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Abstract
Work-life balance and job satisfaction are explored continuously with the realization
that the achievements of schools' several goals and objectives, including teachers' well-
being to a great extent, are determined by a certain degree of work-life balance, and job
satisfaction teachers possess. With this understanding, the present study examined the
level of work-life balance and job satisfaction among secondary school teachers of
Sikkim. Moreover, the study also explored the difference in study variables across
select demographic variables viz., gender, management, nature of appointment,
experience, and subject taught, and traced the relationship between the study variables.
The Board of Studies, Sikkim University, approvedthe studiesandwas carried out from
2018-2021. The study was essentially quantitative and adopted the Descriptive
Research Method. Respondents included secondary school teachers (N=337)
subcategorized as male (n=151), female (n=186), government school teachers (n=324),
private (n=13), regular (n=164), ad-hoc (n=173), teachers with less than ten years of
experience (n=212), between ten to twenty years (n=68), teachers with more than
twenty years (n=57), science teachers (n=132), arts (n=136), language (n=69). A non-
probability Convenience Sampling technique was used to draw the samples. Structured
close-ended questionnaires, namely the Job Satisfaction Scale of Meera Dixit (2013)
and the Work-Life Balance Scale of Jeremy Hayman (2005), were used for data
collection. To understandthe level of teachers' work-life balance and job satisfaction,
Cross-tabulation was performed. Moreover, parametric tests, i.e., t-test, F test, and
multiple regression, were used to test the null hypotheses. Findings revealed amoderate
level of work-life balance and job satisfaction for the majority of teachers. There were
no significant gender differences in work-life balance. In contrast, male and female

teachers differed in their overall job satisfaction.

XVil



Furthermore, government and private schools’ teachers did not differ in their overall
work-life balance or job satisfaction; regular and ad-hoc teachers did not differ in their
overall work-life balance but showed a difference in their job satisfaction. Teachers
across different groups of teaching experience did not differ in their work-life balance
but differed in job satisfaction. The study revealed no significant difference among
teachers teaching science, arts, and language in their work-life balance and job

satisfaction.

Moreover, the study found no significant relationship between work-life balance and
job satisfaction, and predictors explained 4%variance in the outcome variable. Findings
from the studies can guide the stakeholders in planning, designing, and implementing
strategies at the school level. The study is essential in developing preliminary insights
about work-life balance and job satisfaction among secondary school teachers,

considering the absence of such studies in Sikkim.

Keywords: work-life balance, job satisfaction, secondary school teachers,

gender, management, appointment, experience, subject.
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Chapter |

Theoretical Background

1.0 Introduction

A teacher designated in the Indian tradition by Guru is essentially a Sanskrit
word dating back to more than twenty-five thousand years (Kale, 1970). In its
rudimentary mention, Guru or teacher was the one who taught VVedas and shaped the
moral behaviour, values, belief of pupils and had a great sense of devotion and non-
attachmentto hedonistic living (Kale, 1970). During Vedic and Upanishadic eras,
teaching was considered a spiritual duty. Teachers had the two-fold responsibility of
intellectual development and spiritual refinement of a small section of students
privileged to receive an education. This allowed them a good social standing,
recognition, and prestige. The idea of pupils' overall development as one of the many
aims of ancient education inherently carried with it the reality that teachers performed
many tasks besides sharpening learners' cognitive skills. This early evidence
sufficiently establishes the complexities of the teaching profession. However, an
absence of evidence surrounds the issues like their job satisfaction and work-life

balance.

Contrary to the above situation, abundant literature suggests that teaching today
has undergone a dramatic change due to changing times and resultant increased
responsibilities. Education has undergone a rapid transformation due to social,
political, and economic change (Eacute & Esteve, 2000). Furthermore, Eacute and
Esteve (2000) specifically maintain thatteachers are now mandatedto deal with a large

volume of mixed-ability students in contrast to a homogenous set of learners. In doing



so, teachers fail to remodel their teaching strategies. Parents' expectations have
increased who expectchildren to learn finer aspects of life like moral valuesand virtues
at school. This expectation is possibly linked to changing face of the workforce as
women who hitherto assumed the primary role of caregiver and training young ones in

values and virtues have started making inroads into the world of paid labour.

In any education scheme, the teachers are a fundamental resource upon which
the quality of education rests. They are expected to translate into action the visions and
special missions of the government and perform their numerous roles as per the
demands of the changing era (Sahan, 2009). However, the last two decades have been
a decade of survival for an overwhelming majority of teachers because of changes
ushered in by new reforms, demands, and expectations (Day, 2000). Teachers have had
to endure intense workloads while concurrently being paralyzed by threats of swelling
class sizes, enhanced quality implying more work, and teacher redundancies across
many countries (Day, 2000). Additionally, the technological pervasiveness in all
spheresof lifeand its use in lesson delivery has exposedthe teaching fraternity to newer
realities previously unknown (Wheeler, 2001). After hours, rampant engagement in the
digital learning environment significantly lowers teachers' work-life balance (Bauwens

etal., 2020).

The changingnature of the teachingprofessionhas by default made far-reaching
repercussions for teachers regarding their ability to harmonise work and life demands
ontheonehandand job satisfaction on the other. Consequently, studieson many crucial
themes associated with job satisfaction and teachers' work-life balance at all levels
received overriding priority, particularly from the 1980s. While the research evidence
suggests that increased workload among teachers culminates into high stress and other

associated problems like poor performance, poor work-life balance, poor job



satisfaction, and adversely affects students' achievement (Nayor & White, 2010). On
the other hand, the influence of teachers' acceptable level of job satisfaction and sound
work-life balance in realizing the institutional goals is well documented in the
international arena. In this regard, Shann (1998) opined that teachers' job satisfaction is
strongly correlated with teacher commitment and retention and eventually increased

school effectiveness.

Additionally, other researchers reported a significant relationship between
teachers' job satisfaction and professional commitment (Bashir 2017; Basu, 2016). At
the same time, some authors have identified a close association between job satisfaction
and student achievement (Banerjee et al., 2017). Teachers' high job satisfaction
consistently predicts more excellent students’ achievement, professional commitment,
and retention. Similarly, the sound work-life balance of teachers is linked with issues
of teacher retention (Noor, 2011) and positively affects the professional comm itment
among teachers (Arif & Farooqi, 2014). Likewise, teachers' better work-life balance
correlates with increased job satisfaction and high professional loyalty (Sorenson &
McKim, 2014). Furthermore, some researchers have also established a definite
association between the performance of teachers and the level of job satisfaction, and

the status of their work-life balance (Abdirahman etal., 2018).

Teaching as a profession is thoroughly intellectual and taxing. Teachers have to
engage in learning of their students, of their co-workers and at the same time require
enough time for self-learning, which essentially implies that they have to enact many
roles, i.e., scholars, mentors, leaders, researchers, and developers (Lieberman & Miller,
2005). Specifically, teachers at the secondary stage have to cater to adolescents at the
crossroads of their livesand whorequiresufficientguidance and counsellingto navigate

through the numerous problems the transitional stage throws at them. Under changed



circumstances, itis now incumbent upon all teachers to perform a wide variety of tasks

that often do not fall within the purview of their job description.

While international evidence has established that the teaching profession has
withstood a radical transformation, the formations of several Commissions,
Committees, and Policies in post-independent India with their visions of
universalization, quality, affordability, accessibility, and equity have revolutionized
teaching. Many authors analyzed these changing dynamics of teaching phenomenain
the Indian setting and recognized that the face of education has certainly changed
(Dey& Dutta, 2018; Gayen, 2017; Hussain & Sultana, 2017). Closer home in Sikkim,
teachers are not immune to this alteration in the teaching-learning sphere and the
emerging increased workload that often crosses the classroom boundaries. In this
regard, Sharma (2019) maintains that teachers' engagement in preparing teaching aids
and materials, organizingco-curricular activities, communicating with guardians, doing
other administrative activities eventually results in working overtime and compounds

the problem of stress.

Additionally, secondary sources inform us that schools throughout Sikkim are
committed to achieving the missions of a clean and green campus, a plastic-free
campus, organic farming, and a host of other activities that keep teachers busy
throughout the year. Furthermore, newer methods of teaching that require teachers to
develop teaching aids, including painting of walls and stairs of the schools with
educational writings, imply that teachersare predisposed to the additional workload. In
addition to this, most teachers in Sikkim serve in remote areas that lack basic facilities,
are separated from their families, and are oftenappointed on an ad-hoc basis. From here
arises the issue of job satisfaction and work-life balance in the absence of which

teachers fail to deliver to the best of their potential. Therefore, exploring concepts like



teachers' job satisfaction and work-life balance in the Sikkimese setting is timely. The
study will help in developing insights about their work-life balance situation and job
satisfaction, plan some interventions, and ensure the best results in students' learning

and fulfilling the institutional goals.

1.1Theories of Work-Life Balance

The intersection between work and life has been viewed mainly in terms of
conflict and enrichment perspective. Two dominant theories of work-life literature
primarily inform the ongoing study, namely the Conflict Theory of Greenhaus and
Beutell (1985) and the Enrichment Theory of Greenhaus and Powell (2006). The
former claims that as individuals participate in multiple roles, they are bound to have
conflicting experiences in each of these roles and can experience imbalance. The latter
views this participation in numerous roles as enriching, since the experiences, skills,
moods, etc., acquired in one domain may enrich one's performance in another realm. In
the subsequent paragraphs, the investigator presents these two dominant theories of

work-life literature.

1.1.1 Work-Family Conflict

Past literature suggests that work-family conflict theory owes its origin to the
Role Balance Theory (Bellavia & Frone, 2005). Role theorists define the role as a set
of activities or behaviour that an individual is expected to fulfill (Kahn etal.,1964) as
cited in (Bellavia& Frone, 2005). In their seminal work, Mark and MacDermid (1996)
presented a theory of Role Balance and identified and clearly distinguished between
positive role balance and negative role balance. According to them, positive role

balance can be equated to being fully engaged in multiple roles with complete care and



attention. Conversely, negative role balance can be conceptualized as an attitude of

disengagement in all the functions.

Further, according to Marks and MacDermid (1996), "Role balance is both a
behavioural pattern of acting roles in a certain way and a corresponding cognitive-
affectivepattern oforganizingone'sinner life of multiple selves.” (p.421). Additionally,
the Role Balance theory offers two opposite concepts, "Role Ease,” which is the
outcome of role balance, and "Role Strain,” a fallout of imbalanced roles (Marks
&MacDermid, 1996). Furthermore, Goode (1960) in Bellavia & Frone (2005)
suggested that having multiple roles is challenging. When people have various roles to
play, it invariably leads to the failure of an individual to comply with the expectations

coming from numerous positions and ultimately results in an incompatible situation.

Besides, conflict perspective is also rooted in the Role theory of Kahn et al.
(1964). While clarifying their Role theory, Kahn et al. (1964) maintained that a
significant driver of how an individual behaves is determined by how others expect
themto act. Moreover, when anindividual isengaged in multiple roles, this expectation
from others to conduct oneself in a specific manner result in inter-role conflict. Thus,
the individual is constantly pressurised by the need to fulfill both the roles, familial and
work. Additionally, the conflict arising from too many multiple positions has been
termed the inter-role conflict (Kahn et al., 1964) as cited in (Bellavia & Frone 2005).
This inter-role conflict also occurs because resources like time, energy, and
commitment must be divided equally between competing roles. Based on this very idea
of inter-role conflict, Greenhaus and Beutell (1985) proposed the following definition

of work-family conflict:



Accordingto Greenhaus and Beutell (1985), "A form of inter-role conflictin
which the role pressures from the work and family domains are mutually
incompatible in some respect. That is, participation in the work (family) role is

made more difficult by participation in the family (work) role™ (p. 77).

Such a type of conflict operates in both directions, i.e., family life can interfere
with work or, in other words (family-to-work conflict) or work life can interfere with
family life (work-to-family conflict). For instance, a parent working overtime fails to
be home on time to prepare healthy food for the family, such a parent experiences the
phenomena of work interfering with personal life. On the contrary, when an employee
seeks a day off from their professional errands to care for the ailing child, they will
experience personal life interfering with work (Bellavia& Frone, 2005). Whatever the
direction, both forms can result in a conflict situation and disturb the work-life balance

situation.

The operation of conflict in both the direction as discussed above is shown

figuratively below in Figure 1.1

Figurel.1

Directionality of Work-Family Conflict
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Work role — Family role
performance ——— performance
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Note. From Agarwala, p. 722



A similar situation, as suggested in Figure 1.1 may be encountered by a teacher
every day. Pressures come from the home front and the school, resulting in a conflict-

like situation that can thwart the balance.

Greenhaus and Beutell (1985) while exploring the phenomena of conflict have based

their definition on the idea of role conflict and inter-role conflict of Kahnetal. (1964).

Accordingto Kahnetal. (1964), "The simultaneous occurrence of two (or more)
sets of pressures such that compliance with one would make more difficult

compliance with the other" (p.94).

This definition underlines the fact that we are bound to be engaged in many
activities that demand simultaneous attention and participation in either of the actions,

often results in role conflict.

Similarly, the second form of role conflict occurs when an individual, while
participating in many roles, experiences a sense of confusion between these varied
roles, which Kahn etal. (1964) explain as a type of role conflict that results because of

dual pressures that come as a result of involvement in varied roles.

Evidence from the past thus points out that the Conflict Theory draws its
principal support from the Role Theory of Kahn et al. (1964) and Resource Drain
Theory (Edwards& Rothbard, 2000; Small & Riley, 1964) and Scarcity Hypothesis
(Edwards& Rothbard, 2000). The fundamental premise upon which the Scarcity
Hypothesis is based is that people operate under a finite number of resources such as
energy. Therefore, engagement in multiple roles causes depletion of resources leading
to insufficient resources available for other functions, which eventually results in
conflicts (Edward & Rothbard,2000; Rothbard, 2001) as cited in (Shein & Chen, 2011).

Based on this scarcity approach, conflict theory suggests that life domains can be



incompatible resulting from different norms and requirements (Burke, 1986; Evans &
Bartolome, 1984; Zedeck & Mosier, 1990) as cited in (Michel etal., 2013). Therefore,
according to Michel etal. (2013), more incredible role performance in one sphere leads

to reduced role performance in the other domain.

Further, work-family conflict operates in three dimensions- (i) time-based
conflict, (ii) behavior-based conflict, and (iii) strain-based conflict (Greenhaus &
Beutell, 1985). Time is a scarce resource; therefore, time-based conflict occurs when
time demands from one role make it challenging to participate in anotherrole. E.g.,
completing an assignment and being present at a family event in the same evening
results in time-based conflict (Greenhaus & Parasuraman, 1977) as cited in (Pradhan,
2016). Time spenton activitieswithin one role cannotbe devotedto activities in another
domain (Greenhaus & Beutell, 1985). As such, time-based conflict occurs when the
amount of time dedicated either to work or family roles interferes with either of the
domain roles, making it difficult to comply with family or work responsibilities
(Netmeyer et al., 1996). Going further, Greenhaus and Beutell (1985) also suggested
that time-based conflicttakes two forms-firstly, time pressures associated with one role
may make it challenging to comply physically with expectations from another role.
Secondly, time pressures may also produce a mental preoccupation with one role when
one may be physically attempting to fulfill another role's obligations. Based on the
review of many empirical evidence, Greenhaus and Beutell (1985) concludedthattime-
based conflicts stem from both work-related sources of conflict and family-related
sources of conflict. Work schedules and orientation, marital status, and dependent
issues like nurturing of children, partners'work involvement create immense pressures

forcing individuals to participate extensively in either of the roles that cause conflict.
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The second form of conflict involves role-produced strain. It occurs when
tensions, fatigue, irritability generated from one role often interfere with smooth
functioning of the second one. Taking hints from many studies, Greenhaus and Beutell
(1985) opined that strain-based conflict often results from the excessive time involved
in a particular role when the roles are incompatible. Thus, either the work domain or
the family domain that demands extreme time commitment results in strain. Based on
this premise, one can claim that time-based conflict is a precursor of strain-based
conflict. Work stressors can produce strain symptoms such as tension, anx iety, apathy,
depression, irritability, fatigue (Brief et al., 1981; Ivancevich & Matteson, 1980) as
cited in (Greenhaus & Beutell, 1985). For instance, a strain-based conflict for a teacher
in school may occur when a bad day in school resulting in a bad mood or anger intrudes

with one's family making it difficult to fulfill family roles peacefully.

Lastly, behaviour-based conflict occurs when a specific behaviour pattem
acceptable within a particular work environment seems incompatible with another set-
up where other conduct is expected. Thus, a person who cannot adjust behaviour to
comply with the expectations of different roles is likely to experience behaviour-based
conflict(Greenhaus &Beutell, 1985). E.g., aself-reliantobjective aggressive behaviour
that is required in a workplace may seem out-of-place while dealing with family
members who expect warm, emotional, nurturing behaviour from an individual
(Greenhaus& Beutell, 1985). In a nutshell, behaviour-based conflict occurs when an
individual fails to adjust his behaviour pattern per the expectations of different roles
(Greenhaus & Beutell, 1985). For example, a teacher experiences a behaviour-based
conflict when the authoritative attitude displayed in school collides with the

expectations of family members where love and affection are expected.



11

As evident from the preceding discussion, the idea of conflict resulting from
time, role-produced strain, and behaviour, the cornerstone of conflict theory,
corroborates the views of Fisher (2001), whose conception of balance also revolved
around four components, i.e., time, behaviour, strain, and energy. Thus, Conflict theory
has been viewed mainly in terms of interference, which can be bi-directional, and
resources like time, stress, behaviour, and energy split across two domains (Duxbury,

2004).

The different forms of conflicts as discussed above is displayed below in Figure

1.2.

Figure 1.2

Types of Work-Family Conflicts

Work-Family
Contflict
| |
Time based Strain based Behaviour
Conflicts conflicts based conflicts

Note. From Agarwala, p.721.

1.1.2 Work-Family Enrichment

Based on the evidence drawn from many studies, Greenhaus and Powell (2006)
claimed that researchers have now shifted focus from a conflict perspective to how
work and personal life are beneficial for each other (Shah, 2014). Thus, the conflict

approach views the intersection between work and life from the perspective of the
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scarcity hypothesis (Marks, 1977) as cited in (Baruch & Barnett, 1986). In contrast, the
enrichment approach to the work-life interface is heavily influenced by the
enhancement hypothesis that underlines the benefits ensued in the form of enhanced
self-esteem, status, privileges while participating in multiple roles (Marks,1977;
Seiber,1974) as cited in (Baruch & Barnett, 1986). Moreover, engagement in numerous
roles, which Seiber (1974) terms as "role accumulation,” challenges the outcome of
participation in multiple roles that produce role strain. Therefore, Seiber argues that it
leads to four merits viz., "role privileges, overall status security, resources for status
enhancement and role performance, and enrichment of personality and ego-
gratification" (Seiber, 1974, p. 569). Correspondingly, challenging the idea of scarcity
approach, Marks (1977) offered the "expansion approach™ and thus claimed that “under
all conditions of daily activity, the energy potential of the body at any given moment is
physiologically abundant rather than scarce™” (p. 926). Therefore, during contemporary
times, the focus of the researchers, particularly Greenhaus and Powell (2006), has been
on consideringwork and family or, more broadly, life asan ally to each other. However,
most of the studies continue to view this connection between work and life negatively

in the form of stress and impaired well-being (Greenhaus & Powell, 2006).

Several terms indicate this positive relationship between work, and non-work
domain, chief among them is positive spillover, facilitation, enhancement. However,
the absence of a comprehensive theoretical framework to examine the positive effects

of combiningwork and families has hindered further researchin thisarea (Frone, 2003).

The examination of the theoretical literature also reveals the presence of some
critical elements underlying the notion of enrichment; chief among them is role
accumulation, role salience, expansion approach. As far as role accumulation is

concerned, Marks and Seiber were the early pioneers who critically questioned the



13

conflict approach to the work-life interface. They upheld the belief that involvement in
numerous characters termed role accumulation could be advantageous rather than being
harmful (Shein & Chen, 2011). Thus, the central idea upon which role accumulation
rests is that participation in multiple roles does not necessarily produce conflict and
strain but accrue benefits like role privileges, status security, resources for role
enhancement, and role gratification (Seiber, 1974). Seiber's argument acknowledges
the benefit of participating in multiple roles that outweighs its harm to individuals.
Likewise, Marks (1977), as cited in Shein and Chen (2011), stressing upon the
expansion approach instead of scarcity viewpoint, argued that participation in multiple

roles leads to increased energy.

Additionally, he maintained that individuals could probably use surplus energy
in other areas instead of draining it, popularly believed by conflict theorists. Going
further, Super's (1980) idea of the concurrence of multiple roles as cited in Shein and
Chen (2011) and how these roles can be extensive, implying supportive rather than
being exclusive, lends strong cadence to the earlier views of role accumulation and
expansionist approach. Based on this particular standpoint, Super (1980,1990), as cited
in Shein and Chen (2011), hypothesized the concept of Role Salience, which implies
the amount of importance placed on a particular role by an individual. Going by the
notion of role salience, proper facilitation of enrichment between multiple roles
depends on how meaningfully and significantly an individual conceives a particular
role. Following Super (1980) as cited in Shein and Chen (2011) Greenhaus and Powell
(2006) upheld the idea that the more individual values their performance in a particular
role the more s the likelihood of enrichmentto occur, i.e., applicationof resources from

one domain to another. Hence, founded on these fundamental concepts proposed by the
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early researchers, Greenhaus and Powell (2006) have proposed the following definition

of work-family enrichment,

Accordingto Greenhaus and Powell (2006), "the extent to which experiences in

one role improve the quality of life in the other role” (p.72).

Clarifying the concept of quality-of-life Greenhaus and Powell (2006) have
furtherexplainedtwo elements- high performance and positive affect, rooted in the idea
of Role Salience. Accordingly, the resources produced in Role A heightens the
performance and generates positive affectin Role B to the extent that these resources
are considered relevant to Role B in fulfilling specific requirements in Role B
(Greenhaus & Powell, 2006). The enrichment theory also encompasses the notion of
work and non-work domain enriching each other through the medium of resources
shared between two roles by following a definite path, i.e., instrumental or affective.
According to Greenhaus and Powell (2006), a role can generate five types of resources.
They have identified these five resources as skills and perspectives, psychological and
physical resources, flexibility, and material resources. They also maintain that there is

a possibility of transferring these resources.

Accordingto Greenhaus and Powell (2006), "Resources are an asset that may
be drawn on when needed to solve a problem or cope with a challenging

situation" (p. 80).

Greenhaus and Powell (2006), in their model of work-family enrichment, have
defined each of these five resources in the following manner. First, skills have been
defined as a wide range of intellectual inter-personal skills, coping skills, multi-tasking
skills, wisdom, and knowledge related to tasksand are the results of experience derived

from many roles (Greenhaus & Powell 2006). Second, perspectivesare concerned with
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the ability or the capacity with which an individual perceives the situation and confronts
it (Greenhaus & Powell 2006). Third, psychological and physical resources are
concerned with how optimistic an individual is about the future, self-appraisal, and a
certain level of personal stamina (Greenhaus & Powell 2006). Fourth, social capital can
be understood as the resources in the form of good relations due to one's social circle
and its use productively (Greenhaus & Powell 2006). Fifth, flexibility relates to
fulfilling role requirements in a given time, situation, and at the desired pace
(Greenhaus & Powell 2006). Finally, material resources have been defined as monetary

benefits accrued from professional or familial roles (Greenhaus & Powell 2006).

Furthermore, the authors theorized that these resources, i.e., skills and
perspectives, psychological and physical resources, social-capital resources, flexibility,
and material resources, are transferred from one role to another following two paths,
i.e., instrumental and affective path. The instrumental path to enrichment implies that
different resources generated in Role A are directly transferred to Role B and are
therefore instrumental in improving performance therein (Greenhaus & Powell, 2006)
as cited in (Shein & Chen, 2011). The second path to enrichment, i.e., affective path,
accordingto Greenhaus and Powell (2006), implies affective responses suchas positive
moods and positive emotions that further performs two functions in two forms, as

indicated below

"The effect of resources on positive affectin a role and the effect of positive

affectin arole on functioning in the other role" (p. 82).

Put simply, affective path to enrichment occurs when a resource in Role A
produces positive affect within that role and this positive affect is transferred to role B

thereby enhancing performance and positive affect within role b (Greenhaus & Powell,
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2006) as cited in (Shen & Chen, 2011). Greenhaus and Powell (2006) thus maintain
the resources in the form of skills and perspectives, psychological and physical
resources, social capital resources, flexibility, and material resources generated in Role
A produce positive affect within that role leading to high performance in Role B as a

result of positive affect produced in Role A.

Thus, the instrumental path to enrichment focuses on the generation of resources
in one role and how these resources produced in that role are directly transferred to the
second role. In contrast, affective response focuses on creating positive affective
responses in one role and disseminating these positive affective responses to heighten

performance in the second role.

As opposed to the idea of conflict, the enrichment perspective considers one's
work and life as complementary to each other, and the interfering aspect often leads to
enriching the experiencesin both domains. Applying the same analogy in a teaching
profession, we can say that one's experience gained in teaching, handling classes,
dealing with superiors and colleagues, engagement in co-curricular activities can
enhance and enrich an individual while dealing with family matters. Likewise, it is also
possible that one's experience in dealing with the crisis at home, experience with one's
children, and relationship with family members sufficiently equipsan individual to face

things at school.

Though considered as extremely opposite to each other, the common binding
idea between these two theories appears to be the concept of bi-directionality. While it
is true that conflict is bi-directional, i.e., work interferes with life, and so does personal
life interfere with work. The idea of enrichmentisalso bi-directional, meaning that both

work and personal life are sufficiently capable of enhancing each other.
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1.1.3 Concept of Work-Life Balance

In the past, work and, more specifically, life were conceived narrowly, and the
term 'work-family was more used. However, the necessity of including those
individuals who are not married and thus not bound by familial obligations but would
like to spend their non-work time pursuing some hobbies like study, travel, or sports
and thus seek a balance between and non-work domains (Kalliath & Brough, 2008)
resulted in a terminological change. Therefore, in recent years, work-family literature
has expanded its boundary beyond family to include the entire personal life of an
individual. Therefore, now we have a more complete and inclusive term work-life

balance (Agarwala, 2007).

In the following paragraphs, the investigator has attempted to present the

essential definitions of work-life balance.

Work-family balance is defined as the degree to which an individual has equal
engagement and equal satisfaction with both their work and non-work (Greenhaus et
al., 2003). This definition is theoretically supported by the Role Balance Theory of
Marks and Mac Dermid (1996). Two components inherent in this definition and which
regulate the sound work-life balance are input and results. Inputs are the resources in
the form of time, involvement, the energy that an individual invests in each role
(Kirchmeyer, 2000) as cited in (Greenhausetal., 2003). Outcomes or results are gauged
in satisfaction derived from each role (Clark, 2000; Kirchmeyer,2000;
Kofodimos,1993) as cited in (Greenhaus et al., 2003). This definition is broad enough
to accommodate the knowledge that a perfect balance requires both engagement or
commitment to work roles and family roles on the one hand, plus a sense of satisfaction
resulting from both work role or family role. Arguably, based on this definition, a good

work-life balance can be attained when an individual derives pleasure from the work
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that they are engaged in. Further, we can infer fromthis definition that it is essential to
devote equal time, involvement, and satisfaction to work and non-work roles to attain

perfect balance.

Further, guided by the ideas of inputs and outputs and relying upon the Theory
of Role Balance, Greenhausetal. (2003) further identified three pre-requisitesfor sound
work-life balance- time balance, involvement balance, and satisfaction balance. First,
achievinga balanced time in both work and family roles calls for devoting an equal
amount of time in both spheres. Similarly, Greenhaus et al. (2003) also add that a
balanced work and life equation requires an equal involvement or engagement without
undue emphasis laid in either domain. Lastly, sound work-life balance also necessitates
an equal amount of contentment derived from both the roles. Thus, the idea of equality

is central to this definition.

Similarly, according to Kalliath and Brough (2008) "Work-life balance is the
individual perception that work and non-work activities are compatible and promote
growth followingan individual's currentlife priorities” (p. 326). Asopposedto the idea
of conflict this definition takes its clue from the enrichment perspective to work-life

balance and suggests that both work and life are compatible and can enrich each other.

According to Agarwala (2007), "A good working definition of work-life
balance may be meaningful daily achievement and enjoyment in each of the

four quadrants of life- work, family, friendsand self" (p.723).

In line with Agarwala (2007), it may be mentioned here that work-life balance,
therefore, does not mean allotting an equal amount of time to one's work life and
personal life, which may instead seem overarching and too ambitious. On the contrary,

the focus should be more on achievement and enjoyment in both domains without
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undue emphasis given to either of them. In order to have balance, itis necessary to have

a sense of happiness in both fields; achievement without enjoyment is cumbersome.

Additionally, some authors view work-life balance in quite a different and
flexible way. They opine that balance between one's personal and professional life does
not remain static throughout one's life. Instead, it transforms with changing priorities
and positions, and it differs individually even between employees working in the same

organization (Agarwala, 2007).

Likewise, work-life balance is understood as the harmonious and holistic
integration of work and non-work so that men and women can achieve their potential
across the domains in which they play out their life roles (Baillyn et al., 2001). This
definition is broad enough to include the idea of work-life integration, which allows
people to meaningfully fuse these two domains rather than considering them as separate
entities and realize their potential in both spheres to maintain the balance. Thus, the
definition outlined by Kalliath and Brough (2008) and the ideas of Baillyn et al. (2001)

take their major clue from the enrichment perspective of work-life balance.

Similarly, Fisher (2001), as cited in Walia (2011) theorizes that a proper work-
life balance is based on four components- time, behaviour, strain, and energy. Thus,
accordingto Fisher (2001) ascited in Walia (2011) individual's ability to prioritize time
between work and non-work, behaviour directed towards achieving the goals of either
domain, the tension experienced while negotiating between the demands of work and
life and finally, the amount of energy set aside for both the spheres are all crucial in
deciding the state of balance achieved by an individual. Since time is a limited
resource, he maintainsthathow much time is spentat work and how much itis reserved

for other activities plays a significant role in maintaining balance. Furthermore, Fisher
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(2001) added that work-life balance, to a great extent, is driven by the need to
accomplish the goals of both personal lives as well as professional life. Going further,
he maintained thatstrain is experiencedon accountof the inter-role conflict, i.e.,aclash
in the demands coming from one's professional life and personal life, and the resultant
strain produced can threaten the balance. Lastly, the right balance between work and
life also depends upon energy; since energy is a limited resource like time, it has to be
directed towards accomplishing goals in both domains to ensure balance without its

depletion.

Furthermore, instead of considering purely from the conflict perspective and
delineating a notion of interference in both directions, Fisher maintains that, as much
as there is an interference of work into personal life and vice-versa, there is also a

possibility of work personal life enhancement. (Fisher, 2001).

Similarly, Duxbury (2004) conceived work-life balance to be composed of role
overload, work to family interference, and family to work interference. Role overload
implies excessworkload thatone has to perform in the amountof stipulated time. Thus,
according to Duxbury (2004) role overload results in difficulties in managing time,
exhaustion, and strain. Furthermore, Duxbury (2004) added that the interference
mechanism could work in both directions, i.e., work intrudes into personal life when
work-related responsibilities make it difficult for an individual to adhere to familial
responsibilities. On the other hand, family responsibilities and obligations meddle with
work responsibilities makingitdifficultto realize professional tasks. In brief, Duxbury's
idea of work-life balance can be summarized as the amount of workload that one is
exposed to at a given time and how efficiently one handles the interfering effects of

work and life on each other.
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Work-life balance according to Grzywacz and Carlson (2007) is “The
accomplishment of role-related expectations that are negotiated and shared
betweenanindividualand hisor herrole-related partners in the work and family

domains™ (p. 458).

Grzywacz and Carlson (2007) have based their definition on the Role Balance
Theory of Marks and MacDermid (1996). Accordingly, they conceive it as a social
constructthatfocuseson fulfillingevery role one mustenactwhile maintainingan ideal

relationship with every role partner.

Likewise, Greenhaus and Allen (2011) have proposed a recent definition of

work-family/life balance in the following manner,

Accordingto Greenhaus and Allen (2011), "Overall appraisal of the extent to
which the individual's effectiveness and satisfaction in work and family roles

are consistent with their life values at a certain pointin time" (p. 174).

Greenhaus and Allen (2011) thus maintained that an individual's performance
in each role is measured against the internal standards they hold. Furthermore, the
degree to which the effectiveness and satisfaction are achieved in both work and family
roles is compared with their standards that determine the work-life balance (Greenhaus

& Allen, 2011).

More recently, Haar et al. (2014) have hypothesized work-life balance as “an
individual's perceptions of how well his/ her life roles are balanced” (p.4). Hence the
authors conceive work-life balance as the individual's ability to balance the different
roles by setting priorities to each domain. According to them, work-life balance does
not mean scheduling equal time or energy to both the fields, neither does it mean lack

of conflict across these domains nor how one field enriches the other. They understand
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work-life balance as an individual's concern and is determined by their values and

priorities (Koseck etal., 2014) as cited in (Haar etal., 2014).

As a person performs a variety of roles every day, both professional and
personal, interference between these equally competing domains is inevitable, which is
experienced by all individuals engaged in any activity (Haldar & Sarkar, 2012).
Although simplistic, maintaining equilibrium among these roles can be tricky and is
approachedby differentpersonsdifferently. Itnaturally follows thatone's work life and
personal life are interconnected and equally important. The difficulties arise when
responsibilities and obligations from both personal and professional life become
incompatible and inevitable. Furthermore, strict compartmentalization between the
work sphere and non-work sphere would be impossible, the viewpoints mentioned
above can be explained in the light of Clark's Border Theory (2000) which postu lates
that individuals often cross the borders of work and home, and thus the boundaries
between work and home should be permeable and the balance should be maintained by
negotiating and managing between the roles and responsibilities of either domain.
While it is true that individuals often shuttle between these two realms regularly,
however, the constant struggle to maintain this balance between personal and work life
creates serious repercussions for the individual (Haldar & Sarkar, 2012). The idea of
balance thus calls for some sort of prioritization between the two domains. Any undue
emphasis placed on either of these domains creates a great deal of stress in an
individual's life. Therefore, while the failure to maintain a sound work -life balance may
prove disastrous, the benefits of sound work-life balance can outweigh the ill effects of
an improper work-life balance equation. This statement conforms with Haldar and
Sarkar (2012) who opine that maintaining this balance can help them achieve their

personal, professional, and organizational goals. In similar lines, Guest (2002) opines
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that personal contentment, greater well-being at home and work, impartial behaviour,
better performance, and consequently positive impression upon colleagues and family

members are some of the potential merits of sound work-life balance

A close examination of these definitions points to differing viewpoints and that
work-life balance may mean different things to different people. The ways and
strategies individuals adopt to achieve work-life balance may also vary (Agarwal,
2007). Some authors have basedtheir definition onprioritization and equal involvement
in work and non-work roles (Greenhaus et al., 2003; Haar et al., 2014), while some
believe in the idea of satisfaction derived from work non-work roles (Greenhaus et al.,
2003). The terminological review also revealed that some authors have narrowly
conceived itin terms of interference between life and work unanimously agreed to the
bi-directionality of the conflict perspective, i.e., work interference with personal life
and vice versa (Fisher, 2001; Duxbury, 2004). Whereas some have considered it from
the holistic viewpoint and how these two domains can enrich each other (Bailynetal.,
2001; Kallitah & Brough, 2008). The strategies people adopt to achieve this balance
too obviously varies. While others in terms of how it meets the internal standards of
balance set by them (Greenhaus& Allen, 2011). Thus, the meaning varies, and so do

the strategies one adopts for achieving the balance that varies.

1.1.4 Changing Notion of Work-Life Balance

Although the extant literature is replete with studies on work-life balance, the
concept is not so old in origin. Some of the early attempts at devising strategies to
balance work and life can be traced back to the nineteenth century, particularly in the
western world when workers and unions protested against long durations of work in
factories, and also maintained that reduction in working hours does not necessarily

lower the production (Hogarth & Bosworth, 2009). Simultaneously a potential tactic of
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achieving balance was conceived in terms of a decrease in working hours. Studies on
work-life balance started gaining momentum sporadically around the 1960s when
researchers realized that what you do at your workplace is ultimately tied up with your
personal life and thereforeneeds attention. However, the perceived notion of ‘work’ and
'life' differed; researchers emphasised understanding it from a conflict perspective
rather than an enrichment perspective. Conclusively, the terms ‘'work' and 'life' were
looked upon as separate and independent, and it was expected that one's personal life
should not intrude with their professional life. Since a clear-cut boundary was
maintained between work and life, the organization often reacted indifferently to

employees needs by reactions such as

Accordingto Agarwala (2007), "What happens to you outside the office is your

own business; what you do in the office is our business" (p.708).

Based on the above reaction, we can argue that such an indifferent attitude on
the part of the organization probably led to numerous problems for the employees.
Moreover, the lack of balance possibly compounded the problems of erratic attendance,

turnover, and retention.

Reflection on past studies also draws our attention to the understanding that
studies in work-life balance somewhat received much attention until the 21st century
mainly due to two reasons. Firstly, male family members were the breadwinner, and
secondly, due to the engagement of female family members in unpaid work like rearing
and bearing of children and attending household chores (Crompton, 1999) as cited in
(Shah, 2014). Such fixed and stereotyped gender role was often viewed as a solution
to the problem of balancing work and life (Shah, 2014). However, the rise of women's

involvement in paid work and the resultant increase in dual-earning couples gave a
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significant fillip to studies on work-life balance. The spike in studies being conducted

in this construct was witnessed as a natural result of this changing circumstance.

Additionally, in the wake of globalization, organizations were upbeat about the
need forachievingquality and realizedthe value of the workforce andtheir fundamental
role in realizing organizational excellence. Coupled with this, researchers felt a need to
consider the employees' personal lives with the rise in dual-earning couples, especially
with the rise of the female workforce. Towards this end, instead of considering work
and personal life as separate entities, they were deemed to be complementary. Thus, the
focusshifted towards the restoration of balance between these two domains. Now every
organization believes in balancing one's work life and personal life as the ideal
arrangement. Thus, recent years have witnessed the phenomenon that personal life and
professional life complementeach other rather than projectingthemselves as competing
priorities (Agarwala, 2007). These opinions shed light on how the concept has evolved

from a conflict perspective to a more inclusive enrichment perspective.

Figure1.3

Changing Notions of Work and Personal Life

Traditional Notions Contemporary Notions

* Work and personal life
are competing
priorities

* Work Life and personal
life are complimentary

* Conflicting work and

* Work-family conflict is
primarily confronted
by married working

women

Note. From Agarwala, p. 710.

life demands are
confronted by all
categories of

employees



26

The above Figure 1.3 depicts how the notions of work and life viewed earlier strictly
from the conflict perspective have evolvedto a more accommodating and acceptable

viewpoint regardingwork and life as allies.

1.1.5 Work-Life Balance Challenges in a Teaching Profession

In a world where fast pace, technological universality, and cut-throat
competition seem to be guiding principles, achieving the balance between personal and
professional areas in one's life is daunting (Haldar & Sarkar, 2012). More precisely,
researchers have acknowledged the prevalence of work-life balance challenges in the
teaching professionin the recent past. For instance, Germain (2014), based on some
empirical evidence drawn from elementary and secondary level teachers, concluded the
prevalence of work-life balance difficulties for teachers. He found that teachers
encountered significant problems balancing their teaching responsibilities and
responsibilities outside teaching, experienced stress, and expressed discontentment
about how they would like to teach. Likewise, Oyebanji and Sanni (2016) opined
teachers are challenged by the need for multiple roles that they are deemed to
accomplish as it often surpasses the four walls of the classroom to encompass a wide

range of co-curricular activities that they are required to perform.

Further, the authors point out that the familial and social pressures occurring
with multiple workplace roles often influence the overall attitude towards the
profession. Similarly, Vlems (2005), as cited in Oyebanji and Sanni (2016), argues that
a hard day in school for teachers, especially female teachers, does not necessarily get
over with the school day ending as a next shift awaits them when they return home.
Likewise, Oyebanji and Sanni (2016) also maintain that work pressures can be a potent
source of a threat that interferes with household chores on the one hand. On the other

hand, familial obligations in the form of dependent care issues can seriously interfere
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with one's work and impede success, leading to ill-health problems and absenteeism
among teachers (Oyebanji &Sanni, 2016). Similarly, Hakanen et al. (2006) maintained
that the academics' extreme work engagement leads to ill-health. These arguments are
backed by the observed evidence of one study that reported that most female
respondents faced health problems due to high workloads and could not maintain a

proper work-life balance (Bhandare &Seethalexmy, 2018).

The teaching profession has endured tremendous change on account of many
influences. In this connection, Akanni and Uduaran (2017) point out that the nature of
academic work has changed as it has become more hectic for teachers who struggle to
strike a balance between teaching, shouldering administrative responsibilities while
simultaneously fulfilling the basic requirements regarding their promotion and vertical
development. Thus, teachers, today play several non-academic roles besides teaching,
which keeps them engaged even after school and during weekends. If probed deeper,
the problem is further compounded when they fail to balance their personal lives and
professional lives (Akanni& Oduaran, 2017). The above-mentioned evidence imply
that academics are more likely to experience issues related to work-life balance as the
nature of theirwork is open-ended (Wortman, etal., 1991) as cited in (Kinman & Jones,

2008).

Furthermore, transforming the teaching-learning process froma conventional,
teacher-centric model to a constructivist and student-centric model has become the
present-day reality (Sentilkumar, 2012) as cited in (Punithavathi, 2012). Under such
circumstances, teachersallow students to construct their learning situation and respond
to unexpected doubts and queries. On the contrary, teachers' priorities and needs are

often relegated to backstage, who become victims of imbalanced work-life situations.
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Based on the preceding grounds, it can be argued that the teaching profession
has undergone a great deal of transformation and additionally is beset with many
challenges that can threaten the work-life equation. Nevertheless, a teacher's success is
gauged in their ability to control, negotiate, and respond to problems efficiently. Thus,
the work-life balance for teachers could mean the achievement of the optimum balance
between their personal and professional life (Marmol, 2019). As a way of addressing
the emerging trend of shifts from the stereotypical role of teacher to a more
accommodating part, the adoption of some strategies which promise to address this
issue merits priority. Inthis connection, the National Union of Teachers' Report(2011),
as cited in Renthlei (2016), maintains that to have a sound work-life balance, a teacher
mustcombine their work with personal life and commitments to enable them to be more
effective and satisfied. It naturally follows from here that the emphasis should then be
on such measures, particularly teacher-centric ones that target the issues of both work
and life to allow some balance. This can further facilitate better student learning and
address the problem of poor teacher retention in schools. Considering the changing
dynamics of the teaching profession, Miryala and Chiluka (2012) feel the need to adopt
work-life policies and programs meant primarily for the teaching fraternity to balance
professional and personal life needs which becomesrealistic. Additionally, approaches
in the form of relaxed leave strategies can tackle the problem of an imbalanced work-

life state to a considerable extent (Uzome &Ilziengbe, 2018).

1.1.6 Factors Causing Work-Life Imbalances

The issues associated with work-life imbalances can be viewed from work and
home (Guest, 2002). Therefore, both personal and professional responsibilities play a
certain role in realizing or non-fulfillment of work-life balance. Arguably, while

workplace demands like pending syllabus and engagement in extra activities can be
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quite challenging, household responsibilities can also be demanding. Requests from
work, organizational culture in the form of support or the absence of it, long working
hours can dampen teachers' spirits (Guest, 2002). On the other hand, home demands in
the form of commitments, expectations of family members about family obligations,
child care, care for the elderly are factors that affect work-life balance (Guest, 2002).
Likewise, Madepelli et al. (2010), based on empirical evidence, cited both personal
characteristics, including marital status, the support, and co-operation sought from
spouse and family members as well as work-related factors comprising of a heavy
workload, difficult working conditions as well as long working hours as quite potential
in causing work-life imbalance among female teachers. Going further, Guest (2002)
outlined individual factorsin the form of orientation either to work or family, the need

for achievement as equally important in determining work-life balance.

A common understandingisthata teaching profession has comfortable working
hours and ample holidays (Zembylas and Papanastasiou (2004). However, the number
of tasks they carry within this stipulated time often predispose them to a great deal of
stress. Moreover, besides teaching, teachers are instructed to perform a wide variety of
tasks which often leave them overwhelmed. The confusion arising out of these multiple
roles leads to work-life imbalance. This argument is well supported by one case study
of work-life imbalance among women teaching and non-teaching staff of a private
school, which reported multiple role conflict as the most frequent factor responsible for
causing an imbalance (Sankar,2017). Likewise, extrinsic factors like poor pay, gender
discrimination, hectic schedules, and lack of training culminate in stress and eventually

weaken the work-life balance of teachers (Meharunisa, 2019).

Scrutiny of these factors thus revealsthata state of imbalance results whenone's

world of work and personal life collide, often posing difficulties in both domains.
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Moreover, technological intrusion in every aspect of life has extended the possibility of
working virtually. Additionally, it has increased individuals' hours spent at work and
eventually negatively impacting the time spared for personal chores, thus making
individuals vulnerable to instances of imbalanced work-life equation. More recently,
the outbreak of the COVID-19 pandemic, which has spearheaded an era of work-from-
home as the new normal, has made a strong impact even upon the teaching profession.
Given these ongoing changes exploring the status of the work-life balance of

individuals at a continuous interval demand urgency.

1.2 Theories of Job Satisfaction

Theories of job satisfaction can be classified under three heads- content or need
theories (Abraham Maslow's Need Hierarchical theory 1954; Herzberg's two-factor
theory 1966; Alderfer's ERG theory 1969; David McClelland's Three-Need Theory
1961;) process theories (Adam, 1965; Vroom,1964) and situational models of job
satisfaction (Glassman, McAfee & Quarstein, 1992; Durick & Glisson, 1998)
(Pattanayak, 2010). The present study is guided by the content theories of job
satisfaction- Motivator-Hygiene Theory of Herzberg and Maslow's Hierarchy of Needs

theory.

Accordingto Pattanayak (2015), "Content theories are people-centered. They

attempt to determine needs which energize and direct behavior” (p.173).

1.2.1 Motivator-Hygiene Theory of Job Satisfaction

One of the most crucial job satisfaction theories that is strongly related to
teachers' job satisfaction is the Motivator-Hygiene Theory of Job Satisfaction proposed

by Frederick Herzberg in 1959. Herzberg's search for the answer to the question "what
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do people want from their job" led to the understanding that job satisfaction came from
two sets of factors, hygiene factors and motivator factors (Pattanayak, 2010). The basic

tenets of Herzberg's theory are quoted below:

"Herzberg's theory proposes that every employee has two sets of needs and
requirements: motivator needs and hygiene needs. Motivator needs are
associated with the actual work itself and how challenging itis. Job facets such
as how interesting the work is, autonomy on the job, and the responsibility it
affords satisfy motivator needs. Hygiene needs are associated with the physical
and psychological context in which the work is performed. Job facets such as
the physical working conditions (for example, the temperatureand pleasantness
of the surrounding), the nature of supervision, amount of pay, and job security,
satisfy hygiene needs. When motivator needs are met employees are satisfied;
when these needs are not met, employees will not be satisfied. When hygiene
needs are met employees will not be dissatisfied; when these needs are not met,
employees will be dissatisfied. (Herzberg, 1959) as cited in (George & Jones,

2009, p.88)"

Herzberg's idea of hygiene factors and motivators has been explained
thoroughly by Pattanayak (2010), who contends that hygiene factors do not directly
contribute to increased motivation. Nonetheless, they can remove discomfort and
alleviate the employees' mental stature, and their absence contributes to dissatisfaction.
On the other hand, motivators allow superior performance resulting in the growth and

development of employees and eventually motivate people.



32

Figurel.4

The Linkage between Dissatisfaction and Satisfaction

Hygiene True
Dissatisfaction No Employee
Factors Dissatisfaction Motivators Satisfaction
_— —’.—

Note. From Pattanayak, p.177.

Herzberg's theory has far-reaching implications for the teaching profession.
Herzberg'sidea of motivator needs can be equated in terms of the nature of the teaching
profession and how a challenging situation can motivate a teacher to work hard and
contribute to job satisfaction. Similarly, motivators in the form of interest one has in
their profession, autonomy in planning and managing classes, and a certain amount of
responsibility one has towards the teaching profession are all crucial in determining job
satisfaction. Teachers who lack interest in their career, are not given freedom in
carrying out teaching activity and do not owe any responsibility towards their
profession often find teaching dull and monotonous and are thus dissatisfied. Motivator
needs, therefore, relate to the intrinsic aspects of the job where employees owe a certain

amount of responsibility towards creating a sense of contentment with their job.

Similarly, Herzberg also posits that hygiene needs, i.e., extrinsic aspects of job
facets like the physical and psychological context in which the work is performed,
supervision, salary, job security, etc. must be simultaneously met for job satisfaction.
For example, the atmosphereorenvironmentwhere teachers work mustbe pleasantand
be equipped with basic facilities. Likewise, good and healthy interpersonal

relationships with colleagues and students, a decent salary proportionate to the amount
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of work done, the security of tenure, etc., are external factors that must be met, leading

to reduced absenteeism and increased job satisfaction.

Thinking alike, Herzberg (1959) Dehaloo (2011) also agrees on satisfying the
motivator needs of the teachers and purports that motivated teachers whose needs are
satisfied can create asound social, psychological, and physical climate in the classroom
that aids students' learning. In brief, Herzberg's theory sheds lighton individuals' efforts
to fulfill motivator needs. But on the other hand, hygiene needs depend on institutional

support for deriving satisfaction from the job.

1.2.2 Maslow’s Hierarchy of Needs

Another significant theory of motivation and job satisfaction is the hierarchy of

needs theory put forward by Abraham Maslow in the year 1954,

"Maslow proposed that human beings have five universal needs they seek to
satisfy: physiological needs, safety needs, belongingness needs, esteem needs,
and self-actualization needs. These needs can be arranged in a hierarchy of
importance, with the most basic or compelling physiological and safety needs
at the base. These basic needs must be satisfied before an individual seeks to
satisfy needs higher up in the hierarchy. Maslow argued that once a basic need
is satisfied, it is no longer a source of motivation. (Maslow, 1954) cited in

(George & Jones, 2009, p.184)."

Maslow has further classified these five needs into higher order and lower order
needs. While physiological and safety requirements are considered lower-order needs,
love, esteem, and self-actualization form the higher-order needs. Maslow further says

that lower-order needs can be satisfied by external means such as adequate wages
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(Maslow, 1954) as cited in (Pattanayak, 2010). On the other hand, higher-order needs
must be met internally, and their realization is integrally tied up with accomplishing

lower-order needs (Maslow, 1954) as cited in (Pattanayak, 2010).

In simple language, Maslow theorizes that physiological needs that form the
bottom of the hierarchy are basic or minimum needs on whose satisfaction depends on
the survival of an individual. If these needs are not gratified, achievement of higher-
order needs is out of the question. Although labelled as lower-order needs, the need for
food, shelter, warmth, drink, sleep, relief from pain, and the need to eliminate bodily
wastes are universal human needs felt by all humans alike. Every day individuals make
effortsto satisfy these fundamental needs. Likewise, itis equally vital foran individual
to feel safe and free from danger in any situation; thus, safety needs must also be
fulfilled. E.g., if a working environment is constantly under some threat or danger, the
employees working therein cannot feel safe. Such employees will not have much desire
to achieve growth and prosperity in their profession, and as such, it produces
dissatisfied workers. Going further, we can add that human beings are by nature
gregarious and cannot think of survival in isolation. Therefore, the need to love and be
loved, a sense of belongingness, feel accepted by a particular group are all crucial in
the survival of an individual. This statement conforms with Pattanayak (2010), who
opines that socially man desires to form an association, abide by group normsand work
towards realizing the organizational goals. Maslow further theorizes that once the
lower-order needsare fulfilled, an individual directs his/her attention towards fulfilling
higher-order needs. In this regard, Pattanayak (2010) maintains that all individuals are
driven by the need for having a certain amount of self-respect, freedomin carrying out

things, achievement, recognition, and respect. Maslow terms the satisfaction of these
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needs as esteem needs which makes an individual self-confident while simultaneously

vesting him/her with some amount of power and control (Pattanayak, 2010).

Furthermore, nature has endowed human beings with specific skills and
capabilities. The need for self-actualization, which forms the top of the pyramid,
implies realizing one's skills and innate abilities to the fullest capacity. Itis becoming
someone what one is capable of being (Pattanayk, 2010). It demands an effort made by

an individual rather than by external factors.

Figure 1.5 below depicts the structure of human needs as opined by Maslow.

Figure 1.5

Maslow’s Hierarchical Structure of Needs

Self -
actualization
Z Esteem needs \ An Individual
and his needs

/ Safety needs \
/ Physiological needs \

Note. From Mangal, p.151

Maslow's theory can be applied in the case of job satisfaction of teachers as
well. For instance, as far as physiological need is concerned, it can be understood in
termsof a minimum level of pay and proper working conditions, whichfulfills the basic

requirement of food, clothing, and shelter and also leads to job satisfaction among



36

teachers and increase the efficiency of teachers (Abdulrahman & Hui, 2018). Nextin
the hierarchy of needsis safety needs. For teachers, itcan be understoodas the provision
of safe working conditions without any threat and job security that allows teachers to
devote themselves to their work and increase their work performance (Abdulrahman &
Hui, 2018). After safety needs come belongingness needs which is also essential for
achievingtrue job satisfaction. For teachers, itis crucial to have a cordial and friendly
relationship with colleagues, the head of the institution, administrative staff, and
students. In this connection, Dehaloo (2011) claims that if teachers have strong
friendship ties, informal workgroups, and professional membership, their social needs
can be met. Esteem needs, which means feeling good about oneself, being respected
and appreciated, andreceivingacknowledgmentand recognition, are essential to proper
job satisfaction (George & Jones, 2009). Teachers must receive credit for their work
and be rewarded accordingly; this satisfies their esteem needs and creates job
satisfaction. High self-esteem that is maintained by the teachers, reward in the form of
promotion in their work leads to satisfied workers. At the highest level is the need for
self-actualization, which implies providing opportunities for teachers so that they can
use their skills and abilities in a way that enables them to achieve optimum results

within their job and lead to greater job satisfaction.

1.2.3 Concept of Job Satisfaction

The term job satisfaction, popularised by Hoppock asearly as 1935, is the extent
to which apersonisconfidentto say thathe/she iscontentwith his/her job and is mainly
the outcome of mental, bodily, and environmental setting in which the job is performed

(Hoppock, 1935). It is one of the most investigated variables Spector (1997) as cited in
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Ketsella (2017), especially in the disciplines of industrial and organizational
psychology (Matheu, 1991). Conceived purely from the perspective of teaching, it
never seems to be an obsolete area. It is closely linked with issues of teacher retention,
improved well-being of teachers, fostering a sense of cohesion in schools, and
upgradingthe overall status of teachers (Toropova, etal., 2020). Additionally,research
evidence suggests that job satisfaction is essential for deciding teachers' commitment
to the job. It shares a positive relationship with the overall attitude of teachers towards
their profession and their performance as well and is an essential precursor to teacher
retention (Matheu,1991; Ostroff,1992; Knox & Anfara, 2015). Based on the above
grounds, it can be argued that the be-all and end-all goal of teachers' job satisfaction is
notsecuringcontentmentexclusivelyforteachersthemselves. On the contrary, itcovers
a wide arearangingfrom institutional growth, students' progress,and overall well-being
forteachers. Many considerteachingasa calling Hakanen etal. (2006) and is perceived
to be highly rewarding Skaalvik and Skaalvik (2015); however, research suggests that
teachers are stressed, overworked, and lack job satisfaction. Therefore, reference to the
past literature highlights that the studies on teachers' job satisfaction have focused on
coveringcertain themesidentified as burnout Hakanenetal. (2006), stress Skaalvik and
Skaalvik (2015) turnover intentionintensified by poor job satisfaction Ingersoll (2001);
Kafumbu (2019); Park and Johnson (2019); intention to leave the job Skaalvik and

Skaalvik (2011) as these issues are a natural fallout of poor job satisfaction.

Job satisfaction is the sum of one's affective response towards a particular job
determined by several intrinsic and extrinsic factors underplay. Many authors have tried
to understand the concept of job satisfaction in the past; given below are some of the
essential definitions of job satisfaction that are comprehensive enough to address the

issue of teachers' job satisfaction.
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Job satisfaction refers to the feelings, attitudes, performance, and a sense of
contentment of individuals towards their job (Ketsella, 2017). This viewpoint leads us
to the understanding that the concept of job satisfaction is broad and is rooted in the
individual's affective response towards the job, as pointed out earlier. The kind of
feeling and attitude an individual possesses strongly affects the performance of an

individual, which in turn either leads to contentment or discontentment in the job.

Accordingto Spector (1997), job satisfaction refers to how people feel about
their job and its various aspects. Spector continues that it is the degree or the extent to
which people like or dislike their job. The definition of Spector takes into account the
factorsassociatedwith individuals. He measures job satisfactionin terms of the intrinsic
aspect of the job, thus implying that job satisfaction depends on how people feel about
their job, and whether they like or dislike the job affects the level of their job
satisfaction. Along similar lines, Keith Davis and Newstrom, as cited in (Veluri 2010),
also abide by the idea of satisfaction in terms of an intrinsic aspect of the job and thus
define job satisfaction as a set of favourable or unfavourable feelings with which
employees view their work. This definition also focuses on the type of affective

responses people harbour towards their job.

Based on intrinsic factors, Vroom (1964) defines job satisfaction as how well
an individual performs in relation to their work roles. This definition is based on
performance, which leads towards either satisfaction or dissatisfaction in a job.
Therefore, the core idea of Vroom relies upon a set of internal factors that determine
how efficiently one performs in a specific job to meet the work roles assigned to

him/her.
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On the contrary, some authors have understood job satisfaction as factors that
restoutside individuals butsignificantly contribute to job satisfaction (Martineau, 2006)
as cited in (Ketsella, 2017). For example, factors like salary, training, the working
environment, supportive supervision, and recognition significantly contribute to job
satisfaction (Martineau, 2006) as cited in (Ketsella, 2017). The definition of Martineau

equates with the idea of satisfaction of hygiene factors as posited by Herzberg.

In another comprehensive and recent definition provided by George (2008), as
cited in Ketsella (2017), job satisfaction ranges from extreme satisfaction to extreme
dissatisfaction. It refers to the collection of feelings and beliefsthat people have about
their current job. These feelings and attitudes encompass different job aspects like the
kind or nature of the job, inter-personal relationship, pay, supervision, etc. in addition
to having an overall perspective about their job (George, 2008) as cited in (Ketsella,
2017). This definition takes an inclusive approach in understanding job satisfaction. It
focuses on different aspects like working conditions, salary, and school programs and
policies that are all essential in achieving job satisfaction. In addition to this, job
satisfaction also stems from the overall attitude maintained by a person, i.e., a sense of
dedication, commitment, belongingness, and good performance to the best of ability

(Woods, 2004) as cited in (Ketsella, 2017).

More precisely teachers' job satisfaction can be understood as the positive
relationship between teachers' longing to teach and what they need from their role
which is measured through their perceptions and is tied up with the roles they fulfil

within the school setting (Lawler, 1973) as cited in (Khalid, 2014).

Ho and Au (2006) in Khalid (2014) understand teachers' job satisfaction as a

blend of what teachers wish from a teaching job and what they accomplish. Similarly,
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according to Zembylas and Papanastasiou (2006) in Ayele (2014) job satisfaction is the
supposed association between what the teaching job offers and what is expected out of
the job by a person. Both these definitions are based on the idea that sound job
satisfaction is surely the fusion of what teachers desire out of teaching and what it

actually offers.

Skaalvik and Skaalvik (2011) define teachers' job satisfaction as affective

reactions to their work or their teachingrole.

Accordingto Evans (2000) teachers' job satisfaction can be perceived in terms
of a mental state including the feelings which result, following the degree to which
he/she perceives that his/her needs are met. Further, Evans (1997) in Malkolle (2015)
adds that teachers' job satisfaction is measured in terms of realistic expectations and
relative perspective. Realistic expectations simply imply teachers' job expectations and
how such expectations are met Evans (1997) in Malkolle (2015). The relative
perspective suggests the views and opinions teachers have toward teaching which is
often shaped by experiencesacquired in similar situations and circumstances in the past

Evans (1997) in Malkolle (2015).

Job satisfaction in the context of education is defined as “The ability of the
teaching job to meet teachers' needs and improve their performance in teaching.”

(Ololube, 2006) as cited in (Dehaloo, 2011).

According to Hongying (2007), job satisfaction of teachers is determined in
terms of their views and attitudes concerning the profession itself and how they feel

about the working conditions prevailing in their workplace.

Collectively the above definitions reveal that job satisfaction in general and

teachers' job satisfaction, in particular, is achieved and measured in terms of actual
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performance and how well the implementation is rewarded. As human beings, we have
expectations when we do something. As we feel that our expectations are being met,
we experience a sense of complacency this very notion is intertwined in these
definitions. A perusal of the abovedefinitionsalso clarifies that job satisfactionde pends
upon many intrinsic and extrinsic factors and results from not just things at the
workplace. It also requires the right attitude. We can also understand that having a
favourable attitude or positive feeling does not contribute to job satisfaction. It is
equally essential to have a proper working condition, salary, interpersonal relationship,
a sense of adequacy in realizing one's needs, etc. All these contribute to developing a
certain type of affective response towards one's job, which ultimately translates into

either satisfaction or dissatisfaction towards the job.

1.2.4 Importance of Job Satisfaction in a Teaching Profession

One of the critical factors that underpin the success of any organization is its
satisfied workers. The organization staffed with happy workers is more effective, and
more content employees significantly improve organisational performance (Bakotic,
2016; Ostroff, 1992). Job satisfaction isa generic term, and a certain level of employees
satisfaction must be thus appropriately maintained in any workplace. Researchers have
made constant efforts to trace the relation between teachers' job satisfaction and the
realization of institutional goals. In this regard, Rao and Sridhar (2003), as cited in
Sarkar and Guha (2018), believe that it is an essential requisite in the teaching-leaming
process; if teachers are satisfied, they can work towards the fulfillment of educational

objectives as well as national goals.

Similarly, teachers' job satisfaction is of paramount importance as their attitude
towards their job impacts the learning process of the students (Singh & Goyal, 2012).

Teachers are an essential resource in any educational institution and promote quality
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change desired in school. Quality education dependsa lot upon teachers' quality, and
their job satisfaction is ultimately tied up to quality education and better achievement
of students (Ketsella, 2010). A professionally satisfied school teacher has certain
favourable qualities like a friendly attitude, more tremendous enthusiasm, and a higher
value pattern, which immensely contributes to the better educational attainment of
learners. Onthe contrary, dissatisfied teachersare oftenfoundto be irritable, depressed,
and display various other forms of mental illness that are powerful enough in doing
great harmto the achievementof learnersand institutions. This statement draws support
from research conducted by Demirtas (2010), as cited in Gu (2016), which found that
highly satisfied teachers in terms of their job were able to motivate students better and
enable students to enjoy the process of learning, and eventually aid in students' success.
Likewise, regarding the importance of teachers' job satisfaction at the secondary level,
Makolle (2015) maintains that the extent to which students are prepared for post-
secondary education depends significantly on the type of education received at the
secondary level, which in turn depends on the kind of education upon the quality of
teachers. Secondary school teachers have to work hard to prepare students for the
future; if they are not given credit for their work, their satisfaction level decreases, and
they will be unable to perform their duty properly (Singh & Goyal, 2012). Teachers
job satisfaction depends on salary, inter-personal relationships, infrastructural facilities,
and other factors inherent in the workers like age, experience, qualification, overall
attitude towards the profession. As teachers handle children and turn them into refined
individuals, specific conditions that create satisfied and happy workers must be

fulfilled.

The above discussion thus makes clear that teachers play an essential role in

motivating students and guiding them towards goal achievement and thus lay the



43

foundation for excellence right from the formative age. However, despite this claim,
the task of procuring the best quality of teachers has always been a challenge. The
reason partly lies in frequent transfers and low hopes of regularization, especially in the
Sikkimese context. Further, poor salary, students' indiscipline, lack of professional
autonomy Zembylas and Papanastasiou (2006), especially in private educational
institutions, and increasing workloads add to a sense of dissatisfaction among teachers.
Conclusively, it becomes clear that understanding various factors associated with
teachers' job satisfaction and whether teachers are truly satisfied with their job at the
secondary level would be of immense value in any education system (Malkolle, 2015).
Moreover, understanding this concept is imperative as it influences productivity,
absenteeism and turnover, interpersonal relationship, employee dedication,

commitment, and society's larger good (Veluri, 2010).

1.2.5 Determinants of Teachers' Job Satisfaction

Reference to the past literature enlightens us that an employee's job satisfaction
in any organization, including teaching, is determined by many factors associated with
the worker and the organization. These factors can thus be grouped into organisational
factors and personal factors. Under personal determinants, important ones are
personality, age, experience, and gender. For instance, an individual's personality
influences the extent to which he/she has a negative or positive attitude towards the job
(George & Jones 2009). Besides personality, past investigators have cited an attitude
harboured towards the job as an essential antecedent to job satisfaction. In this regard,
Veluri (2010) opinesthata negative attitude towards the job leads to loss of interestand
consequent dissatisfaction. Also, Veluri (2010) acknowledges a lack of proper
knowledge, poor job skills as a strong predictor of poor job satisfaction. In accord with

Veluri (2010), authors like Singh (2007) as cited in Velmurugan (2016), also found that
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the job satisfaction of a teacher educator had a positive relationship with the attitude

towards teaching.

Additionally, age and work experience are other significant determinants of job
satisfaction (Veluri, 2010; Gesinde & Adejumo, 2012). Younger employees who are
energetic are thus more satisfied; on the contrary, as they grow older, the level of their
aspiration increases, and the inability to fulfill these aspirations lead to dissatisfaction
(Veluri, 2010). Previous researchers have also reported gender as one of the essential
personal determinants thataffect job satisfaction. \WWomen are more likely to have higher
levels of job satisfaction than the male because women havea lower level of aspirations
(Veluri, 2010). Likewise, in a study conducted by Ogedengbe, et al. (2018), they found
a difference between male and female participants and the job satisfaction of teaching

with varying lengths of experience.

Similarly, Toropova et al. (2020) pointed out that female teachers with more
teaching experience had better job contentment. Another critical factor that determines
the level of job satisfaction of teachers is the work situation. In this regard, Veluri
(2010) posits that good, safe, and comfortable working condition is motivating for the
employees as well as it aids in job satisfaction. The work situation includes work itself,
working conditions, interpersonal relationship, nature of the job, employer. Thinking
alike Veluri (2010), Sharma (2013), asserts that the extent to which job tasks are
interesting is the inherent function of the work itself and is determined by the nature of
the work i.e., how challenging or meaningful is the work, whether it offers flexibility
and freedom to the workers and discretion in performing the job are ultimately tied up
with job satisfaction. Studies conducted in the past have found a strong relationship
between work situation and job satisfaction. Therefore, job satisfaction of teachers to a

great extent depends upon some significant aspects of work situation like co-workers
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attitude, working environment, nature of the job, salary, relationship with colleagues
and students, job security, recognition, training, and faculty development programs,
students' indiscipline, etc. (Khanale &Vaingankar, 2006; Bhandari & Patil, 2009; Dave
& Raval, 2014) as cited in (Velmurugan,2016). Likewise, teachers perceive a strong
sense of dissatisfaction towards their job in the absence of a decent salary, low student
motivation, poor social status, lack of opportunities for professional development, etc.

(Afshar & Doosti, 2016).

Similarly, the amount of teachers’ workload, co-operation between colleagues,
and issues of students’ discipline, recognition received are strong predictors of teachers'
job satisfaction (Nyamubi, 2017; Toropovaetal. 2020). Correspondingly, employees'
job satisfaction, including teachers, is also affected by other organizational factors like
wages. Wages should be fair, equitable, and commensurate with the amount of work
done; this leads to job satisfaction (Veluri, 2010). Also, Sirima and Poipoi (2010) in
Nyambui (2017) assert that as far as income is concerned, teachers tend to appreciate
their school if they get a salary that equals their level of education and the type of duties
and responsibilities they hold in school. These investigators' claims are well supported
by empirical studies conducted by researchers who have all concluded that salary or
monetary benefits significantly affect teachers' job satisfaction (Malik et al., 2012;

Sharma, 2013; Usman et al., 2015).

In addition to all this, Sharma (2013) has identified other factors affecting Job
satisfaction like promotion opportunities, supervision, and co-workers. For example, a
positive work environmentwith opportunities foradvancementand broadening of one's
skills, the competence of the authority in handling the work situation and maintaining
relationships among employees, the extent to which co-workers are perceived friendly

and competent are directly related to job satisfaction (Sharma, 2013).
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1.3 Changes in the Nature of Teaching Profession

A teacher is one whose responsibility spans from teaching, training, instructing,
guiding young minds while simultaneously preparing them for steady, mature life
(Majasan,1995), as cited in (Ayele, 2014). The role of a teacher thus crosses the
boundaries of teaching to include moulding and shaping young learners and help in
their character formation. Contemporary times are reeling under the twin pressures of
mass education onthe one handand quality educationon the other. Consistently, Ea cute
& Esteve (2000) postulate that education at present, globally, is characterized by
compulsory education at primary and elementary level leading to an increased student
population at the secondary level. Furthermore, the advent of mass education has
compounded the problem in terms of quality. Subsequently, it has exposed teachers to
incidences of increased workload and admittedly caused a great deal of stress for
teachers, further intensifying the problem of increased absenteeism, less satisfaction,
and more intensions of quitting the job (Borg & Riding, 1991). Moreover, rapid social
changes and the advent of a technological era have affected the educational sector, so
is teachers' role, which is witnessing a transformation from what it used to be at least

two decades back (Eacute& Esteve, 2000).

Similarly, Robbards (2008) as cited in Lahti (2017) draws our attention to how
the roles and responsibilities of teachers have escalated and maintain that teachers
enable students to develop their identity by taking care of themselves and others and
also motivate them to pursue their dreams. It logically follows from here that teachers
are required to take care of multi-faceted aspects of students' personalities besides
catering to their intellectual development, which has consequently increased teachers'
workload and has led to instances of work-life imbalance. Similarly, the role of a

teacher is rapidly changing globally. The traditional ways of handling things are
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challenged as teachers are required to master certain skills to deal with things under a

modified set-up recognized globally (Niemietal., 2018).

Some authors justify the change in the nature of the teaching profession, as such
they believe that the roles and responsibilities of teachers have changed because
alongside the demands of teaching, they are required to take care of duties such as
guiding, counselling, disciplining, and managing a heterogeneous group of students
(Sirima & Poipoi, 2010) as cited in (Nyambui, 2017). Likewise, some authors
meaningfully bring forward the mounting responsibilities for the teachers and point out
that at present, teachers cannot limit their task to developing the cognitive aspect of
pupils rather, they are expected to facilitate learning, be an efficient educators, create
meaningful group works, take care of psychological equilibrium of pupils, help in their
socialization, address to their need of health and sex education, educate them regarding
drug abuse while simultaneously taking care of differently-abled students (Eacute &
Esteve, 2000). In compliance with Eacute and Esteve (2000), Bubb and Earley (2004)
opine that teacher divide their work into specific categories like teaching, lesson
preparation, marking, non-teaching, contact with pupils and parents, school/staff
management, administrative tasks, individual/professional development. Besides these
professional chores, they have their domestic responsibilities to care for as well.
Moreover, some researchers have also pointed out that teachers are expected to provide
the skills and competencies to students to enable them to survive in the 21st century,
which has expanded a load of teachers both in the classroom and beyond (Niemi et al.,
2018). This also implies that teachers must equip themselves with the latest knowledge

and developments in their area to guide their students properly.

The secondary stage of education is an essential link between higher education

and elementary education. Atthe secondary level, teachers have the charge of preparing
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students for the future; hence they must be given a due reward for their servicesin the
absence of which their satisfaction level decreases and they will be unable to perform
to their best(Singh & Goyal, 2012). Asa result, the workload of teachers atthe primary
and secondary levels has increased. Teachers are expected to perform tasks that are
omitted from their job description and to find enough time, they need to segregate

functions in order of priority (Goksoy & Asdag, 2014) as cited in (Lathi, 2017).

Arguably, unlike other professions teaching profession demands a thirst for
continuous learning and upgrading, which allows very little time to cater to different
requirements. Moreover, the revolution in the sphere of teaching has increased the task
of teachers manifold as teachers are expected to handle large volumes of students,
which implies more assignments to check and a greater number of students to cater to.
Owing to such rapidly developing trends in the teaching profession, issues related to

teachers present a perennial source of investigation for researchers.

1.4 The Secondary Stage of Education

The secondary stage of education s a link to higher education and is considered
a successive phase of a continuous learning process that must be accessible to all. It
creates individuals with refined reasoning, critical thinking, problem-solving, and who
can be trained to shoulder the occupational demands (Rani, 2007). Therefore, the
secondary education stage is crucial as it carries the responsibility of teaching young
people who either aspire to join the ladder of higher education or enter into some
vocations. Naturally, it must invest the learners with basic skills and problem-solving
abilities to handle the pressures emanating from the world of work or their personal
lives. It invariably follows from here that the curriculum should be rich and varied to
cater to the diversities of young learners. In this context, Reddy (2007) maintains that

the curriculum should be relevant enough to address the needs of those who wish to
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pursue higher education and those who desire to choose a vocation; it must equip them
with cognitive abilities to handle the stresses of both the worlds. It also brings home the
message that teachers occupy a central position in transforming young learners as
Akhtar (2017) believes that the teachers are required to play multiple roles that of a
counsellor, assessor, innovator, learner, manager. Teachers have more responsibility
than lesson delivery; they are expected to step out of their conventional pedagogical
practices and engage in different tactics. Moreover, the secondary stage is fraught with
many problems as teachers have to handle young adolescents who are often rebellious
if not appropriately handled. In this regard, the Report of the Sub- Committee of CABE
(2005) aptly points out that secondary education spreads over the years 15-16 and is
marked by a great deal of transformation- physically, emotionally. The committee
further adds that it is a stage of transition as many enter the world of work; thus, the
schooling experience must berich, varied, and commensurate with such transformation

experienced by young adolescents.

Moreover, the secondary stage of education is crippled with many challenges,
which can be briefly summarized under the following heads- teacher, students,
infrastructure, leadership and administration, and community (Umesh & Shivkumar,
2018). Asfar asteachers are concerned, they lack motivation and competence in their
subject, are averse to adopting innovative methods, and also do not owe accountability
(Umesh & Shivkumar, 2018). Moreover, students have poor achievement due to a lack
of teachers and their inability to transmit the content properly, leading to poor
conceptual clarity. Students also suffer in terms of poor health, lack of support from
family as in rural areas, they are expected to assist their parents at home (Umesh &
Shivkumar, 2018). Furthermore, infrastructural barriers exist in terms of non-existent

libraries, lack of safe drinking water, lack of separate toilets for boys and girls, lack of
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safe boundaries in the school campus for ensuring the safety of students, lack of
conveyance for students. Secondary schools in India also suffer poor leadership and
administration, which could be attributed to limited finances, lack of qualified teaching
and administrative staff, and ineffective leaders. Additionally, secondary schools also
face the problem of poor community involvement in school affairs; failure on the part
of parents to hold schools accountable in case of any dissatisfaction (Umesh &

Shivkumar, 2018).

The discussion above points out that secondary education is vital and beset with
many problems. Therefore, considering the significance of secondary education and
addressing the difficulties, the focus should be on ensuring best efforts to improve the
status of all the participants considering it as an integral part of the process of holistic

development of students.

1.5 Secondary Education in Sikkim

The 22nd state of India, Sikkim, is the least populous state with a 610,577
population (Census, 2011). Itis located in the Eastern Himalayan Range with 7096 sq.
km (Annual Report, 2017-18). An independent Himalayan kingdom, it merged with
India on 26th April 1975 and is home to three major ethnic communities- the Bhutias,
the Lepchas and, the Nepalese; besides, businesscommunities form an integral part of
the state. It has diverse languages and dialects, cuisine, culture, customs and traditions,
and religious practices. Nevertheless, the inhabitants have an underlying unity despite
this diversity, and peace prevails throughout the state. Sikkim was the first Indian state
to spearhead the bandwagon of organic farming. The mission of Clean and Green
Sikkim allowed the state to carve out a unique niche in the Indian scenario. At the
institutional level, efforts are directed towards banning single-use plastic, litter-free

campus, clean campus, and a host of other activities which make it exemplary. And this
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has directly contributed to strengthening the state's economy with a large inflow of
tourists seeking to visit this Himalayan State every year. Around 75% of the Sikkimese
population resides in rural parts with rough and challenging terrain and practice some

form of agriculture (Census, 2011).

In the academic domain, the literacy rate of Sikkim is 81.42% (Census, 2011).
The state has a long history of education, as some form of education, especially
monastic education catering to the lamas as the dominant form of education, was
prevalent in the pre-merger Sikkim. The opening of Bhutia Boarding School in 1906
and Nepali Boarding School in 1907 boosted formal education in Sikkim. These two
schools were later merged into Sir Tashi Namgyal School in 1924, providing its service
till today. In the meantime, several schools started emerging in every nook and comer
of the state. The modern education system was introduced in Sikkim after it became a
protectorate under the rule of the British Governmentin India (Annual Report, 2017-
18). Following its merger with Indiain 1975, the state undertook hasty steps to upgrade
education quality and quantity. Consistently, the literacy rate, which was a mere 17%
in 1971, escalated to a whopping 81.42 % in 2011 (Census, 2011). There has been a
phenomenal rise in the number of schools and students’ enrolment during recent times,
particularly at the secondary level. It is essential to mention here that the private
education system runs parallel with the government education system and contributes

a significant chunk to the overall education systemin Sikkim.

In terms of educational administration, the power of management of
government schools has been delegated to the School Management Committees
(SMCs) at the lower primary and upper primary level and the School Management and
Development Committee (SMDC) at the secondary level. School education in the state

follows the 8+2+2 pattern, i.e., eight years of elementary education, two years of
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secondary education, and two years of senior secondary education (Annual Report,
2017-18). Under the main roof of the Education Department in Sikkim, different
Directorates are looking after different sections. The Directorate of Primary Education
is solely responsible for primary education. The Directorate of Technical Education
dealswith technical education in the state, whereas the Directorate of School Education

caters to Sikkim's secondary and senior secondary education.

Education is a fundamental right under the Right to Education Act, 2009, which
came into force on 1st April 2010. Sikkim like its other counterparts have been
dedicated to providing equal opportunities for educational access to all children aged
6-14. This ambitious government mission is noteworthy but somehow has expanded

the duties and responsibilities of the stakeholders, including the teachers.

The Government of Sikkim has accorded the highest priority to the education
sector by allocating twenty percent of the state budget to education. The central focus
of the government is imparting quality education to children from the age as early as
four years (Annual Report, 2014-15). Furthermore, the state has been sincerely
undertaking many initiatives to cater to the need for training teachers, provision of
teaching aids, and improving the infrastructural requirements of the schools.
Furthermore, the value of teaching fraternity is well recognized by the state
government. Therefore, it intends to provide many training facilities to the in-service

teachers at regular intervals and offers the best salary structure.

1.5.1 Status of Secondary School Students in Sikkim
Rashtriya Madhyamik Siksha Abhiyan, from now on, (RMSA) a central
initiative which was launched in 2009-10 for achieving universal secondary education

and improvement of quality and access to secondary education was subsequently
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implemented in Sikkim which deals with secondary and senior secondary schools in
Sikkim (Annual Report 2014-15). The scheme is in full swing in the state. Its major
thrust areas include providing secondary schools within a reasonable walking distance,
focusing on universal access, and universal retention. The target group comprises
economically backward children, girls, SCs, STs, and OBCs. Also, it takes care of the
infrastructural requirements of the secondary schools to accommodate a large number
of students. RMSA covered a total of 163 secondary and senior secondary schools and
supplied in-service training of teachers; financial assistance in the form of minor repair

grants, annual school grants, sports equipment, excursions (Annual Report 2014 -15).

Furthermore, the Govt. of Sikkim is keen to improve the quality of education
provided to students at the secondary level. In this regard, the state has undertaken
several activities that cross the boundaries of conventional classroom delivery of
lessons to include a whole gamut of co-curricular activities to address the holistic
development of learners. For instance, the concept of organic farming is indigenous to
Sikkim. It has been extended to the school level, where it is vigorously pursued as early
as from the elementary stage onwards. Organic farming has been introduced in 79
secondary schools, and demonstrations on innovative practices in organic farming

being organized simultaneously (Samagra Shiksha, Annual Report, 2018-19).

Moreover, to foster the spirit of scientific temper among students tinkering labs
have been installed in ten secondary and senior secondary schools and along with this
to enhance English speaking skills among students Unnati Training has been provided
to 121 students covering all four districts of Sikkim, Student Exchange Programme,
Movable Digital Library which can be accessed even in the absence of internet
connection, Science and Math Kit, Library resources, Installation of Biometric

Attendance to track the attendance of both teachers and students, sports facilities, the
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supply of library books, twining programs targeting at minimising the regional
imbalance between rural and urban students and to develop a bond between them,
subjectenrichmentprogram whichaimsatsupplyingquality learningcontentespecially
for subjects like science and mathematics, were special activities undertaken in recent
times mainly targeted to students at the secondary level (Samagra Shiksha, Annual
Report, 2018-19). The information and Communication Technology (ICT) projectis in
full swing in the state, aiming to impartcomputer educationto students atthe secondary
and seniorsecondary level. Ithas benefittedboth the teachersandthe students. Teachers
have transformed their educational practices and have experienced effective teaching-
learning methods (Annual Report, 2014-15). Similarly, to increase students
employability and orient them with skill-based education to aid in earning their
livelihood, vocationalization of education has been emphasized. Accordingly, the
vocational education scheme has been implemented in 184 secondary and senior
secondary schools offering diverse vocational trades such as Information Technology,
Travel and Tourism, Food Production, Retail, and Multi-Skill Foundation Conserve

(Samagra Shiksha, Annual Report, 2018-19).

Table 1.1 belowshowsthe various indicators of secondary educationin Sikkim.

Table1.1

Secondary Education Indicators in Sikkim

State GER NER DropoutRates Retention Transiti  Gender Gend PT SCR
(Seconda (Seconda (Secondary Rate onRates Parity er R Govt
rylevel) rylevel) level) (Secondary (Classes Index Gap Gov

level) VIH-IX)  (GPI) t.
Sikkim 116 73 15.08 84.96 111.18 111 519 15 1251

Note. From Annual Report, 2017-18.
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Tables 1.2 and 1.3 show students' enrolment status at the secondary stage in Sikkim's

government and private schools.

Table 1.2

Enrolment of Secondary and Senior Secondary Schools (All Management)

District Boys Girls Total Boys Girls Total Boys Girls Total
(1X- (XI- (1X-

X) X11) X11)

North 678 799 1477 478 610 1088 1156 1409 2565
West 2985 3487 6472 2010 2160 4170 4995 5647 10642
South 3062 3305 6367 1842 2419 4261 1904 5724 10628
East 5376 5836 11212 3653 4204 7857 9029 10040 19069

State 12101 13427 25528 7983 9393

17376 20084

22820 42904

Note. From UDISE 2017-18, in Annual Report, 2017-18.

Table1. 3

Enrolment of Secondary and Senior Secondary Schools (Government)

District Boys Girls  Total Boys Girls  Total Boys  Girls Total

(IX-X) (XI-X11) (IX-

XII)

North 495 614 1109 401 525 926 896 1139 2035
West 2550 3019 5569 1845 1958 3803 4395 4977 9327
South 2627 2921 5548 1451 2098 3549 4078 5019 9097
East 4233 4602 8835 3032 3306 6338 7265 7908 15173
Sikkim 9905 11156 21061 6729 7887 14616 16634 19043 35632

Note. From UDISE 2017-18, in Annual Report, 2017-18.
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The state government well acknowledges the value of the teaching fraternity,

and towards this end, several workshopsand training programs are organized year after

year to address the need of updating teachers with the latest developments in the field

of teaching-learning. In-service training being the major component of RMSA,

provided training to 163 government school teachers of all four districts of Sikkim in

2014-15 (Annual Report 2014-15). The table below reflects some of the recent

programs conducted by SCERT in upgrading the status of teachers teaching in

Secondary and Senior Secondary Schools.

Tablel.4

Programmes for Professional Development of Teachers

SI. No  Category of Training Organized by Participants Nos
1 Content Enrichment SCERT Teachers of 08
(Science & Mathematics) (Social Justice EMRSs
Dept.)
2 Induction Training SCERT GTs (Math & Total:101
Programme Science) Namchi:48
of newly appointed GTs of South and West  Soreng: 53
(Science & Mathematics) District
3 Workshop for teachers on SCERT Teachers and Total:41
Content and Pooling Teacher Educator ~ (School Teachers East :13,
(DIKHSA) West:06, North: 08, South:08
SCERT: 06)
4 Content Enrichment SCERT PGTs and Teacher  Total:28
(Mathematics) Educators
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PGTs: North:02, South:04,
West:03, East:14 DIET
Gangtok:01, SCERT:04

Content Enrichment SCERT PGTs
and Laboratory Practice (All Districts)
(Chemistry & Physics)

Total:77

(Chemistry: East:24,
West:09, North:02

South:03 Physics: East:24,
West:08, North:02, South:05

Content Enrichment SCERT GTs English:69

(English & Sacial Science (South & West Social Science:64
Districts)

Pedagogy and Content SCERT PGTs Total:37

Enrichment (East & North (Geography: East:15

(Social Science, Geography Districts) North:05

& History: East:13

History North: 04

Pedagogy & Content SCERT PGTs 30

Enrichment

Note. From Samagra Shiksha, Annual Report, 2018-19.

Also, teachers in Sikkim enjoy other benefits like six months of maternity leave

and paternity leave for fathers.

As regards the pay and allowances granted to teachers, it is at par with other

states. For instance, “The scales of pay and allowances, medical facilities, pension,
gratuity, provident funds, and other prescribed benefits of teachers shall be that of
regular teachers and at par for similar work and experience." (Sikkim Government

Gazette, 2010, p. 16).

Sikkim is committed to the vision of quality education and, in this regard, has
outlined several projects, particularly at the secondary and senior secondary levels. For
instance, the ICT @ School Project was started in the year 2008 and currently is being

implemented in 187 govt. and govt- aided secondary and senior secondary schools in
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Sikkim with ICT instructors to carry out its functions. In this regard, 82 schools were
covered in 2018-19 (Samagra Shiksha, Annual Report, 2018-19). Moreover, for
smoothly operating the ICT devices, school-level training is conducted for ICT
instructors supervised by the school Heads (Samagra Shiksha, Annual Report, 2018-

19).

Inclusive Education for Disabled at Secondary Stage (IEDSS) is also
operational in the state. It covers all children in the age group 14-18, studyingin the
secondary stage in government, local body, and government-aided schools with more
than one disability such as blindness, low vision, leprosy cured, hearing impaired,
locomotor disabilities, mental illness, autism, cerebral palsy, speech impairment,
learning disabilities, etc. Similarly, to give skill-oriented knowledge to students at the
secondary and senior secondary stage, the centrally sponsored scheme of
vocationalization of secondary and higher secondary education has been implemented
at 64 government senior secondary and 57 government secondary schools with four
trades viz. Information Technology, Travel & Tourism, Retail Trades, and Food
Production (Annual Report, 2017-18) in all of these schemes, teachersare provided in-

service training and induction.

Based on the field observation, the investigator understood the prevalence of a
clear-cut distinction between government-managed schools and private-managed
schools in many vital aspects. Based on the information gathered from the secondary
sources, precisely, Annual Reports and the Report of the Samagra Shiksha, it is evident
that many efforts are made in providing induction training to teachers, particularly in
terms of vocational education and successful handling of ICT devices. However, a
significant lacuna has been that besides training programs for English graduate and

post-graduate teachers, teachers teaching other languages like Nepali, Bhutia, Lepcha,
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Limboo are seldom exposed to such training programs, which thus warrants
consideration. The empirical investigation also enabled the investigator to realize that
teachers teaching in private schools may be ahead of teachers of government schools in
logistics. However, certain other facilities like an extended period of leave, financial
superiority may not be availed by teachers of private schools, making them vulnerable
to the problem of economic insecurity. However, acommon binding factor has been
that teachers across the state are exposed to heavy workloads with the initiation of new

projects and schemes in the state.

Additionally, teachers are witnessing a drastic change in their roles, as it was
evident from the field observation that teachers' roles are not confined within the four
walls of the classroom. Amidst such differences, the field study also revealed the
crucial understanding that the number of training and short-term courses organized for
their up-gradation often left teachers with very little time to nurse their obligations. It
was also apparent from the field investigation that with the need to remain abreast with
the latest developmentin knowledge, many senior teachers were ill-adjusted as they
lacked training, especially in handling modern technologies for content delivery. On
the contrary, the research allowed the investigator to gain insight into the fact that the
State Government has been extending its best support to teachers, at least when
considering that most teachers teaching in government schools of Sikkim atany level

are on an ad-hoc basis.

1.6 Need and Significance of the Study

Developed nations are witnessing the advent of virtual learning classrooms
where the teacher's primary role is side-lined, and learners have the advantage of

progressing at their own pace. The Indian education system, however, portrays a
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different reality. A teacheris still a dominantfigure in the Indian education system;
delivery methods might have changed. Hence attempts must be made continuously to

understand the dynamics of the teaching profession and the teacher.

The constructs work-life balance and job satisfaction have been studied
expansively in the past. However, the presence of the bulk of literature in these areas
does not essentially imply that there is no scope for further inquiry in that area. On the
otherhand, such thoroughly exploredareas will have many sub-topics developed within
them, which can be identifiedand thusanalyzed (Gay etal., 2015). This viewpoint lends

a strong rationale for the present study.

Earlier studies suggest that the Indian studies concerned with work-life balance
have been conducted primarily on the corporate sectors, at the higher education level,
and most frequently exclusively of female teachers, which is undoubtedly worthy.
However, it is necessary to understand the work-life balance situation of teachers at the
secondary leveland how itvaries in terms of gender, management, experience, subjects
handled, and nature of the appointment. Moreover, very little research exists regarding
teachers' work-life balance based on their academic affiliation and the nature of work;
therefore, considered from this angle, the present study is highly noteworthy. Likewise,
teachers' job satisfaction at all levels remains the most researched variable in the Indian
context. However, changing times and the resultant demands it has imposed on the
teaching fraternity have possibly affected teachers' job satisfaction as such job
satisfaction studies deem necessary. Additionally, there is a need to explore the
relationship between work-life balance and job satisfaction among teachers and

understand whether sound work-life balance facilitates or hinders job satisfaction.
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It is equally essential to mention that the secondary stage of education caters to
adolescents troubled with many problems. For most, it is a terminal stage of formal
learning. Secondary school teachers thus have to work hard to prepare young students
for future uncertainties. To address these numerous problems of adolescents and
provide counseling and enriching learning experience, we require balanced and
satisfied teachers with their profession. Since teachers profoundly influence learners,

studies focusing on teachers and their numerous problems can be justified.

Sikkim has been developing rapidly in all dimensions, including education. The
questforattainingquality has led to increased workload and longworkinghours for the
workforce ofall sectors. The inclusion of vocational education, ICT-enablededucation,
the introduction of organic farming within the school curriculum, Inclusive Education
for the Disabled, etc., are some laudable efforts towards achieving educational
excellence. However, it implies more work for the teachers as opposed to their
conventional roles. On closer observation, we can find that most teachersappointed in
Sikkim are on an ad-hoc basis who carry out an equal amount of academic and
administrative responsibilities. Teachers thus appointed suffer from the insecurity of
tenure, which seriously affects their job satisfaction and, in many instances, may lead
to issues of work-life imbalance. Therefore, studies focusing on differences in job

satisfaction and work-life balance of ad-hoc and regular teachers need attention.

As far as studies relating to teachers' work-life balance and job satisfaction in
the Sikkimese contextare concerned,although few attempts have beenmade in the past,
it is still in its infancy. Additionally, studies focusing on the relationship between work-
life balance and teachers' job satisfaction are inconspicuous in the context of Sikkim.
Therefore, dueto the scarcity of researchin the said constructs, the researcher attempted

to understand how demographic factors act upon teachers' job satisfaction and work-



62

life balance atthe secondary level and trace the relationship between the two constructs.
Hence, this study is significantas it will provide some insights on the job satisfaction
and work-life balance of secondary school teachers of Sikkim and thus recommend the
policymakers to formulate some strategies based on the findings. Therefore, dwelling
upon the inconsistencies found in previous studies, the investigator attempted to
understand the phenomena of work-life balance and job satisfaction, mainly of
secondary school teachers. Thus, the study would accrue benefits to stakeholders in

chalking out the truly deserved reforms.

1.7 Statement of the Problem

Teaching as a profession has become stressful due to various reasons. The
inflexible ten to four routine and engagement of teachers in non-academic activities and
teaching somehow leave the teachers with very little time to shoulder the mounting
household responsibilities and personal care. Such a situation creates an imbalance in
teachers' professional and personal domain and oftenresults in dissatisfaction with their
jobs. Additionally, pedagogical transformation, technology-enhanced learning where
the clear-cut boundary between work and non-work seems non-existent, national goals
and missions of providing universal education to all regardless of any consideration
have eventually increased teachers' workload. As a result, their work-life balance and
job satisfaction issues are often lost sight of, particularly in the Sikkimese context,
where the studies to understand such matters of teachers are negligible. Hence, the
problem is stated as "Work-Life Balance and Job Satisfaction amongst Secondary

School Teachers of Sikkim."

1.8 Objectives of the Study

The following objectives guided the present study:
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1. To explore the overall and dimension-wise difference in work-life balance and

job satisfaction among secondary school teachers based on gender.

2. To determine the overall and dimension-wise difference in work-life balance

and job satisfaction among secondary school teachers based on management.

3. To studythe overalland dimension-wise difference in work-life balance and job
satisfaction among secondary school teachers based on the nature of the

appointment.

4. To explore the overall and dimension-wise difference in work-life balance and

job satisfaction amongsecondary school teachers based on teachingexperience.

5. To explore the overall and dimension-wise difference in work-life balance and

job satisfaction among secondary school teachers based on teaching subjects.

6. To study the level of work-life balance and level of job satisfaction amongst

secondary school teachers of Sikkim based on demographic variables.

7. To study the relationship between work-life balance and job satisfaction

amongst teachers of secondary schools.

8. To find out the prediction of job satisfaction by the work-life balance of

secondary school teachers of Sikkim.

1.9 Null Hypotheses

Ho: There is no significant difference in the mean scores of teachers in (a) Work
Interference with Personal Life (b) Personal Life Interference with Work (c) Work

Personal Life Enhancement (d) Overall Work-life Balance between the gender.
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Ho2There is no significant difference in the mean scores of teachers in (a) Intrinsic
Aspect of the Job (b) Salary Promotional Avenues and Service Conditions (c) Physical
facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)

Relationship with Colleagues (i) Overall Job Satisfaction between the gender.

HosThere is no significant difference in the mean scores of teachers (a) Work
Interference with Personal Life (b) Personal Life Interference with Work (c) Work

Personal Life Enhancement (d) Overall Work-life Balance between the management.

HosThere is no significant difference in the mean scores of teachers (a) Intrinsic Aspect
of the Job (b) Salary Promotional Avenues and Service Conditions (c¢) Physical
facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)

Relationship with Colleagues (i) Overall Job Satisfaction between the management.

HosThere is no significant difference in the mean scores of teachers in (a) Work
Interference with Personal Life (b) Personal Life Interference with Work (c) Work
Personal Life Enhancement (d) Overall Work-life Balance between the nature of the

appointment.

HosThere is no significant difference in the mean scores of teachers in (a) Intrinsic
Aspect of the Job (b) Salary Promotional Avenues and Service Conditions (c) Physical
facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)

Relationship with Colleagues (i) Overall Job Satisfaction between the management.

Ho;There is no significant difference in the mean scores in (a) Work Interference with

Personal Life (b) Personal Life Interference with Work (c) Work Personal Life



65

Enhancement (d) Overall Work-life Balance among the teachers with varied years of

teaching experience.

HosThere is no significant difference in the mean scores in (a) Intrinsic Aspect of the
Job (b) Salary Promotional Avenues and Service Conditions (c) Physical facilities (d)
Institutional Plans and Policies (e) Satisfaction with Authorities (f) Satisfaction with
Social Status and family Welfare (g) Rapport with Students (h) Relationship with
Colleagues (i) Overall Job Satisfaction amongthe teachers with varied yearsof teaching

experience.

HooThere is no significant difference in the mean scores in (a) Work Interference with
Personal Life (b) Personal Life Interference with Work (c) Work Personal Life
Enhancement (d) Overall Work-life Balance among the teachers teaching different

subjects.

HoioThere is no significant difference in the mean scores in (a) Intrinsic Aspect of the
Job (b) Salary Promotional Avenues and Service Conditions (c) Physical facilities (d)
Institutional Plans and Policies (e) Satisfaction with Authorities (f) Satisfaction with
Social Status and family Welfare (g) Rapport with Students (h) Relationship with

Colleagues (i) Overall Job Satisfaction among the teachers teaching different subjects.

Ho11 There is no significant relationship between work-life balance and job satisfaction

among teachers of secondary schools.

Ho12There will be no significant prediction of job satisfaction by (a) work interference
with personal life (b) personal life interference with work (c)work personal life

enhancement among secondary school teachers of Sikkim.

1.10 Operational Definition of the Key Terms Used
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The keywords used in the title of the study and which will be used in the main body of

the report is operationally defined in the following manner:

Work-life balance in the present study has been explored in terms of the three
dimensions of work-life balance, namely- work interference with personal life, personal

life interference with work, and work personal life enhancement.

Job Satisfaction in the present study has been explored in terms of the various aspects
of the job; chiefly- the intrinsic element of the job, salary, promotional avenues and
service conditions, physical facilities, institutional plans and policies, satisfaction with
authorities, satisfaction with social status and family welfare, rapport with students, and

relationship with colleagues.

Secondary school teachers refer to graduate teachers teaching in government and

private schools at the secondary level (i.e., IX- X.)

1.11 Delimitation of the Study

The present study is descriptive, and the focus is only on teachers teaching in
the secondary stage of education. The investigator delimited the sample for the present
study to three hundred thirty-seven secondary school teachers. Thus the investigator
excluded the Principals, Headmaster/headmistress, post-graduate teachers,and Primary
teachers from the study. The primary data gathering instrument used is a close-ended
questionnaire. A convenience sampling technique was used to select the required size
of the sample. The study focused on studying the demographic differences among
secondary school teachers in the two variables chosen for the study. However, the
investigator delimited the demographic variables to gender, management, experience,

subject taught, and nature of the appointment. The collected data were analysed using
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descriptive and inferential statistics and was delimited to percentage analysis,

computation of Mean, SD, 't' test, ANOVA, Correlation, and Regression Analysis.

1.12 The Layout of the Chapters

Chapter 1 attempts to situate the problem by presenting the study's theoretical
background focusing on how changing times have imposed inevitable changes in
teaching jobs, and justifies the need for examining teachers' work-life balance and job
satisfaction. Additionally, the investigator also attempts to provide the study's
objectives while simultaneously stating the null hypotheses and the rationale for
conducting the study. The chapter also provides insight into the education scenario of
Sikkim, especially at the secondary stage, focusing on teachers' status. Finally, the
chapteralso providesan overview of work-life balance and job satisfactiontheories and

how these theories are relevant to the study and teachers.

Chapter 2 focuses on the literature review carried out in India and abroad on the
two constructs and traces the relationship between work-life balance and job
satisfaction. Based on the review, the chapter brings forth the gaps foundin past studies,
although past literature is flooded with studies undertaken in work-life balance and job
satisfaction. Such gapsfound in paststudies provide amplejustificationfor undertaking

the present study, especially in the context of Sikkim.

Chapter 3 describes the details of research design, methods adopted, tools used,
and the justification for the tools used. The population of the study, sample, and their

demographic profile have all been placed in chapter 3 of the study.

Data analysis and interpretation followed by a graphical representation of data
in sequential order are placed in chapter 4 of the study. The chapter also attempts to

analyse the data in terms of hypotheses stated in chapter 1 of the study. Finally,



68

decisions regarding retention or rejection of null hypotheses are mentioned in chapter

4.

Chapter 5 discusses the findings that ensued from the study and corroborates
the findings with past studies. The investigator's insight and understanding of the

reasons for the study's outcomes are also included in the chapter.

Chapter 6 summarises the study by revisiting the significance, the objectives,
hypotheses, theoretical framework, literature review, research methods, data analysis
and interpretation, main findings. The chapter also tries to provide a meaningful
conclusion of the study and provides recommendations based on the study's main
findings. Suggestions for further research owing to specific inadequacies and

limitations encountered in the present study are also provided in this chapter.
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Chapter 11

Review of Related Literature

2.0 Introduction

In quantitative research, a thorough review of literature often formsthe crux of
the study, which decides the type of hypothesesto be formulated, objectives to be
framed, and the adoption of appropriate methodology for the successful empirical
investigation of the underlying constructs. While the previous chapter aimed to
introduce the study, the current chapter will present the literature review on teachers
work-life balance and job satisfaction. The chapter also shows the relationship between

work-life balance and job satisfaction and the gaps found in previous studies.

A literature review is a written summary of journal articles, books, and other
documents often arranged chronologically and thematically that provide the past and
the currentinformation on the topic chosen for the study (Creswell, 2018). Likewise,
Gay et al. (2015) believe that a proper review of literature is composed of three inter-
related steps: identifying the sources, locating and analyzing the sources to
meaningfully arrive at what has been done, and what needs further inquiry. Such
meticulously followed steps often lead to avoiding repetitive works and furnish the
investigator with critical insights on the methodology adopted by previous researchers
who have worked in similar areas. Additionally, a literature review provides a good
starting point for undertaking quantitative research studies as it guides the researcher
on similar studies conducted in the past on the selected topic. Hence, reviewing past
studies can be highly beneficialand mustbe undertakenbefore the investigator ventures
into the field for data collection. Finally, in quantitative analysis, the investigator carries

outa literature review in the beginning mainly because it justifies the importance of the
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research problem and provides a rationale for the study, research questions, and

hypotheses (Creswell, 2018).

For the presentstudy, the investigator has arranged the reviews thematically and
chronologically. Furthermore, studies on teachers' work-life balance are placed in the
first section and reviews on job satisfaction in the second section of the chapter. The
third section deals with reviews on the relationship between work-life balance and job
satisfaction. Studies conducted in Indiahave been placedbefore foreign studies for both

variables.

2.1 Studies Conducted in India on Work-life Balance

Literature suggests that most Indian studies on work-life balance have explored
the construct, particularly in terms of female teachers. Likewise, some attempts have
been made to understand teachers' work-life balance in terms of levels of work-life
balance, experience, and management. However, there is scanty literature in teachers
work-life balance regardingtheir nature of the appointment, the subject taught, and how
work negatively affects work and vice-versa or how work and life enrich each other, as

evident from the subsequent discussion.

2.1.1 Level of Work-Life Balance

Some researchers have worked to explore the level of work-life balance of
teachers; in this context, some authors reported that teachers were found to be stressed,
tired, and depressed owing to work-related pressures (Shreyas, 2017; Senthilkumar &
Cholasseri, 2017. Likewise, Naraharisetti and Chinnadurai (2020) found through their
study that teachers experience a tremendous amount of stress while harmonizing their
professional and personal obligations. Thesefindings hintatthe existence of poor work-

life balance amongteachers. A review of past studies thus revealed that teachers are
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vulnerable to balancingprofessional and familial life. Therefore, some researchers have
feltthe need to design workplace strategies to combat the pressures of tackling work-
life balance challenges. In this regard, Miryala and Chilukha (2012) undertook a study
to understand the status of the work-life balance of teachers teaching in schools,
colleges, universities, and professional courses and found that although a majority of
the teachers were able to harmonize theirwork and personal life successfully. However,
all the respondents agreed to the need for designing work-life balance policies and
programs to enable the teaching community to balance their work and life needs and
thus be more effective. These suggestions highlight that the challenges of maintaining
sound work-life status are experienced by teachers across all levels of education and

under different management.

2.1.2 Work-Life Balance and Gender

Researchers in the past have heavily worked in understanding the work-life
balance issues of female teachers. In this connection, researchers have all reported
through their studies a strong relationship between the work-life balance of female
teachers and the support received from family (Devi & Pandian, 2011; Maragathan et
al., 2017). Conclusively, it becomes clear that good support received from the family
enormously aids in maintaining a sound work-life balance. This particular finding of
the researchers is also supported by the proposition of Greenhausand Beutell (1985),
who, based on the evidence drawn from many studies, concluded that a lack of family
support results in work-family conflict. In terms of support received from family,
Veluraj and Poomagal (2019) found no significant difference between government and
private school teachers, which indicates the women teachers teaching in government
and private schools receive a similar type of support from the family. However, a small

sample size of only fifty-five teachers could have possibly affected the findings of their
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study. Some authors have tried to understand the causes of poor work-life balance
among female teachers. In this context, Ramanathan and Vanitha (2011) have cited
inflexible workload, working hours, students' behaviour modification, and personal
factors as chief causes of poor work-life balance and reported female teachers to be
more prone to work-life balance challenges. Likewise, Petare (2013) concluded heavy
work, lack of flexi-time, failure to prioritize time, lack of reduced working time, and
other facilities at the workplace as severe impediments to the sound work-life balance
of female teachers. Some authors identified thatboth personal and professional affected
female teachers' work-life balance, especially those in private institutions (Singh &

Negi, 2017).

The other demographic factors like age, marital status, number of children, and
experience also significantly impact the work-life balance, particularly of female
teachers. Therefore, researchers have made a continuouseffortto understand the impact
of demographic factors on the work-life balance of women teachers. In this connection,
previous studies found a significant difference in the work-life balance of female
teachers based on marital status, age, experience (Meenakshi & Ravichandran, 2012;
Mittal, 2015; Attri & Neelam, 2016). In contrast, some studies reported no significant
difference in teachers' work-life balance having a greater number of children and
teacherswithoutchildren (Padma & Reddy, 2013; Priya2017). The selection of asmall
sample size of only fifty-four teachers of Padma and Reddy (2013) and the convenient
sampling strategy adopted by Priya (2017) could perhaps explain the findings of these

authors.

While researchers in the past have focused more on understanding the work-life
balance challenges faced exclusively by women teachers, some researchers have

compared the gender differences and consequently reported the positive influence of
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gender on the work-life balance position (Sinha& Sinha, 2018). For example, the study
of Saravan and Dharani (2014) reported female teachers have better work-life balance
situations than their male counterparts. However, the findings can be generalized only
in the case of private school teachers. On the other hand, the study of Sharma and
Agarwal (2017) found male teachers to have sound work-life balance than female
teachers; the findings might lack generalization as a sample of only fifty teachers was
selected. However, a handful of studies found no significant difference in male and
female teachers (Dnanya &Kinslin, 2016; Chhatrapati, 2017; Senthilkumar &
Cholasseri, 2017; Muthulakshmi, 2018). Likewise, some researchers did not report any
significant gender difference in any three dimensions of the work-life balance tool, i.e.,
work interference with personal life, personal life interference with work, and work

personal life enhancement (Irfan & Azmi, 2015).

2.1.3 Work-Life Balance and the Type of Management

Researchers have also made some efforts in comparing the work-life balance of
teachers working under government and private management. In this regard, the past
studieshave all found asignificantdifference between teachers teachingin government
and private or autonomous and self-financing institutions in their work-life balance
situation (Punia & Kamboj, 2014; Attri & Neelam, 2016; Dnanya & Kinslin, 2016;
Navarathinam, 2016; Thomas & Paul, 2016; Rathee & Bhuntel, 2018). The findings
from these studies revealed that teachers working under government management have
comparatively better work-life balance positions than teachers under private
management. However, in a more recent study, Shoba and Suganthi (2020) did not
reportany significant difference in teachers' work-life balance working in government
and private schools. The study of Dnanya and Kinslin (2016) said that although there

is a high level of work-life conflicts for teachers under self-financing institutions, the
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teachers working in these institutions have also reported increased work to family
facilitation. This finding indicates the positive spillover of work to life and highlights
enrichment perspective of work-life balance. In contradiction to the above findings,
Barik (2017) found no significantdifference in the work-life balance position of female
teachers based on the type of managementin an exclusive study of female teachers.
However, the study's findings cannot be generalized to all women teachers since the

focus was only on married women teachers.

2.1.4 Work-Life Balance and the Nature of Appointment

A perusal of the extant literature revealed partial attempts in the past to
understand teachers' work-life balance and how it varies regarding the nature of the
appointment and the choice of academic stream. In this regard, Punia and Kamboj
(2014) found that the nature of the appointment significantly contributes to the quality
of teachers' work-life balance. Likewise, Attri and Neelam (2016) also found that
married female teachers appointed on a contractual basis face more work-life conflicts

than those married teachers selected regularly.

2.1.5 Work-Life Balance and Experience

Researchers in the past have also attempted to trace the relationship between
work-life balance and the years of teachingexperience. In this connection, some studies
discovered a significant relationship between years of teaching experience and the
ability to maintain sound work-life balance and concluded that a greater number of
teaching experience equips teachers in better maintenance of work-life balance
(Ramanathan & Vanitha, 2011; Meenakshi & Ravichandran, 2012; Priya, 2017
Muthulakshmi, 2018). However, in contrast to these authors, few studies reported no

significant relationship between the years of teaching experience and the ability of the



75

teachers to maintain the work-life balance (Renthlei, 2016; Suryakumar & Suresh,

2018).

2.1.6 Work-Life Balance and Subject Taught

Literature review suggests the presence of scarce literature in terms of teachers'
work-life balance according to the subject handled by them. In this regard, Punia and
Kamboj (2014) reported a significant relationship between the quality of work-life
balance and the academic stream of teachers. However, the authors did not reveal

whether teachers' work-life balance across different academic streams differ or not.

2.1.7 Work-Life Balance and Work Interference with Personal Life

As far as work interference with personal life is concerned past studies found
that work negatively interferes with personal life and therefore compels women
teachers to complete pending school works at home, resulting in a poor relationship
with spouses and missing quality family time (Devi & Pandian, 2011; Sahaetal., 2016;

Tresa & Manisha, 2016; Shreyas 2017).

2.2 Studies Conducted Abroad on Work-Life Balance

Literature is replete with studies conducted outside India in the area of work-
life balance. The fundamental difference between the Indian studies and the foreign
studies, as discovered by the investigator, is that the studies conducted in India have
concentrated on analyzing teachers' work-life balance in terms of demographic factors.
However, most of the studies conducted outside have focused on other pertinent issues
like negative interference of work into personal lives, and how it has affected work-life

balance and the availability of workplace flexibility, support received, and its impact
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on work-life balance. Given below is a comprehensive review of studies conducted

outside India.

2.2.1 The Level of Work-Life Balance

Past studies have also studied the issue of work-life balance against the amount
of workload teachers are exposed to and its consequent impact on their work-life
balance status. In this regard, some have analyzed the work-life balance from the angle
of teachers’ exposure to the intense workload that has produced over-worked faculties
who struggle to prioritize time and thus experience role conflict resulting from poor
work-life balance (Tanoi et al., 2012). Furthermore, some researchers have cited role
ambiguity as an essential precursor to poor work-life balance (Gnawali, 2017). Some
researchers found that teachers spend many hours at work and experience difficulty
balancingwork and life regularly, although some support exists for them (Rowland,
2016). Whereas, some researchers reported that work-life balance among teachers has
gradually decreased onaccountof greater workload (Ching & Seok, 2018). Unlike these
authors, Lahti (2017) reported that although teachers' workload in Finland has
escalated, theirwork-life balanceisstill satisfactory. Likewise, Immanuel (2016) found
that the teachers in matriculation schools can balance their work and life and are
simultaneously satisfied. Similarly, Blackburn et al. (2017) reported that teachers are
happy with their job, can balance their work, and experience less personal interference
with their employment. In accordance with these findings, Marmol (2019) also found
the work-life balance of teachers in the Philippines in all dimensions- efficiency,

effectiveness, workloads, self-care, family welfare, support, etc. to be moderate.
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2.2.2 Work-Life Balance and Gender

Previous studies also made some efforts to understand the gender difference in
the work-life balance of teachers. In this regard, a study by Akanni and Oduaran (2017)
reported no significant gender difference in teachers' work-life balance. The finding
could be explained in the light of a selection of an unproportionate stratified sample of
148 male and 90 female teachers. On the contrary, few studies revealed a significant
difference in male and female academics (Aliasgar, 2017; Helvaci, et al., 2017). In a
similar vein, Aroosiya (2018) found that in an exclusive study of female teachers of
Nintavur, Sri Lanka, the women teachers teaching in governmentschools have poor
work-life balance. Similarly, Oteng (2017) studied the work-life balance of women
teachers in Senior High schools and concluded that the sources of support that aided in
balancing work and familial responsibilities existed. However, these women teachers
were compelled to change their plans due to increased domestic and work -related

obligations, disturbing their career growth (Oteng, 2017).

2.2.3 Work-Life Balance and Management

As far as school management is concerned, Aliasgar (2017) did not find any
substantial difference in teachers' work-life balance in government, private aided, and

private un-aided schools.

2.2.4 Work-Life Balance and Experience

Few researchershave also worked to explore the relationship between work-life
balance and years of teaching experience. For instance, Aliasgar (2017), in a study of

school teachers of Iran, found no significant difference in the quality of work-life
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balance of teachers with less than ten years of teaching experience and more than ten

years of teaching experience.

2.2.5 Work-Life Balance and Subject Taught

As far as the work-life balance and the subjects taught is concerned, Mukhtar
(2012), studied the job satisfaction and work-life balance among faculties of lowa State
University, and found no significant difference in the work-life balance of academics
belonging to different academic disciplines. Likewise, Helvaci et al. (2017) also

reported that teachers' work-life balance did not vary in their academic position.

2.2.6 Work-Life Balance and Work Interference with Personal Life

Some studies conducted in the past have centered around the theory of conflict
of Greenhausand Beutell (1985). These studies have reported the harmful interference
or spillover of work into personal lives. For instance, Kinman and Jones (2008), in a
study of work-life balance and well-being among academics in the UK, reported that
teachers work during weekends, resulting in poor work-life balance signaling the
instances of work interferenceinto personal life. The authors also noted thatpoor work-
life balance predisposed them to poor health, poor job satisfaction, and higher intent to

leave the job.

Likewise, Tanoi et al. (2012) in Japan found that inappropriate schedules
coupled with longworkinghours caused role conflictamongteachersand inadvertently
resulted in work-life imbalance among them. Similarly, Uddin etal. (2013) attempted
to explore the concept of the bi-directionality of conflict approach. They studied the
work-life balance of female teachers of Bangladesh and found that 59% of female
teachers reported job intrusion into personal life to a failure of devoting time to their

family. The researchers also concluded that 44% of respondents said their familial life
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was interfering with their job. Likewise, some researchers also reported that female
teachers have poor time for family after working hours (Kumar, 2017). However, the
findings from this study were drawn only from two colleges; hence it lacks

generalizability.

Similarly, Germain (2014) attempted to understand the work-life balance
among Canadian teachersand concluded the interference of work into personal life and
vice-versa. Teachers were stressed in navigating through the pressures of teaching
responsibilities and other responsibilities outside work. Additionally, the author
reported that the intense workload allowed significantly less quality time spent with
family and culminated in poor work-life balance, negatively affecting their teaching
methodsand leadingto an insufficientcommitmentto teaching. These studies pointthat
both personal and professional lives are affected due to work-life imbalance, and
conflict operates in both directions, i.e., work to life and life to work. Similarly, Ching
and Seok (2018), to understand the work-life balance of teachers in Malaysia, found
that the teachers witness a great deal of negative spillover of work into personal lives,

which have thwarted the sound work-life balance.

2.2.7 Work-Life Balance and Workplace Strategies

A perusal of the past studies also revealed that some researchers had studied
work-life balance issues, especially intending to identify specific workplace strategies
that can help the teachers achieve sound work-life balance. In this regard, few authors
have felt the need for designing some workplace strategies and autonomy for teachers
that can aid teachers in managing their work and life responsibilities (Noor &

Sahibzada, 2012; Johanim etal., 2018).
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Summary of the Reviews on Work-Life Balance

Reference to the past literature draws our attention to the understanding that
work-life balance among teachers has been explored from many angles, with the
primary emphasis being laid on understanding the work-life balance of female teachers
exclusively (Devi & Pandian, 2011; Kumar, 2011; Ramanathan & Vanitha, 2011;
Meenakshi & Ravichandran, 2012; Petare, 2013; Uddinetal., 2013; Mittal, 2015; Attri
& Neelam, 2016; Sahaetal.,2016; Immanuel, 2016; Renthlei, 2016; Tressa & Manisha,
2016; Barik, 2017; Chhatrapati, 2017; Gnawali, 2017; Maragathan etal., 2017; Oteng,
2017; Priya, 2017; Shreya, 2017; Singh & Negi, 2017; Aroosiya, 2018; Rathee &
Bhuntel, 2018; Veluraj & Poomagal, 2019). Barring few exceptions, most of the studies
have reported the existence of poor work-life balance situations for female teachers.
Negative interference of work into life mainly experienced in the form of not sparing
enough time to nurse their household responsibilities and their inability to spend quality
time with their loved ones were the reasons cited for poor work-life balance. Petare
(2013) identified heavy workloads, lack of flexi-time, inability to schedule time
between work and life, and absence of facilities at the workplace as the cause of poor
work-life balance. However, few studies have discovered that both personal and
professional factors affect the work-life balance of female teachers (Uddinetal., 2013;

Singh & Negi, 2017).

As a way of locating the causes of poor work-life balance, some studies found
the nature of the job, heavy work, lack of flexi-time, failure to prioritize time, students'
behaviour modification to be the causal factors of imbalanced work-life position
(Ramanathan & Vanitha, 2011; Petare, 2013). Conclusively, the causes of poor work-

life balance are deeply rooted in how things unfold at the workplace, and therefore



81

designing workplace strategies targeting the teachers merit attention. Hence, guided by
this understanding, few authors have suggested a need for developing workplace
policies and intervention strategies (Miryala & Chilukha, 2012; Noor & Sahibzada,

2012; Mohanty, 2014; Johanim et al., 2018).

Researchers attempted to understand the gender difference in the work-life
balance of teachers. These studies have reported a mixed result; however, these studies
suffer in terms of the failure to point out the specific dimension in which male and
female teachers differ (Saravan & Dharani, 2014; Irfan & Azmi, 2015; Dnanya &
Kinslin, 2016; Akanni & Oduaran, 2017; Aliasgar, 2017; Helvaci et al., 2017;
Chhatrapati, 2017; Sharma &Agarwal, 2017; Senthilkumar & Cholasseri, 2017,
Muthulakshmi, 2018). On the other hand, few studies found no significant difference
in the work-life balance of male and female teachers (Dnanya &Kinslin, 2016;
Chhatrapati, 2017; Senthilkumar & Cholasseri, 2017; Muthulakshmi, 2018). According
to management, some attempts in India were made to understand the variations in
teachers' work-life balance. These studies reported a significant difference in the work-
life balance of teachers belonging to the government and private schools, and teachers
from government institutions reportedly enjoyed better work-life balance than their
private counterparts (Punia & Kamboj, 2014; Dnanya& Kinslin, 2016; Attri & Neelam,
2016; Thomas & Paul, 2016; Barik, 2017; Rathee & Bhuntel, 2018; Velurgj &

Poomagal, 2019).

Some studies found a significant relationship between years of teaching
experience and the ability to maintain a sound work-life balance (Ramanathan &
Vanitha, 2011; Meenakshi & Ravichandran, 2012; Priya, 2017; Muthulakshmi, 2018).
In comparison, a couple of studies found no relationship between teaching experience

and work-life balance (Renthlei, 2016; Aliasgar, 2017; Suryakumar & Suresh, 2018).
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While the study of Punia and Kamboj (2014) reported a difference in teachers'
work-life balance based on academic disciplines, on the other hand, few studies found
no significant difference in the work-life balance of academicsbelonging to different
academic disciplines (Mukhtar, 2012; Helvaci etal., 2017). The prevalence of scanty
literature in this area suggests that there is still scope for understanding teachers' work-
life balance as per their academic affiliation and, more specifically, for understanding
the different disciplines in which the teachers differ. Likewise, only a couple of Indian
studies attempted to understand teachers' work-life balance phenomenabased on their
nature of appointment (Punia & Kamboj, 2014; Attri & Neelam, 2016). Some authors
have analysed teachers' work-life balance in terms of support received from family and
have produced mixed results (Kinman & Jones, 2008; Devi & Pandian, 2011,
Maragathan et al., 2017, Oteng 2017; Veluraj & Poomagal, 2019). Also, some studies
attempted to understand the negative interference of work into personal life (Tanoi et
al.,2012;Uddin, etal.,2013; Germain, 2014; Ching & Seok, 2018). Likewise, a handful
of studies have analysed the work-life balance from the angle of exposure of teachers
at all levels to the intense workload that has produced over-worked faculties who
experience job-related stress, role conflict, and ambiguity leading to burnout and
attrition amongthem (Noor & Sahibzada, 2012; Tanoietal., 2012; Duxbury & Higgins,
2013; Immanuel, 2016; Rowland, 2016; Blackburn etal., 2017; Lahti, 2017; Gnawali,
2017;Ching & Seok, 2018; Marmol, 2019). Atthe same time, othersreported the work-
life balance of teachers to be satisfactory in terms of the workload (Blackburn etal.,

2017; Lahti, 2017).

2.3 Studies Conducted in India on Job Satisfaction

Job satisfaction is an important construct continuously studied by researchers in

the pastand also during present times. Researchers explore teachers' job satisfaction to
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comprehendhow itvariesin demographic factorsand atdifferentstages. Unfortunately,
a lack of consensus among researchers about their findings rationalizes the volumes of

literature in this area.

2.3.1Job Satisfaction and Gender

Regarding gender differences among teachers, some researchers found a
significant gender difference in teachers' job satisfaction (Ali, 2011; Basu, 2013; Jamir,
2016; Kumar 2016; Qusar, 2018). However, in contrast to these findings, many
researchers reported no significant difference in the job satisfaction of male and female
teachers (Raj & Lalita, 2013; Bhuyan & Mallick, 2015; Ghosh, 2015; Kumar &
Rajendran, 2015; Rao, 2015; Bhakta, 2016; Bhuyan, 2016; Sharma, 2016; Bala, 2017,
Gihar & Mishra, 2017; Sharma, 2017; Roy & Haldar, 2018; Bhat, 2018; Rai, 2018). At
the same time, a couple of studies reported that female teachers had better job
satisfaction (Subhdi 2002; Jyoti & Sharma 2006; Rao etal., 2019). However, Rao et al.
(2019) found male teachers to be more content regarding salary, opportunities for
promotion, and professional growth. Thus, a reflection on the past studies points out
that gender difference in teachers' job satisfaction has been a popular area. Moreover,
it continuesto garnera fairshare of researchers' attention until recenttimes. A literature
review also draws our attention that the findings vary among researchers, and there is
evidence of mixed results produced in the past. However, past studies have failed to
understand the specific dimensions in which male and female teachers differ in their

job satisfaction.

2.3.2 Job Satisfaction and the Type of Management

Likewise, besides gender, researchers have also attempted to understand the

difference in the job satisfaction of teachers working in government and private
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educational institutions. In this context, few works reported that private school teachers
enjoyed comparatively better job satisfaction than their government counterparts
(Subhdi, 2002; Jyoti & Sharma, 2006). Similarly, Rao etal. (2019) found private school
teachers more satisfied with the school administration’'s cooperation. Jyoti and Sharma
(2006) cited the presence of a warm and friendly atmosphere in the school as a reason
for an increased level of job satisfaction among the teachers despite poor pay. The
authors have attempted to understand the satisfaction of teachers in terms of Hygiene
factors of Job satisfaction as outlined by Herzberg (1959). At the same time, some
researchers reported a significant difference in teachers' job satisfaction teaching in
government and private schools (Basu, 2013; Kumar, 2015). However, the authors
failed to make any strong statements concerning whether the government school
teachers fare well in terms of their job satisfaction than the private school teachers or
vice-versa. On the other hand, some researchers did not find any significant difference
in teachers' job satisfaction accordingto the management (Kumar, 2016; Rai, 2018).
Likewise, some authors found government school teachers to have better job
contentment than their private counterparts (Ghosh 2013; Dar, 2016; Sharma, 2016;

Gahlawat, 2017; Sharma, 2017; Ruhela 2017).

Similarly, Rao et al. (2019) reported that government school teachers are much
ahead in their satisfaction regarding salary, chances for promotion, and vertical
development or professional growth. In comparison, some studies found no significant
difference in the job satisfaction of the government and private school teachers (Ghosh,
2015; Kumar & Rajendran, 2015; Kumar, 2016; Bhat, 2018; Qusar, 2018; Raj &
Lalitha, 2013; Shoba and Suganthi, 2020). On the perusal of these studies, it is clear

that some researchers have reported a difference in the job satisfaction of govemment
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and private school teachers. However, these studies have failed to point out the specific

dimensions or aspects of teaching in which these teachers differ.

2.3.3 Job Satisfaction and the Nature of the Appointment

A review of the literature revealed the presence of scanty works centringaround
the job satisfaction of teachers based on the nature of their appointment. In this regard,
an effortwas made by Bhuyan and Mallick (2015) to explore the job satisfaction of
secondary level teachers in terms of their appointment, and they found regular teachers
to be more satisfied than temporary or contract ones. However, in contradiction to this
finding, the research of Ghosh (2013) found para teachers to be more satisfied than
regular counterparts. Similarly, Roy and Haldar (2018) also examined the impact of the
nature of appointment on teachers' job satisfaction. They reported that the job
satisfaction significantly differed among para, contractual and assistant teachers.
However, the authors failed to identify the specific domains in which these teachers

differed.

2.3.4 Job Satisfaction and Experience

Some researchers working in job satisfaction also focused on understanding the
relationship between teaching experience and job satisfaction. In other words, whether
more or fewer years of teaching experience impact the job satisfaction of teachers. In
this regard, past studies did not find any significant impact of years of teaching
experience on teachers' job satisfaction (Thakur, 2015; Sharma, 2017; Roy & Haldar,
2018; Rao et al., 2019). Likewise, Gihar and Mishra (2017), in their study of job
satisfaction among secondary school teachers, did not report any significant difference
in the job satisfaction of teachers with varying years of teaching experience. Likewise,

Bala (2017) did not find any significant difference in secondary school teachers' job
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satisfaction with less than ten years and teachers with more than ten years of teaching

experience.

2.3.4 Job Satisfaction and the Subject Taught

Researchers in the past also made few attempts to study the job satisfaction of
teachers, and if atall it varies across teachersteachingdifferentsubjects; in this context,
few studies found a significant difference in the job satisfaction of teachers according
to the subjects handled by them (Deyetal., 2016). Likewise, Kumar (2016) found less
satisfaction for teachers teaching general subjects than teaching science subjects. On
the contrary, some authors did not find any significant difference in teachers' job

satisfaction per their teaching stream (Kumar &Rajendran, 2015; Thakur, 2015).

2.4 Studies Conducted Abroad on Job satisfaction

Job satisfaction of teachers has been studied extensively in the international
arena as well. Foreign researchers have attempted to understand the impact of
demographic factors on job satisfaction. Likewise, attempts have also been made to

understand its determinants, as evident in the subsequent paragraphs.

2.4.1 Level of Job Satisfaction

Regarding the level of job satisfaction, the study of Demirtas (2010) found a

reasonably satisfactory level of job satisfaction for teachers.

2.4.1 Job Satisfaction and Various Dimensions

Researchers in the past have attempted to understand the factors that affect the
job satisfaction of teachers. In this context, Hean and Garrett (2001) found that
contributing to the community's welfare, engaging with students, and building rapport

with them are the main drivers of teachers' job satisfaction. In contrast, the sources of
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dissatisfaction ranged from poor salary, workload, student behaviour, and their
background. Similarly, Weigi (2007) attributed teachers' job dissatisfaction to parents'
lack of cooperation and poor students' behaviour. One striking similarity identified
between these authors is that the extent to which the teachers derive satisfaction from
work to a certain degree depends upon the rapport built with students and the teachers'
ability to correct the misconduct of students and work in the direction of improving
their quality. Mahmood et al. (2011) identified the major areas of teachers
dissatisfaction in advancement opportunities, poor human relation, working
environment, and supervision. Likewise, Abdullah et al. (2009) found the job
satisfaction is affected by pay and promotional avenues and working conditions.
Xiafou and Qiwen (2007) tried to gauge teachers' job satisfaction with certain extrinsic
aspects in one study. They concluded that fewer opportunities available for
advancement and promotion in their career as the primary source of dissatisfaction
among secondary school teachers. Likewise, George et al. (2008) attempted to
understand teachers' job satisfaction and how intrinsic and extrinsic factors together
determine the level of contentment. They found that the teachers had poor satisfaction
in terms of how they perceive the job, their overall attitude towards the profession, and
the competence developed in handling the intricacies of the teaching profession,
collectively known as the intrinsic aspect of the job. In another similar study, Ketsella
(2017) found that secondary school teachers were dissatisfied with most aspects of the
job. Likewise, to locate the causes of teachers' dissatisfaction in their job, Mengistu
(2012) attributed the chief reasons to factors like poor inter-personal relationships,
unavailability of promotional opportunities and personal growth, poor salary, lack of
opportunities in deciding, and inefficient management style. Likewise, Dehaloo (2011)

found teachers' job satisfaction intensely dependent on their opportunities to express
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their potentials and abilities. Moving along similar lines, in a more recent study,
Toropova et al. (2020) investigated the relationship between working conditions
available in schools and teachers' characteristics, especially professional and personal
characteristics and teachers' job satisfaction. They discovered a close relationship
between job satisfaction and working condition in school. The authors also reported
that the amount of work done, cooperation received from colleagues, and challenges
encountered in students' discipline were strong determinants of teachers' job
satisfaction. The research evidence thus suggests that the teachers have expressed
dissatisfaction towards their job time and again, which therefore should be properly

addressed.

2.4.2 Job Satisfaction and Gender

International studies on job satisfaction have also investigated the relationship
between job satisfaction and demographic factors like gender, experience, type of
management, marital status, and age. In this connection, some researchers concluded a
significant relationship between gender and job satisfaction and thus reported a
significant difference between male and female teachers (Hean & Garrett, 2001;
Mertler, 2002; Drukpa, 2010; Msuya, 2016, Odegenbe et al., 2018). However, the
authors failed to express whether the male teachers had better job satisfaction than
female teachersor vice-versa. In contrast, some researchers did not find any significant
difference between male and female teachers in terms of overall job satisfaction and
separate dimensions (Mabekoje, 2009). Likewise, Crossman and Harris (2001) did not
find any significant effect of gender on the job satisfaction of teachers. Few studies
concluded that male teachers had better job satisfaction than their female counterparts
(Abdullah et al. 2009; Dehaloo, 2011; Aydin etal., 2012; Mukhtar, 2012; Mebrate &

Lemma, 2017). Moreover, Dehaloo (2011) informed that male teachers had better
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satisfaction than female teachers regarding institutional plans and policies,
interpersonal relationships, and institutional organization. In contrast, many authors
found female teachers to have better job satisfaction than their male counterparts (Njue,
2003; Mahmood et al., 2011; Igbal & Akhtar, 2012; Ketsella, 2017; Wangai, 2012;
Igbal, Ali, Akhtar & Ahmed, 2013; Mebrate & Lemma, 2017; Mochecheetal., 2017;

Nigama et al., 2018; Kume, 2020).

2.4.3 Job Satisfaction and Type of Management

Past studies conducted in job satisfaction have also tried to explore the
difference in the job satisfaction of teachers belonging to the different types of
management. In this regard, some studies found a significant relationship between the
type of management and teachers' job satisfaction (Hean & Garrett, 2001; Crossman &
Harris, 2006; Ketsella, 2017). However, the authors failed to state whether govemment
school teachers had greater job satisfaction than private school teachers or vice-versa.
Some authors did not find any significant relationship between the job satisfaction of
teachers and the type of management that they belonged to (Akhtar, Hashmi & Naqvi,
2010; Nigamaetal.,2018). However, Ketsela (2017) found governmentschool teachers
to be more satisfied regardingthe availability of working conditions. In contrast, private
school teachers were ahead of government school teachers in terms of compensation

and recognition.

Likewise, Amjad and Qasim (2013), in an exclusive study of female teachers,
found female teachers working in public schools to be more satisfied than those
working in private schools. Similarly, few studies found public school teachers to be

more satisfied than their private counterparts (Chugatil & Parveen, 2013; Ahmed,
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2014). However, the findings drawn from these studies are limited as the authors failed

to spell out the specific dimensions in which the teachers differed.

2.4.4 Job Satisfaction and Experience

Studies conducted abroad on teachers' job satisfaction also attempted to
understand the relationship between job satisfaction and teaching experience. In this
connection, few authors found a significant relationship between job satisfaction and
teaching experience (Hean & Garrett, 2001; Drukpa, 2010; Msuya, 2016). In
consonance with these authors, some studies reported that teachers' job satisfaction
differed according to their teaching experience, indicating that teachers having a
difference in their teaching experience exhibited different levels of job satisfaction
(Wangai ,2013; Khalid, 2014; Odegenbe et al., 2018). In line with these authors, in
more specific terms, some authors have reported that teachers having more years of
teaching experience are comparatively better satisfied with their jobs than the freshers
(Njue, 2003; Dehaloo, 2011; Menon & Reppa, 2011; Mengistu, 2012; Ketsela, 2017;
Kume, 2020). Furthermore, the study of Dehaloo (2011) also informed that more
experienced teachers displayed higher levels of satisfaction, particularly in terms of the
physical aspects of the institution. However, quite opposed to these studies, some
studies reported no significant relationship between job satisfaction and the teaching
experience and also no impact of teachingexperience on the job satisfaction of teachers
(Crossman & Harris, 2006; Tillman & Tillman, 2008; Igbal & Akhtar, 2012; Kadir,
2014; Igbal & Akhtar, 2015; Kemunto, 2018). Whereas, some authors like Mertler
(2002) reported that teachers who are fresh in their profession and on the verge of

retirement demonstrated better job satisfaction.
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2.4.6 Job Satisfaction and Subject Taught

Reference of the literature also revealed some attempts being made to explore
teachers' job satisfaction according to their academic affiliation. In this regard, some
researchers attempted to understandthe job satisfaction of teachersand if atall, it varied
as per their academic affiliation and did not find any significant difference in the job
satisfaction of teachersteaching science and arts subjects (Igbal & Akhtar, 2012; Igbal
et al., 2013; Kadir, 2014; Igbal & Akhtar, 2015). Likewise, Mukhtar (2012) attempted
to study the job satisfaction of university teachers and concluded no significant
difference in job satisfaction among teachers belonging to different academic
disciplines. At the same time, Khalid (2014) found a difference in teachers' job

satisfaction according to subjects taught by them.

Summary of the Reviews on Job Satisfaction

Research evidence points to the existence of abundant literature in the area of
teachers' job satisfaction. The construct has been thoroughly explored from many
perspectives, and the studies have produced mixed results and conclusions. For
example, an examination of literature discovered that Indian studies on teachers' job
satisfaction have focusedon understandingthe demographic differences in teachers'job
satisfaction. On the contrary, foreign studies have concentrated on understanding the
antecedents of poor job satisfaction. They have thustried to analyze the construct from
the standpoint of Herzberg's Two Factor Theory and Maslow's Hierarchy of Needs

Theory.

Majority of studies have worked in the direction of understanding gender

differences in the job satisfaction of teachers and have produced varied results
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(Crossman & Harris, 2001; Hean & Garrett, 2001; Mertler, 2002; Subhdi, 2002; Njue,
2003; Jyoti & Sharma, 2006 ; Abdullah et al., 2009; Drukpa, 2010; Ali, 2011; Dehaloo,
2011; Mahmoodetal., 2011; Aydin etal., 2012; Igbal & Akhtar,2012; Mukhtar, 2012;
Wangai, 2012; Basu, 2013; Raj & Lalita, 2013; Bhuyan & Mallick, 2015; Ghosh, 2015;
Igbaletal., 2015, Igbal & Akhar, 2015; Kumar & Rajendran, 2015; Rao, 2015; Bhakta,
2016; Bhuyan, 2016; Jamir, 2016; Msuya, 2016; Sharma, 2016; Bala, 2017; Gihar &
Mishra, 2017; Sharma, 2017; Mocheche etal.,2017; Mebrate & Lemma, 2017; Nigama
etal., 2018 ; Qusar, 2018; Roy & Haldar, 2018; Rao et al., 2019). Only a couple of
studiesreported the exactdimension in which the teachers differed (Dehaloo,2011; Rao
etal., 2019). Whereas the host of studies have failed to report the precise dimensions

in which teachers' job satisfaction contrasted.

Past researchers have also worked in the direction of understanding the job
satisfaction of teachers based on the type of school managementand have produced
varied results (Hean & Garrett, 2001; Subhdi, 2002; Crossman & Harris, 2006; Jyoti
& Sharma, 2006; Akhtar etal., 2010; Basu, 2013; Chugatil & Parveen, 2013; Kumar,
2015; Ghosh, 2015; Kumar & Rajendran, 2015; Dar, 2016; Kumar, 2016; Sharma,
2016; Gahlawat, 2017; Ketsella, 2017; Sharma, 2017; Bhat, 2018; Nigama et al., 2018;
Qusar, 2018; Rao et al., 2019). However, only a few studies reported the specific
dimension in which the teachers from different management differed (Jyoti & Sharma,

2006; Ketsella, 2017; Rao etal., 2019).

Literature review revealed a few attempts being made by Indian studies on
exploring teachers' job satisfaction based on the nature of the appointment. In this
regard, some studies found a difference in teachers' job satisfaction following their

nature of appointment (Bhuyan & Mallick, 2015; Roy & Haldar, 2018). However, these
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studies have not made any conclusive statements regarding the exact aspects in which

the teachers vary.

Many studies did not report any significant impact of teaching experience on
the job satisfaction of teachers (Crossman & Harris, 2006; Tillman & Tillman, 2008;
Igbal & Akhtar, 2012; Kadir, 2014; Igbal & Akhtar, 2015; Thakur, 2015; Sharma, 2017,
Bala, 2017; Gihar & Mishra, 2017; Kemunto, 2018; Roy & Haldar, 2018; Rao et al.,
2019). On the other hand, some studies found a significant relationship between job
satisfaction and teachingexperience (Hean & Garrett, 2001; Mertler, 2002; Njue, 2003;
Drukpa, 2010; Dehaloo, 2011; Menon & Reppa, 2011; Mengistu, 2012; Wangai, 2013;

Msuya, 2016; Ketsela, 2017).

As far as the job satisfaction of teachers handling different subjects is
concerned, some researchers attempted to understand the job satisfaction of teachers
and if atall, it varied as per their academic affiliation, and the researchers have reported
mixed findings (Igbal & Akhtar, 2012; Mukhtar, 2012; Igbal & Akhtar, 2015; Igbal,
Ali, Akhtar & Ahmed, 2013; Kadir, 2014; Kumar &Rajendran, 2015; Kumar, 2016;

Thakur, 2015; Mohakud, Dey & Pakira, 2016).

A perusal of the research also suggests the attempts being made to understand
the factors affectingteachers' job satisfaction. In this context, some authors have quoted
several reasons for the dissatisfaction of teachers' ranging from poor salary, role
overload, lack of promotional opportunities, poor interpersonal relationship, student
misconduct, and certain other intrinsic aspects of the job (Hean & Garrett, 2001; Jyoti
& Sharma, 2006; Weiqi, 2007; Xiafou & Qiwen, 2007; George et al., 2008; Dehaloo,
2011; Mengistu, 2012; Velmurugan, 2016; Ketsella, 2017; Mondal & Saha, 2017,

Toropova, etal., 2020).
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2.5 Reviews on Relationship Between Work-Life Balance and Job Satisfaction

The work-life balance and job satisfaction of teachers share a very close bond.
There is ample research evidence that advocates the ideathat teachers' job satisfaction,
to a great extent, is facilitated by their ability to harmonize the pressures of household
compulsions and professional commitments. Likewise, past research also signals that a
sound work-lifebalance sufficiently predicts greater job satisfaction. Many studies have
found these constructs to be positively correlated and have concluded that a healthier
work-life balance leads to greater job satisfaction. The arguments presented above are
strongly substantiated by the availability of valid empirical investigations aimed at
tracing the relationship between these variables. In the subsequent paragraphs, the
researcher has attempted to presentthe findings of the earlier studies aimed atexploring

the relationship between the two variables.

Some authors like Hafeez and Akbar (2014) opine that an employee's
performance plays a vital role in determining the extent of success in any institution,
and how the employees performis tied up with many other issues. Additionally, the
degree of satisfaction derived from work depends on the status of the work -life balance.
Hafeez and Akbar (2014) point out that higher levels of job satisfaction have a strong

foundation on sound work-life balance.

The research works of some authors have reported a positive and a significant
correlation between work-life balance and job satisfaction of teachers (Sorenson et al.,
2016; Mukhtar, 2012; Yadav & Dabhade, 2014; Saeed & Farooqi, 2014; Pandu &
Sankar, 2018; Mercado, 2019). Some researchers thus reported that job satisfaction is
affected by work-life balance (Dangar, 2018). Likewise, Jackson and Fransman (2018)

attempted to understand the impact of work-life balance on job satisfaction of female
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teachers and concluded work-life balance as a significant predictor of job satisfaction.
Likewise, Nayeem and Tripathy (2012) attempted to understand the work-life balance
of teachers of technical institutions, and the study revealed thatsound work -life balance
makes a positive and significant contribution to job satisfaction. The survey conducted
by Oyebanji and Sanni (2016) corroborates these findings since the authors found a
positive and meaningful relationship between teachers' work-life balance and job
satisfaction. Furthermore, the authors found improved job performance, higher
retention, and overall job satisfaction depend on the teachers' ability to schedule proper
time between work and non-work domains. Similarly, Haar et al. (2014) found a strong
positive relationship between work-life balance and job satisfaction. Higher levels of
job satisfaction occurred concomitantly with higher levels of work-life balance.
Likewise, the study conducted by Tavassoli and Sunyer (2018) found a positive
relationship between work-life balance and job satisfaction. Their study concluded that
individuals who can balance their different life roles have more job satisfaction and

fewer intentions of leaving the job.

Likewise, Agha et al. (2017) correlated individual dimensions of work-life
balance, i.e., work interference with personal life, personal life interference with work,
and work personal life enhancement with job satisfaction. Again, the results revealed a
significant positive correlation between work personal life enhancement and job
satisfaction. In contrast, the correlation was not significant in the other two dimensions
of work-life balance, i.e., work interference with personal life and personal life

interference with work.

Similarly, in a study examining the relationship between the adoption of work-
life balance policies and job satisfaction, Johari et al. (2018) also concluded a

significant relationship between job satisfaction and work-life balance policies ranging
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from flexibility, teachers' welfare, and job design, and less stringent leave policies.
Based on this finding, the investigator argues that the policies and strategies for
facilitating better work-life balance in workplace like flexibility, relaxed leave norms,
programs aimed at teachers' welfare, etc., can inevitably contribute to increased job
satisfaction among teachers. Furthermore, backed by substantial empirical evidence
Varatharaj and Vasantha (2012), cited in Hafeez and Akbar (2015), uphold that the
workers' ability to maintain the equilibrium between personal and professional life
significantly contributes to the accomplishment of the institutional goals and

subsequently leads to their increased job satisfaction.

Research evidencethus points outthatwork-life balance and job satisfactionare
directly proportional to each other. While the maintenance of sound work-life balance
leadsto greater job satisfaction, itis equally valid thatwork-life imbalance can decrease
job satisfaction. This statement dwells on the idea of Beauregard and Henry (2009), as
cited in Lathi (2017), thatpoor work-life balance andwork-lifeconflictlead to poor job
satisfaction, stress, and burnout. Likewise, Hill et al. (2001), as cited in Karckay and
Bakalim (2017), claimed that poor work-life balance leads to decreased job satisfaction
and simultaneously lowers the quality of parental role that one has to enact. The study
of Punithavathi (2014) aligns with these authors who opined that work-life balance is
an essential ingredient of increased job satisfaction and job accountability among the
workers as the poor work-life balance can lower job satisfaction and affect the workers'
physical and mental health. Likewise, Malik et al. (2014) also reported that sound
professional and personal balance significantly predicts better job satisfaction of

teachers.

In contradiction to these findings, the study conducted by Hafeez and Akbar

(2014) reported that the job satisfaction of school teachers is not much affected by their
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work-life balance. However, the authors' quota sampling technique to generate the

sample might have produced such a contradictory finding.

Jointly, these empirical evidences imply that an individual's overall success is
the function of sound work-life balance maintained by workers and its resultant impact
upon their job satisfaction. This argument draws its support from the idea forwarded by
Punia and Kamboj (2014), who maintain that a good work-life balance is essential for
every individual to be more efficientand effective, thereby attaining job satisfaction
which in turn ensures successin their ventures. Therefore, researchers must note that a
sound work-life balance is essential for job satisfaction and to derive success from
work. Although maintaining a sound work-life balance may seem somewhat elusive,

butit significantly contributesto job satisfaction.

2.6 Research Gap

On perusal of the reviews, it can be concluded that most of the studies
concentrated upon studying the work-life balance problem faced exclusively by female
teachers and teachers teaching at the higher education stage. The studies that aimed at
locating gender differences suffer from the failure to point out the specific dimension
in which male and female teachers differ. Based on the past studies, the investigator
concludes that there has been an unsettling trend among the researchers in
understanding the negative interference of work-life into teachers' personal lives. In
contrast, the possibility of personal life interfering with work-life is less explored,
which is equally possible since the conflict theory rests heavily on the notion of bi-
directionality of conflict. Thus, this gap in terms of idea provides scope for further
inquiry. Prevalence of scanty literature regarding the work-life balance of teachers

teaching different subjects suggests that this area is under-explored. There s still scope
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for understanding teachers' work-life balance as per their academic affiliation.
Likewise, only a couple of Indian studies attempted to understand the phenomena of
teachers' work-life balance based on the nature of the appointment, indicatinga gap that
needs to be addressed. Evidence from the past studies signals partial attempts being
made at studying the work-life balance situation of teachers teaching at the secondary
level. The past studies have focused more on teachers teaching at the higher education
stage since secondaryeducationformsacrucial step in the total education system, hence
the study's urgency. It is also evident from the reviews that most researchers in the past
have attempted to study the work-life balance problems teachersfacein private schools.
However, due to the shift in the education system from teacher-centric to student-
centric, consequent reforms, and the quest for achieving national goals and missions,
government school teachers' task has increased manifold. Researchers in the past
focused primarily on understanding the phenomena of work-life balance from the
conflict perspective. However, changing times have shifted the attention to the
enrichment perspective, which points to a gap in theory. Therefore, the researchers

could explore the possibility of work and personal life-enriching each other.

Locating the gender difference in teachers' job satisfaction has enjoyed a
reasonable amount of researchers' attention in the past. However, in the Sikkimese
context, such studies are hardly available. Conclusively, undertaking studies to explore
the gender differences in job satisfaction would surely overcome this flaw. A review
of the literature showed a dearth of studies beingconductedregardingthe nature of their
appointment and teachers' job satisfaction hinting at a possible gap. Hence, it would be
interesting to understand the difference in the job satisfaction faced by regular and ad-

hoc teachers since it is common in Sikkim to make extensive appointments on an ad-
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hoc basis. The inadequacy of past studies in terms of failure to understand teachers' job

satisfaction across different academic disciplines merits closer attention.

Additionally, itwas also evident from the research that past studies did not make
many efforts to understand the job satisfaction of language teachers as the focus was
mostly on arts and science teachers, which provides scope for further inquiry.
Furthermore, one major limitation of the previous works on teachers' job satisfaction
has been the lack of sufficient and precise findings of the exact dimension in which the
demographic differences in the job satisfaction of teachers prevailed. Although the
earlier studies reported on the prevalence of significant demographic differences in
teachers' job satisfaction, these studies suffered in terms of failure in pointing out the
specific dimensions in which the differences occurred, hinting at a possible gap that the

prospective researcherscould explore.

Although the literature is replete with studies on teachers' work-life balance and
job satisfaction at different stages, the scarcity of studies conducted in Sikkim points to
a noticeable gap that needs to be bridged. The need for conducting such studies can
therefore be justified to overcome the deficiencies encountered in past studies.
Moreover, the study will contribute to the wealth of knowledge by developing
fundamental ideas regarding the work-life balance and job satisfaction of secondary

school teachers in Sikkim, which would eventually benefit the aspiring researchers.
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Chapter 111

Research Method and Procedure

3.0 Introduction

Theresearcherinany research activity hasto be clearaboutthe research method
and other details like population, the sample, data collection procedure including the
permission soughtfrom concerned institutions, data gathering instrument, etc., required
for the problem researched. Hence, the present chapter aims at discussing the details
involved in data collection. The chapter provides the rationale for choosing a
quantitative approach, selecting the survey to collect numerical data, justifies the tools
used, and presents the data collection procedure. Similarly, the chapter also explains
the normality tests conducted to decide the appropriate statistical tests to test the null

hypotheses.

3.1 Research Design

A quantitative research approach is used in the study. Since the focus of the
study was on describingthe presentstatus of secondaryschool teachers' job satisfaction
and their work-life balance condition, the investigator considered a quantitative
approach to be appropriate for the study. Within the broad spectrum of quantitative
research approaches, there are different research methods, and to fulfill the objectives
of the present research, Descriptive Research Method was employed. Since the
Descriptive Method focuses on getting a clear picture of the presentand can find out
the current status of the phenomena, it appeared to be the most suitable method for the
present study. Under descriptive research, the investigator chose the survey method to
generate the required data. Survey studies aim at making a detailed investigation about

the current status to justify the current conditions and make recommendations or
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intelligent plans for improving the status (Koul,2007). Therefore, the intent of the
investigator to comprehend the current level of work-life balance and job satisfaction
of secondary school teachers of Sikkim rationalizes the selection of survey method.
Furthermore, since the study targeted highly literate and mature secondary school
teachers, the questionnaire was considered an appropriate instrument for collecting data

in the present study.

Moreover, the investigator's decision to visit the schools personally instead of
mailing the questionnaires lends strong cadence to using questionnaires as the primary
data collection instrument. Therefore, the investigator has used a structured closed-form
of questionnaires for data collection. As opposed to open-form questionnaires that
permit respondents to generate their responses, lead to ambiguous replies, and are
complex in terms of interpretation, are sometimes heavily influenced by the
investigator's subjectivity, and therefore might not yield objective response. The study
employed a close-ended questionnaire to enable the sample to respond quickly, ensure
a high return rate, seek their total co-operation, and maintain objectivity in gathering

data, scoring, and interpretation.

3.1.1 Population

The large group from which the researcher generates a sample for any research
project and consists of all the possible units of the group is called population (Pathak,
2011). Thus, the population for the study comprised all the secondary school teachers
of Sikkim. The total number of secondary school teachers in Sikkim is 2709, including
male and female teachers and teachers teaching in government and private schools, as
shown in Table 3.1 below. (Source: Annual Report, U-DISE, 2018-19, Education

Department, Government of Sikkim).
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Table 3.1

District Wise Population of School Teachers in Sikkim Based on Gender and
Management

District  Government Private Population
Male Female Total Male  Female  Total Total
East 440 580 1020 21 27 48 1068
West 365 333 698 17 16 33 731
South 276 407 683 11 16 27 710
North 96 94 190 5 5 10 200
Total 1177 1414 2591 54 64 118 2709

Note. From UDISE 2017-18, Annual Report, 2017-18.

Table 3.1 shows the population of government school teachers in Sikkim for all
four districts and total. As evident from the table, 2591 teachers are teaching in
government schools, and 118 teachers are teaching in private schools of Sikkim. East
district has the highest number of teachers' population, indicating a large number of
schools in East district. West district has a teacher population of 731, followed by the
South district, which has 610 teachers. On the other hand, out of all the four districts
North district has the least number of teachers. Although the largest district in terms of
area, the upper reaches of the North Sikkim have extreme weather conditions, making

human habitation difficult and, consequently, sparse educational institutions.

3.1.2 Sample
The selected partof the population, which isused to ascertain the characteristics

of the large group, is called the sample (Pathak, 2011). The sample, in all probability,

is considered to be a representative fraction of the Population.
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Based on the total population of secondary school teachers of Sikkim, which is
2709, the sample comprised of 337 secondary school teachers as a sample as shown in

Table 3.2, selected through a convenience sampling technique.

Additionally, the researcher determined the sample size using the Survey
Monkey sample size calculator by taking a 95% confidence interval and 5% margin of

error, thus based on this logic, a sample of 337 was selected.

Table 3. 2

Sample of School Teachers in Sikkim Based on Gender and Management

District Government Private Sample
Male Female Total Male Female  Total Total
East 54 76 130 2 3 5 135
West 45 42 87 2 2 4 91
South 35 49 84 1 2 3 87
North 12 11 23 1 0 1 24
Total 146 178 324 6 7 13 337

Note. Designed by Researcher.

With the anticipation of an 80 to 85% return rate, the investigator selected 400
samples, i.e., tenteachers perschool. Further, samplingwas done in two stages to avoid
drawing a significant share of samples from one district or one demographic variable.
In the first stage, based on the complete list of schools in Sikkim, which is 233
accordingto UDISE 2017-18 record, 40 schools were selected by lottery method from
all the districts and both management. And in the second stage, ten teachers were
selected from each school through convenience sampling technique. Details are

presented in table 3.3 below:
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Table 3.3

The Population of Government and Private Schools in Sikkim and Selected Sample
Schools

District Population Selected Sample

Govt Pvt Total Govt Pvt Total
East 65 22 87 11 04 15
West 58 10 68 11 01 12
South 53 07 60 09 01 10
North 17 01 18 02 01 03
Total 193 40 233 33 07 40

Note. From UDISE 2017-18 Annual Report, 2017-18.

Table 3.3 shows the Population of total secondary schools in Sikkim in all four
districts and under government and private management, which is 233 (UDISE 2017-
18). Additionally, the table also shows the number of selected schools. For example,
from East Sikkim, the investigator selected 15 schools, from West 12, South 10, and

North Sikkim 3 schools including both Government and Private schools.

3.1.3 Tools Used

Aninstrumentoratoolin quantitative studies is often the firstthinga researcher
needs to choose (Creswell, 2018). It is used to generate four types of information:
individual performance, individual attitude, individual behaviour, and factual
information. It often includes checklists, inventory, assessment instruments, or a
questionnaire and measures, observes, and document quantitative data (Creswell,

2018).

The present study utilized a structured close-ended questionnaire viz., Job

Satisfaction tool constructed and standardized by Meera Dixit (2013) and the Work -
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Life Balance tool of Jeremy Hayman (2005). Job Satisfaction Scale is a Likert type
five-point scale with eight dimensions with fifty-two items. For example, the intrinsic
aspect of the job has seven items, salary, promotional avenues, and service conditions
has eight items, physical facilities has nine items, institutional plans and policies has
six items. Further, satisfaction with authorities has six items, satisfaction with social
status and family welfare has five items, rapport with students has six items,
relationship with co-workers has five items. All the items in the scale are positively
worded; hence the investigator maintained the same scoring system throughout. For
example, foreverystrongly agree item, ascore of five was awarded; likewise, for agree,
four was awarded, for undecided, three was awarded, for disagree, two was awarded,
and forstrongly disagree one wasawarded. No reverse scoringwas done. The reliability
of the scale was estimated by the split-half method. The test was divided into two
halves, and the co-relation was calculated for these half tests. From the reliability of the
half test, the self-correction of the whole test was calculated by using the Spearman-
Brown Prophecy formula, and the reliability was estimated at 0.92 established by
(Dixit, 2013). The test Re-test method also estimated high reliability for the scale, 0.86
(Dixit, 2013). Therefore, the scale was considered highly reliable for measuring

teachers' job satisfaction in the study.

Item validity was found out by item test Correlation Method using Pearson's r
taking 27% highest scores and 27% lowest scores and finally calculating 't' values for
the items. Although initially, there were 58 items, after dropping out six insignificant
items, fifty-two items were included in the final version of the test (Dixit, 2013). The
tool details with the dimensions and number of items are presented in the following

table.
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Distribution of Items in the Job Satisfaction Scale Across Different Dimensions

Job Factors Item Numbers Numbers

An intrinsic aspect

A . 1,11,25,30,35,46, 52 7
of the job
Salary, promotional

B avenues and service 3,12,19,20,31,34,45,50 8
conditions

C Physical facilities 2,10,24,29,36,43,48,49,51 9
Institutional plans

D o 4.13,26,38,4047 6
and policies
Satisfaction with

E N 5,14,21,27,32 41 6
authorities
Satisfaction with

F social status and 8,9,17,18,23 5
family welfare
Rapport with

G 7,15,22,28,33,39 6
students
Relationship with

H 6,16,37,42,44 5
co-workers

Total 52

Note. As Per Manual.

Table 3.4 shows the distribution of items on the Job Satisfaction Scale of Meera Dixit

As evident from the table, there are 52 items on the scale shared among eight

dimensions. The first dimension, i.e., the intrinsic aspect of the job, measures teachers'

satisfaction regarding the inherent nature of the teaching job. The second dimension,

I.e., salary, promotional avenues, and service conditions, focuses on measuring

teachers' satisfaction in terms of remuneration, opportunities for advancement or

promotion, and the prevailing service conditions in the institutions where they perform

their duties. The third dimension, i.e., physical facilities, comprises nine items that
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measure teachers' satisfaction concerning prevailing logistics in their institutions. The
fourth dimension, namely, institutional plans and policies, consists of six items that
measure teachers' satisfaction with the type of plans and policies in the schools for
teachers. The fifth dimension, i.e., satisfaction with authorities, is intended to measure
teachers' satisfaction concerning institutional heads and authorities. The sixth
dimension, namely, satisfaction with social status and family welfare, consists of five
items centered around measuring teachers' satisfaction in terms of the social standing
which their job allows and satisfaction in terms of family welfare which their job
entails. The sixth dimension, i.e., rapport with students, is mainly targeted to measure
teachers' satisfaction and bonding with them. The last dimension, i.e., relationship with
co-workers, includes five items that measure teachers' satisfaction as far as their

relationship and rapport with their colleagues are concerned.

Table 3.5

Scoring System of the Job Satisfaction Scale

) Strongly ) ) Strongly
Alternatives Agree Undecided Disagree
Agree Agree
Scores 5 4 3 2 1

Note. As per the manual.

Table 3.5 shows the scoring system for items in the job satisfaction scale. The
table indicates that the job satisfaction scale is a five-point Likert scale having five
alternative responses for each item. Thus, for every strongly agree response, a score of
five is to be awarded, for agree four, for an undecided answer, a score of three is to be
granted, for disagreeing two, and for strongly disagree a score of one is to be awarded.

The range of scoring was fixed at 52-260 (Dixit, 2013).
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Table 3.6

Norms for Interpretation of Level of Job Satisfaction

SI. No. Range of z-Scores Grade Level of Job Satisfaction
1 +2.01 and above A Extremely High Satisfaction
2 +1.261t0 2.00 B High Satisfaction
3 +0.51to +1.25 C Above Average Satisfaction
4 -0.50to +0.50 D Average/Moderate Satisfaction
5 -0.51t01.25 E Below Average Satisfaction
6 -1.26t0 -2.00 F Dissatisfaction
7 -2.01 and above G Extremely Dissatisfaction

Note. As Per the Manual.

For measuringthe work-life balance of teachers, the investigator used the Work-
Life Balance Scale of Jeremy Hayman (2005). The fifteen-item scale was adapted from
the nineteen-item scale developed initially by Fisher McAuley et al. (2003), designed
to capture employees' perception of work-life balance (Aghaetal., 2017). This scale
is also a seven-point Likert type consisting of three dimensions, i.e., work interference
with personal life (WIPL), personal life interference with work (PLIW), and work
personal life enhancement (WPLE). The scale has both negative and positive items, five
positive items and ten negative items. There are seven items in the first dimension, out
of which one to six are negatively worded, and the seventh is positively worded.
According to Hayman (2005), as cited in Agha et al. (2017), the first dimension
measures the work-related factors that impact an individual's life. The second
dimension has four items which are all negatively worded and according to Hayman
(2005), ascited in Agha etal. (2017), assesses the impactof one's personal life on work.
It is the reverse of the first dimension. Finally, the third dimension also consists of four
items worded positively. According to Hayman (2005) as cited in Agha et al. (2017),

this dimension explains how work and life enhance or complement each other. The
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scale is a Likert-type having seven alternative options, i.e., all the time, frequently,
often, sometimes, rarely, seldom, not at all. For positive items, scores of 7, 6, 5, 4,3,2,1,
was maintained, and for negative items, the scoring was reversed. The reliability of the
scale was established by using Cronbach Alpha Co-efficient (Cronbach, 1951) as cited
in (Hayman, 2005), and it was found to be 0.93 for WIPL, 0.85 for PLIW, and 0.69 for

WPLE.

Table 3.7

Distribution of Items on Work-Life Balance Scale Across all Dimensions

Dimensions of Work-Life
SI. No Items Numbers Number of Items
Balance Scale

Work Interference with
1 _ 1,2,3,4,56,7 7
Personal Life (WIPL)

Personal Life Interference
2 _ 8,9,10,11 4
with Work (PLIW)

Work Personal Life
3 12,13,14,15 4
Enhancement (WPLE)

4 Total 15

Note. As Per Manual.

Table 3.7 indicates the distribution of items in the Work-Life Balance Scale. It
is clear from the table that there are fifteen items on the scale shared among the three
dimensions of the scale. The first dimension, namely, work interference with personal
life, comprises seven items designed to measure respondents’ balance status regarding
how work intrudes in their personal life. This dimension tries to assess how vulnerable
teachers are to incidences of work interfering in their personal lives. Personal life
interference with work consists of four items that measure respondents' balance of
personal life interfering with their work life. This dimension focuses on finding the

balance status when there is a negative interference of personal lives into professional
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lives. The third dimension, i.e., work personal life enhancement, comprises four items
intended to understand respondents' work and personal life enrichment viewpoints. The
central focus is measuring respondents’ balance by combining work and life rather than

viewing them as opposites.

Table 3.8

Scoring System of Work-Life Balance Scale

All Not
Alternatives the Frequently  Often Sometimes Rarely Seldom at
time all
Item Numbers
2 3 4 5 6 7
1,2,3,4,56,8,9,10,11
Item Numbers
7 6 5 4 3 2 1

6,12,13,14,15

Note. As Per the Manual.

Table 3.8 shows the scoring guidelines for work-life balance. The scale is a
seven-point Likert-type scale having seven alternative responses for each item, i.e., all
the time, frequently, often, sometimes, rarely, seldom, not at all. For positive items, a
scoring pattern of 7, 6, 5, 4,3,2,1, is to be maintained, and for negative items, reverse
scoring is to be done. For dimensions WIPL and PLIW, a high score indicates less
interference, thus high balance, and a low score suggests high interference and,
therefore, low balance. For dimension, WPLE, a high score indicates high
enhancement, hence high balance, and alow score indicates low enhancement, thus low

balance (Hayman, 2005).
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3.2 Justification for the Tool Used

The tools used in the study are considered highly appropriate owing to some
favourable explanations as outlined in this paragraph. The Job Satisfaction Scale used
in the study is a composite one that includes multiple core issues that are all relevant in
determining teachers' job satisfaction generally and in the context of Sikkim. Job
satisfaction of teachers is frequently measured against the dimensions used in the scale.
The scale consists of dimensions arranged in a hierarchical fashion having basic needs
of the teachers and the highest ones, which are all essential in determining teachers' job
satisfaction, thus conforming to Abraham Maslow's Theory of Hierarchy of Needs that
supported the study. The statements are straightforward and demand direct responses
on relevantissues and therefore keep the respondents engaged throughout responding.
Thus, the scale attempts to measure teachers' job satisfaction from an extensive-angle
as it is not limited to few issues. As far as Work-Life Balance Scale is considered,
although it consists of fewer items compared to the Job Satisfaction Scale, it has
essential dimensions that attempt to assess an individual's work-life balance situation.
The Theory of Conflict and Enrichment, which provided a theoretical foundation in the
present study, is truly reflected in the scale dimensions. The items in the scale are
forthright, which serve the purpose for which they are framed. Given that it consists of
few items, the investigator was confident that it would entail a complete filled-in
response, thus allowing the investigator to understand the work-life balance situation

of the teachers.
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3.3 Data Collection Procedure

This section provides detail about the procedure adopted to collect data.
Additionally, it provides information on the information sought from different

institutions and individuals before entering the site to gather the data.

The data collection process spanned over seven months. At the outset, the
investigator prepared a written application seeking permission from the Director of
School Education to visit Sikkim's government and private secondary schools, duly
signed by the Head of the Department, Education, Sikkim University, and the Research
Supervisor. Secondly, after being permitted to visit the schools, the investigator
personally visited all the selected samples of secondary schools of Sikkim. Upon
reaching the designated schools, the investigator correctly explained the purpose of the
study and the amount of time required in filling in the questionnaires making sure to
convincethe authority thatthe datawould be used purely for researchand the researcher
would strictly maintain the anonymity of the respondents. Finally, after seeking
permission from the Heads of the visited institutions, data collection began by
administering a standardized questionnaire for job satisfaction and work-life balance.
Again, the teachers were meaningfully explained the purpose of the study and were
encouraged to fill in the questionnaires completely as partially filled-in questionnaires

would cancel the questionnaires.

Furthermore, itwas ensured notto disturb the teachers duringtheir class periods
which required long hours of waiting until all the teachers were available during their
recess periods to extend their co-operation. Although filling in two questionnaires
required less than an hour, considering teachers' preoccupation in the school and

outside, sufficient time was permitted. From each school, one teacher-in-charge or the



113

headteacher was responsible for distributing and collecting the filled-in questionnaires
and reverting as it was sometimes impossible for the investigator to revisit the schools.
Finally, the investigator gave a few reminders to the teacher-in-charge about the
urgency of sendingbackthe questionnairesandunderstanding how far the teachers have

responded.

The investigator sought factual information regarding the number of
government and private secondary schools in Sikkim as well as the number of teachers
serving in these schools from the Planning Monitoring and Evaluation (PME) section
of the Education Department, Government of Sikkim, and U DISE records and by
interacting with the officials of Directorate of School Education, Government of

Sikkim.

3.4 Distribution of Questionnaire and Response Rate

Four hundred questionnaires were distributed, out of which 343 were filled and
returned, which entailed a return rate of 86%. The remaining questionnaires were
partially filled and, in some cases, notreturned; thus, outof 343 returned questionnaires,
the investigator selected responses from 337 questionnaires for analysis as per the

sample size requirement.

3.5 Data Analysis

For proper analysis of data, first of all, the questionnaires were scored as per the
scoring guidelines given in the tool manual. A caution was maintained to include only
the completely filled-in questionnaires to minimize the problem of missing data. An
item-wise entry followed thisin SPSS version 20 for the ease of statistical computation.
Additionally, the data collected were analyzed using both descriptive and inferential

statistics. While the focus of descriptive statistics is on describing the trends in the data
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and indicating the general spread of the scores, inferential statistics are employed for
comparing two or more groups, relating two or more variables, and predicting the
impact of a predictor variable on the outcome variable (Creswell, 2018). Hence, to
address the study's objectives and hypotheses, the investigator conducted descriptive
and inferential statistics. Secondly, after proper tabulation and organization of data, it
was essential to check the normality of the sample data for deciding the appropriate test
of null- hypotheses. For this reason, statistical tests of normality, both KS test and
Shapiro-Wilk test, which the investigator carried outin SPSS for both work-life balance

and job satisfaction, the results are tabulated below:

Table 3.9

Tests of Normality of Work-Life Balance and Job Satisfaction

Kolmogorov-Smirnova Shapiro-Wilk
Statistic  df Sig. Statistic  df Sig.
Work-Life
.046 337 .078 992 337 .080
Balance
Job
.032 337 200 995 337 276

Satisfaction

Note. p>0.05 for both the KS test and Shapiro Wilk test.

Table 3.9 shows the results of the KS test and Shapiro-Wilk test for normality
of sample data of work-life balance and job satisfaction. Regarding work-life balance,
the p-value of 0.08 for both the KS test and Shapiro-Wilk test is > 0.05, indicating the
normality of the sample data for work-life balance. Likewise, for job satisfaction, a p-
value of 0.20 for the KS test and a p-value of 0.28 for the Shapiro Wilk test indicates a

value >0.05, which underscored the normality of the sample data. Therefore, assuming



115

the normality of the sample data, parametric tests, namely the t and F tests, were

performed to test the null hypotheses of both work-life balance and job satisfaction.

Based on the results of normality tests, the study used parametric tests for testing
the null hypotheses. Additionally, for realizing the study's objectives, cross-tabulation
for percentage analysis, mean, SD, correlation, and multiple regression analysis was

performed, which is presented in detail in the following chapter.

Figure 3.1

Graphical Representation of Normality of Work-Life Balance and Job Satisfaction
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Figure 3.1 presents the visual summary of the normality of sample data in the

form of histogram and Q-Q Plot for both work-life balance and job satisfaction.
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Chapter IV

Analysis and Interpretation

4.0 Introduction

This chapter attempts to present the statistical results of data ensuing from the
study, followed by its interpretation in the light of hypotheses previously stated in the
thesis. For this purpose, both descriptive and inferential statistics have been computed
and assuming the normality of sample data, parametric tests have been performed for
testing the null hypotheses. The chapter also tries to graphically represent the mean
scores of the study variables corresponding to different dimensions of the tools as per
the demographic variables. Additionally, the chapter presents the researcher's decision
to reject or retain the null hypotheses based on the analysis results. Finally, results of
the analysis are presented as per the objectives and null hypotheses formulated for the

study.

Based on the field visit, the details of samplesare shownin Table 4.1 below:



Table4.1

Summary of the Profile of Selected Sample

117

Districts Manage Gender Subject Experience in Years Nature of
ment Appointment
0
f [337]
Sikkim Arts  Science  Langua <10 10-20 >20 Regular  Ad-
ge hoc
Est GOt |Male 16 25 13 29 10 15 31 23
[54]
[135] (1301 Female 40 20 16 53 17 6 34 42
[76]
Private  Male 0 2 0 0 2 0 2 0
[02]
051 Female 0 3 0 0 2 1 3 0
[03]
West  Govi  Male 12 26 7 27 1.1 7 20 25
[45]
[01] (87] Female 24 7 11 33 5 4 14 28
[42]
Private  Male 0 1 1 1 0 1 2 0
[02]
04 Female 1 0 1 1 0 1 2 0
[02]
North Govt. Male 4 7 1 7 1 4 7 5
[12]
[24] (23] Female 5 2 4 7 1 3 5 6
[11]
Private  Male 1 0 0 0 1 0 0 1
[01]
01  Female 0 0 0 0 0 0 0 0
[00]
South  Govi.  Male 10 20 5 18 7 10 21 14
[35]
[87] (84] Female 22 15 12 34 10 5 21 28
[49]
Private  Nale 0 1 0 1 0 0 1 0
[01]
031 Female 1 0 1 1 1 0 1 1
[02]
Total Total 337 136 129 72 212 68 57 164 173
[337] [337] 337 337 337

Note. Designed by the Researcher Based on Field Survey 2019.

Table 4.1 above shows the profile of the selected sample of 337 secondary school

teachers across all demographic variables. The table indicates that out of 337 sample

teachers, there were 151 male and 186 female teachers. Likewise, there were 324
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teachers from government schools and 13 from private schools. In addition, there were
164 regular teachers and 173 ad-hoc. Regarding teaching experience, there were 212
teachers in the category of fewer than ten years of teaching experience, 68 between the
range of ten to twenty years of experience, and 57 teachers above twenty years of

teaching experience.

Regarding subjects, there were 132 teachers teaching science, 136 art teachers, and 69
language teachers. Based on Table 4.1 above, data analysis was performed, which is

presented in the following paragraphs.

4.1 Analysis of Data

The raw data collected from the field through the administration of
questionnaires or some other methods do not readily lend them to interpretation.
Therefore, the first task here is to convert the raw scores into some meaningful form for
quantification and interpretation. Therefore, this whole operation can be performed in
three ways: organization, analysis, and interpretation. First, the organization calls for
editing, classifying, and tabulating the information, checking the response's
completeness, dividingthe data into differentcategories,and tabulatingthe data in some
quantified form (Pathak, 2011). Second, the organization is followed byamore rigorous
step, i.e., dataanalysis, which implies giving some statistical treatmentto data that have
been properly organized in the first step. Finally, analysis of data employs both
descriptive statistics and inferential statistics and both parametric and non-parametric

tests, depending on whether the data is normally distributed or not.

Accordingto Pathak (2011), "Analysis of data means studying the organized

material to discover inherent facts” (p.114).
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Further, the analysed data in themselves do not give any conclusive results. For
deriving a proper understanding of the data, analysis must be followed by its
interpretation which in layman's language means giving some meaning to statistical
results of data. Interpretation of datarequires a careful, logical, and critical examination
of the analysed results (Pathak, 2011). Moreover, the strength of quantitative studies
lies in makinga detailed analysis of each of the categorical variables across different
dimensions involved in the data gathering tools. And for this very purpose, in the
present study, the investigator has made an effort to understand the demographic
differences across all dimensions of tools and the total scores on work-life balance and
job satisfaction. In short, the present chapter will dwell on the results of empirical
investigation and graphical representation of statistical results. The details involved in
the analysis of data corresponding to each null hypothesis and objective formulated for
the study, accompanied by interpretation of the analysed data are presented in the

subsequent paragraphs.

Objectives

Objectives in a research study help the researcher narrow down the focus of the
research activity to achieve the required goals of the survey successfully. For the study,

eight objectives were stated, which are presented in the consequent paragraphs.

Objective 1

The study intended to find outwhether secondary school teachers of Sikkim differ
in the overall and in terms of various dimensions of work-life balance and job

satisfaction regarding gender, and therefore the following objective was stated:

To explore the overall and dimension-wise difference in work-life balance and job

satisfaction among secondary school teachers based on gender.
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4.2 Null Hypotheses

To make an in-depth comparison between the demographic variables and
understand the differences regarding the tools' dif ferent dimensions, the investigator
formulated twelve null hypotheses. Parametric statistics, mainly 't' and F test, were
computed for testing them. The results of the analysis are presented in the subsequent

paragraphs.

4.2.1 Null Hypothesis 1

To realise objective one, the following null hypothesis was formulated:

HoiThere is no significant difference in the mean scores of teachersin (a) Work
Interference with Personal Life (b) Personal Life Interference withWork (c) Work

Personal Life Enhancement (d) Overall Work-life Balance between the gender.

Table 4.2

Mean Comparison of Work-Life Balance Between Male and Female Teachers

Variable Gender n M SD t (335) p

Male 151 31.26 6.64

WIPL -0.16 0.87
Female 186 31.38 6.64
Male 151 20.47 4.91

PLIW -3.09 0.00
Female 186 22.02 4.11
Male 151 14.88 5.94

WPLE 0.66 0.52
Female 186 14.45 5.90
Male 151 66.62 11.15

WLB -1.07 0.29
Female 186 67.85 9.99

Note. WIPL= Work Interference with Personal Life; PLIW= Personal Life Interference
with Work; WPLE= Work Personal Life Enhancement; WLB=Work-Life Balance.

An independent samples t-test was performed to compare the work-life balance

between male and female teachers regarding the various dimensions and overall work-
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life balance, as shown in Table 4.2 above. There were nosignificant gender differences
in the firstdimension as the findings showed a non-significant mean difference with t
(335) =-0.16, p>0.05). Similarly, there were no significant gender differences in work
personal life enhancement with t (335) =0.66, p>0.05). Further, the result exhibited a
non-significant mean difference in overall work-life balance with t (335) =-1.07,
p>0.05). On the contrary, the table showed a significant gender difference conceming
personal life interference with work with t (335) =-3.09, p<0.05). Findings showed that
female teachers exhibited higher mean scores (M=22.02, SD=4.11) than male teachers
whose mean scores were (M=20.47, SD=4.91). Hence the Hy; was not rejected for parts

a, ¢, and d. On the contrary, it was rejected for partb.

The mean scores of male and female teachers in their overall work-life balance
and different dimensions, as shown in Table 4.2, have been presented graphically in

Figures 4.1 and 4.2 below.

Figure4.1

Mean Scores of Male and Female Teachersin WLB
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Figure 4.1 above shows the mean score of teachers in terms of overall work-life
balance. The figure shows that female teachers showed a slightly higher mean score,

(M=67.85) as compared to male teachers who had a mean score of (M= 66.62) thus,
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based on the mean scores, we can interpret female teachers to have a slightly better
work-life balance as compared to their male counterparts. However, the difference was

insignificant.

Figure 4.2
Mean Scores of Male and Female Teachersin WIPL, PLIW, and WPLE
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Figure 4.2 demonstrates the mean scores of Sikkim's male and female secondary
school teachers in the three dimensions of work-life balance. The above figure shows
that the mean score of male secondary school teachers in work interference with
personal life is (M=31.26). For females, it is (M=31.38), which suggests a very
negligible difference. Regarding personal life interference with work, female teachers
with a higher mean score(M=22.02) faced less intrusion of personal life into their work
than their male counterparts (M=20.47). In terms of work personal life enhancement, a
very slight difference in the mean scores was reported between male (M=14.88) and

female teachers (M=14.45).
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4.2.2 Null Hypothesis 2

The investigator formulated the following null hypothesis to know if at all there
exists a significant difference in the overall job satisfaction and various dimensions

between male and female teachers teaching in secondary schools of Sikkim:

Ho2Thereis no significant difference in the mean scores of teachersin (a) Intrinsic
Aspect of the Job (b) Salary Promotional Avenues and Service Conditions (c)
Physical facilities (d) Institutional Plans and Policies (e) Satisfaction with
Authorities () Satisfactionwith Social Status and family Welfare (g) Rapportwith
Students (h) Relationship with Colleagues (i) Overall Job Satisfaction between the

gender.

Table 4.3

Mean Comparison of Job Satisfaction Between Male and Female Teachers

Dimensions Gender n M SD t (335) p

Male 151 27.60 2.75

JS1 0.30 0.76
Female 186 27.52 2.48
Male 151 27.05 4.46

JS2 2.64 0.01
Female 186 25.75 4.52
Male 151 32.26 4.97

JS3 2.31 0.02
Female 186 30.90 5.87
Male 151 23.79 2.31

JS4 2.60 0.01
Female 186 23.14 2.25
Male 151 24.22 2.65

JS5 2.16 0.03
Female 186 23.53 3.10
Male 151 20.25 2.12

JS6 0.19 0.85
Female 186 20.19 3.30
Male 151 24.66 2.35

JS7 1.14 0.26

Female 186 24.37 2.24
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Male 151 20.38 2.04
JS8 0.28 0.78
Female 186 20.32 1.91
Overall Male 151 200.21 15.07
2.71 0.01
JS Female 186 195.72 15.21

Note. JS1= Intrinsic Aspect of the Job; JS2= Salary, Promotional Avenuesand Service
Conditions; JS3= Physical Facilities; JS4=Institutional Plans and Policies; JS5=
Satisfaction with Authorities; JS6= Satisfaction with Social Status and Family Welfare;
JS7= Relationship with Colleagues; JS8= Rapport with Students.

For testing the above null hypothesis, an independent samples t-test was
calculated to compare the job satisfaction between male and female teachers. In terms
of the intrinsic aspect of the job, there was no significant gender difference as the
findings showed a non-significant mean difference with t (335) =0.30, p>0.05).
Likewise, there were no significant differences regarding satisfaction with social status
and family welfare with t(335)=0.19, p>0.05). The table revealed no significant gender
difference regarding rapport with students with t (335) =1.14, p>0.05). Likewise, there
was no significant difference between male and female teachers for the relationship
with colleagues with t (335) =0.28, p>0.05). On the other hand, there were significant
differences in salary, promotional avenues, and service conditions with t (335) =2.64,
p<0.05). Findings showed that male teachers exhibited higher mean scores (M=27.05,
SD=4.46) than female teachers whose mean scores were (M=25.75, SD=4.52).
Similarly, a significant gender difference was found in terms of physical facilities with
t (335) =2.31, p<0.05). Male teachers with (M=32.26, SD=4.97) surpassed the mean
scores of female teacherswith (M=30.90, SD=5.87). Likewise, there was a significant
difference between male and female teachers regarding institutional plansand policies
with t (335) =2.60, p<0.05). Male teachers with (M=23.79, SD=2.31) were ahead of
female teachers (M=23.14, SD=2.25). The table also reveals a significant difference

between male and female teachers regarding satisfaction with authorities with t (335)
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=2.16, p<0.05). Male teachers exhibited higher mean scores (M=24.22, SD=2.65) than
female teachers (M=23.53, SD=3.10). The table also revealed a significant difference
between male and female teachers in their overall job satisfaction with t (335) =2.71,
p<0.05). Male teachers exhibited a higher mean score (M=200.21, SD=15.07) than
females (M=195.72, SD=15.21). Hence the Hy, was rejected for b, c, d, e, andi. On the

contrary, itwas confirmed for a, f, g, and h.

The mean scores of male and female teachers regarding their overall job

satisfaction and dimensions are presented graphically in Figures 4.3 and 4.4 below.
Figure 4. 3
Mean Scores of Male and Female Teachers in Overall Job Satisfaction
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Figure 4.3 shows the mean scores of male and female teachers in their overall job
satisfaction. The figure indicates that male teachers have shown a higher mean score
(M=200.21) than their female counterparts who have (M=195.72), suggesting a

comparatively higher job satisfaction for male teachers.
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Figure 4. 4

Mean Scores of Male and Female Teachers in Dimensions of Job Satisfaction.
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Figure 4.4 shows the mean scores of male and female teachers in their overall job
satisfaction across all the dimensions. Based on the figure, we can say that male
teachers have shown higher mean scores than their female counterparts in all the
dimensions. Additionally, the difference was significant with regard to salary,
promotional avenues and service conditions, physical facilities, institutional plans and
policies, satisfaction with authorities, and overall job satisfaction. Therefore, the higher
mean scores for male teachers indicate a better job satisfaction than female teachers
who exhibited a relatively low mean score in all the dimensions and overall job

satisfaction, as evident from the Figure 4.4 .
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Objective 2

Inorderto find outif secondary school teachersof Sikkim workingin government
and private schools differ in the overall and various dimensions of work-life balance

and job satisfaction, the following objective was stated:

To determine the overall and dimension-wise difference in work-life balance and

job satisfaction among secondary school teachers based on management.

To fulfill this objective following null hypothesis was formulated

4.2.3 Null Hypothesis 3

HosThere is no significant difference in the mean scores of teachers in (a) Work
Interference with Personal Life (b) Personal Life Interference withWork (c) Work
Personal Life Enhancement (d) Overall Work-life Balance between the

management.
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Table 4.4

Mean Comparison of Work-Life Balance Between Government and Private School

Teachers
Variable  Management n M SD t (335) p

Government 324 31.29 6.53

WIPL -0.54 0.59
Private 13 32.31 8.92
Government 324 21.27 4 .55

PLIW -1.17 0.24
Private 13 22.77 4.13
Government 324 14.64 5.92

WPLE -0.13 0.90
Private 13 14.85 5.77
Government 324 67.19 10.61

WLB _ -0.928 0.36
Private 13 69.92 8.19

Note. WIPL= Work Interference with Personal Life; PLIW= Personal Life Interference
with Work; WPLE= Work Personal Life Enhancement; WLB=Work-Life Balance.

An independent samples t-test was performed to compare the dimension-wise
and overall work-life balance between government and private school teachers, as
shown in Table 4.4. There were no significant differences between government school
teachers and private school teachers in any dimensions of work-life balance and overall
work-life balance. For instance, in terms of work interference with personal life, t value
was, t (335) =-0.54, p>0.05), for personal life interference with work t value was, t
(335) =-1.17, p>0.05), similarly for work personal life enhancement t (335) =-0.13,
p>0.05). For overall work-life balance, t value was t (335) =-0.92, p>0.05). The
statistical results thus revealed no significant difference in any dimensions of work-life
balance between government and private school teachers. Hence the Hg; was

confirmed, and it was concluded that there is no significant difference in the work-life
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balance between government and private school teachers. The mean scores of
governments and private school teachers regarding their overall work-life balance and

dimensions are presented graphically in Figures 4.4 and 4.5 below.

Figure 4.5
Mean Scores of Government and Private School Teachersin Work-Life Balance
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Figure 4.5 shows the mean scores for government and private school teachersin
the overall work-life balance. The figure depicts that private school teachers have a
slightly higher mean score of (M=69.92) than government school teachers (M=67.19).

However, the mean difference was not significant statistically.
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Figure 4.6

Mean Scores of Government and Private School Teachers in WIPL, PLIW, and WPLE
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Figure 4.6 shows the mean scores for government and private school teachersin
the differentdimensions of work-lifebalance. Asevidentfrom the above figure, private
school teachers with a mean of (M=32.31) for work interference with personal life are
slightly ahead of teachers teaching in government schools with a mean score of
(M=31.29). For personal life interference with work, private school teachers have a
higher mean score, i.e., (M=22.77) than government school teachers who have a mean
score of (M=21.27). Concerning work personal life enhancement, private school
teachers have a mean of (M=14.85), and government school teachers have (M=14.64),

indicating a very insignificant mean difference.
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4.2.4 Null Hypothesis 4

The study also tried to study if there is any significant difference in the job
satisfaction of secondary school teachers of Sikkim teaching in government and private

schools. For this purpose, the following null hypothesis was formulated:

HosThere is no significant difference in the mean scores of teachers in (a) Intrinsic
Aspect of the Job (b) Salary Promotional Avenues and Service Conditions (c)
Physical facilities (d) Institutional Plans and Policies (e) Satisfaction with
Authorities (f) Satisfactionwith Social Status and family Welfare (g) Rapportwith
Students (h) Relationship with Colleagues (i) Overall Job Satisfaction between the

management.

Table4.5

Mean Comparison of Job Satisfaction Between Government and Private School

Teachers
Dimensions Management n M SD t (335) p

Government 324 27.59 2.59

JS1 1.11 0.27
Private 13 26.77 2.83
Government 324 26.23 4.48

JS2 -2.11 0.04
Private 13 28.92 5.19
Government 324 31.37 5.49

JS3 ) -2.34 0.02
Private 13 35.00 5.32
Government 324 23.47 2.30

JS4 1.43 0.15
Private 13 22.54 2.11
Government 324 23.90 2.85

JS5 ) 1.19 0.26
Private 13 22.46 4.29
Government 324 20.24 2.86

JS6 ) 0.79 0.43
Private 13 19.62 1.90

JS7 Government 324 2452 2.25 0.80 0.43
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Private 13 24.00 3.19
Government 324 20.36 1.94
JS8 _ 0.64 0.52
Private 13 20.00 2.61
Overall Government 324 197.66 15.27
] ] ) -0.38 0.70
Job Satisfaction  Private 13 199.31 16.25

Note. JS1= Intrinsic Aspect of the Job; JS2= Salary, Promotional Avenues, and Service
Conditions; JS3= Physical Facilities; JS4=Institutional Plans and Policies; JS5=
Satisfaction with Authorities; JS6= Satisfaction with Social Status and Family Welfare;

JS7= Relationship with Colleagues; JS8= Rapport with Students.

To compare the job satisfaction between government and private school
teachers, an independent samples t-test was performed. There were significant
differences as regards salary, promotional avenues, and service conditions with t (335)
=-2.11, p<0.05), private school teachers exhibited higher mean scores (M=28.92,
SD=5.19) than Government (M=26.23, SD=4.48). Moreover, there was a significant
difference concerning physical facilities with t (335) =-2.34, p<0.05) teachers from
private schools exhibited higher mean scores (M=35.00, SD=5.32) than their
government counterparts (M=31.37, SD=5.49). However, for the intrinsic aspect of the
job, there was no significant difference with t (335) =1.11, p>0.05), similarly for
institutional plans and policies, no significant difference was found with t (335) =1.43,
p>0.05). For satisfaction with authorities t (335) =1.19, p>0.05) was not significant, for
satisfaction with social status and family welfare t (335) =0.79, p>0.05) was not
significant. Likewise for rapport with students, t (335) =0.80, p> 0.05) was
insignificant, going further for relationship with colleagues, t (335) =0.54, p>0.05) was
notsignificantstatistically and finally in terms of overall job satisfaction t(335) =-0.38,
p>0.05)was notsignificant. Therefore, basedon the statistical analysis results, Ho, was

not supported for parts b, c; however, it was supportedfora, d, e, f, g, h, i.
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The mean scores for government and private school teachers in their total job

satisfaction and dimensions are shown in Figures 4.7 and 4.8 below.

Figure4.7

Mean Scores of Government and Private School Teachers in Overall Job Satisfaction
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Figure 4.7 shows the mean scores for government and private school teachers of
Sikkimin overall job satisfaction. A perusal of the figure indicates that although private
school teachers' mean score (M=199.31) is higher than (M=197.66) for government
school teachers, the difference was not significant, indicating that the difference was

not statistically significant.
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Figure 4.8

Mean Scores of Government and Private School Teachersin Dimensions of Job
Satisfaction
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Figure 4.8 shows the mean scores for Sikkim's government and private school
teachers in their various dimensions of job satisfaction. A perusal of the figure reveals
that government school teachers have a mean of (M=27.59) regarding the intrinsic
aspect of the job, which is a little higher than a mean score of (M=26.77) for private
schoolteachers. Regardingsalary, promotional avenues, and service conditions, private
school teachers have higher mean scores, and this difference was significant. Similarly,
for physical facilities, private school teachers with (M=35.00) were much ahead of
teachers from government schools who reported a mean score of (M=31.37). For
institutional plans and policies, government school teachers had a mean of (M=23.47)
and private school teachers a mean score of (M=22.54). In terms of satisfaction with

authorities mean score of (M=23.90) for teachers from governmentschools was slightly
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higher than a mean score of (M=22.46) for private schools. Likewise, teachers working
in government schools exhibited a little higher mean score than their private
counterparts in terms of satisfaction with social status and family welfare, although the
difference was insignificant. A very negligible mean difference was reported between
the teachers from two management in terms of rapport with students with a mean of
(M=24.52) for government school teachers and (M=24.00) for private school teachers.
Likewise, a similar result wasshown for relationship with co-workers with (M=20.36)

for government school teachers and (M=20.00) for private school teachers.

Objective 3

For finding out the difference based on the nature of appointment in the overall
and in various dimensions of work-life balance and job satisfaction the following

objective was stated:

To study the overall and dimension-wise difference in work-life balance and job
satisfaction among secondary school teachers based on the nature of the

appointment.

In order to achieve this objective, the following null hypothesis was framed:

4.2.5 Null Hypothesis 5

HosThere is no significant difference in the mean scores in (a) Work Interference
with Personal Life (b) Personal Life Interference with Work (c) Work Personal
Life Enhancement (d) Overall Work-life Balance between regular and ad-hoc

teachers.
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Table 4.6

Mean Comparison of Work-Life Balance Between Regular and Ad-hoc Teachers

Variable Appointment n M SD t (335) p

Regular 164 31.57 6.60

WIPL 0.66 0.51
Ad-hoc 173 31.10 6.67
Regular 164 21.44 4.42

PLIW 0.45 0.65
Ad-hoc 173 21.21 4.66
Regular 164 15.41 5.46

WPLE 2.36 0.02
Ad-hoc 173 13.91 6.24
Regular 164 68.43 10.37

WLB 1.93 0.06
Ad-hoc 173  66.23 10.60

Note. WIPL= Work Interference with Personal Life; PLIWW= Personal Life Interference
with Work; WPLE= Work Personal Life Enhancement; WLB=Work-Life Balance.

In order to test the above null hypothesis, an independent samples t-test was
done. There were no significant differences in the first dimension as the findings
showed a non-significant mean difference with t (335) =0.66, p>0.05). Similarly, there
was no significantgender difference in personal life interference with work with t (335)
=0.45, p>0.05). Further, the result exhibited a non-significant mean difference in
overall work-life balance with t (335) =1.93, p>0.05). On the other hand, in the third
dimension, i.e., work personal life enhancement, the result significantly differed
between regular and ad-hoc teachers, with t (335) =2.36, p<0.05). Thus, there were
significant differences in the mean score for Regular (M=15.41, SD=5.46) and Ad-hoc
(M=13.91, SD=6.24). Hence the Hgs was rejected for part c. On the contrary, it was

confirmed for a, b, and d.

Mean scores of regular and ad-hoc teachers in work-life balance and its

dimensions are represented in Figures 4.9 and 4.10 below.
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Figure4.9

Mean Scores of Regular and Ad-hoc Teachersin WLB
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Figure 4.9 illustrates the mean scores of Sikkim's regular and ad-hoc secondary school
teachers in their overall work-life balance. The figure indicates a mean score of
(M=68.43) for regular teachers and (M=66.23) for ad-hoc teachers. Although regular

teachers have shown a slightly higher mean score, the difference was not significant.

Figure 4. 10
Mean Scores of Regular and Ad-hoc Teachers in WIPL, PLIW, and WPLE
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Figure 4.10 illustrates the mean scores of regular and ad-hoc secondary school
teachersinall the dimensions of work-life balance. Although, fromthe figure, itis clear
thatregular teachers have shownhigher mean scores in all the dimensions, nevertheless,
the mean difference was significant only with regard to work personal life
enhancement, as regular teachers with a mean of (M=15.41) are ahead than ad-hoc
teachers who showed a mean score of (M=13.91) as evident in the figure. In other

dimensions, the difference was non-significant.

4.2.6 Null Hypothesis 6

Likewise, to see if there is any significant difference in the job satisfaction and
its dimensions between regular and ad-hoc secondary school teachers of Sikkim, the

following null hypothesis was formulated:

HosThere is no significant difference in the mean scoresin (a) Intrinsic Aspect of
the Job (b) Salary Promotional Avenues and Service Conditions (c) Physical
Facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)
Relationship with Colleagues (i) Overall Job Satisfaction between the

management between regular and ad-hoc teachers.

Table 4.7

Mean Comparison of Job Satisfaction Between Regular and Ad-hoc Teachers

Dimensions Appointment n M SD t (335) p

Regular 164 2754 251
JS1 -0.13  0.90
Ad-hoc 173 2757  2.69

JS2 Regular 164 28.37  3.62 8.97  0.00
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Ad-hoc 173 2440  4.47

Regular 164 3169 521
JS3 0.58 0.56
Ad-hoc 173 3134 581

Regular 164 2332 2.36
JS4 -0.83 041
Ad-hoc 173 2353 224

Regular 164 2380 2.93
JS5 -0.25 0.80
Ad-hoc 173 23.88 2.92

Regular 164  20.37 2.20
JS6 0.92 0.36
Ad-hoc 173 20.08 3.32

Regular 164 2424  2.26
JS7 -1.20 0.05
Ad-hoc 173 2474 230

Regular 164  20.27 1.96

JS8 -0.69 0.49
Ad-hoc 173  20.42 1.98
Overall Regular 164 199.59 14.65
2.19  0.03
JS Ad-hoc 173 19596 15.71

Note. JS1=Intrinsic Aspect of the Job; JS2= Salary, Promotional Avenues, and Service
Conditions; JS3= Physical Facilities; JS4=Institutional Plans and Policies; JS5=
Satisfaction with Authorities; JS6= Satisfaction with Social Status and Family Welfare;

JS7= Relationship with Colleagues; JS8= Rapport with Students.

An independent samples t-test was computed to compare the job satisfaction
between regular and ad-hoc teachers in total job satisfaction and across its components.
Theresults did notshow any significantdifference between regularand ad-hocteachers
with respect to the intrinsic aspect of the job with t (335) =-0.13, p>0.05), a non-
significantresultwasrevealed in terms of physical facilities with t(335) =0.58, p>0.05).
Similarly, t (335) =-0.83, p>0.05) was insignificant for institutional plans and policies.
Furthermore, satisfaction with authorities with t (335) =-0.25, p>0.05) was
insignificant. Also, there was no significant difference between regular and ad-hoc
teachers in satisfaction with social status and family welfare t (335) =0.92, p>0.05).

Further, the result also did not point out any significant difference based on the nature



140

of appointment with regard to rapport with students with t (335) =-0.20, p>0.05), ina
similar way t (335) =-0.69, p>0.05) for the relationship with colleagues did not reveal
any significant difference between regular and ad-hoc teachers. On the contrary, there
were significant differences between regular and ad-hoc teachers for the dimension
salary, promotional avenues, and service conditions with t (335) =8.97, p<0.05). The
difference in the mean score of regular teachers (M=28.37, SD=3.62) and ad-hoc
(M=24.40, SD=4.47) was highly significant. Likewise, in overall job satisfaction there
was a significant difference between regular and ad-hoc teachers with t (335) =2.19,
p<0.05). Additionally, there was a considerable difference in the mean score of regular
teachers (M=199.59, SD=14.65) and ad-hoc (M=195.96, SD=15.71. Hence the Hgs was
rejected in terms of parts b and i. On the contrary, it was confirmed for parts a, c, d, e,

f, g, and h.

Mean scores of regular and ad-hoc teachers in all the dimensions of job

satisfaction and overall job satisfaction are presented in Figures 4.11 and 4.12 below.

Figure4. 11

Mean Scores of Regular and Ad-hoc Teachers in Overall Job Satisfaction
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Figure 4.11 shows the mean scores of regular and ad-hoc teachers in their total
job satisfaction. Concerning overall job satisfaction, regular teachers with (M=199.59)
have surpassed the meanscore ofad-hoc teachers (M=195.96), and this mean difference
was statistically significant. The mean difference thus clearly indicates that regular

teachers have better job satisfaction than ad-hoc teachers.

Figure4.12

Mean Scores of Regular and Ad-hoc Teachers in Dimensions of Job Satisfaction
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Figure 4.12 shows the mean scores of regular and ad-hoc teachers in the various
dimensions of job satisfaction. The figure indicates that in terms of the intrinsic aspect
of the job, regular teachers have (M=27.54) and ad-hoc teachers have (M=27.57). For
physical facilities, regular teachers have a mean score of (M=31.69), and ad-hoc
teachers have (M=31.34). Regular teachers have (M=23.32) in institutional plans and
policies, and ad-hoc teachers have (M=23.53). Similarly, in terms of satisfaction with
authorities, regular teachers have (M=23.80), and ad-hoc teachers have (M=23.88). For

satisfaction with social status and family welfare, regular teachers have (M=20.37), and
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ad-hoc teachers have (M=20.08). Likewise, regular teachers have shown a mean score

of (M=24.24) for rapport with students and ad-hoc teachers (M=24.74).

Regarding the relationship with colleagues, regular teachers have a mean score
of (M=20.27), and ad-hoc teachers have (M=20.42). Thus, based on the mean scores,
we can say that there are very insignificant differences between regular and ad-hoc
teachers with regard to these dimensions. However, in terms of salary, promotional
avenues, and service conditions, regular teachers with (M=28.37) are ahead of ad-hoc

teachers with a mean score of (M=24.40), and this difference was significant.

Objective 4

In order to locate the difference in overall and across dimensions of work-life
balance and job satisfaction among secondary based on their teaching experience, the

following objective was specified:

To explore the overall and dimension-wise difference in work-life balance and job

satisfaction among secondary school teachers based on teaching experience.

4.2.7 Null Hypothesis 7

The following null hypothesis was stated to achieve the above objective.

Ho7There is no significant difference in the mean scores in (a) Work Interference
with Personal Life (b) Personal Life Interference with Work (c) Work Personal
Life Enhancement (d) Overall Work-life Balance among the teachers with varied

years of teaching experience.
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Table 4.8

Mean, Standard Deviation, and One-Way Analysis of Variance in Work-Life Balance

and its Dimensions Across Teaching Experience Groups

Variables <10 10- >20 F (2,334)
Years 20Years Years
M SD M SD M SD
WIPL 31.44  6.66 30.09 6.66 32.39 6.34 1.96
PLIW 21.32 451 21.09 4.6 21.61 4.64 0.21
WPLE 1441  6.01 16.06 4.82 13.82 6.5 2.69
WLB 67.17  10.6 67.24 10.77  67.82 10.11 0.09

Note. WIPL= Work Interference with Personal Life; PLIW= Personal Life Interference
with Work; WPLE= Work Personal Life Enhancement; WLB=Work=Life Balance.

Table 4.8 shows the descriptive statistics and F- values for various dimensions
of work-life balance and total work-life balance across various groups of teaching
experience. Results indicated no significant difference across teaching experience
groups in work interference with personal life with F (2, 334) =1.96, p>0.05. Similarly,
for personal life interference with work, there was no significant difference across
various groups of teaching experience with F (2, 334) =0.21, p>0.05. Likewise, with
respect to work personal life enhancement, F (2, 334) =2.69, p>0.05 was insignificant.
Finally, in terms of overall work-life balance, the result revealed no significant
difference among teachers having varied years of teaching experience with F (2, 334)
=0.09, p>0.05. Findings thus revealed that teachers having various years of teaching
experience did not exhibit any significant difference concerning overall work-life
balance and across the dimensions. Thus, the Hy7; was confirmed, and it was concluded
that teachers across various groups of teaching experience do not differ in their work-

life balance.
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Figures 4.13 and 4.14 below show the mean scores of teachers with varied
teaching experience in the various dimensions of work-life balance and the overall

work-life balance.

Figure 4. 13
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Figure 4.13 showsthe mean scores of secondary school teachers of Sikkim having
less than ten years, ten to twenty years, and more than twenty years of teaching
experience in their work-life balance. With regard to the overall work-life balance,
teacherswith less than ten years of teachingexperience have (M=67.17), teachersin the
category of ten to twenty have (M=67.24) and teachers above twenty years of teaching
experience have (M=67.82), which indicates that the mean difference is very negligible

across the groups.
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Figure 4. 14
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Figure 4.14 shows the mean scores of secondary school teachers of Sikkim having
less than ten years, ten to twenty years, and more than twenty years of teaching
experience in the dimensions of work-life balance. Based on the figure, itis clear that
in terms of work interference with personal life, teachers with less than ten years of
teaching experience have (M=31.44), teachers in the ten to twenty years have
(M=30.09), and teachers above twenty years have (M=32.39). However, the difference
was not significant. With respect to personal life interference with work, the first
category of teachers has (M=21.32), the second category has (M=21.09), and the third
category has (M=21.61), the mean difference is very subtle. In work personal life
enhancement, the first category has (M=14.41), (M=16.06) for the second category and

the third category hasa mean score of (M=13.82), butthe difference was notsignificant.
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4.2.8 Null Hypothesis 8

HosThere is no significant difference in the mean scoresin (a) Intrinsic Aspect of
the Job (b) Salary Promotional Avenues and Service Conditions (c) Physical
Facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)
Relationship with Colleagues (i) Overall Job Satisfaction among the teachers with

varied years of teaching experience.

Table 4.9

Mean, Standard Deviation and One-Way Analysis of Variance in Job Satisfactionand

its Dimensions Across Teaching Experience Groups

Variables <10 Years[1l] 10-20Years[2] >20Years[3] F(2,334) Post-Hoc

M SD M SO M SD
JS1 27.5 2.62 27.51 2 278 2.7 0.37* 1<2<3
JS2 25.08 4.52 27.29 3 298 3.78 31.5%** 1<2<3
JS3 31.06 5.76 32.09 5 325 521 1.98* 1<2<3
JS4 23.43 2.29 23.18 2 237 235 0.93* 2<1<3
JS5 23.78 2.92 23.93 3 24 2.76 0.13* 1<2<3
JS6 20.06 3.12 20.07 2 21 21  2.63* 1<2<3
JS7 24.51 2.25 23.69 2 254 243 9.09*%** 2<1<3
JS8 20.33 1.94 20.26 2 205 2.08 0.22* 1<2<3

OverallJS 195.75 15.16 198.01 14 205 15.75 8.15*** 1<2<3

Note. Square brackets represent the coded value of a category.

JS1= Intrinsic Aspect of the Job; JS2= Salary, Promotional Avenues, and Service
Conditions; JS3= Physical Facilities; JS4=Institutional Plans and Policies; JS5=
Satisfaction with Authorities; JS6= Satisfaction with Social Statusand Family Welfare;
JS7= Relationship with Colleagues; JS8= Rapport with Students.

*p>0.05. ***p<0.01.
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In order to know if teachers vary in their total job satisfaction across varying
years of teaching experience, an inferential statistic, namely the F test, was calculated.
The results of One-way ANOVA revealed that the teachers across various groups of
teaching experience did not differ significantly with respect to the intrinsic aspect of
the job with F (2,334)=0.37, p>0.05. Asimilar resultwas revealed in physical facilities
with F (2, 334)=1.98, p>0.05. Statistical analysis also showed no significantdifference
with regard to the institutional plansand policies with F (2, 334)=0.93, p>0.05. Anon-
significant difference was shown regarding satisfaction with authorities with F (2, 334)
=0.13, p>0.05. Results also indicated no significant difference across teaching
experience groups in satisfaction with social status and family welfare with F (2, 334)
=2.63, p>0.05. Teachers with varied years of teaching experience did not differ
significantly concerning the dimension relationship with colleagues with F (2, 334)
=0.22, p>0.05. Contradictorily, the mean scores of teachers across different categories
of teaching experience differed significantly in terms of the dimension salary,
promotional avenues, and service conditions with F (2, 334) =31.5, p<0.05. The
findings indicated that teachers with more than twenty years of teaching experience
expressed higher job satisfaction levels than teachers with less than ten and between ten
to twenty years of experience. The post-hoc analysis revealed a significant difference
in the mean scores across the groups. Likewise, the results also indicated a significant
mean difference across the three groups of teaching experience concerning the
dimension rapport with students with F (2, 334) =9.09, p<0.05. The findings indicated
that teachers with more than twenty years of teaching experience exhibited better
satisfaction than the other two categories of teachers. The post-hoc analysis revealed a
significant difference in the mean scores across the groups. Results also indicated a

significant difference in overall job satisfaction across different groups of teaching
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experience with F (2, 334) =8.15, p<0.05. Teachers with more than twenty years of
teaching experience were more satisfied than the other two groups. The post-hoc
analysis revealed a significant difference in the mean scores across the groups.
Therefore, based on the statistical analysis, Hogwas confirmed for parts a, ¢, d, e, f, h.

On the other hand, it was rejected for parts b, g, and i.

The mean scores of teachers with a varied length of teaching experience are

shown in Figures 4.15 and 4.16 below.

Figure 4. 15
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Figure 4.15 reveals the mean scores of teachers having less than ten years, ten to
twenty years, and more than twenty years of teaching experience in their total job
satisfaction. The figure indicates that teachers with less than ten years of teaching
experience have a mean score of (M=195.75), teachers in the category of the ten to

twenty years of experience have (M=198.01) and teachers above twenty years of
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experience have (M=204.75). Therefore, the figure points out that the mean difference

is significant, indicating a significant difference in the overall job satisfaction across

teachers with varied teaching experience.

Figure 4. 16

Mean Scores of Teachers in Dimensions of Job Satisfaction Across Experience
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Figure 4.16 reveals the mean scores of teachers having less than ten years, ten to

twenty years, and more than twenty years of teaching experience in the dimensions of

job satisfaction. Based on the figure, itis evident that in terms of the intrinsic aspect of

the job, the mean difference of (M=27.50) for teachers with less than ten years of

teaching experience, (M=27.51) for ten to twenty years and (M= 27.82) for more than
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twenty years of teaching experience was significantly less. With regard to salary,
promotional avenues, and service conditions, teachers with less than ten years of
teaching experience have a mean score of (M=25.08), ten to twenty years of teaching
experience have (M=27.29) mean score, and teachers with more than twenty years have
(M=29.84)which indicates thatthe mean difference is significant. For physical facilities
mean score of (M=31.06) for the first group, (M=32.09) for the second group, and
(M=32.49) for the third group did not indicate a significant difference. For the
dimension, institutional plans and policies, teachers with less than ten years of teaching
experience have a mean score of (M=23.43), teachers between ten to twenty years of
teaching experience have (M=23.18), and teachers above twenty years of experience
have (M=23.74) which underscores a very slight mean difference. In terms of
satisfaction with authorities, teachers having less than ten years of experience have
(M=23.78), between ten to twenty years have (M=23.93), and above twenty years of

experience have (M=23.96), indicating a very negligible difference.

Similarly, for satisfaction with social status and family welfare, the figure
indicates a mean score of (M=20.06) for the first group, (M=20.07) for the second
group, and (M=21.00) for the third group. In terms of rapport with students, teachers
with less than ten years of experience have amean of (M=24.51), betweenten to twenty
years have (M=23.69) and above twenty years have (M=25.40), which suggests a clear
difference. Interms of relationships with colleagues, teachers having less than ten years
of experience have (M=20.33), teachers between ten to twenty years have (M=20.26),
and teachers above twenty years have (M=20.34), which indicates a very minimal

difference.
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Objective 5

In order to locate the difference among teachers with different academic
orientations in overall and across dimensions of work-life balance and job satisfaction,

the following objective was specified:

To explore the overall and dimension-wise difference in work-life balance and job

satisfaction among secondary school teachers based on teaching subjects.

In order to fulfill the above objective, the following null hypothesis was framed.

4.2.9 Null Hypothesis 9

HooThere is no significant difference in the mean scores in (a) Work Interference
with Personal Life (b) Personal Life Interference with Work (c) Work Personal
Life Enhancement (d) Overall Work-life Balance among the teachers teaching

different subjects.

Table 4. 10

Mean, Standard Deviation and One-Way Analysis of Variance in Work-Life Balance

and its Dimensions Across Teaching Subjects

Variables Science [1] Arts [2] Language [3] F (2, Post-
M SD M SD M SD 334)  Hoc
WIPL 31.56 6.52 31.35 6.42 30.86 7.27 0.26* 3<2<1
PLIW 21.17 4.86 21.63 4.18 21.01 462 0.53* 3<1<?
WPLE 15.06 5.86 15.10 540 12.96 6.71 3.59** 3<1<2
WLB 67.8 10.58 68.07 9.71 6483 11.70 2.43* 3<1<2

Note. Square brackets represent the coded value of a category.

WIPL=Work Interference with Personal Life; PLIW=Personal Life Interference with
Work; WPLE= Work Personal Life Enhancement; WLB=Work-Life Balance.

*p >0.05. **p<0.05.
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In order to know if teachers handling different subjects vary in their total work-
life balance, an inferential statistic, namely the F test, was calculated. The results
revealed thatthe work-life balance scores of teachers teachingdifferentsubjects did not
differ significantly in terms of work interference with personal life with F (2, 334)
=0.26, p>0.05. Similarly, for personal life interference with work, the results did not
reveal any significant difference among teachers handling different subjects with F (2,
334) =0.53, p>0.05. Likewise, as regards the overall work-life balance, teachers
teachingscience, arts, and language did not differ significantly with F (2, 334) =2.43,
p>0.05. In contrast, teachers teaching science, arts, and language showed a significant
difference in terms of work-personal life enhancementdimension with F (2, 334) =3.59,
p<0.05. Findings thus hinted that the teachers teaching arts exhibited higher scores as
compared to science and language teachers. The Post-hoc comparison showed a

significant difference in the mean scores across science, arts and language teachers.

The mean scores of teachers teaching science, arts, and language in all the

dimensions and overall work-life balance are shown below in Figures 4.17and 4.18.

Figure 4. 17
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Figure 4.17 shows the mean scores of teachers teaching science, arts, and
languages at the secondary level in work-life balance. Regarding overall work-life
balance, arts teachers with a mean score of (M=68.07) are comparatively better than
science teachers with a mean of (M=67.80) and language teachers with a mean of
(M=64.83). However, statistical results did notreveal asignificantdifferenceacross the

different groups of teaching subjects.

Figure 4. 18
Mean Scores of Teachers Teaching Different Subjects in WIPL, PLIW, and WPLE
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Figure 4.18 shows the mean scores of teachers teaching science, arts, and
languages in all the dimensions of work-life balance. From the figure, it can be
interpreted that teachers teaching science with a mean score of (M=31.56) have
comparatively less work interference with personal life as compared to arts teachers
with a mean of (M=31.35) and language teachers with amean of (M=30.86). Asregards

personal life interference with work, the mean score of (M=21.17) for science teachers,
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(M=21.63) for arts teachers, and (M=21.01) for language teachers does not show any
marked difference. However, in terms of work personal life enhancement, science
teachers have a mean of (M=15.06) and are thus ahead of arts teachers with a mean
score of (M=15.10) and language teachers with a mean of (M=12.96), and this mean

difference was significant.

4.2.10 Null Hypothesis 10

HoiwoThere is no significant difference in the mean scores in (a) Intrinsic Aspect of
the Job (b) Salary Promotional Avenues and Service Conditions (c) Physical
Facilities (d) Institutional Plans and Policies (e) Satisfaction with Authorities (f)
Satisfaction with Social Status and family Welfare (g) Rapport with Students (h)
Relationship with Colleagues (i) Overall Job Satisfaction among the teachers

teaching different subjects.

Table 4. 11

Mean, Standard Deviation and One-Way Analysis of Variance in Job Satisfaction and

its Dimensions Across Teaching Subjects

Variables Science Arts Language F (2,334)
M SD M SD M SD
JS1 27.45 2.78 27.49 2.55 27.90 2.32 0.77*
JS2 26.77 4.27 26.04 4.75 26.07 4.58 1.01*
JS3 31.76 5.11 31.10 5.82 31.86 5.70 0.65*
JS4 23.73 2.37 23.16 2.26 23.38 2.18 2.13*
JS5 24.11 259 2360 3.15 23.8 3.06 1.00*
JS6 20.56 3.58 19.99 2.20 20.03 2.22 1.59*
JS7 24.5 2.46 24.29 2.09 24.9 2.32 1.60*
JS8 20.27 1.95 20.26 1.98 20.65 1.96 1.06*

OverallJS 199.14 1454 19593 15.21 198,57 16.67 1.61*
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Note. JS1= Intrinsic Aspect of the Job; JS2= Salary, Promotional Avenuesand Service
Conditions; JS3= Physical Facilities; JS4=Institutional Plans and Policies; JS5=
Satisfaction with Authorities; JS6= Satisfaction with Social Status and Family Welfare;
JS7= Relationship with Colleagues; JS8= Rapport with Students.

*p>0.05.

To find out whether teachers handling different subjects differed in the total job
satisfaction, F test was considered, which showed that teachers did not differ
significantly in any dimensions of job satisfaction and overall job satisfaction. For
instance, in the job's intrinsic aspect, the results revealed a non-significant mean
difference across various groups of teaching subjects with F (2, 334) =0.77, p>0.05.
Likewise, for salary, promotional avenues, and service conditions, F (2, 334) =1.01,
p>0.05 was insignificant. For physical facilities F (2, 334) =0.65, p>0.05 was not
significant. A similar result was shown in terms of institutional plans and policies with
F (2,334) =2.13, p>0.05. The value of F (2, 334) =1.00, p>0.05 was not significant for
the dimension satisfaction with authorities. Moving further, in terms of satisfaction with
social status and family welfare F (2, 334) =1.59, p>0.05, teachers teaching different
subjects did not differ significantly. With regard to rapport with students, F (2, 334)
=1.60, p>0.05 did not reveal any statistically significant difference across teachers
teaching different subjects. Similarly, F (2, 334) =1.06, p>0.05 was not significant
regarding the relationship with co-workers. Moreover, in the overall job satisfaction,
the results did not reveal any significant difference among teachers with different

academic orientations as F (2, 334) =1.61, p>0.05 was insignificant.

Thus, based on the statistical analysis results, Hoio was confirmed, and it was
admitted that teachers teaching science, arts, and language do not differ significantly in

their job satisfaction.
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The mean scores of teachers teaching different subjects in their overall job

satisfaction and dimensions are displayed in Figures 4.19 and 4.20 below.

Figure 4. 19
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Figure 4.19 showsthe mean scores of secondary school teachersteachingscience,
arts, and languages in overall job satisfaction. The figure displays that the mean score
of science teachers is (M=199.14), teachers teaching arts have shown a mean score of
(M=195.93) which is the lowest in comparison to science and language who have
reported a mean score of (M=198.57). Thus, although the mean score of science
teachers has surpassed the mean score of arts teachers, the difference was not
considerable. Likewise, the mean difference between arts and language teachers was

also notsignificant.
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Figure 4. 20

Mean Scores of Teachers Teaching Different Subjects in Dimensions of Job
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Figure 4.20 shows the mean scores of secondary school teachersteachingscience,
arts, and languages in all the dimensions of job satisfaction. As evident from the above
figure, for the intrinsic aspect of the job, the mean score of teachers teaching science is
(M=27.45), arts (M=27.49), and language is (M=27.90), suggesting that the mean
difference is very negligible. In terms of salary, promotional avenues, and service
conditions, science teachers have a mean score of (M=26.77), arts (M=26.04), and
language (M=26.07), which also indicatesa minimal difference whichis notsignificant.
For the dimension, physical facilities, the mean score of teachers teaching science is
(M=31.76), arts (M=31.10), and language is (M=31.86), which also points to a very

slight mean difference. Regarding institutional plans and policies, the mean score of
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teachers teaching science is (M=23.73), arts (M=23.16), and language is (M=23.38),
indicating a very minimal mean difference. Finally, for satisfaction with authorities,
science teachers have a mean score of (M= 24.11), arts teachers have (M=23.60), and
language teachers have (M=23.80). Although the mean scores indicate a slightly higher
score for science teachers, this difference was not significant statistically. Concerning
satisfaction with social status and family welfare, the mean score of teachers teaching
science is (M=20.56), arts (M=19.99), and language is (M=20.03), which indicates a
slightly lower mean score for arts teachers, but the difference was not significant. In
terms of rapportwith students, the figure shows thatthe mean score of teachers teaching
science is (M=24.50), arts (M=24.29), and language is (M=24.90), which suggests a
significantly less difference. As regards relationship with co-workers, science teachers
have a mean score of (M=20.27), arts teachers (M=20.26), and language teachers

(M=20.65), which also points to a very negligible mean difference.

Objective 6

The present study also aimed at finding out the level of work-life balance and the
level of job satisfaction among secondary school teachers of Sikkim and hence the

following objective was outlined:

To study the level of work-life balance and level of job satisfaction amongst

secondary school teachers.

In order to fulfill this objective, a cross-tabulation analysis was performed to
find out the frequency of responses among all the respondents concerning different
levels of work-life balance and job satisfaction. Table 4.12 below displays the level of
work-life balance among the respondents, and Table 4.13 shows the level of job

satisfaction among secondary school teachers.
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Table 4.12 shows the result of cross-tabulation analysis on the level of work-life
balance amongteachersacross the demographicvariables. A perusal of the table depicts
that in terms of gender, 4(2.6%) male teachers had extremely high work-life balance,
18(11.9%) high balance, 107(70.9%) male teachers had average balance, 15(9.9%)
exhibited low balance, and 7(4.6%) reported extremely low balance. Going further,
2(1.1%) female teachers demonstrated extremely high work-life balance, 29(15.6%)
showed high balance, 129(69.4%) female teachers reported average balance, 21

(11.3%) low balance, and 5(2.7%) reported extremely low balance.

Regarding the work-life balance of teachers teaching in government and private
schools, the results indicated 6(1.9%) government school teachers reported extremely
high balance, 45(13.9%) reported to have a high balance, a whopping 226(69.8%)
teachers were found to have average balance. Moreover, 35(10.8%) teachers expressed
low balance, and 12(3.7%) teachers reportedly had extremely low work-life balance.
On the contrary, no (0%) teacher from private management had an extremely high
work-life balance. Likewise, 2(15.4%) teachers reported high balance, 10(76.9%)
teachers reported having an average work-life balance. Further, 1(7.7%) teacher had

extremely low work-life balance, and no (0%) teachers reportedextremely low balance.

In terms of the nature of the appointment, 3(1.8%) regular teachers expressed
extremely high balance, 29(17.7%) high balance, 113 (68.9%) teachers were found to
have a moderate level of balance. Moreover, 15(9.1%) had a low level of balance, and
4(2.4%) teachers reported extremely low work-life balance. On the other hand, for ad-
hoc teachers, the results revealed that 3(1.7%) teachers had extremely high balance,

18(10.4%) teachers with a high balance, 123(71.1%) teachers reported average work-
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life balance. Likewise, 21(12.1%) low balance and 8 (4.6%) teachers had extremely

low balance.

For teachers having a varied length of teaching experience, the analysis showed
4(1.9%) teachers with less than ten years of experience had extremely high balance,
27(12.7%) had high balance, 151(71.2%) teachers reported average balance.
Additionally, 21(9.9%) teachers showed low balance, and 9(4.2%) teachers had
extremely low work-life balance. Forteachers havingten to twenty years of experience,
the results showed that 1(1.5%) teacher had extremely high balance, 13(19.1%) high
balance, 41(60.3%) teachers indicated average balance, 11 (16.2%) teachers reported
low balance, and 2 (2.9%) teachers exhibited extremely low balance. Furthermore, in
terms of teachers having more than twenty years of teaching experience, it was found
that 1(1.8%) teacher had extremely high balance, 7 (12.3%) teachers reported high
balance, 44(77.2%) teachers expressed average balance. Likewise, 4(7.0%) teachers

reported low balance, and 1(1.8%) teacher showed extremely low balance.

For teachers teaching different subjects, it was revealed that 3(2.3%) science
teachers had extremely high balance, 18(13.6%) teachers had high balance, 96(72.7%)
teachers had average work-life balance. Further, 10(7.6%) teachers expressed low
balance, and 5(3.8%) teachers reportedly had extremely low balance. For teachers
teaching arts, it was found that 2(1.5%) teachers reported extremely high balance,
22(16.2%) teachers reported high balance, 96(70.6%) teachers expressed a moderate
level of work-life balance. Similarly, 14(10.3%) artsteachers reported low balance, and
2(1.5%) teachers exhibited extremely low balance. In terms of teachers teaching
language, the results indicated that 1(1.4%) teacher had extremely high balance,
7(10.1%) teachers admitted to having a high work-life balance, 44(63.8%) teachers

expressed a moderate level of work-life balance. Furthermore, 12(17.4%) teachers
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expressed low balance, and 5(7.2%) teachers reportedly had extremely low work -life

balance.

Graphically the level of work-life balance is displayed below in Figure 4.21

Figure 4. 21

Graphical Representation of the Level of Work-Life Balance of Teachers and
Demographic Variables
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Figure 4.21 shows the level of work-life balance among secondary school teachers of
Sikkim. On perusal of the above graph, itis evidentthatthe respondents have expressed
a moderate level of work-life balance in terms of all the demographic variables, i.e.,
gender, management, nature of appointment, teaching experience, and subject. Hence,
the figure indicates that most secondary school teachers have a moderate level of work-

life balance.
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Table 4.13 shows the result of cross-tabulation percentage analysis on the level of
job satisfaction among secondary school teachers. As regards gender, the results
showed that 6 (4%) male teachers had extremely high job satisfaction, 14 (9.3%) were
highly satisfied, 34 (22%) had above-average satisfaction, 62 (41.1%) were moderately
satisfied. Similarly, 27(17.9%) reported below-average satisfaction, 5 (3.3%) were
dissatisfied, and 3 (2%) were extremely dissatisfied with their job. As regards female
teachers, 3 (1.6%) had extremely high job satisfaction, 13 (7%) were highly satisfied,
31 (16.7%) females had above-average satisfaction, 71 (38.2%) female teachers were
moderately satisfied. On the other hand, 43(23.1%) reported having below-average
satisfaction, 22 (11.8%) showed dissatisfaction, andthe study found 3 (1.6%) extremely

dissatisfied with their job.

Regarding management, the results revealed 8(2.5%) government school teachers
revealed extremely high job satisfaction, 26 (8%) had high satisfaction, 63 (19.4%) had
above average satisfaction. Likewise, 129 (39.8%) were moderately satisfied, 65
(20.1%) teachers reported having below-average satisfaction, 27 (8.3%) were
dissatisfied, and 6 (1.9%) were extremely dissatisfied with their job. In contrast, 1
(7.7%) teacher from private schools had extremely high job satisfaction. Similarly, 1
(7.7%) high job satisfaction, 2 (15.4%) teachers reported above -average satisfaction, 4
(30.8%) reported to have a moderate level of job satisfaction, 5 (38.5%) private school
teachers showed below-average satisfaction, no (0%) teachers were dissatisfied with
their job. Likewise, no teacher was found to be extremely dissatisfied with their job

from private schools.

With regard to the nature of the appointment, 5 (3%) regular teachers were found
to have extremely high job satisfaction, 16(9.8%) teachers reported to have high

satisfaction, 32(19.5%) of regular teachers reported above-average satisfaction,
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71(43.3%) teachers had a moderate level of job satisfaction. Likewise, the study found
32(19.5%) teachers having below-average job satisfaction, 5 (3%) teachers showed
dissatisfaction, and 3(1.8%) regular teachers were found to be highly dissatisfied with
their job. On the other hand, 4 (2.3%) teachers on an ad-hoc basis showed extremely
high job satisfaction, 11 (6.4%) teachers were highly satisfied, moving further,
33(19.1%) teachers had above-average satisfaction, 62(35.8%) teachers reported
moderate job satisfaction. Moreover, 38 (22%) ad-hoc teachers showed below-average
job satisfaction, 22(12.7%) teachers were found to be dissatisfied with their job, and

3(1.7%) teachers were extremely dissatisfied with the job.

With respect to teaching experience, for teachers having less than ten years of
teaching experience, the results revealed 4 (1.9%) were extremely satisfied, 13(6.1%)
highly satisfied, 39(18.4%) reported above average satisfaction, 82(38.7%) moderate
satisfaction, 46(21.7%) below average satisfaction, 24(11.3%) teachers were
dissatisfied, and 4(1.9%) were extremely dissatisfied with the job. With regard to
teachersin the category of ten to twenty years of experience, 2 (2.9%) teachers had
extremely high job satisfaction, 4(5.9%) high satisfaction, 12(17.6%) above average
satisfaction, 30(44.15) average satisfaction, 17(25%) teachers with below-average
satisfaction, 2(2.9%) dissatisfaction and 1(1.5%) with extremely high dissatisfaction
with the job. Additionally, for teachers having more than twenty years of teaching
experience, the results showed, 3(5.3%) teachers reported extremely high satisfaction,
10 (17.5%) reported high job satisfaction, 14(24.6%) teachers exhibited above -average
satisfaction, 21(36.8%) teachers had average satisfaction. Whereas 7(12.3%) teachers
had below average satisfaction, and 1(1.8%) teacher reported dissatisfaction, and 1

(1.8%) also extremely high dissatisfaction.
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For teachers handling different subjects, the cross-tabulation analysis revealed,
5(3.8%) science teachers had extremely high satisfaction, 9(6.8%) teachers with high
satisfaction, 29(22%) teachers hadabove-average job satisfaction, 54(40%) average job
satisfaction. Similarly, 30(22.7%) teachers reported below-average satisfaction,
3(2.3%) teachers were dissatisfied, and 2(1.5%) were extremely dissatisfied. For arts
teachers, the results indicated, no (0%) teachers showed extremely high satisfaction,
13(9.6%) showed high satisfaction, 26(19.1%) with above-average satisfaction,
48(35.3%) were moderately satisfied, 29(21.3%) teachers exhibited below-average
satisfaction, 16(11.8%) teachers were dissatisfied, and 4(2.9%) teachers reported
extremely high dissatisfaction. Concerning language teachers, the results indicated that
4(5.8%) teachersexpressed extremely high satisfaction, 5(7.2%) teachers reported high
satisfaction, 10 (14.5%) teachers reported above-average satisfaction, 31(44.9%)
teachers were found to have average satisfaction. Further, 11(15.9%) teachers had
below the moderate level of job satisfaction, 8(11.6%) teachers showed dissatisfaction,

and no (0%) teacher reported an extremely high level of dissatisfaction with the job.



Figure 4. 22

Graphical Representation of the Level of Job Satisfaction of Teachers and
Demographic Variables
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The above Figure 4.22 shows the percentage of the level of job satisfaction of the

respondents based on all the demographic variables. The figure indicates that most

secondary school teachers have expressed a moderate level of job satisfaction in terms

of all the demographic variables.

Objective 7

The study also intended to trace the relationship betweenthe independent variable

work-life balance and the dependent variable job satisfaction, and thus the following

objective was framed:



168

To study the relationship between work-life balance and job satisfaction amongst

teachers of secondary schools.

In order to find out the relationship between work-life balance and job

satisfaction, the following null hypothesis was formulated:

4.2.11 Null Hypothesis 11

There is no significant relationship between work-life balance and job satisfaction

among teachers of secondary schools.

Pearson's r (Product Moment Correlation) was calculated and interpreted
respectively at a 0.05 level of significance to test the relationship between work-life
balance and job satisfaction. The r- value for testing the null hypothesis was 0.02 ata
0.05 level of significance with a df=3, and results are tabulated below in Table 4.14
below

Table 4.14

Descriptive Statistics and Correlations for Job Satisfaction and Work-Life Balance

Variables n M SD 1 2
1 Job Satisfaction 337 67.30 10.53 -
2 Work-Life Balance 337 197.73 15.29 .02 -

Note. *p>0.05

The above table reveals that the coefficient correlation between work-life
balance and job satisfaction of secondary school teachers of Sikkim was not found to
be positively and significantly correlated with each other with results of correlation as
(r=0.02, p>0.05). Hence Ho; was retained. The results imply that an increase in work-

life balance would not affect job satisfaction among teachers.
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Scatter Plot of Linear Relationship Between Work-Life Balance and Job Satisfaction

240

2204

200

sl

R2 Linear = 2 .644E-4

Overall Job Satisfaction

1807

% % o

160

Overall Work life balance

Figure 4.23 does not show any relationship between the dependent variable job

satisfaction and the independent variable work-life balance.

Objective 8

The study also aimed at finding out how the various dimensions of the independent

variable, i.e., work interference with personal life, personal life interference with work

and work personal life enhancement predict the dependent variable job satisfaction and

hence the following objective was stated:
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To find out the prediction of job satisfaction by the wor k-life balance of secondary

school teachers of Sikkim.

The following null hypothesis was stated for realising the above objective:

4.2.12 Null Hypothesis 12

There will be no significant prediction of job satisfaction by (a) work interference
with personal life (b) personal life interference with work (c)work personal life

enhancement among secondary school teachers of Sikkim.

Table 4. 15

Regression Coefficients of Work-Life Balance and its Dimensions on Job Satisfaction

Variables B SE t p 95%CI
Constant 195.77 5.35 36.61 0.000 [185.25,206.29]
WIPL 0.20 0.14 1.42 0.157 [-0.08,0.48]
PLIW 0.09 0.21 0.42 0.672 [-0.32,0.50]
WPLE -0.43 0.14 -3.03 0.003 [-0.70,-0.15]

Note. Cl = Confidence Interval; WIPL =Work Interference with Personal Life; PLIW=
Personal Life Interference with Life; WPLE=Work Personal Life Enhancement.

Table 4.15 shows the impact of independent variables work interference with
personal life, personal life interference with work, and work personal life enhancement
on the outcome variable job satisfaction. Based on the above analysis, it is clear that the
value or R2 is 0.04, which reveals that the predictors explained 4% variance in the
outcome variable with F (3, 333) = 4.93, p<0.05. Results indicated that work
interference with personal life failed to predict job satisfaction (p=0.09, p>0.05).
Results also showed that personal life interference with work could not predict job

satisfaction (f=0.03, p>0.05). Whereas work personal life enhancement positively
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predicted job satisfaction (3=-0.17, p<0.05). Thus, Ho1, was retained for parts a, and b

and it was rejected for partc.

Based on the above table regression equation was formulated as follows
JS=195.77-0.426(WPLE)+e. The table shows that the unstandardized coefficient value
of work interference with personal life was 0.201, personal life interference with work
was 0.088, and work personal life enhancement was -0.426 units. Therefore, the results
indicated that a one-unit change in work personal life enhancement would cause -0.426

units change in job satisfaction.
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Chapter V

Findings and Discussion

5.0 Introduction

The data analysis and interpretation provide numerical results obtained through
the statistical treatment of data either in SPSS or Microsoft Excel. The results thus
obtained are straightforward, indicatingwhether or notthe study has entailedsignificant
results or not and is followed by a graphical representation of data in bar graphs,
histograms, or pie charts. Additionally, the results are discussed in the light of

objectives and therefore presented in summary.

According to Creswell (2011), "A summary is a statement that reviews the

major conclusions to each of the research questions or hypotheses" (p.198).

The study's primary objective was to understand the status of work-life balance
and job satisfaction among secondary school teachers teaching in Sikkim. In addition,
the study also aimed to investigate the demographic differences in the study variables.
Therefore, in the present chapter, the investigator has attempted to present the study's
main findings following the objectives stated in the thesis. Additionally, the chapter
also explains the discussion and the researcher's perception and understanding of the
study's conclusions. Finally, the findings are discussed and corroborated with the
literature reviewed in chapter Il of the thesis. Therefore, in the following paragraphs,

the investigator presents the detailed discussion as per objectives.



173

5.1 Major Findings of Objective One

Thestudy's firstobjective was to explore the overall and dimension-wise difference
in work-life balance and job satisfaction among secondary school teachers based on

gender. The findings and discussion are presented below:

5.1.1 Gender and Work-Life Balance

In terms of overall work-life balance, the study found no significant difference
between male and female secondary school teachers of Sikkim. The finding supports
the null hypothesis and correlates with some studies which also reported no significant
difference between male and female teachers in terms of their work-life balance
condition (Akanni & Oduaran, 2017; Aliasagar, 2017; Helvaci et al. 2017;
Muthulakshmi, 2018; Irfan & Azmi, 2015; Sharma, 2017). On the other hand, it
contradicts the studies which reported that gender influences work-life balance (Sinha
&Sinha, 2018). Likewise, itis notin line with the studies which found female teachers
who faced work-life balance problemsandthus low work-life balance (Aroosiya, 2018;
Kumar 2017; Ramanathan & Vanitha, 2011). Additionally, the finding also challenges
the studiesthatreported female teachershavinga better work-life balance (Maragatham
et al., 2017; Saravanan & Dharani, 2014) and also the study of Sharma and Agarwal
(2017) concluded male teachers to have better work-life balance than female teachers.
Thus, the finding counters the popularly held viewpoint that assumes women teachers
to have comparatively low work-life balance and frequent instances of work intrusion
into personal life. The finding, however, implies that gender differences at the
workplace in the form of unequal distribution of work, male supremacy, the intense
workload for female teachers are relatively missing in Sikkim. At the home front, the

finding suggests a positive picture that an equal amount of work is shared between the
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spouses as such instances of work-life imbalances are perhaps not very much
experienced by women. One possible explanation of this finding could be thatalthough
nota matriarchal state, Sikkim has positioned women in high regard, unlike many other
states, and conclusively granted women freedom in makingdecisionsand choices about
family, career, and life. The argument corroborates with the understanding of Subba
(2014), who maintained that Sikkimese women are in a comparatively better position

than their contemporaries across other states.

Regarding work interference with personal life, the study found no significant
difference between male and female teachers. The finding does not corroborate with
some studies which reported teachers, particularly females, experienced a great deal of
work interference with personal life (Ching &Seok, 2018; Devi & Pandian, 2011;
Germain, 2014; Kinman & Jones, 2008; Kumar, 2017; Saha, etal., 2016; Shreyas, 2017,
Tanoi, et al., 2012; Tresa & Manisha, 2016; Uddin, etal. ,2013). Regarding personal
life interference with work, the study found a significant gender difference; female
teachers faced lesser instances of personal life interfering with work than their male
counterparts. The finding supports the earlier studies which reported
negativeinterference of personal life into work (Germain, 2014; Uddin, et al., 2013).
On the other hand, it contradicts the study of Blackburn, etal. (2017), who found that
the teachers could balance their work and faced less interference of family life in their
work. Admittedly, it was beyond the study's purview to locate and identify the palpable
reasons for such unexpected findings. However, support received from family and
spouse in managing household chores, the nature of Sikkimese society where deep-
seated notions of patriarchy is somewhat less pervasive presumably explains less
personal life interference with work for female teachers. The argument is consistent

with the finding of Bhutia (2018), who reported that working women adopt many
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coping strategies in the form of supportacquired from extended family and spouses.
Moreover, they employdomestic help part-time, sendchildrento private tuition centers,
and adopt laboursaving modern-day gadgets to complete daily household chores to

balance work and life.

Concerning work personal life enhancement dimension, the study revealed no
significant difference between male and female teachers, which underlines that both
male and female teachers are equally able to utilise the experience from either domain

for the benefit of each other.

5.1.2 Gender and Job Satisfaction

In terms of job satisfaction, the present study found a significant gender
difference in the overall job satisfaction of secondary school teachers of Sikkim. The
study found male teachers with a higher mean score to be comparatively more ahead
and thus more satisfied with the job than their female counterparts. The finding
resembles some past studies that found male teachers have better job satisfaction than
female teachers (Abdullah, etal., 2009; Aydin, etal., 2012; Dehaloo, 2011; Mebrate&
Lemma, 2017; Mukhtar, 2012). On the contrary, the finding opposesthe suppositions
of many studies that reported female teachers to have better job satisfaction than male
teachers (Ali, 2011; Basu, 2013; Ghosh, 2013; Igbal & Akhtar, 2012; Igbal & Akhtar,
2015; Igbal, Ali, Akhtar &Ahmend, 2013; Jamir, 2016; Jyoti & Sharma, 2006; Ketsela,
2017; Kumar, 2015; Kume, 2020; Mahmood, et al., 2011; Mocheche, et al., 2017;
Mondal, 2014; Njue, 2003; Rao, 2015; Subdhi, 2002; Wangai, 2012). Likewise, the
findingis also notin tune with some studies that reported no significant difference in

the job satisfaction of male and female teachers (Ahmed, 2014; Bala, 2017; Bhat, 2018;
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Bhuyan, 2016; Ghosh, 2015; Menon &Reppa, 2011; Rai, 2018; Raj & Lalitha, 2013;

Rao, 2015; Sharma, 2016).

This finding contradicts the null hypothesis and the investigator's expectations
that female teachers are more satisfied with teaching, which permits them plenty of
vacationsand the absence of odd workinghours, therefore, allowingthem to nurse their
personal and familial obligations. The findings thus hint at the incidence of low levels
of job satisfaction for female teachers. The reason for this unexpected finding could be
associated with the status of women in Sikkim. Sikkim beinga small state, women have
made their presence in almost all areas and have aspired to represent themselves in
many non-conventional regions. This argument challenges the claims of Veluri (2010),
who opined female teachers have a higher level of job satisfaction on account of low
levels of aspiration. Subba (2014) confirmed the researcher's claims, who maintains
that Sikkimese women have representation in many vital areas, including politics,
cooperative societies, self-help groups, NGOs. Women'sengagement in diverse fields
certainly indicates that teaching is not the only option, possibly affecting job

satisfaction.

Regarding the job's intrinsic aspect, the study revealed no statistically
significant difference, indicating that both male and female teachers are reasonably
satisfied with the inherent element of a teaching job and genuinely enjoy teaching and
realize that teaching is the noblest profession. Moreover, the status and privileges that
teachers enjoy in society, recognition from parents, especially in rural areas, and the
absence of irregular working hours could perhaps explain their satisfaction with the
intrinsic aspect of the job. In terms of salary, promotional avenues, and service
conditions, the study found that male teachers were slightly more satisfied than female

teachers; the discovery corroborates with the study of Abdullah, et al. (2009).
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Similarly, the study found a significant difference regarding physical facilities. Male
teachers were more satisfied than female teachers, which could be explained by the
understanding that by nature, females have strong desires for finer things in life, while
on the other hand, males are more adaptive and can adjust more quickly. Female
teachers, especially those teaching in government schools, often miss out on proper
physical facilities, which might have contributed to their lower satisfaction levels than
male teachers. Interms of institutional plansand policies, the study found male teachers
more satisfied than female teachers. The reasons can be possibly attributed to the
incidence of less opportunity for female teachers to participate in school planning and

policy framing matters and hence lower satisfaction.

Regarding satisfaction with authorities, social status, and family welfare, no
significant difference was found between male and female teachers. The results imply
that both male and female teachers are satisfied with the institutional authorities, the
social status they enjoy, and how it contributes to the family's welfare. Additionally, it
also implies thatthere is no gender discrimination in society amongthe teachers. There
was no significant difference in rapport with students and co-workers, indicating that
male and female teachers have good interpersonal relationships in schools. Such an
amicable relationship with their colleagues and students is often reflected in how they

carry outdifferentacademic and co-curricular activities in school.

5.2 Major Findings of Objective Two

The study's second objective was to determine the overall and dimension-wise
difference in work-life balance and job satisfaction among secondary school teachers
based on management. As regards this objective, the investigator presents the findings

and discussion below:
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5.2.1 Management and Work-Life Balance

The study revealed no significant difference in overall work-life balance
between teachers based on management. The finding supports the null hypothesis and
aligns with some studies that found no significant difference in teachers' work-life
balance in government and private schools (Aliasgar, 2017; Barik, 2017). The finding
contradicts the study of Rathee and Bhuntel (2018), which found a difference in the
perception of work-life balance between teachers teaching in government schools and
private schools. Likewise, it contradicts the study of Thomas and Paul (2016), which
also reported a high work-life balance of teachers from government colleges than those
from autonomous and aided colleges. Additionally, the finding opposes the study of
Oteng (2017) that teachers are satisfied with their working hours in school, and there is
support for teachers in school. However, work and family responsibilities force them to

make changes in their plans, thus indicating poor work-life balance for teachers.

For individual dimensions of the tool, the results indicated no significant
difference between teachers based on management across all the dimensions. The
finding is in line with some studies that reported less family interference to work

(Blackburn, etal., 2017; Immanuel, 2016; Lahti, 2017).

The findings could probably be attributed to fewer respondents from private
schools compared to a large sample size drawn from government schools. However,
the results underline a positive picture that teachers engaged either in government or
private schools do not face issues of their professional work interfering with their
personal life. Although during recent times, due to stress on quality enhancement and
simultaneously increasedworkloads, teachers remain inclinedto theirwork even during

leisure periods, the existence of difference in teachers’ work-life balance in the context
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of managementis reasonably missing. Moreover, basedon the findings, the investigator
asserts that teachers under both management efficiently unite their work and non-work
domains for deriving maximum benefits and unanimously believe in the benefits that

ensue from combining work and life priorities.

5.2.2 Management and Job Satisfaction

Regarding job satisfaction of teachers teaching in government and private
schools, the study did not find a significantdifference. The finding confirms the null
hypothesis and contradicts many's viewpoints and popular ideas regarding higher job
satisfaction of government school teachers. The finding is supported by the study of
some researchers who reported no significant difference in teachers' job satisfaction
based on management (Rai, 2018). However, the findingis not consonant with a couple
of researchers whose studies reported private school teachers to have better job
satisfaction than government school teachers (Jyoti &Sharma 2006; Subdhi 2002).
Similarly, the present finding also challenges the findings of some studies which found
government school teachers to have better job satisfaction than private school teachers
(Chugatil & Parveen, 2013; Gahlawat, 2017; Ghosh, 2013; Ruhela, 2017; Sharma,

2016; Sharma, 2017).

The study thus discovered that government and private school teachers do not
differ significantly in their overall job satisfaction. The finding thus challenges the
popularly held perception that government school teachers have better job satisfaction
than their private counterparts. The investigator critically examines this finding in light
of the understanding that government school teachers have a better pay package than
their private counterparts. On the other hand, private schools are ahead in terms of

physical facilities, logistics, service conditions, pleasant working environment, and
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better management, which significantly contribute to determining job satisfaction. The
claims of Jyoti and Sharma (2006), who reported that teachers from private schools,
despite poor salary, enjoy higher job satisfaction on account of pleasing workplace
ambience, validates the investigator's claims. Furthermore, the core ideas of job
satisfaction put forth by Martineau (2000) in Ketsella (2017) as training, working
environment, supervision, and recognition as factors affecting job satisfaction lends
support to the above statement of the investigator. Additionally, the result implies

fulfillingHerzberg's idea of hygiene needs as an essential condition for job satisfaction.

Regarding the job's intrinsic aspect, the study revealed no significant difference
between government and private school teachers, indicating that teachers from both
management hold the teaching profession in high regard. However, the study found a
considerable difference in salary, promotional avenues, and service conditions between
them. The private school teachers expressed better satisfaction than their counterparts
in government schools, which therefore did not match with the investigator's
anticipation. However, the understanding that a better pay package is not the only
yardstick for measuring job satisfaction as it is simultaneously tied up with numerous
issues like service conditions in which private schools ahead could perhaps explain the
finding. The argumentaligns with the study of Mengistu (2012) who highlighted the
chief sources of dissatisfaction among teachers to be salary, fringe benefits, promotion,
management style, lack of decision making, lack of opportunities for personal
development, and poor relationship with parents and principals. The author's claims
point out many factors underplay in causing satisfaction and dissatisfaction among
teachers with their job. The study found a significant difference between government
and private school teachers concerning physical facilities; teachers from private schools

were ahead of government school teachers. Itis no surprise that private schools indeed
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provide excellent physical facilities otherwise unavailable in government schools and
hence poor satisfaction for government school teachers in this regard. The study found
no significant difference between teachers teaching in government and private schools
regarding institutional plans and policies. The finding hints at a satisfactory level of
contentment among teachers regarding the programs and policies of their schools.
Additionally, the finding suggests teachers have the opportunities to participate in

decision-making matters of the institution.

The study found no significant difference between teachers of government and
private schools regarding satisfaction with authorities. The finding suggests that
teachers under both types of management are relatively satisfied with authorities who
are considerate towards all the staff's needs and difficulties, all the staff share an
amicable relationship, anddemocratic practices prevail in secondary schools of Sikkim.
Likewise, the study did not reveal any significant difference between government and
private school teachers regardingsatisfactionwith social statusand family welfare. The
result indicates that teachers from both management have equal satisfaction regarding
their social status and how teaching aids in family welfare and is treated equally and
with dignity in society. Similarly, teachers from governmentand private schools did
not reveal any significant difference in rapport with students and colleagues. These
findings signal that the teachers teaching in both types of management have a similar
bonding with the students and their co-workers, pointing to a healthy and cordial
relationship among secondary school teachers in Sikkim and the fact that students'

misconduct, severe indiscipline is conspicuously low.
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5.3 Major Findings of Objective Three

The third objective of the study was to analyze the overall and dimension-wise
difference in work-life balance and job satisfaction among secondary school teachers
based on the nature of the appointment. The findings are discussed in the subsequent

paragraphs.

5.3.1 Nature of the Appointment and Work-Life Balance

Regarding the overall work-life balance of regular and ad-hoc teachers, the
study did not find a significant difference between teachers. Thus, the finding supports
the null hypothesis; however, it is inconsistent with the investigator’s expectation and
does not align with the studies of Punia and Kamboj (2014), who reported that the
nature of appointment affects teachers' work-life balance. Likewise, the finding also
challenges the study of Attri and Neelam (2016), who concluded that contractual
married female graduate teachers had more work-life conflicts than regular married

graduate female teachers.

The finding suggests that regular and ad-hoc teachers do not differ significantly
in their overall work-life balance. Additionally, it underscores that both regular and ad-
hoc teachers work harmoniously, manage time and resources efficiently, and have an

equal distribution of professional responsibilities among them.

Aboutthe differentdimensions of work-life balance, the study did not show any
significant difference between regular and ad-hoc teachers regarding work interference
with personal life and personal life interference with work dimensions. However, there
were significant differences between regular and ad-hoc teachers in terms of work
personal life enhancement. Regular teachers are generally older than ad-hoc ones and

have more or less settled in their family matters. Their experience of working for long
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years might have presumably equipped them with skills and experiences in combining
work and non-work to maintain a satisfactory balance between work and non-work,
perhaps substantiates the finding. On the other hand, ad-hoc teachers are mostly young
and untrained, in some cases, just begun their family life. Moreover, they often lack the
required competency in harmonizing work and non-work pressures and are thus
regularly torn between personal and professional demands. Thisunderstandingexplains
the findingto a certain extent. The study of Subba and Bhutia (2016) aligns with the
researcher's claim, which reported that huge appointments are made on ad-hoc capacity
in Sikkim. However, such teachers lack the required dedication and motivation to

pursue their careers, which thwarts their work-life balance.

5.3.2 Nature of Appointment and Job Satisfaction

In terms of job satisfaction, the study found a significant difference between
regular and ad-hoc teachers. Regular teachers were comparatively more satisfied with
the job than ad-hoc teachers. The finding does not confirm the null hypothesis but
conforms to the researcher's belief. It is consistent with the finding of Bhuyan and
Mallick (2015), which also found regular teachers to have more job satisfaction than
contract ones. Additionally, the study of Roy and Haldar (2018) that reported a
significant difference in job satisfaction among para, contractual, and assistant teachers
support the finding. However, the finding contrasts the study of Ghosh (2013), who

concluded parateachers to be more satisfied than regular teachers.

The finding thus sufficiently establishes that regular teachers have far better job
satisfaction than ad-hoc teachers. Salary, chances of promotion and avenues for
continuous professional development, job security, better opportunities for

participation in decision-making, greater years of teaching experience, etc., could be
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cited as some factors contributing to a sense of heightened satisfaction among regular
teachers. On the other hand, lack of financial security, uncertain occupation, poor
representation of ad-hoc teachers in critical institutional matters, absence of training
facilities for their continuous update might result in poor job satisfaction of ad-hoc
teachers. Moreover, during recent times in Sikkim, protests staged by ad-hoc teachers
year after year fuelled by tensions arising out of authorities' delay in decision-making
regarding their service extension to a great extent validates their low job satisfaction.
Elsewhere in India, some researchers, based on evidence, reported contract teachers
forming associations and pressuring the government for their regularisation (Goyal &
Pandey, 2013). Thus, the predicament of ad-hoc teachers sufficiently documents that
the job satisfaction of contract/ ad-hoc teachers is abysmally poor in other parts of the

country.

In terms of the intrinsic aspect of the job, the study found no significant
difference betweenregular and ad-hoc teachers indicating that teachers are genuinely
satisfied with the teaching job. However, the study revealed a significant difference in
salary, promotional avenues, and service conditions between them. The findings fit the
researcher's expectations and also align with viewpoints held among scholars and
researchers. Their dissatisfaction in this regard, in all probability, is linked with job
insecurity, poor salary, and lack of avenues for promotion. On the contrary, regular
teachers fare well in this aspect which explains their enhanced satisfaction. Hence the
investigator argues that ad-hoc teachers are dissatisfied with the salary and other allied
services. Likewise, the study found no significant difference between regular and ad -
hoc teachers concerning physical facilities. The findingis obvious as all the teachers
working in a particular institution will not be discriminated against regarding the

physical facilities. As far as institutional plans and policies are concerned, there was
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no significant difference between them, indicating equal satisfaction between regular
and ad-hoc teachers. Correspondingly, the study found no significant difference
between regular and ad-hoc teachers regarding satisfaction with authorities. The
researcher claimsthatregularand ad-hoc teachers genuinely perceiveinstitutional plans
and policies to be satisfactory based on the findings. The finding also reveals that
officers are not partial in their treatment of teachers and both regular and ad-hoc
teachers are treated and represented equally in institutional matters. There were no
significant differences in terms of satisfaction with social status and family welfare,
indicating that teachers enjoy a high social status and can contribute their service for
the family welfare. The study found no significant difference between regular and ad-

hoc teachers in terms of rapport with students.

Regarding the relationship with co-workers, the study reported no significant
difference between them, indicating that ad-hoc teachers are treated with equal respect
by their colleagues and students. The investigator thus argues that ad-hoc teachers are
genuinely satisfied and happy with how things unfold at the workplace in terms of
relationships with colleagues, students, authorities, social status and bear favourable
attitude towards the profession. The findings also imply that both regular and ad-hoc
teachers are able to strike a healthy and positive relationship amongst themselves with
studentsand issues of professional rivalry,students'misconductand discipline are fairly
missing. This finding contradicts some studies that reported student misbehavior and
indiscipline as antecedents of poor job satisfaction (Hean & Garrett, 2001; Weidqi,

2007).

5.4 Major Findings of Objective Four

The fourth objective of the study was to explore the overall and dimension wise

difference in work-life balance and job satisfaction among secondary school teachers
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based on teaching experience; in this regard, the findings and discussion are presented

below:

5.4.1 Experience and Work-life Balance

Regarding work-life balance and experience, the study found no significant
difference among teachers having varied years of teaching experience. The finding
supports the null hypothesis. It also conforms to Renthlei (2016), who found no
relationship between teachers' experience and work-life balance. Similarly, Aliasgar
(2017) also reported no significant difference in teachers' work-life balance having less
than ten years and more than ten years of teaching experience. On the other hand, the
finding contrasts the claims of some researchers who reported a significant impact of
teaching experience in teachers' work-life balance (Meenakshi & Ravichandran, 2012;
Muthulakshmi, 2018). The findingalso does notalign with some researchers who found
a significant difference in the work-life balance of teachers having varying years of
teaching experience and teachers with more years of teaching experience to be more

balanced (Priya 2017; Ramanathan & Vanitha 2011).

Arguably, the work-life balance of teachers is not affected by the years of
teaching experience. The finding implies that teachers with different years of teaching
experience essentially maintain a similar work-life balance experience and share the
work-related responsibilities equally, which permits them to maintain the desired
balance. Based on the finding, the investigator claims that greater years of teaching
experience do not affect the work-life balance position, nor do the lesser years weaken
the balance. The discovery also hints at the possibility that senior and junior teachers
share the work-related responsibilities equally, which permits them to maintain the

desired balance. Moreover, work-life balance or conversely imbalance is a condition or
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situation that individuals can experience at any pointin their life or career. Therefore,
having more years of experience neither guarantees sound work-life balance nor
weakens it. Likewise, fewer years of teaching experience neither predisposes an

individual to an imbalanced work-life equation nor a sound work-life balance.

5.4.2 Experience and Job Satisfaction

As regards job satisfaction and experience, the study found a significant
difference among secondary school teachers having less than ten years, between ten to
twenty years, and more than twenty years of teaching experience. The study found that
teacherswith greater teachingexperience had comparatively better job satisfaction than
junior teachers. The finding contrasts the null hypothesis. However, the result parallels
with many studies which reported that years of teaching experience had a strong
relationship with job satisfaction of teachers, and additionally, many researchers in the
past found more experienced teachers to have better job satisfaction than less
experienced teachers (Dehaloo, 2011; Drukpa, 2010; Hean & Garrett, 2001; Kadir,
2014; Ketsela, 2017; Khalid, 2014; Kume, 2020; Njue, 2003; Mengistu, 2012; Menon
& Reppa, 2011; Msuya, 2016; Odegenbe, et al., 2018; Wangai, 2012). The finding,
however, contradicts few studies which reported no significant impact of years of
teachingexperience on the job satisfaction of teachers (Bala, 2017; Crossman & Harris,

2006; Igbal & Akhtar, 2015; Kemunto, 2018; Sharma, 2017; Thakur, 2015).

Based on the finding the researcher asserts that years of teaching experience
significantly affect the job satisfaction of teachers, which further indicates that the
lesser the years of teaching experience, lesser the satisfaction, and the more the years
of teaching experience higher the job satisfaction. Perhaps, young teachers with less

experience do not find teaching jobs promising and lucrative and thus have
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comparatively poor job satisfaction. The argument draws support from Symeonidis's
(2015) perception, who reported that young people do not find teaching attractive,
negatively affectingjob satisfaction. The investigator links the reasons for higher levels
of job satisfaction for more experienced teachersto factors like job security, better pay,
higher prestige and acknowledgment, greater representation in institutional affairs. On
the other hand, teachers with few years of teaching experience are appointed in
provisional capacity in most cases. Additionally, they are uncertain about teaching
prospects, have fewer opportunities to voice their opinions in school matters, lack
professional autonomy, encounter difficulties in handling students' misbehaviour, and
might not get due recognition in some cases. Therefore, all the aforestated issues could
be the probable reasons for lower levels of job satisfaction for teachers with lesser

teaching experience.

In terms of experience and different dimensions of job satisfaction, the study
found no significant difference between teachers having varying years of teaching
experience intermsof the job'sintrinsic aspect. Thus, the findingindicates thatteachers
belonging to different experience slots are genuinely happy with the teaching
profession. The presentstudy foundasignificantdifference between teachers regarding
salary, promotional avenues, and service conditions. Poor pay, especially in the case of
ad-hoc teachers, poor service conditions, and low hopes of regularization, create a
higher sense of dissatisfaction among them; this possibly explains the dissatisfaction of
juniorteachersinterms of salary and similarissues. The study also found no significant
difference between teachers with varying years of teaching experience in physical
facilities. All teachers have access to similar types of physical setup in schools and
hence no difference. The finding challenges the claims of Dehaloo (2011), whose study

reported that teachers with more than twenty-six years of experience exhibited better
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satisfaction in terms of physical aspects than teachers with less teaching experience. As
far as institutional plans and policies are concerned, the study did not yield any
significant difference between teachers having a difference in teaching experience,
suggesting that teachers across all teaching experience groups are reasonably content
in the plans and policies of the institution. Likewise, the study found no significant
difference between teachers with varied years of teaching experience regarding
satisfaction with authorities and satisfaction with social status and family welfare. The
finding again signals that all categories of teachers are equally respected and treated
equally in the schools and society. The study found a significant difference between
teachers having less than ten years, between ten to twenty years, and more than twenty
years of teaching experience in terms of rapport with students. Perhaps on account of
their extended service, senior teachers are accustomed to dealing with diverse student-
related issues. At the same time, their own experience as parents easily permits themto
blend with students and therefore develop a positive relationship. The study found no
significant difference in relationships with co-workers among teachers with varying
years of teaching experience, which underlines that all teachers have develop a healthy

and friendly relationship amongst themselves.

5.5 Major Findings of Objective Five

The fifth objective ofthe study wasto explore the overall and dimensionwise difference
in work-life balance and job satisfaction among secondary school teachers based on

teaching subjects; in this respect, the findings are discussed below:

5.5.1 Subject Taught and Work-life Balance

The study found no significant difference in the overall work-life balance of

secondary school teachers teaching either science, arts, or language. The finding
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confirms the null hypothesis and bears similarity with a couple of studiesthat reported
no significant difference in the work-life balance of faculties belonging to different
academic disciplines and fields (Helvaci, etal., 2017; Mukhtar, 2012). However, the
finding contradicts the studies of Vandana and Kamboj (2014), who had reported a

difference in the work-life balance of teachers belonging to different academic streams.

The findingthusindicates thatwork-life balance isnotaffected accordingto the
different subjects handled by teachers. A similar work-life balance is experienced by
teachers teaching other subjects in Sikkim at the secondary level. The finding also
implies that work-life balance or conversely imbalance results from how things unfold
at the workplace like the amount of workload, pending works, time crunch, and how
these professional responsibilities intrude into personal life in one hand. On the other
hand, factors such as household pressures like dependent care issues, lack of support
received from family, lack of time and space to nurse personal obligations can meddle

with professional requirements creating imbalance.

Regarding individual dimensions, the study found no significant difference
between teachersteaching science, arts, and language regarding work interference with
personal life and personal life interference with work. However, the study pointed to a
significant difference in the third dimension of work-life balance, i.e., work personal
life enhancement; the difference was thus significant between teachers teaching arts
and language and teachers teaching arts and science. Based on this finding, the
investigator asserts that secondary school teachers teaching different subjects have

different opinions on howwork and personal life affect each other.
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5.5.2 Subject Taught and Job Satisfaction

As farasthe job satisfaction of teachers teaching different subjects isconcemed,
the study revealed no significant difference in their overall job satisfaction and the
dimensions. Thus, the finding confirms the null hypothesis and the study of Mukhtar
(2012), which concluded no significant relationship between faculties belonging to
different academic disciplines and job satisfaction. Likewise, the discovery is also in
tune with some researchers' studies that reported no significant difference in teachers
teaching arts and science subjects support the finding (Akbar &Ahmed, 2013; Igbal,
Ali; Kadir,2014). On the contrary, the present finding does not align with Thakur
(2015), whose findings revealed that science teachers have better job satisfaction than
those teaching general subjects. The finding also contradicts the studies of few
researchers who informed a significant difference in teachers' job satisfaction teaching

different subjects (Khalid 2014; Mohakud, Dey & Pakira, 2016).

Arguably, secondary school teachers teaching different subjects in Sikkim do
notdiffer in job satisfaction which indicates that all three categories of teachers have a
similar level of satisfaction, indicatingthey are satisfied with the essential characteristic
of a teaching job. A similar salary scale and the same type of opportunities for
promotion and service conditions explain no difference in salary and promotional
avenues. All the categories of teachers are equally satisfied with the infrastructural
facilities available for them in their schools. Teachers teaching different Subjects
essentially belong to the same institutions and hence have similar facilities available.
The finding also implies that teachers teaching other academic streams have equal
opportunitiesto participate in the institution's plansand decision-making. No difference
in terms of satisfaction with authorities and social status indicates an atmosphere of

fairness and equality prevailing in schools of Sikkim teachers are dealt with similarly
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by the authorities and enjoy equal rights and entitlements. No difference in satisfaction
with social status indicates that all categories of teachers experience a similar social
status and reputation. Similar experience with students and co-workers suggests that
teachers teaching different subjects are equally satisfied in terms of rapport with
students, which underlines the message that there is a close relationship between
teachers and students in the schools of Sikkim. Likewise, secondary school teachers in
Sikkim are bound together by a spirit of cordial and mutual relationship despite the

difference in their academic streamsand specialization.

5.6 Major Findings of Objective Six

The sixth objective of the study was to study the level of work-life balance and level of
job satisfaction amongst secondary school teachers of Sikkim based on demographic

variables.

5.6.1 Level of Work-Life Balance

Regarding the level of work-life balance, the results indicated that most teachers
across all the demographic variables expressed a moderate level of work-life balance.
Very few teachers reportedly had an extremely high balance or extremely low balance.
Additionally, a small number of teachers reported having high balance and also low
balance. Thus, the finding was uniform for all the study demographic variables. The
result is consistent with the conclusions made by some researchers who claimed that
although the amount of workload has increased, teachers can maintain moderate levels
of work-life balance (Blackburn, etal., 2017; Immanuel, 2016; Lahti, 2017; Marmol,
2019). In comparison, it contradicts the claims of some researchers who reported that
teachers experienced great stress in negotiating with the demands of personal and

professional life and consequently experienced low work-life balance (Ching & Seok
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2018; Gnawali 2017; Naraharisetti & Chinnadurai 2020; Rowland 2016; Tanoi,

Mizumoto & Okubo 2012).

The results thus underscore that secondary school teachers in Sikkim do not have
extremely low work-life balance. With a few exceptions, most secondary school
teachers in Sikkim can balance their work and life priorities and thus experience less
intrusion of work and personal life upon each other. The finding equally indicates that
although teachers’ work-life balance is moderate, the imbalanced work-life situation is
not altogether absent. The study of John and Paul (2018), who contradicted the claims
that the teaching profession is clear of work-life balance issues and reported that
although in moderation, work-life balance challenges are prevalent among the
academics, supports the investigator's insights. The reasons for low balance for some
teachers could be partly attributed to their marital status. Moreover, young parents with
dependent care issues posted in far-flung areas often find difficulty in handling the
pressures of personal and occupational domain and, by default, experience high
interference, and low balance. In this regard, the work of Suryakumar and Suresh
(2018), which reported that dependent care issues lower teachers' work-life balance,
strongly supportsthe investigator's claim. Likewise, Madepelli, etal. (2010), who noted
that marital status affects teachers' work-life balance, proves the argument
Additionally, teacherswho regularly shuttle betweentheir workplaceand residence and
spend a lot of time traveling might experience a comparatively poor work-life balance.

This understanding could substantiate the finding.

5.6.2 Level of Job Satisfaction

In terms of the level of job satisfaction among secondary school teachers of

Sikkim, the study found that most secondary school teachers had average or moderate
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job satisfaction. Although a substantial number of secondary school teachers reported
having below-average job satisfaction, the study also found a good number of teachers
to have above-average job satisfaction. Similarly, a small section of teachers showed
high job satisfaction; onthe otherhand, asmall portion of teachers was dissatisfied with
their job. Finally, few teachers were extremely satisfied, and likewise, a handful was
extremely dissatisfied with their job. The findingwas consistentamong the teachers

across all the demographic variables.

The finding corroborates with Demirtas's (2010) study, whose study also

reported that the secondary school teachers had a moderate level of job satisfaction.

Consistent with the study's finding, the investigator claims that a significant
portion of secondary school teachers in Sikkim are reasonably satisfied with their job.
Job security, good salary structure, healthy inter-personal relationship, continuous
programmes for professional development of teachers, and absence of odd working
hours profoundly impactenhancingteachers' job satisfaction. However, the finding also
revealed that a small section of teachers was not satisfied with the job. Low hopes of
regularization and resultant financial uncertainty, poor infrastructural facilities,
particularly in government-managed schools, could be perhaps cited as the plausible

explanations for some teachers' low levels of job satisfaction.

5.7 Major Findings of Objective Seven

The study also attempted to trace the relationship between the study variables work-life
balance and job satisfaction, in this regards the findings and discussion are presented

below:
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5.7.1 Correlation Between Work-Life Balance and Job Satisfaction

The study did not find a positive and significant correlation between work-life
balance and job satisfaction among secondary school teachers of Sikkim. The finding
confirms the null hypothesis and the studies of Akbar and Hafeez (2015), Maeran, et
al. (2013), whose study also concluded a negative correlation between work-life
balance and job satisfaction supportit. On the other hand, itchallenges some of the past
findings that reported a positive relationship between work-life balance and job
satisfaction (Haar et al., 2014; Jackson & Fransman, 2018; Johari et al., 2018;
Krishnakumar, 2013; Mercado, 2019; Mukhtar, 2012; Nayeem &Tripathy, 2012;
Oyebanji &Sanni, 2016; Pandu & Sankar, 2018; Saeed & Farooqi, 2014; Sorenson et
al., 2016; Yadav & Dabhade, 2014). Additionally, the present finding also confronts
the claims of Dangar (2018), who concluded that job satisfaction is significantly
affectedby work-life balance. Likewise, the conclusion does notcorroborate with some
studies that reported work-life balance as a strong predictor of job satisfaction (Hill et

al., 2014).

This finding indicates that sound work-life balance and job satisfaction are not
mutually related. Arguably, teachers who have sound work and life balance conditions
may not always have better job satisfaction. Likewise, it may also be possible for
teachers with poor work-life balance to be content with their job. In a nutshell, the
finding indicates that job satisfaction depends on many tangible factors that produce a

certain amount of satisfaction or dissatisfaction among the teachers.
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5.8 Major Findings of Objective Eight

The final objective of the study was to predict job satisfaction by the three
dimensions of work-life balance. In this regard, the investigator discusses the findings

below.
5.8.1 Prediction of Job Satisfaction by Work-Life Balance Dimensions

In this regard, the results exhibited that the predictors explained a 4% variance
in the outcome variable. The study revealed that work interference with personal life
failed to predict job satisfaction. Likewise, personal life interference with work could
not predict job satisfaction. Whereas work personal life enhancement positively
predicted job satisfaction. The finding corroborates some findings that showed similar
results, i.e., job satisfaction is affected by work personal life enhancement. In contrast,
work interference with personal life and personal life interference with work does not
predict job satisfaction (Agha, et al., 2017). Thus, the finding supported the null

hypothesis for parts a, and b whereas it was rejected for partc.

The finding thus underscores that job satisfaction depends on how work and
personal life enhance each other. Therefore, if there is high work interference into
personal life, it does not guarantee better job satisfaction. Similarly, the high intrusion
of personal life into work also does not contribute to job satisfaction. At the same time,

the more a person can fuse these two opposite domains better the job satisfaction.






197

Chapter VI

Summary, Recommendations, and Conclusion

6.0 Introduction

The investigator in the ongoing chapter briefly summarises the study in terms
of objectives and hypotheses formulated for the study. The chapter also briefly
discusses the study's theoretical framework, research methods adopted, and data
analysisand interpretation techniques. Additionally, the chapter will provide the survey
findings and give some recommendations and implications based on the conclusions

arrived at.

6.1 Summary
The research attempted to study the work-life balance and job satisfaction

amongst secondary school teachers of Sikkim. For this purpose, the investigator
delimited the study to three hundred and thirty-seven secondary school teachers of
Sikkim from all the four districts selected through the Convenience Sampling
technique. In addition, the conflict Theory of Greenhaus and Beutell (1985), and
Enrichment Theory of Greenhaus and Powell (2006) for work-life balance and
Motivator-Hygiene Theory of Job Satisfactionproposed by Frederick Herzberg (1959),
and Hierarchy of Needs Theory put forward by Abraham Maslow (1954) lent

theoretical support to the study.

Studyingthe work-life balance and job satisfaction of secondary school teachers
concerning five demographic variables guided the investigator. Other objectives
included tracing the relationship between work-life balance and job satisfaction and
predicting the relationship between work-life balance. Besides, the researcher
formulated twelve null hypotheses for the study. For this purpose, the researcher

reviewed the relevant related literature of Indian and International studiesand arranged
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it based on themes and chronological order. A review of the literature revealed that
past studies explored both constructs from diverse angles in the past. However, the
review also highlighted the scarcity of studies at the secondary level, especially
regarding work-life balance. The past studies focused more on the work-life balance of
mostly female teachers and work-life balance in the higher education sector and

corporate sectors.

Additionally, the literature review also highlighted the gaps due to categorical
variables' choice as just a couple of studies considered the nature of appointment while
undertaking the study. A perusal of past studies indicated a lack of comprehensive
studies conducted in Sikkim regarding teachers' work-life balance and job satisfaction.
Driven by these inadequacies prevailing in past studies, the investigator deemed it
urgent to undertake the study to develop insights about teachers' work-life balance and

job satisfaction status and eventually contribute to the vast existing literature.

The present study adopted the quantitative approach and followed the
descriptive research. Thus, the survey was the primary data gathering instrument. As
far as data collection is concerned, the researcher used standardized tools, i.e.,
structured close-ended questionnaires. For example, for work-life balance, the Work-
Life Balance Scale of Jeremy Hayman (2005). In addition, for exploring job
satisfaction, the investigator used the Job Satisfaction Scale constructed and
standardized by Meera Dixit (2013). The questionnaires were self-administered to
ensure a high return and response rate. For statistical treatment of data, the study used
descriptive and inferential statistics. Additionally, assuming the normality of the
sample data, parametric tests were used for testing the null hypotheses, which the

investigator carried out in SPSS version 20.
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6.1.1 Summary of the Findings

The study found that the majority of teachers had a moderate or average level
of work-life balance. A smaller number of teachers reported low harmony and high
balance, and still, a smaller number of respondents had extremely low balance.
Likewise, the majority of secondary school teachers in Sikkim admitted to having
average job satisfaction. A good number of secondary school teachers reported having
below-average job satisfaction and above-average job satisfaction. Similarly, a few
teachers showed high job satisfaction. Very few teachers were extremely satisfied, and

similarly, few were extremely dissatisfied with their job.

The study found no significant difference in the overall work-life balance of
male and female teachers. However, male and female teachers differed significantly in
the second scale dimension, i.e., PLIW. In the other two dimensions, the difference was

not significant.

The study found a significant difference between male and female teachers
regarding their overall job satisfaction, where male teachers exhibited better
satisfaction. Male and female teachers did not differ significantly in few dimensions
viz. intrinsic aspect of the job, satisfaction with authorities, satisfaction with social
status and family welfare, rapport with students, and relationship with co-workers.
However, the study foundasignificantdifference between the genders regarding salary,
promotional avenues and service conditions, physical facilities, institutional plans and

policies, satisfaction with authorities.

The study did not find any significant difference between government and
private school teachers in their overall work-life balance. However, government school

teachers differed comparatively from private school teachers in WPLE; however, the
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teachers from two management did not significantly differ in other dimensions, i.e,

WIPL and PLIW.

Teachers from two types of management also showed no significant difference
in terms of their overall job satisfaction. Government and private school teachers
differed significantly in salary, promotional avenues and service conditions, and
physical facilities. At the same time, the difference between them was not significant
in terms of the intrinsic aspect of the job, institutional plans and policies, satisfaction
with authorities, satisfaction with social status and family welfare, rapport with

students, and relationship with co-workers.

The study revealed no significant difference in the overall work-life balance of
teachers based on the nature of the appointment. At the same time, the teachers did not
differ significantly in terms of work interference with personal life and personal life
interference. On the contrary, teachers under two management significantly differed in

terms of work personal life enhancement.

The study found asignificantdifference in the overall job satisfaction of regular
and ad-hoc teachers. Regular teachers had better job satisfaction than ad-hoc teachers.
The difference was apparent regarding salary, promotional avenues and service
conditions, and rapport with students. However, regarding the intrinsic aspect of the
job, physical facilities, satisfaction with social status and family welfare, institutional
plans and policies, satisfaction with authorities, and relationship with co-workers,

regular and ad-hoc teachers did not differ significantly.

The study reported no significant difference in the overall work-life balance of
secondary school teachers with varying lengths of teaching experience and the

individual dimensions of work-life balance.
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The study reported a significant difference in the overall job satisfaction of
secondary school teachers having less than ten years, between ten to twenty years, and
more than twenty years of teaching experience. In addition, the difference regarding
salary, promotional avenues and service conditions, andrap port with students was more
pronounced. However, in terms of an intrinsic aspect of the job, physical facilities,
institutional plans and policies, satisfaction with authorities, satisfaction with social
status and family welfare rapport with students, and relationship with co-workers’
teachers with a varied length of teaching experience did not show any significant

difference.

Regarding teachers' work-life balance handling different subjects, the study
entailed a significant difference in work personal life enhancement. Still, there was no
significant difference in overall work-life balance and work interference with private

life and personal life enhancement with work.

The study found out that teachers teaching different subjects also did not differ

in overall job satisfaction and the separate dimension of the scale.

The study did notfind a correlation between the two main variables as the results

found no significant and positive correlation between them.

The study found that work personal life enhancement produced 4% of the
variability in job satisfaction; however other two dimensions could not explain the

outcome variable.
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6.2 Recommendations

The research revealed a satisfactory level of work-life balance and job satisfaction.
However, keeping in mind the findings arrived at by the present study, the investigator
proposes the following recommendations that can effectively target the issues and
challenges encountered by secondary school teachersand improve the existing state of

affairs.

1. The study indicated a gender difference in teachers' job satisfaction regarding
physical facilities. This finding guided the investigator to recommend
improving physical facilities in schools and creating a proper working
atmosphere in schools,which can contribute to job satisfaction. The investigator
recommends improving working conditions and maintaining basic
conveniences in the schools can positively target the differences in job

satisfaction between male and female teachers.

2. ltis essential to consider programs including yoga, meditation, and other stress
management techniques in schools for both teachersand students to address the
issues of personal life interference with work. Such programs provide healthy
avenues for tackling the stresses and strains of everyday life, aid in making
realistic and attainable goals focusing on proper time management, and offer a
holistic approach for dealing with personal issues often encountered at home,

thus minimizing the incidences of personal life interference with work.

3. The study revealed a difference in teachers' job satisfaction in government and
private schools regarding physical facilities, salary, promotional avenues, and
service conditions. Thus, the study recommends that the concerned authorities

ramp up the quality of existing physical facilities in all government schools of
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Sikkim. It is essential to mention that installing ICT devices in government
schools is undoubtedly praiseworthy; however, these devices quickly become
morbid and obsolete. Moreover, senior teachers on the verge of retirementoften
lack the required skill and competence in handling these resources and are thus
complacent with the conventional teaching strategies. Therefore, it is important
to orient them with the fundamental skills in using them and motivate them to
make these devices an integral part of the teaching-learning adventure.
Furthermore, regular monitoring of the functioning of these devices, repair, and
maintenance needs attention. Likewise, proper infrastructural facilities in terms
of sufficient desksand benches, lavatories, sound laboratory equipment, sports
equipment, and continuous update of library resources in all government
schools deserve priority; government schools often have to compromise on

these basic amenities.

. Thestudy pointed outthatad-hoc teachers whomake up a bulk of the population
of the teaching fraternity are victims of poor job satisfaction; in this regard, the

following recommendations can be practical to resolve their issues:

I. To deal with these problems, the stakeholders must devote urgent
attention to conducting interviews at regular intervals instead of when
required. Moreover, during the interview, teachers who are already
teaching rather than recruiting new ones may be preferred; this practice

can address the issue of job insecurity to some extent.

ii. Likewise, some fringe benefits and incentives must be given to them
considering their service length to address financial insecurity.

Similarly, efforts must be made to minimize the salary gap between
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regular and ad-hoc teachers, given that they share an equal amount of

workload.

iii. It is essential to involve ad-hoc teachers in training programs that cater
to regular teachers only. A large number of teachers appointed on an ad-
hoc basis are devoid of training and consequently less motivated and
equipped to handle the complexities of the profession. Hence, their
inclusion in such programs can boost their confidence and provide them
with the latest pedagogical practices, directly impacting their

performance.

iv. Itis equally important to acknowledge the work and responsibilities that
they shoulder. For this reason, the officials can mandate ad-hoc teachers
to maintain annual academic reports like regular teachers, and their

weightage must be considered at the time of the interview.

Efforts must be directed towards the greater involvement of teachers in
decision-making matters because this is directly related to teacher retention and
increased teacher productivity. In addition, it is essential to allow female
teachersto representin decision-making matters pertainingto institutional plans
and policies, which could minimize the gender differences in terms of

satisfaction with authorities as reported by the study.

. Thestudy indicated the existence of a harmonious relationship betweenteachers
and also between teachers and students. Teacherswho enjoytheir time in school
become more productive andeffective. To sustain this spiritamongteachersand

between teachers and students, the administration must find ways of involving
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teachers and students in leisure time activities that can free them from boredom

and strengthen inter-personal ties.

7. The study recognized that when work and personal life are properly blended, it
invariably resultsinincreased job satisfaction. Founded on these understanding,
the study recommends that the schools adopt specific strategies like proper
planning, prioritizing time, flexible work culture that can strengthen work-life

balance and lead to heightened job satisfaction.

6.3 Implications of the Study

The study intended to understand the work-life balance and job satisfaction of
secondary school teachers of Sikkim with regard to select demographic variables. The
findings are not necessarily unique compared to the vast amount of literature
surrounding these two constructs. Considering the scantiness of studies in the context
in which the researcher undertook the study, it is certainly one of a kind. The study
could address the stated problem and, to a certain extent, bridged the gaps encountered
in the previous studies. The findings from the study will have specific practical

implications as enlisted below:

The study has established poor job satisfaction of government school teachers
compared to private school teachers. The finding bears implications for stakeholders to
understand and identify the causal factors of poor job satisfaction to be correctly

addressed.

Finding from the study hint at the existence of poor physical facilities and service
conditions in government schools, which implies the need for addressing these
infrastructural barriers thathinder the smooth functioning of schools, particularly under

government management.



206

Anotherimportantimplication of the study was feltin terms of poorjob satisfaction
of ad-hoc teachers. The problem of ad-hoc teachers surfaces every year who stage
protests demanding job security; thus, the study is timely as it has again proven their
precarious situation and the need to devise strategies for resolving their issues. Hence,
the finding benefits the authorities and policymakers in developing intervention

strategies and effective ways to address their problems.

The finding from the study bear implications for the head of the schools to develop
some insights on the kind of problems and predicaments that their staff undergo and
therefore adopt more teacher-friendly and liberal approaches in dealing with numerous

issues of teachers.

Collectively the findings from the study indicate to policymakers and key
stakeholders like Directorate of School Education, Education Department Govemment
of Sikkim to understand the underlying issues and problems of teachers and develop
specific mechanismsto addressthe issues of especially governmentschool teachers and

teachers appointed on ad-hoc capacity.

6.4 Suggestions for Further Research

In the presentstudy, the investigator attempted to understandthe status of work-
life balance and job satisfaction of secondary school teachers of Sikkim, and the
findings indicated many crucial facts. However, sheer lack of knowledge about the
reasons for some of the significant conclusions limits the results; since it was beyond
the scope of the study to locate the causes of the conclusions drawn, hence the
investigator suggests the prospective researchers consider reinvestigating the factors
causing the difference to generalise the findings. Given that Sikkim is a tiny state, the

present study intended to understand the work-life balance and job satisfaction of
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teachers teaching in all four districts, which is undoubtedly commendable. However,
further in-depth investigation taking limited study areas and using both quantitative and
qualitative approaches would become even more meaningful and effective, which
prospective researchersmay consider in the future. Moreover, specific findings from
the study contradict the standard views and opinions held popularly amongst scholars
and researchers; such dubious results may always be verified and reinvestigated.
Likewise, the researcher could not explain some findings from the study, which
underlines the need to replicate such studies to confirm the hypothetical arguments and
speculations proposed by the researcher and pinpoint the specific causes for

understanding some unexpected findings.

Similarly, the lack of concrete empirical evidence to support the researcher's
claims could severely restrict the acceptability and applicability of the investigator's
arguments, which underscores a severe need to conduct a further inquiry to arrive ata
more acceptable and appropriate explanation well-documented. The investigator
heavily relied upon questionnaires for generating data which offered a limited and
objective response but failed to understand the reasons for the answers provided by
teachers. Future researchers can explore the possibility of using an interview that
permits greater depth of the information and thus clear understanding, which may not
be otherwise available to the investigator while using a questionnaire. Additionally,
studies directed towards understanding the job satisfaction and work-life balance of
teachers teaching at other stages of education may be considered given the

unavailability of such studiesin the Sikkimese setting.
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6.5 Conclusion

The secondary stage of education forms a crucial learning stage for learners. In
a country like India, it is often terminal for most students as they must shoulder
household responsibilities and engage in some income-generating activities to
supplementthe family income. Suchascenario implies thatthey acquire essential skills
and knowledge while at school, which will be instrumental in carrying out the job and
vocations, simultaneously equipping them with the tactics of handling the challenges
of everyday life. The task of preparing the young learners with needed skills and
competencies by default partly falls upon the shoulders of teachers who are seen as role
models forstudentsandthus held in high regard. The work of secondary school teachers
is complicated as they have to handle adolescents at this stage who are fraught with
many problems. Similarly, adolescents lack understanding about many vital issues
related to their transforming physique and are unaware of others' expectations from
them now that they are mature. Understandably, teachers at the secondary stage are
charged with complex issues besides academic responsibilities. For proper discharge of
their roles, they are expected to have a certain amount of equilibrium with their work

and life and derive some satisfaction from their job to perform their manifold duties.

Thus, the research aimed to understand the work-life balance and job
satisfaction amongst secondary school teachers of Sikkim in terms of a few
demographic variables. Based on the quantitative analysis of data, it can be concluded
that secondary school teachers of Sikkim do not differ significantly in their work -life
balance based on gender. However, a significant gender difference exists among them
regardingtheir job satisfaction. Itcan also be concluded from the study thata substantial
difference exists among teachers under a different type of managementin both work-

life balance and job satisfaction. Based on the analysis, it can be concluded that while
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the teaching experience does not make any significant impact upon the work-life
balance of secondary school teachers, on the other hand, it certainly affects their job
satisfaction. Based on the study, it can be concluded that one's academic affiliation or
the subjects handled neither affects their work-life balance nor their job satisfaction.
The nature of teachers' appointments significantly affects their work-life balanceas well
as their job satisfaction. From the study results, the investigator concludes that a
significant and positive correlation exists between teachers' work-life balance and job
satisfaction. Additionally, sound work-life balance is a predictor of high job

satisfaction.

Based on the study, the investigator observed certain similarities and common
binding factors between the teachers. All categories of teachers unanimously believe
the non-interference of work into personal life, suggesting that teachers in Sikkim are
dedicated enough to finish the assigned work while at school, thus making sufficient
time available for family and themselves. The investigator also discovered a sense of
agreementamongteachersabouthowwork andpersonal life enhance eachother, which
conformsto the ideaof enrichmentorenhancementproposedby Greenhausand Powell
(2006). Teachersthroughout Sikkim are satisfied with the intrinsic aspect of the job,
which impliesthatthey are genuinely happy with their choice of the teaching profession
and bear a favourable and positive attitude towards it. The insight supports the finding
of Toney (2015), who reported teachers working in both government and private
schools generally believed teaching was a noble profession that ultimately resulted in
the betterment of society. Likewise, this discovery is in line with Gligorovic et al.
(2014), whose study reported teachersto be genuinely satisfied with the nature of the
teaching profession. Herzberg's idea of motivator needs thus seems to be fulfilled to a

great extent in the context of Sikkim.
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On the other hand, the investigator noticed differences in salary, service
conditions, social status, promotional avenues, and physical facilities, hinting at the
possible non-fulfililment of hygiene needs advocated by Herzberg and the proposed
non-fulfililment of self-actualization needs by Maslow. Furthermore, the investigator
discovered thatteachersin Sikkim have a strong rapportwith co-workers, and the study
also reported that teachers are having a cordial relationship with students. The finding
is akin to the conclusion drawn by Toney (2015) who found the satisfaction induced by
working with children and to see them progress in the course of time as an important
parameter that attracted them to the teaching profession. Thus, the prevalence of good
relationships with students and co-workers hint at a congenial learning environment in
schools that fulfils the idea of satisfaction of belongingness needs, which is one of the

core needs outlined by Maslow.

Considering the study's primary objective as finding out the present status of
work-life balance and job satisfaction of secondary school teachers of Sikkim, the
descriptive research method and questionnaire as a tool of generating the data was
highly effective. However, basedon the analysis results, itbecomes pertinentthat future
researchers take up more qualitative data to identify the underlying reasons for some of
the study'ssignificantfindingsand make more intelligentplans and policy interventions
in the future. Likewise, more studies should follow to confirm some of the unexpected
results of the study and enrich the present findings by locating the real reasons for the
findings so arrived. Considered from the theoretical standpoint, the findings confirm
the notion of bi-directionality of conflict and enrichment perspective. Regarding job
satisfaction, the findings revealed that the lower order needs and hygiene needs seem
to remain unfulfilled as the analysis showedthat teachers expressed their dissatisfaction

in terms of basic aspects.
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The present study is fairly successful in terms of arriving at some general ideas
regarding the work-life balance and job satisfaction of secondary school teachers.
Moreover, it has undoubtedly contributed to understanding the status of work-life
balance and job satisfaction of teachers in Sikkim because such studies are almost non-
existent in the Sikkimese context, although the extant literature is flooded with such

studies in the global context.
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Appendix - 1
Work-Life Balance Scale by Jeremy Havman (2003)

General information of the respondent

Please fill in the following information Date

Name: —

Name of the Instifution:

Distnct: Gender: Male (O Female O
Teaching Expenence: years

Teachng Subject: Science I Ats (OLanguage (O
Management: Govemment O Private CJ
Nature of appointment: Regular O Ad-hoc

INSTRUCTIONS

Given below are fifteen ifems desimed to assess three dimensions of work - life balance, 1e.
work mterference with personal life (WIPL) with seven items, personal life mierference wih
work (PLIW) with four items and work personal Life enhancement (WPLE) with four items.
Each item has seven altenative response of = all the time [I= Frequently [II= Often [V=
Sometimes V="Rarely VI= Seldom VII=Not at all. There are no correct ot meomect responses
you are free to express yourresponseby icking m any of the seven options. Allthe mformaton
and responses provided by you will be kept confidential and your cooperation 15 highly
solicited.
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Work mterference with personal ife (WIPL)

| PersonalLife Suffers because of Work
Jobmakes pasond bfe diffieult

| =]

3 Negleet personalnesds because ofwork

4 Putpersonal ife on hold forwork

5 Muspersonalactiviies becase of work

6  Stuuggletojugzle work and non-work

T Happywith the amowns of trne for
non-work actvities (reversad)

Personal Life Interference with Work (PLITT)

§  Personalhfe drams me of energy forwork

9 Tootredto be effectre at work

10 My work suffes becanse of my personal bife

11 Hardtowork becawseof persomal matters

Work/Personal Life Enhancement (WPLE)

12 Parsonalbfe gves me energy formyjob

15 Bettermoodbecause ofmy job
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13 Job gives me enerey to pursme personal actrvites ()

14 Bettermood atwork because of personal Iife
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||ﬂ|.l Satisfaction Seale by Dr. (Mrs.) Meera Dixit
General information of the respondent

Please fill in the following information Date

Name,

Name of the Institution:

District: Gender: Male O Female O
Teaching Experience: years

Teaching Subject : Science 03 Arts () Language )
Management: Government (O Private O

Nature of appointment: Regular O Ad-hoc O

INSTRUCTIONS

Given below are fifty two items designed to assess eight dimensions of job satisfaction i,
Intrinsic aspect of the job, salary promotional avenues and service conditions, physical facilities,
institutional plans and policies satisfaction with authorities, satisfaction with social status and
family welfare, rapport with students and relationship with co-workers. There are five cells
against each statement indicating strongly agree, agree undecided, disagree and strongly
disagree. You are requested to tick in any of the five options to express your response for each

slatement, The answers and information given by you will be kept confidential,
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'By nature, you laelymaeaﬂedhfhteamﬂg

job. o
Your institution is in a locality suilable for it

_working.

You are gefting & salary commensurate with
YOur wWork.

Your institution |s teacher oriented.

You feel that the head of your institution s quite
sutable for the post.

All the teachers of your institution work with
a spirit of co-operation,

Students are respectful towards you.

Being in this job, you feel that you have a
respectful place in the community.

Your profession has been helpful in providing
sultable education to your chidren or dependents,
Your Institution is a neat and clean place where
anybody would like to work,

You derive pleasure in teaching.

There are opportunities for promotion in your
profession.

You have cpportunities for expressing your opinion
in organisational matters of your institution.
The Head of your institution is an impartial
person.

Teaching-Learning activity goes on smoothly In
your class,

You are able to develop rapport with your
colleagues and feel happily adjusted.
Your friends and relatives pay due regard to your
profession.
You have opportunity and time for recreation,
and looking after the welfare of your family.,
In your profession, there are opportunities 10 get
exra payment for extra work you do beside regular
teaching,
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STATEMENTS

22,

23

24,

25.

27,

28.

31,

32,

33,

34,

35.

36.

3.

38,

Your working hours in the institution sult you.

, The Head of your institution takes due care of

yours as well as of others’ welfare.

As a teacher you are liked by your pupils.
Your standard of living which you are able to
maintain with your fotal emoluments gives you
the feeling for fair comfort.

There is proper arrangement for light and
ventilation in your classroom.

You enjoy your work more than your leisure.

. There is freedom for you to plan your working

in your job.,

You like the way the Head of the institution deals
with his teachers,

Good relationship exists between teachers and
students In your institution.

The laboratories of your institution are well
equipped.

If there is an opportunity you would like to move
over fo another profession on same emoluments.
There is security of job as long as you do geod
wark.

You raceive appreciation for your good work
from your superiors.

You get proper opportunities to develop proper
understanding with the parents of your pupils.
Teacher-pupil ratio in your class Is in keeping
with such norms that you are not overburdened
with work,

Teaching profession has a bright future.

In the library of your institution books are readily
available for your usa.

Your fellow workers are always ready to render
their help when you need it.

Your institution is setting an example of good
discipline and academic achigvements for others.
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v

4
"" ( Strongly | Agree | Unde- Dis- | Strongly Sconj
Sr. No

STATEMENTS Agree cided | agree|Dlisagree

39. You are able to help pupils in building their

character and developing good study habits. a m| O o 0O
40. Besides teaching-learmning programme there is a
scope for you to participate in games. O a (| O

41. You like the way the Head of your insti-
tution takes care of complaints brought

to him. O O a a O
42. Your co-workers regard you as their equals. a O O O O
43. Your classrooms are suitably furnished. O O O O O

44. Your colleagues opt you to perform any
responsible work so that you might feel elevated. | O O O O
45. This is good that transfers are avoided in your

job. O a ad o 0O
46. You have opportunitis for advancement of your .

professional qualifications. O ] a O 0O
47. Besides games you have occasion to participate

in various co-curricular activities in your institution. O O O O a
48. Audio-visual aids are readily available for your

use. ] ] a .0 O
49. Your institution is within easy reach of your

residence. 0O O O O ]
50. On retirement pension/provident fund/insurance

benefits are available to you. O O O O O

51. The classrooms of your institution have adequate
space for the students to be seated comfortably. O O o O O

(00000000000 OC

52. You feel a sense of dignity in the job. O O O O O
( FACTORS A B C p [E|F |G H
ITEM 46| 52145 |50 |43 |48 (49 |51 [40 [47 [41 | - 39 42 44
SCORE
- )

© 2013, C4;\" rights reserved, Reproduction in any form is a violation of Copyright Act.
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