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ABSTRACT: Educational Institutions continue to grow and globalization gives the opportunity for teachers to find jobs 

elsewhere across the globe. This study is conducted to understand the various retention factors which influence teachers. 

The data was collected from 112 teachers from unaided educational institutions in Bengaluru by using a structured 

questionnaire. The focus of the study was on the influence of superior support and effective leadership. Statistical tools 

used are simple averages, ANOVA and multiple regression which included stepwise regression model. We could find that 

Superior support and Effective Leadership are significant factors in determining job satisfaction of teachers in 

institutions. 
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1. INTRODUCTION: 

Like in any other organization employees in the education sector also need to be retained as there are huge 

opportunities for them across the globe. This study is an attempt to understand how leaders can, in the best 

possible way, keep their key employees through retention management. An organization with effective 

supervisors and leaders is more likely to succeed. It is important for the leaders to think in the long-term as 

there might be fewer highly educated and right people in the market to choose from. Organizations continue to 

grow and globalization gives the opportunity for teachers to find jobs elsewhere. To avoid this situation the 

organization needs to plan ahead and look at retention management in the long-term. We are studying 

retention management from the perspective of the leader’s in the education sector as we would like to  find out 

whether the leader can influence the teachers to stay in the institution or not.  

1.1 Importance of employee retention: 

Retaining the employees will benefit an organization in the following ways: 

 The cost of turnover is very high as any new faculty needs to be appointed and trained. 

 When an employee leaves an organization there is extensive loss of knowledge. 

 The services rendered to the student community are interrupted. 

 Turnover leads to more turnovers: When an employee terminates the unspoken negativity often 

intensifies for the remaining staff and more employees may leave. 

  Goodwill of the organization is affected when employees leave. Higher retention rates motivate 

potential employees to join the organization. 

  Regaining efficiency: If an employee resigns, the good amount of time is lost in hiring a new employee 

and then training an employee. It may take time to regain the same efficiency from the new employee. 
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1.2 Factors affecting retention: 

Cascio (2003) describes retention as initiatives taken by management to keep employees from leaving the 

organization, such as rewarding employees for performing their jobs effectively; ensuring harmonious 

working relations between employees and managers; and maintaining a safe, healthy work environment. 

Literature surveys conducted by McNee et al.(1998) and Döckel (2003) identified the following six critical 

factors that need to be considered in the retention of high technology employees: compensation (base salary); 

job characteristics (skill variety and job autonomy); training and development opportunities; supervisor 

support; career opportunities and work/life policies. Money is still the primary incentive used to lure high 

technology professionals. This study brought in a few more factors which would help in retaining employees 

in any organization. 

A. Employee empowerment 

Empowered employees tend to be more confident and try to give their best to employer because they are given 

more authority in decision-making process (Hummayoun Naeem and Muhammad Iqbal Saif, 2010).  

Employee empowerment can create a feeling of obligation among employees to stay in organization. Hence, 

the employees will tend to remain in the organization even when face pressure from others that intend to leave 

the organization because they feel that they are a part of the organization (Choong, Wong and Lau, 2011). In 

essence, the intention to remain or leave the organization among the employees is based on the job satisfaction 

of employees. The individual with higher job satisfaction tend to more committed to the organization. They 

will be more likely to remain in the organization. 

B. Compensation 

Many research had shown that employee position and length of employment were traditionally what 

determined wages in most companies. And there are numbers of research explained with evidence show that 

compensation satisfaction plays an important part in employee retention. Williams et al. (2007) found that if 

employees are satisfied with how the company operates and communicates its compensation policies, they 

remained committed to the organization. Furthermore, an organization’s reward system can affect the 

performance of the employee and their desire to remain employed (e.g., Bamberger & Meshoulam, 2000, 

MacDuffie, 1995). There are also numbers of researchers demonstrate that there is a great deal of inter-

individual difference in understanding the significance of financial rewards for employee retention (Pfeffer, 

1998; Woodruffe, 1999). 

 C.Training and development 

According to Goldstein (1980) and Latham (1988), training is defined as the systematic acquisition and 

development of the knowledge, skills, and attitudes required by employees to adequately perform an assigned 

job or task to boost performance in the job environment. 

Training should impart new knowledge and skills if the training is relevant, meet employee and organizational 

needs, efficiently and effectively designed and delivered (Salas, 1999). 

According to Landsman (2004), he suggested that training is a valuable activity for enhancing skills and 

improving staff performance, and that training can address some of the factors contributing to staff retention, 

such as perceived support from the supervisor, the agency, and International Journal of Business Research and 

Management (IJBRM), Volume (3) : Issue (2) : 2012 65 community. Training can define roles more clearly to 

employees, thereby minimizing job stress. Organization with sufficient training opportunities should thus have 

higher retention rate.  

D. Performance appraisal 

Performance appraisal is a process of inspecting and evaluating an individual’s performance in his duty to 

facilitate the decision of career development of the individual. It evaluates the individual overall contribution 

to the organization through assessment of his internal characteristics, working performance and his capability 

to pursue higher position in organization (Gruman & Saks,2011). In order to enhance organizations’ ability to 

survive through turbulent environment, mostly top corporations take great concern on managing the 

performance measures of their employees. It is common understanding that top talents are keys to business 

success today, but how a company manages its talents or human resources would be the fundamental to all the 
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success where effective structure of performance measurement would ensure company fully utilize its 

competitive resources to maximum.  

As extracted from the literature review, performance appraisal plays the role as medium of communication 

between management and employee. An effective appraisal would result in enhanced employee development 

from feedback as well as better employee satisfaction comprehension by company.  

E: Reward and recognition:  

Research studies highlighted the linkage between rewards and employee retention (Watson Wyatt, 1999; 

Tower Perrin, 2003; Mercer, 2003) and give insights into what workers want to do, their words about the 

rewards and their feeling regarding the work and reward matters. The recent research studies on talent 

management also support assumption that well and broad implemented reward practices help in talent 

retention and management.  

F. Work environment:  

Work environment is considered one of the most important factors in employee‟s retention (Zeytinoglu & 

Denton, 2005).According to Hytter (2008) work environment is generally discussed as industrial 

perspective,focus on aspect i.e. noise, toxic substances exposure and heavy lifts etc. The interesting part of 

work environment is; work environment characteristics in services sector is differ from production sector, 

because services sector directly deal with consumers / clients (Normann 1986). The interactions depends on 

the kind of job or / and kind of business, it may be more or may be less. The interaction between employees 

and client / consumer move from physical to Psychological dimension. Psychological work environment 

consist of work load, decision, support, stressors, latitude and decision etc. It is much important to know and 

recognize the emerging needs of employees and provide good work environment as required to keep the 

employees committed with organization. 

G: Career opportunities:  

Employees career advancement is a phenomenon which is formalized, organized and it is planned effort to 

accomplish the balance between requirement of organization work force and individual career needs. The 

rapidly rising awareness makes it evidence that employees can give leading edge to the organization in market 

place. It is challenge for today HR Managers to identify the organization developmental strategies which 

enthuses the employee commitment to the organization vision and values to motivate the employees and help 

the organization to gain and sustain the competitive advantage (Graddick, 1988). Greller(2006) states that 

people always work for a reason and the cause should be provided by work, organization, co-workers or from 

within. Findings show that when employees want to advance in their careers, a motivational factor, it does not 

matter how old one is, a lot of stay in the organization as a way to advance 

H: Work-life balance: 

Of the 101 “Work life Balance” retention and attraction strategies identified for the Government Health 

sector, the following have been identified as the ten most essential: Ten Most Essential Work Life Balance 

Retention and Attraction Strategies 

1. Flexible working hours - providing more flexible and consultative arrangements and working hours to all 

employees, including shift workers.  

2. Part time work - providing more part time jobs with less hours or fewer shifts, or job sharing arrangements 

to all employees.  

3. Reasonable working hours - reducing excessively long working hours and double shifts.  

4. Access to childcare - improving access to childcare with onsite childcare facilities and giving shift workers, 

who need access to childcare facilities, regular fixed shifts.  

5. Flexible leave arrangements - providing greater flexibility in leave arrangements to suit employees’ 

personal circumstances, including leave for school holidays through purchased leave arrangements and 

extended leave without pay to provide full time care to family members.  

6. Leave in single days - allowing employees to request and take leave in single days and accrued hours as 

time off in lieu of payment.  



  
 

 

30 Roy Mathew, Dr. S. John Manohar 

 

International Journal of Engineering Technology Science and Research 

IJETSR 

www.ijetsr.com 

ISSN 2394 – 3386 

Volume 2, Issue 10 

October 2015       

7. Job mobility - providing increased mobility for employees to transfer between wards, hospitals, work areas 

and health services to find more suitable working arrangements that will assist them to better balance their 

current work and family/personal responsibilities.  

I: Superior support:  

The leadership style consider affective factor in employee retention. The relationship between supervisor and 

worker play pivotal role in employee turnover intention. The organization “human face” is supervisors. 

Leaders are the human face of the firm. Eisenberger and associates (1990), suggested that a employees view 

regarding organization is strongly concerned to their relationship with supervisor. If supervisor support, open 

communication and have good relationship with employees, the employees turnover intention are likely less 

and more engaged with organization (Greenhaus,1994).  

J: Effective leadership:  

According to Mat (2008), leadership definitions keep evolving as scholars try to simplify the definition to 

enable people to understand the concept easily and to makeit less complicated and more practical in daily 

business. For centuries leadership studies have been obsessed with leaders, and with identifying the 

characteristics required for effective leadership. Even though it is clearly stated that it is difficult to give 

leadership a single definition, people keep exploring this area of study. It shows that there is no stopping point 

for leadership study and it has become an essential element in social science.  

According to Okumbe (1998), leadership is a process of encouraging and helping others to do something of 

their own volition, neither because it is required nor because of the fear of consequences of non-compliance. 

Leadership is thus a process of encouraging and helping others to work enthusiastically towards objectives. It 

is the human factor that binds a group together and motivates it towards goals transforming the group’s 

potentials into reality.  

 

2. LITERATURE ANALYSIS: 

Leadership behavior and job satisfaction  

House and Filley (1971, 1996) tested path-goal contingency theory of leadership based on the prior research 

citing the works of Evans (1970) and Georgopoulos, Mahoney and Jones (1957) who maintained that the 

effective leader motivates employee to achieve the goal through reward and making clear employee’s path to 

the organization’s objectives which increase both employee satisfaction and organization’s productivity. 

Among determinants of job satisfaction, leadership is viewed as an important predictor and plays a central 

role. During the previous century, large amount of studies has gathered so many types of leadership in term 

group processes, personality and its effects, the art of inducing compliance, the exercise of influence, an act or 

behavior, a form of persuasion, a power relation, an instrument of goal achievement, an emerging effect of 

interaction, a differentiated role, the initiation of structure and a combination of various elements (Bass, 

1990). But the usage of an appropriate theory extremely depends on the purpose of the study (Bass, 1990; 

Yukl, 1998). 

Many previous studies show that consideration leadership behavior is positively related to employee job 

satisfaction while negative relationship report for initiating structure leadership behavior (Greene & 

Schriesheim, 1977; House & Filley, 1971; Nealy & Blood, 1968). However, other studies concluded 

differently and found negative relationship between consideration leadership behavior and job satisfaction 

(Halpin, 1954; Hodge, 1976; Patchen, 1962). Interestingly some studies indicate both consideration and 

initiating structure leadership behavior are positively related to job satisfaction (Bartolo & Furlonger, 2000; 

Katerberg & Horne, 1981). 

Perceived organizational support and job satisfaction  

According to Eisenberger, Huntingdon, Hutchinson and Sowa (1986:501), individuals tend to “form global 

beliefs concerning the extent to which the organization values their contributions and cares about their well-

being.” These beliefs that are exchanges between an employee and employing organization are called 

perceived organizational support and is used to define in this study. High levels of perceived organizational 



  
 

 

31 Roy Mathew, Dr. S. John Manohar 

 

International Journal of Engineering Technology Science and Research 

IJETSR 

www.ijetsr.com 

ISSN 2394 – 3386 

Volume 2, Issue 10 

October 2015       

support creates feelings of obligation, to the employers as well as makes them feel they have to return the 

employers’ commitment by engaging in behaviors that support organizational goals. From the social exchange 

perspective, research has revealed that perceived organizational support is positively related to job attendance 

and measures of job performance (Eisenberger et al., 1986).  

From a social exchange perspective, it can be argued that employees who perceive a high level of support 

from the organization are more likely to feel an obligation to repay the organization in terms of affective 

commitment (Eisenberger et al., 1986; Shore & Wayne, 1993). According to Eisenberger, Fasolo and Davis-

LaMastro (1990), employees who feel supported by their organization and care about the organization would 

engage in activities that help to further the organization’s goals. 

Relationship between perceived organizational support, ... 168 Z.A. Ahmad – Z.A. Yekta  

disputes that perceived organizational support and job satisfaction conception are distinct but related. 

Perceived organizational support is a measure of employer commitment and set of beliefs about how much the 

organization cares for the staff well-being, whereas job satisfaction focuses on different sides or viewpoints of 

work and is the affective response to these different aspects of work situation.  

In summary, many previous studies have shown that perceived organizational support was positively 

associated with levels of job satisfaction, high level of perceived organizational support resulted higher level 

of job satisfaction (Burke & Greenglass, 2001; Burke, 2003; Stamper & Johlke, 2003; Armstrong-Stassen, 

Cameron & Horsburgh, 1996).  

Leadership behavior, perceived organizational support and job satisfaction  

There is very limited research has explored the linkage between perceived organizational support, leadership 

behavior and follower job satisfaction. For employees the concept of support raise questions in relation to both 

interpersonal and organizational support (Connell, Ferres & Travaglione, 2003). How an organization shows 

concern with the needs and interests of the employee is based on two important theories; namely perceived 

organizational support (exchange between the employee and organization) and leader member exchange 

(exchange between the employee and supervisor) (Krause, 2004).  

Whereas organizational support is important to employee satisfaction and loyalty, leadership behavior and 

how the employees perceive their superior support also play a vital role in obtaining the desired work 

outcomes. Previous studies show that perceived superior support (Eisenberger, Stinglhamber, Vandenberghe, 

Sucharski & Rhoades, 2002) is positively related to perceived organizational support. In addition, supportive 

leadership behavior and strong relationship with superior influence employees’ preceived organizational 

support (Krause, 2004). 

Eric Ng Chee Hong (1996): An Effectiveness of Human Resource Management Practices on Employee 

Retention in Institute of Higher learning: - A Regression Analysis 

An effective human resource management practices namely employee  empowerment, training and 

development, appraisal system compensation are the main factor for the success of a firm on employee 

retention. In this study, we aim to study how employees regard importance of their empowerment, equity of 

compensation, job design through training and expectancy toward effective performance management on their 

retention. Quantitative data was collected using the non probability self administered questionnaire that 

consist of questions with 5-points Likert scales distributed to our samples of 278 individuals. By using a 

multiple regression analysis, it is found that, training and development, appraisal system compensation are 

significant to employee retention except employee empowerment. Based on the results, training, 

compensation and appraisal is a fundamental consideration for University of Y lecturers’ retention decision; 

while empowerment is less fundamental to lecturers’ consideration as this can be attributed to the Asian 

culture characteristic of higher authority conformity. 

Dolly Lavania , Himanshu sharma, Nidhi Gupta (2011){ Faculty Recruitment and Retention: A key for 

managing talent in the higher education 

Attracting, developing and retaining employees with assured pipeline of qualified people is essential for 

success of any organization which we called as talent management. Leveraging and nurturing these assets for 

continuous growth of the organization is equally important for someone serving in a corporate to someone 
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serving in academics. The excellence of educational sector depends on the kind of people able to enlist and 

retain of its faculties, it is the faculty that sets the tone of an educational institution to move forward. It is of 

utmost importance that institutions should design and pursue policies / mechanisms so as to compete well in 

market place to attract and retain for them the best faculty talent. 

2.1Research gap analysis:  

It is often thought that superior support and good leadership are often not important factors for retaining 

teachers in the education sector. While going through various studies on retention management I could find 

that not much work was done in the area of influence of these factors on satisfaction level of teachers in 

colleges and universities. 

 

3. RESEARCH METHODOLOGY: 

3.1 Objectives: 

1. To study the demographic profile of the respondents in management institutions in Bengaluru. 

2. To study the factors affecting retention of teachers in management institutions in Bengaluru. 

3. To determine job satisfaction levels of teachers in management institutions. 

4. To understand the level of influence of superiors and leaders on job satisfaction levels of teachers 

3.2 Hypotheses of the study: 

1. There is significant relationship between effective superior support and job satisfaction level of 

teachers 

2.  There is significant relationship between effective leadership and job satisfaction level of teachers 

3.3 Sampling technique 

A non probability sampling technique – Quota Sampling. This method is a non probability sampling method. 

Found to be ideal as there is a heterogeneous population of teachers who come under the study. 

3.4 Sample size 

 Sample size was 112 teachers from various Management Institutions in Bengaluru.  

3.5 Scope of the study 

The target respondents are teachers designated- Asst Professors, Associate Professors and Professrs. The data 

was collected during a period of 3 months from August 2015 to October 2015. 

3.6 Sources of dta 

The Primary data is collected by using structured questionnaire. The form of question is of both closed and 

open type. The scales used to evaluate questions are: 

 Nominal scale and  

 5 point Likert scale  

3.7 Limitations of the study 

a) Responses may not reveal the actual fact for certain questions as they would have thought it is not 

confidential. 

b) The Sample size is restricted and quota sampling may not have given the actual picture. 

c) The questionnaire consisting of 119 items would be lengthy for a person to answer. 

3.8 Statistical tools for data analysis 

 Stepwise Regression 

Often, theory and experience give only general direction as to, which of a pool of candidate variables should 

be included in the regression model. The actual set of predictor variables used in the final regression model 

must be determined by analysis of the data. Determining this subset is called the variable selection problem. 

Finding this subset of regressor (independent) variables involves two opposing objectives. First, we want the 

regression model to be as complete and realistic as possible. We want every regressor that is even remotely 
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related to the dependent variable to be included. Second, we want to include as few variables as possible 

because each irrelevant regressor decreases the precision of the estimated coefficients and predicted values. 

Also, the presence of extra variables increases the complexity of data collection and model maintenance. The 

goal of variable selection becomes one of parsimony: achieve a balance between simplicity and fit as many 

regressors as needed. 

 Analysis also involves multivariate regression equation of the form.  

      Y= C + βX1 + βX2 + βX3 +…..+ βXn 

Y= Dependent variable - Performance. 

C= Constant value. 

        β= Unstandardized coefficient. 

   X= Dimension of independent variables 

 Correlation, mean and standard deviation.  

 

4.  Data Analysis: 

Table 1: Reliability Statistics: 

  Cronbach's Alpha N of Items 

.981 112 

    Interpretation: Reliability is found to be 0.981, which says the data is highly reliable 

Table 2: Designation of Teachers 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

ap 89 79.5 79.5 79.5 

asop 20 17.9 17.9 97.3 

p 3 2.7 2.7 100.0 

Total 112 100.0 100.0  

Interpretation: Out of 112 respondents 79.5% were assistant professors, 17.9% 

associate professors and 2.7% professors. 

Table 3: Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Female 40 35.7 35.7 35.7 

Male 72 64.3 64.3 100.0 

Total 112 100.0 100.0  

Interpretation: Among the 112 respondents 64.3% are male and 35.7% are female 

teachers. 

Table 4: Teaching Experience 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

1.00 56 50.0 50.0 50.0 

2.00 10 8.9 8.9 58.9 

3.00 44 39.3 39.3 98.2 

4.00 2 1.8 1.8 100.0 

Total 112 100.0 100.0  
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Interpretation: Analysis of the teaching experience shows that 50% of the teachers 

have less than 5 years of teaching experience. 

Table 5: Regression Analysis: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .950
a
 .903 .901 .29410 

a. Predictors: (Constant), LEADERSHIP, SUPERIOR 

 

Table 6: ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 87.841 2 43.920 507.779 .000
b
 

Residual 9.428 109 .086   

Total 97.269 111    

a. Dependent Variable: JOB_SATISFACTION 

b. Predictors: (Constant), LEADERSHIP, SUPERIOR 

Table 7: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) -2.891 .460  -6.286 .000 

SUPERIOR 1.226 .206 .485 5.936 .000 

LEADERSHIP .583 .099 .482 5.892 .000 

Dependent Variable: JOB_SATISFACTION 

Interpretation : i) We find that the regression model explaining the influence of Superior support 

and Effective leadership on Job satisfaction is given by: 

   Y= -2.891 + 1.226X1 + .583X2  

Where Y =  Satisfaction level of employees 

X1= Superior support 

X2 = Effective Leadership 

Significance values for both independent are < 0.05 and hence we conclude that both Superior 

support and Effective Leadership are significant factors in determining job satisfaction of teachers 

in institutions. 

ii) The above regression model is said to make significant impact. R square being 0.903 we 

conclude that 90.3% of the variation in Job satisfaction can be explained by superior support and 

effective leadership. 

 

Table 8: Stepwise Regression Model: 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .865
a
 .748 .746 .18695 

2 .943
b
 .889 .887 .12479 

3 .977
c
 .955 .953 .08006 

4 .995
d
 .989 .989 .03926 

5 1.000
e
 1.000 1.000 .00000 

Predictors: Superiors encourages me to have discussion,  i)    Management conducts health 

programs, never left alone with difficult tasks, take my own decisions, superiors always 

support 



  
 

 

35 Roy Mathew, Dr. S. John Manohar 

 

International Journal of Engineering Technology Science and Research 

IJETSR 

www.ijetsr.com 

ISSN 2394 – 3386 

Volume 2, Issue 10 

October 2015       

Table 9: ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 11.411 1 11.411 326.488 .000
b
 

Residual 3.844 110 .035   

Total 15.255 111    

2 

Regression 13.558 2 6.779 435.335 .000
c
 

Residual 1.697 109 .016   

Total 15.255 111    

3 

Regression 14.563 3 4.854 757.319 .000
d
 

Residual .692 108 .006   

Total 15.255 111    

4 

Regression 15.090 4 3.772 2447.020 .000
e
 

Residual .165 107 .002   

Total 15.255 111    

5 

Regression 15.255 5 3.051 . .
f
 

Residual .000 106 .000   

Total 15.255 111    

Dependent Variable: SUPERIOR SUPPORT 

Predictors: (Constant), Superiors encourages me to have discussions, management 

conducts health programs, never left alone with difficult asks, take my own 

decisions, superiors always support 

Table 10: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 1.852 .095  19.545 .000 

Superiors encourages me to 

have discussions 
.471 .026 .865 18.069 .000 

2 

(Constant) 1.472 .071  20.706 .000 

Superiors encourages me to 

have discussions 
.296 .023 .544 12.926 .000 

Management conducts health 

programs 
.273 .023 .494 11.743 .000 

3 

(Constant) 1.059 .056  18.837 .000 

Superiors encourages me to 

have discussions 
.208 .016 .381 12.732 .000 

Management conducts health 

programs 
.227 .015 .412 14.827 .000 

Never left alone with difficult 

tasks 
.270 .022 .341 12.522 .000 

4 

(Constant) .131 .057  2.284 .024 

Superiors encourages me to 

have discussions 
.163 .008 .299 19.517 .000 

Management conducts health 

programs 
.357 .010 .647 34.712 .000 

Never left alone with difficult 

tasks 
.295 .011 .373 27.689 .000 

Take my own decisions .148 .008 .279 18.494 .000 

5 (Constant) 
-8.549E-

015 
.000 

 
. . 
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Superiors encourages me to 

have discussions 
.143 .000 .262 . . 

Management conducts health 

programs 
.286 .000 .518 . . 

Never left alone with difficult 

tasks 
.286 .000 .362 . . 

Take my own decisions .143 .000 .268 . . 

Superiors always support .143 .000 .188 . . 

a. Dependent Variable: SUPERIOR SUPPORT 

Interpretation: 

Using Stepwise regression model we find that the teachers should never be left alone with difficult 

tasks. This is the key in increasing satisfaction level among teachers. Regression coefficient is 

0.286 which is higher than all other factors. 

The next most important contributor to increasing satisfaction level among teachers is that the 

management conducts health programs aimed at educating employees about health problems and 

about need for maintaining and improving health. Regression coefficient is 0.286 which is higher 

than all other factors. 

Another important factor which keeps teachers satisfied is the way the superiors encourage them to 

have discussions at any time with regard to the problems they face. 

Table 11: Regression  Model Summary on Leadership effectiveness 

Model R R Square Adjusted R 

Square 

Std. Error of the Estimate 

1 .987
a
 .973 .973 .12669 

2 .996
b
 .992 .992 .06893 

3 .998
c
 .996 .996 .04907 

4 1.000
d
 1.000 1.000 .00000 

Predictors: Plans well in advance the short term and long term goals, clarity 

of purpose and reinforces the teachers,  transforms the vision in to tangible 

reality, management has the ability to influence and be influenced .  

 

Table 12: ANOVA  

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 64.731 1 64.731 4033.194 .000
b
 

Residual 1.765 110 .016   

Total 66.496 111    

2 

Regression 65.978 2 32.989 6943.307 .000
c
 

Residual .518 109 .005   

Total 66.496 111    

3 

Regression 66.236 3 22.079 9167.694 .000
d
 

Residual .260 108 .002   

Total 66.496 111    

4 

Regression 66.496 4 16.624 
141406007557

23566.000 
.000

e
 

Residual .000 107 .000   

Total 66.496 111    
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Dependent Variable: LEADERSHIP 

Predictors: Plans well in advance the short term and long term goals, clarity of purpose 

and reinforces the teachers, transforms the vision in to tangible reality, management has 

the ability to influence and be influenced. 

 

Table 13: Coefficients  

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig 

B Std. Error Beta  

1 

(Constant) 1.148 .033  34.985 .000 

Plans well in advance the 

short term and long term 

goals 

.599 .009 .987 63.507 .000 

2 

(Constant) 1.120 .018  62.451 .000 

Plans well in advance the 

short term and long term 

goals 

.341 .017 .563 20.460 .000 

Clarity of purpose and 

reinforces the teachers 
.282 .017 .446 16.204 .000 

3 

(Constant) .957 .020  47.209 .000 

Plans well in advance the 

short term and long term 

goals 

.305 .012 .503 24.641 .000 

Clarity of purpose and 

reinforces the teachers 
.231 .013 .365 17.288 .000 

Transforms the vision in to 

tangible reality 
.154 .015 .152 10.346 .000 

4 

(Constant) .500 .000  14764939.320 .000 

Plans well in advance the 

short term and long term 

goals 

.333 .000 .549 37626702.631 .000 

Clarity of purpose and 

reinforces the teachers 
.167 .000 .263 16203808.791 .000 

Transforms the vision in to 

tangible reality 
.167 .000 .165 15973485.133 .000 

Management has the ability 

to influence and be 

influenced 

.167 .000 .079 14874215.953 .000 

Interpretation: The leader must plan well in advance, the short term and long term goals. This is the most 

important quality of a leader according to the teachers. Regression coefficient is 0.333 which is higher than all 

other factors. 

Table 14: Group Statistics 

 Gender N Mean Std. Deviation Std. Error Mean 

JOB_SATISFACTION 
Female 40 2.9292 .85476 .13515 

Male 72 3.4144 .93990 .11077 
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Table 15: Independent Samples Test 

 Levene’s Test for Equality of 

Variances 

t-test for Equality of 

Means 

F Sig. t df 

JOB_SATISFACTION 

Equal variances assumed .057 .811 -2.702 110 

Equal variances not 

assumed 

  
-2.777 87.345 

Table 16: Independent Samples Test (Gender wise) 

 t-test for Equality of Means 

Sig. (2-tailed) Mean Difference Std. Error 

Difference 

JOB_SATISFACTION 
Equal variances assumed .008 -.48519 .17958 

Equal variances not assumed .007 -.48519 .17474 

Interpretation: Job satisfaction level has a mean of 3.41 among male teachers where as it is 2.93 among 

female teachers. Assuming equal variances, we find this difference is significant at 5% level. 

 

5. FINDINGS OF THE STUDY: 

1. We find that the regression model explaining the influence of Superior support and Effective leadership on 

Job satisfaction is given by: 

   Y= -2.891 + 1.226X1 + .583X2  

Where Y = Satisfaction level of employees (the dependent variable) 

X1= Superior support 

X2 = Effective Leadership 

We find that Superior support and Effective Leadership are significant factors in determining job satisfaction 

of teachers in institutions. 

The above regression model is said to make significant impact.  

R square being 0.903 we conclude that 90.3% of the variation in Job satisfaction can be explained by superior 

support and effective leadership. 

2. Using Stepwise regression model we find that the teachers should never be left alone with difficult tasks. 

This is the key in increasing satisfaction level among teachers. Regression coefficient is 0.286 which is higher 

than all other factors. 

The next most important contributor to increasing satisfaction level among teachers is that the management 

conducts health programs aimed at educating employees about health problems and about need for 

maintaining and improving health. Regression coefficient is 0.286 which is higher than all other factors. 

Another important factor which keeps teachers satisfied is the way the superiors encourage them to have 

discussions at any time with regard to the problems they face. 

3. The leader must plan well in advance, the short term and long term goals. This is the most important quality 

of a leader according to the teachers. Regression coefficient is 0.333 which is higher than all other factors. 

4. Job satisfaction level has a mean of 3.41 among male teachers where as it is 2.93 among female teachers. 

Assuming equal variances, we find this difference is significant at 5% level. 
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6. CONCLUSIONS: 

1. There is found to be higher level of job satisfaction among male teachers than among female teachers. 

Variety of strategies need to be adopted to keep female teachers more satisfied with their profession. 

2. Superior support and Effective Leadership are significant factors in determining job satisfaction of 

teachers in educational institutions.  

3. The teachers should never be left alone with difficult tasks. Discuss with them and support them 

whenever they require help. Not only that, provide facilities so as to take care of their health.  

4. The leader must plan well in advance, the short term and long term goals. This is the most important 

quality of a leader in the education sector according to the teachers. 
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