major part of the thesis. It

presents in adequate details toe analysis of the data yielded 

by the research tools Hypothesis-wise, and interprets the 

results using some sophisticated statistics.

Chapter 5 : It is the last concluding chapter. It presents

major findings and the conclusion of the study. An attempt 

is also made to examine the implications of the findings of 

the study to improve the teacher education programme in Gujarat 

State.

5*10 Conclusion :

Such is the research design of the present doctoral 

study. In developing it, the investigator kept in mind some
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of the inadequacies revealed by survey of research on teacher 

education. An attempt is made to maintain the focus of the 

research in formulating various hypotheses and selecting 

procedures and techniques of statistical analysis and 

interpretation.

The next chapter will be devoted to the analysis of 

the data yielded by the research tools using a representative 

sample of 300 teacher educators from the 35 colleges of 

education in Gujarat.
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