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ABSTRACT

The organizational climate has played a crucial role in an organization/institution resulting in high
individual, organizational performance and specially motivation to work. Motivation is the process of
stimulating people to action and to achieve a desired task and healthy organizational climate in an
individual’s expressed career related goals or choices. The organizational climate is very much
related with motivational aspects. Teacher educators play an important role in bringing about social
transformation leading to national reconstruction. The quality of teachers and inputs, therefore
become of paramount importance in the whole process of teaching and learning that are influenced
by the organizational climate. 221 teacher educators were randomly selected for the study from West
Bengal. Organizational Climate Inventory by Chattopadhyaya and Agarwal (2011) and self
developed Teacher Educator’s Motivation to Work Scale (2016) was used in the study. It was
revealed that the perception of male, self financed and organizational climate of rural teacher
educator’s are better than the female, government and urban teacher educators. The female;
government and urban teacher educators are highly motivated than the male; self finance and rural
teacher educators on their work. There was no positive significant relationship between
organizational climate as perceived by teacher educators and motivation to work of teacher
educators.

Keywords: Organizational Climate, Motivation to Work, Teacher Education Institutions, Teacher
Educators.

Introduction:

Teacher education institutions are undergoing an over hauling change in the perspectives of quality
education. Our nation always struggling for quality with quantity and equity in every sphere of
education and teacher education is not the exception. There is a common notion that rapid growth in
educational institutions at college and university levels over the years has resulted in the dilution of
quality and standard, which in turn has affected the quality of human resource. Organizational climate
is generally defined as a psychological state strongly affected by organizational conditions, such as
systems, structure and managerial behaviour. An organization is a group of people intentionally
organized to accomplish an overall common goal or act of goals. An organization operates according
to an overall purpose or mission (Kaur & Kaur, 2015, p. 56). It includes the leadership focus,
authority and responsibility, resource policies and planning and implementation. The organizational
climate of an institution is intimately connected with teachers’ attitude and behavior. High
performance organizations tend to make optimal use of everyone’s capabilities which affect their
dedication, motivation to timework, job satisfaction and efficacy. Organizational climate describes the
members’ perception of their work environment. The characteristics of organizational climate are
considered as important construct that can change over time, perceived by and shared among
organization’s members resulting in consensus among individuals. Motivation to work is a human
state where competence to work and ‘will to work’ fuse together. Teachers play a very important role
in the learning process. So the teaching motivation of the teacher directly affects the students. If the
teacher is not motivated towards teaching, he/she will not be able to motivate the student towards
learning. Motivation helps the teacher to teach the student effectively as per their needs (Davidson,
2007).

Litwin & Stringer (2001) defined that organizational climate as a group of measurable characteristics
that member could perceive directly or indirectly in the work environment and as a description of
environmental factors, it could help researchers ascertain the effects of environment on employee
motivation. Giri and Kumar (2007) acknowledged in an investigation that organizational climate had
a significant effect on job satisfaction and work motivation. Ladyong’s (2014) findings have

136




IRA-International Journal of Education & Multidisciplinary Studies

implications on the role of administrators particularly in enhancing a positive school climate in order
to motivate teachers to improve their work performance.

This study would gain significance in the following aspects —

e The study would help to understand the status of organizational climate as perceived by the
teacher educators in Teacher Education Institutions (govt./govt. aided and self financed) of West
Bengal.

e The study would help to understand the level of motivation to work of teacher educators.

e The study would help to understand the relationship between the organizational climate and
motivation to work of teacher educators in Teacher Education Institutions.

In order to assess the organizational climate of teacher education institutions perceived by the teacher

educators and motivation to work of teacher educators, a noble attempt was made by the investigators

to investigate different aspects which promote status of organizational climate and motivation to work
and the nature and level of their motivation now endowed with the teacher educators of West Bengal.

The problem for investigation has been stated as “Organizational Climate of Teacher Education

Institutions in West Bengal in relation to Teacher Educators’ Motivation to Work”.

Objectives

The present study has been designed with the following objectives in mind.
I.  To find out the status of organizational climate as perceived by the teacher educators in
Teacher Education Institutions.
I1.  To study teacher educators’ level of motivation to work in the Teacher Education Institutions.

I11.  To study the organizational climate as perceived by teacher educators in teacher education
institutions due to categorical variables like gender (male & female), type of management
(govt. & self financed) and locale (urban & rural).

IV.  To study the level of motivation to work of teacher educators in teacher education institutions
due to the categorical variables like gender (male & female), type of management (govt. &
self financed) and locale (urban & rural).

V.  To study the relationship between organizational climate as perceived by teacher educators
with teacher educators’ motivation to work in Teacher Education Institutions.

Hypotheses
Basing upon the objectives stated above, the following hypotheses have been formulated.

Hol: There is no significant difference in the organizational climate as perceived by teacher educators
in relation to gender (male and female) variation.

Ho2: There is no significant difference in the organizational climate as perceived by teacher educators
in relation to type of management (government and self financed) variation.

Ho3: There is no significant difference in the organizational climate as perceived by teacher educators
in relation to locale (urban and rural) variation.

Ho4: There is no significant difference in motivation to work of teacher educators in relation to gender
(male & female) variation.

Ho5: There is no significant difference in motivation to work of teacher educators in relation to type
of management (government and self financed) variation.

Ho6: There is no significant difference in motivation to work of teacher educators in relation to locale
(urban and rural) variation.
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Ho7: There is no significant relationship between organizational climate as perceived by teacher
educators and teacher educators’ motivation to work.

Operational Definition of the Terms Used

Organizational Climate refers to the interpersonal relations in a living organization, member’s
perception, member’s attitude and behavior. It is the collective perception of behavior in an
institution. It also refers to its internal environment perceived by its member’s means teacher
educators (Chattopadhyay and Agrawal, 1976). Motivation to Work here refers to work that is
defined as a task, duty or accomplishment. Motivation to work is a human state where competence to
work and "will to work" fuse together. Work motivation in the present study refers to the process,
which is used to encourage and inspire teachers to perform their jobs efficiently and also to initiate
work-related behavior among them. Teacher Educators here refers to those teachers who teach and
work at B.Ed. colleges. Teacher Education Institution here refers to the teacher education colleges
for the secondary level, which provide B.Ed. course and are either govt./govt. aided or self financed
college.

Scope and Delimitation

The scope of the study is to assess the organizational climate of teacher education institutions and
motivation to work of teacher educators in relation to gender, type of management and locale
variations. The study was delimited to 221 teacher educators working in different teacher education
institutions of West Bengal only.

Methodology

Design: This study was mainly a descriptive survey design. A descriptive method of research of ex-
post facto type has been adopted for the study. Sample: The population of the study includes all
teachers of all the teacher education institutions of West Bengal. A sample of 221 teacher educators
had been selected by random sampling procedure from 36 B.Ed. colleges of West Bengal. The sample
comprises of male 126 (57%) & female 95 (43%)), teachers of govt./govt. aided college 99 (45%) &
teachers of self -financed college 122 (55%)), and teachers of urban college 100 (45%) & teachers of
rural college 121 (55%). Tools Used: The Organizational Climate Inventory (OCI) by
Chattopadhyaya and Agarwal (2011) was used for the status of organizational climate of teacher
education institutions. Reliability co-efficient by Spearman-Brown Formula was 0.898 which shows
that there was high internal consistency in the instrument and hence it was highly reliable. In the
present study reliability of the scores was computed by using Cronbach’s Alpha and was found to be
0.714 for OCI. And self developed Teacher Educator’s Motivation to Work Scale (TEMWS,) was
used for the study. The reliability calculated for the 23 items of the Teacher Educator’s Motivation to
Work Scale using Cronbach’s alpha was found to be high i.e. 0.854. This indicated that the tool was
highly reliable. Procedure: Quantitative data analysis procedure was followed for this study. The
collected data were analyzed through IBM SPSS 22.0 version and the significance of ‘t’ values were
tested at 0.05 level of significance. The Statistical techniques such as mean, SD, t- test and ‘r’ test
were used in this study.

Results and Discussion
Testing Objective 1

Status of the Organizational Climate as Perceived by Teacher Educators

For the study of status of organizational climate of teacher education institutions as perceived by
teacher educators, percentiles were calculated and subsequently categorization of the group were
identified on the basis of corresponding percentiles scores which helped the researcher to have an idea
about the status of organizational climate as perceived by the teacher educators in teacher education
institutions. On the basis of the percentile scores the groups has been divided into three categories
which are presented in the following table 1 and graphically presented in a figure (i).
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Table 1

Status of Organizational Climate as Perceived by the Teacher Educators in Teacher Education
Institutions

Percentiles Raw Scores No. of | % of | Status of Organizational
Sample | Sample Climate

P.s & Above 229 & Above 54 24 High

Posto Pos 207 to 228 108 49 Average

P,s & Below 206 & Below 59 27 Low

Total 221 100

Status of Organizational Climate

49%
60%
%_ 270,
E 40% Z4Uo L7 /70
@
(%]
Lo y' N
x
0%
High Average Low

Fig. (i) Bar Graph showing Status of Organizational Climate as Perceived by Teacher
Educators

On the above table 1 and figure (i) shows that 24% (54) and 49% (108) of teacher educators’
perception about organizational climate is High and Average respectively while, 27% (59) perceive
that the organizational climate in teacher education institutions is Low.

Testing Objective 2

To achieve this objective, data was analyzed and percentiles were calculated to identify and categorize
the motivation to work of teacher educators.

Level of the Motivation to Work of Teacher Educators

For study the level of motivation to work of teacher educators were calculated percentiles and
according to that total no of sample and percentage of sample has been divided into three groups in
table 2 and graphically presented in a figure (ii).
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Table 2

Teacher Educators’ Level of Motivation to Work in Teacher Education Institutions

Percentiles Raw Scores No. of | % of | Level of Motivation to
Sample | Sample Work
P.; & Above 105 & Above |51 23 High
Pasto Pss 86 to 104 110 50 Average
P,s & Below 85 & Below 60 27 Low
Total 221 100
Level of Motivation to Work
50%
o 40%
Q.
E 30%
g 0,
s 20%
R 10%
0%
High Average Low

Fig. (ii) Bar Graph showing Teacher Educators’ Level of Motivation to Work

On the above table 2 and figure (ii) shows that the 23% (51) and 50% (110) teacher educators’ level
of motivation to work is High and Average respectively while 27% (60) of teacher educators’ level of
motivation to work are Low in teacher education institutions.

Testing of Objective 3

To fulfill this objective, the following null hypotheses Hyl, Ho2 & Hq3 were formulated and tested.

Testing Hypotheses Hoyl to Hy3

Table 3

Group Statistics of Organizational Climate as Perceived by Teacher Educators_Gender, Type
of Management and Locale

Variations N Mean Std. Std.
Deviatio Error
n Mean
ORGANIZATIONAL | Gender Male 12 218.84 17.44 1.55
CLIMATE 6
Female 95 215.52 15.23 1.56
Type of | Government 99 21456 | 15.54 1.56
Manageme | Self 12 219.73 17.08 1.55
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nt Management 2
Locale Urban 10 216.16 | 15.97 1.59
0
Rural 12 218.45 | 17.05 1.55
1

From the table 3 it was observed that variation wise there was slight differences in the mean scores
and standard deviation of each of the categorical variables. Therefore, it was thought obligatory to
study the significance of difference between the two sub samples of each of the intra variables.
Therefore, the independence sample test was adopted to find out the Levene’s Test for Equality of
Variances and ‘t’ test for equality of means. The result was presented in table 4.

Table 4

Independent Samples Test of Organizational Climate as Perceived by Teacher Educators_Male
vs Female, Government vs Self Financed and Urban vs Rural

ORGANIZATIONAL | Levene’s Test for Equality | t-test for Equality of Means
CLIMATE of Variances
Sig. (2-
F Sig. t df tailed)
Gender Variation | Equal
(Male vs Female) Variances | 1.165 282 -1.481" 219 | 0.140
Assumed
Type of Management | Equal
variation (Gowvt. vs Self | Variances | 1.028 0.312 | 2.332* 219 | 0.021
Financed) Assumed
Locale variation | Equal
(Urban vs Rural) Variances | 0.601 0.439 | -1.021° 219 | 0.308
Assumed

(*Significant at 0.05 level & # Not Significant at 0.05 level)

The analysis in table 4 shows that in case of Levene’s Test for equality of variances the p values are
.282 (p>0.05), 0.312 (p>0.05) and 0.439 (p>0.05). So, that the variability in two conditions in all three
cases are about the same, thus equal variances can be assumed. This table also shows that in case of
comparing the organizational climate as perceived by teacher educators between male and female
teacher educators the calculated t (»19) value was 1.481 and p =0.140 (p>0.05) Hence, ‘t’ was not
significant at 0.05 level. So, Hol was not rejected. In comparing the organizational climate as
perceived by teacher educators between government and self-financed institutions the calculated t ;9
value was found 2.332 and p =0.021 (p<0.05). Hence, ‘t> was significant at 0.05 level. So, H,2 was
rejected. The organizational climate as perceived by teacher educators between urban and rural
institutions’ teacher educators the calculated t(,19) value was found to be 1.021and p =0.308 (p>0.05)
Hence, t was not significant at 0.05 level. So, Hy3 was not rejected.

Testing Objective 4
To fulfill this objective, the null hypotheses Ho4, Ho5, Ho6 were formulated and tested.

Testing Hypotheses Ho4 to He6

141




IRA-International Journal of Education & Multidisciplinary Studies

Table 5

Group Statistics of Motivation to Work of Teacher Educators_Gender, Type of Management
and Locale

Variations N Mean | Std. Std.
Deviati Error
on Mean
MOTIVATION Gender Male 12 92.64 12.80 1.14
TO WORK 6
Female 95 95.81 11.60 1.19
Type of | Governme 99 95.15 12.83 1.29
Manageme | nt
nt Self 12 93.07 11.96 1.08
Manageme | 2
nt
Locale Urban 10 94.47 11.72 1.17
0
Rural 12 93.61 12.91 1.17
1

From the table 5 it was observed that variation wise there was some differences in the mean scores
and standard deviation of each of the different variation. Therefore, the independence sample test was
adopted to find out the Levene’s Test for Equality of Variances and ‘t’ test for equality of means. The
result was presented in table 6.

Table 6

Independent Samples Test of Motivation to Work of Teacher Educators_Male vs Female,
Government vs Self Financed and Urban vs Rural

MOTIVATION TO | Levene’s Test for Equality of | t-test for Equality of Means
WORK Variances
Sig. (2-
F Sig. t df tailed)
Gender  Variation | Equal
(Male vs Female) Variances | 2.023 0.156 | 1.991* 219 | 0.050
Assumed
Type of | Equal
Management Variances 4
variation (Gowt. vs | Assumed 0.579 0.447 | 1.248 219 | 0.213
Self Financed)
Locale variation | Equal
(Urban vs Rural) Variances | 2.171 0.142 | 0.513 219 | 0.609
Assumed

(*Significant at 0.05 level & # Not Significant at 0.05 level)

The analysis in table 6 shows that in case of Levene’s Test for equality of variances the p values are
0.050 (p=0.05), 0.213 (p>0.05) and 0.609 (p>0.05). So, equal variances can be assumed. This table
also shows that in case of motivation to work of teacher educators between male and female teacher
educators the calculated ty9) value is 1.991. Hence, ‘t’ is significant at 0.05 level. So, Ho4 was
rejected. The motivation to work of teacher educators between government and self-financed
institutions’ teacher educators the calculated t(»g) value is 1.248. Hence, ‘t’ is not significant at 0.05
level. So, Hg5 is could not be rejected. The motivation to work of teacher educators between urban
and rural institutions’ teacher educators the calculated t(»19) Value is 0.513. Hence, ‘t’ is not significant
at 0.05 level. So, Hq6 is could not be not rejected.
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Testing Objective 5

To fulfill this objective the following null hypothesis Hy7 was formulated and tested.

Testing Hypothesis 7
Table 7

Correlation Matrix of Organizational Climate as Perceived by Teacher Educators and Teachers
Educators’ Motivation to Work

ORGANIZATIONAL MOTIVATION
CLIMATE TO WORK
ORGANIZATIONAL Pearson 1 024"
CLIMATE Correlation
Sig. (2-tailed) 728
N 221 221
MOTIVATION TO | Pearson 024" 1
WORK Correlation
Sig. (2-tailed) 728
N 221 221
(# not significant at 0.05 level of significance)
Table 8
Correlation Matrix of Teachers Educators’ Motivation to Work and Dimensions of

Organizational Climate as Perceived by Teacher Educators (Dimensions Abbreviated)

PS CF RS R CR [0S ML |DMP |SS W IP

Motivation |r |.055 |-020 |.173" |-.002 |.050 |-.067 |-.066 |.158" |-.076 |-.052 |.077
Work | p | 414 |.771 | .010 |.982 | .458 |.323 [.328 |.019 |.260 |.444 | .253
(MW) N|[221 [221 |221 221 | 221 [221 |221 |221 221 | 221 |221

MW =MOTIVATION TO WORK, PS= Performance Standard, CF = Communication Flow, RS
Reward System, R =Responsibility, CR= Conflict Resolution, OS= Organizational Structure, ML
Motivational Level, DMP= Decision Making Process, SS= Support System, W= Warmth, IP
Identity Problem

r = Pearson Correlation, p = Sig. (2-tailed), N= total

The analysis in the table 7 shows that, correlation coefficient i.e. ‘r’ between score of Organizational
Climate and Motivation to Work is .024. This indicates that a slight and positive correlation exists
between Organizational Climate and Motivation to Work. The ‘p’ value is .728 (p>0.05) which is not
significant at 0.05 level. Hence, Hq7 is not rejected. So, it can be said that there existed positive but
not significant relationship between Organizational Climate as perceived by teacher educators and
teacher educators’ Motivation to Work in Secondary level Teacher Education Institutions. Further
analysis table 8 shows that only two dimensions i.e. Reward System (‘r’ value is .173 and ‘p’ value is
0.10 its less than 0.05) and Decision Making Process (‘r’ value is .158 and ‘p’ value is .019 its less
than 0.05) are significantly correlated with motivation to work where as other dimensions have either
very low or negative correlations with motivation to work.
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Major Findings

The study gave the following findings —

i) The status of organizational climate as perceived by teacher educators and level of motivation
to work of teacher educators were not equally distributed in teacher education institutions.

i) There was no significant difference in the status of organizational climate as perceived by
male and female teacher educators’ variations. However, from the mean scores it was
revealed that the male teacher educators were high level than the female teacher educators.

iii) There was a significant difference in the status of organizational climate as perceived by govt.
and self financed institutions teacher educators’ variations. However, from the mean scores it
was revealed that the self financed teacher educators were high level than the government
teacher educators.

iv) There was no significant difference in the status of organizational climate as perceived by
urban and rural institutions teacher educators’ variations. However, from the mean scores it
was revealed that the rural institutions teacher educators were more high level than the urban
institutions teacher educators.

V) There was a significant difference in the level of motivation to work of male and female
teacher educator’s variation. However, from the mean scores it was revealed that the female
teacher educators were highly motivated in their work than the male teacher educators.

vi) There was no significant difference in the level of motivation to work of govt. and self-
financed institutions teacher educator’s variation. However, from the mean scores it was
revealed that the govt. teacher educators were highly motivated in their work than the self-
financed teacher educators.

vii) There was no significant difference in the level of motivation to work of urban and rural
institutions teacher educator’s variation. However, from the mean scores it was revealed that
the urban institutions teacher educators were highly motivated in their work than the rural
teacher educators.

viii)  There was no positive significant relationship between organizational climate as perceived by
teacher educators and motivation to work of teacher educators.

Conclusion

Based on the analysis results can be presented some conclusions. First, the type of management
variable influences the organizational climate of teacher education institutions. This revealed that
teacher educators of self financed institutions differed significantly from their counter parts of
government managed institutions. In respect of perception of organizational climate by the teacher
educators of government and self financed institutions, significant differences in the status of
perception were observed in the studies of Zahoor (2012), Akhiles (2013) and Shukla & Pareta
(2013). Secondly, the gender variable influences the teacher educators’ motivation to work. The study
was in conformity of the earlier studies undertaken by Saeed & Muneer (2012) and Bhattacharya &
Mukherjee (2013). Others variables are not influenced on the organizational climate and motivation to
work. Third, the organizational climate as perceived by teacher educators is not affected on their
motivation to work. Thus, motivation to work was not an important factor affecting organizational
climate. So, the head of the institutions and authorities should motivate the teacher educators so that
they could sustain their motivation to work effectively and healthy organizational climate in their
institutions. Hence the relationship between organizational climate and motivation to work could not
be established. The study was also in conformity with earlier studies conducted by Bhattacharya &
Neogi (2006) and Russel (2014).
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