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ABSTRACT 

Job satisfaction is the psychological association 

towards liking the nature of work which forms a base 

for development of perception regarding their work. 

This paper is based on prior concepts of social 

exchange theory and reciprocity norms in schools. The 

paper aims at finding the influence of HR practices, 

Work Environment and People practices namely 

organizational support and principal support on job 

satisfaction of teachers. The survey includes teachers 

from all over Coimbatore district. It is found in the 

study that certain HR practices and  Work 

Environment have an influence on the perception of 

teachers regarding the support received which in turn 

has influence on teacher’s job satisfaction. 

Key Words: Leadership support, organizational support, 

job satisfaction, autonomy, HR practices 

 

INTRODUCTION 

Teaching is one of the most complicated and work 

demanding jobs. It demands broad knowledge of 

subject matter, new advancements in curriculum 

and procedures, commitment, enthusiasm, an 

empathetic attitude, love for continuous learning; 

knowledge of discipline and classroom control 

techniques; along with the desire to make a 

significant and fruitful difference in the lives of 

young people. With all these qualities required, it's 

no wonder that it's hard to find great and well 

qualified teachers. HRM in schools aims at 

attracting, developing, retaining and motivating 

people in order to achieve the vision. HR practices 

in schools should be understood well because a 

team of teachers with high competence and 

commitment, directly or indirectly, affect the 

quality of the organization.  It describes the school's 

'stakeholder objectives'. Many schools today have 

not yet realized the full essence of human resource 

management functions. Teachers are the key to 

improving educational quality and bringing success 

in the education system. The importance of human 

resource policies and practices should be 

understood to recruit, retain, professionally support 

and provide the proper working environment for 

sufficient numbers of teachers in such a way that 

the expectation of everybody is met. Teaching 

today has changed its face from a profession of 

sanctity to a profession of least priority due to 

various reasons like high pay in corporate, demand 

for teachers in the West, changing attitude of 

teachers and lowering dignity for teachers in the 

society. On the other side schools have multiplied 

in large numbers as the business people have well 

capitalized the mad race of parents to spend 

enormously for the education of their child. The 

demand for qualified teachers exists but supply side 

lacks a lot. To sustain the competition the school 

management should start framing policies to 

actively engage their human force. A highly 

satisfied human force would exhibit engagement in 

work. A Teacher is the pivotal point of a school to 

realize its vision. There is a huge demand for 
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talented and qualified teachers but however the 

supply side seems to be deficit. A well satisfied 

teacher is supposed to have a longer tenure in the 

school and would be actively engaged in their 

work. The extent of support received from various 

people in a school seems to increase their 

satisfaction at work. The aim of this paper is to 

examine the extent to which job satisfaction of the 

teacher is driven by HR practices, Work 

Environment and Perceived Support. The results of 

the study would enable the school management to 

understand the importance of the above stated 

factors in order to keep their human potential 

satisfied and engaged.  

LITERATURE REVIEW 

The basis for this research was the two major 

concepts of Social exchange theory (Blau, 1964) 

and norms of reciprocity (Gouldner, 1960). 

According to Blau, 1964 social exchange theory 

suggests that “the exchange relationship between 

two parties often goes beyond pure economic 

exchange and entails social exchange “. 

Accordingly, organizational researchers argue that 

the exchange between employers and employees  

not only consists of impersonal resources such as 

money, services, and information, but also certain 

socio - emotional resources such as regard, respect, 

and support (Eisenberger, R., Huntington, R., 

Hutchison, S., & Sowa, D, 2001). Gouldner (1960) 

proposed a reciprocity norm that entails the receiver 

of favorable treatment to return the same. Social 

Exchange theory explains the relationships and 

their possible impact, and shows that people 

continuously seek to strike a balance in what they 

invest in a relationship and what they receive in 

return. Sharing synonymous principles and 

opinions helps those interactions (Humphrey, S. E., 

Nahrgang, J. D., & Morgeson, F. P. (2007), while 

deviation in these factors may have negative effect 

(Bogler, R., & Somech, A.; 2004).  Support from 

the members of organization is basically based on 

the idea of reciprocity. In order to express positive 

job attitudes employees need to feel that they are 

supported by all the stakeholders of the 

organization. It is the extent of support extended by 

the various members of the organization that 

determines the employee’s attachment and efficacy 

of job performance (Allen et al. 2003).The 

perception of support received by employees 

majorly seem to influence their decisions and 

attitude which in turn models their behavior at work 

place (Settoon et al. 1996).The support should arise 

from a 360 degree level by everyone in the 

organization. In school the teachers work with 

students, principal, colleagues’ management and 

other non – teaching staffs. However, the major 

support factors determining a teacher’s behavior at 

job would be from the management (organizational 

support), co –worker support, principal support 

(Eisenberger et al.; 2002). According to the norms 

of reciprocity the extent of support to the teachers 

will make them exhibit favorable job attitudes like 

higher job satisfaction, increase in commitment to 

work ,involvement in organizational citizenship 

behavior  activities and lessen their intention to quit 

work. All these teacher attitudes will lead to an 

enhanced work engagement (Olga Epitropaki and 

Robin Martin, 2013). 

 

HRMP refers to the policies and practices that are 

involved in improvising the Human Resource (HR) 

aspects of a management, like human resource 

planning, job analysis, recruitment, selection, 

orientation, compensation, performance appraisal, 

training and development and labor relations(Allen 

D., Shore L. & Griffeth R. 2003). Contemporary 

research on ‘best practice’, high-commitment, high 

involvement, progressive, and human-capital-

enhancing human resource management (HRM) 

implies that organizations offer numerous resources 
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and opportunities to employees that improve their 

motivation, skills, attitudes and behaviors (Godard, 

2007). Most of the models suggest that human 

resource (HR) practices or systems lead to higher 

performance through the type of effect they have on 

people in organizations (Ostroff and Bowen, 2000). 

The theory of Work Environment is largely rooted 

to the concept of job demands – resources model of 

Arnold B. Bakker who emphasized that regardless 

of the profession the job characteristics are divided 

into two phenomenon namely job demand and job 

resources (Bakker, Demerouti, De Boer, & 

Schaufeli, 2003).Job demand refers  to those 

physical, psychological, social, or organizational 

aspects of the job that demands sustained physical 

and/or psychological  effort and is  associated with 

certain physiological or psychological costs 

(Demerouti et al., 2001). Job resources refer to 

those physical, psychological, social, or 

organizational aspects of the job that may reduce 

job demands, helpful in achieving work goals, and 

promotes personal growth, learning, and 

development (Amba-Rao, S. (2000)). The two 

concepts need to go hand in hand in order for the 

well-being of the employees irrespective of the 

sector in which the employees work. A balance 

between the two factors is not only important for 

the well-being of the employees but also to build a 

healthy work climate. However today the teachers 

experience a feeling of over work, non –motivation 

and low satisfaction (Schaufeli and Bakker, 2004).  

Humphrey et al. (2007) proposed that the 

perception of teachers regarding schools has to 

extend to work design and linking their job to the 

broader work environment. 

 

The literature of perceived organizational support 

dates back to the theory of (Eisenberger et al., 1986 

)who defined Perceived organizational support as “ 

the extent to which employees perceive that their 

contributions are valued by their organization and 

that the firm cares about their well-being “ . 

Organizational support theory supposes that in 

order to determine the organization’s readiness to 

recognize increased work effort and to meet socio 

emotional needs, employees tend to develop beliefs 

which concerns the extent to which the organization 

values their contributions and cares about their 

well-being (Allen, D., Shore, L., & Griffeth, R. 

(1999). In other words Perceived organizational 

support (POS) is also valued as and  assurance that 

help will be readily available from the organization 

whenever needed to carry out one’s job effectively 

and to deal with adverse situations (George et al 

1993). The school management behavior can to a 

large extent influence the attitude of school teachers 

regarding their perception about the management in 

relation to policy making  

 

Leadership style is a vital factor that leads to 

organizational success. Any organization requires a 

person with high administration skills in order to 

manage the employees which requires them to 

exhibit a certain degree of leadership ability. In a 

school the principal assumes the role of leader 

.School supervisors, for example, direct daily work 

through by exhibiting any one of the above stated 

behaviors and their leadership influences the 

teachers in a direct way Fink, D. (2003). In a school 

the principal acts as an agent of the organization or 

at many times have to take up the positions as one 

of the members of the management. Hence the type 

of help and understanding extended by the principal 

largely influences the teachers to form an idea 

regarding the support they receive from school 

(Krishnan, 2001). 

 

Co – workers or otherwise colleagues from a vital 

part of every body’s work life to the extent of 

influencing their emotional and functional aspects. 
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Coworker support is thought to be highly important 

because it may compensate for less favorable 

aspects of employment and also because the 

employees place more value to friendships through 

work (Hinkin, T. T, 2000). It would be important to 

discuss the different types of co-worker support 

.Beehr et al. (2000) proposed that coworker support 

can be either instrumental support or emotional 

support. Instrumental support is task-focused one 

with the aim of getting work accomplished or 

achieving the targets specified. By contrast, 

emotional support is person-focused, based on 

friendship and personal concern for one another. 

Bass,B. M. and Avolio, B. J. (2000) argued that it is 

important to draw the line of difference between 

these two types of support, however this distinction 

has not been clearly made in prior coworker 

support-turnover research.  

The term ‘job satisfaction’ means everything from 

“making all aspects of a job easy for employees” to 

“making the job meaningful, significant and 

challenging” (Scheid, 2008). Lester (1982) defined 

teacher job satisfaction as “the extent to which a 

teacher perceives and values various factors such as 

evaluation, collegiality, responsibility and 

recognition”. A high quality teaching staff is the 

cornerstone of a successful education system. 

Attracting and retaining high quality teachers is 

thus a primary and vital requirement for any 

educational institution. It is a multifaceted 

dimension and it overlaps within the subjects like 

psychology, organizational behavior, sociology, 

etc. For the development of quality teachers one has 

to understand factors associated with it and job 

satisfaction is one of those important factors. 

Teachers' job satisfaction is an influencing factor of 

turnover, commitment (Mathieu & Zajac, 1990), 

and school effectiveness. The factors influencing 

job satisfaction may be intrinsic or extrinsic .Day to 

day interactions with students makes the teachers 

aware about whether or not students have learned 

something as a result of their teaching. Student 

characteristics or nature and perceptions of teacher 

control over the classroom environment are the 

intrinsic factors affecting teacher satisfaction (Lee, 

Dedrick and Smith, 1991).  

 

OBJECTIVE 

1. To study the extent of association between HR 

Practices, Work Environment and Perceived 

Support of teachers. 

2.  To analyze the influence of HR Practices, Work 

Environment and Perceived Support on job 

satisfaction of teachers. (Refer Fig.1) 

 

RESEARCH DESIGN 

This is a descriptive study which probes to find 

which factor influences the job satisfaction of 

teachers. Random sampling method was used for 

the study. Questionnaire was distributed to 500 

teachers of private state syllabus schools in 

Coimbatore region and 450 were got back. Likert’s 

4 point scale was used for rating the questionnaire. 

Job satisfaction is the dependent variable and the 

independent variables are Pay, Performance 

appraisal, Autonomy, Work load support, 

organizational support and supervisor support. The 

instrument was checked for reliability and all the 

items were found to highly reliable with 

Cronbach’s alpha value >.6. 

 

TRAINING 

This measured the practice of providing training, 

workshops or other learning opportunities to 

teachers to inspire and motivate them to perform 

the functions of their job to the best of their ability. 

Instrument of Wehmeyer, Connie Kramer (2003) 

was referred and a 5 item questionnaire was 

developed with the sample questions like “Training 

offered teaches me new knowledge and skills “, 



                                          ELK Asia Pacific Journals – 978-93-85537-03-5 

                                                                                                                                         4th IHRC -2017 

 

 

“training has helped me to do my job better”, 

“training has helped me grow in professional life”. 

 

PERFORMANCE APPRAISAL 

Teacher’s perception regarding the procedures used 

to judge their performance is measured through the 

performance appraisal system. Instruments of 

(Khim Ong Kelly, Shi Yun Angela Ang, Wei Ling 

Chong and Wei Sheng Hu (2007)) were referred 

and a 6 item questionnaire was developed with 

sample questions like “Our performance is judged 

based on correct information”, “The performance 

judgment system for teachers in our school is fair”, 

“The person who judges my performance is well 

qualified to evaluate me”. 

 

WORK LOAD 

Work load measures the ease or difficulty of 

completing the work allotted to teachers with 

respect to timing and schedule. The instrument of 

Carolyn Timms, Deborah Graham and David 

Cottrell (2007) was referred .It consists of 4 items 

with sample questions like “I finish all school work 

within school hours”, “My work load is too heavy 

that I go home and work”. 

 

AUTONOMY 

Autonomy of teachers measures the freedom and 

independence given for teachers in scheduling the 

work and determining the procedures to be used to 

complete the work. 6 items were formulated by 

referring to the teacher Autonomy scale of Pearson, 

L Carolyn; Moomaw, William(2006).The sample 

questions were as follows “The materials (boards, 

charts, etc...) I use in class are chosen by me.”, “I 

am free to be creative in my teaching approach.”,” 

In my teaching I use my own guidelines and 

procedures    “, “The scheduling of use of time in 

my classroom is under my control”. 

 

PERCEIVED SUPERVISOR SUPPORT 

This dimension measured teacher’s perception 

concerning the degree to which supervisors value 

their contributions and care about their well-being. 

Instruments of  Eisenberger et al.( 2002); Kottke & 

Sharafinski, (1988) and Rhoades et al., (2001) was 

referred and 7 questions were formulated with 

sample items like “My principal appreciates when 

we do our job well.  “,”My principal treats others 

with dignity and respect.  “,”My principal cares 

about my well-being.” 

 

PERCEIVED ORGANIZATIONAL 

SUPPORT 

This dimension measured employees’ perception 

concerning the extent to which the organization 

values their contribution and cares about their well-

being. 17 item questionnaire of Eisenberger et al 

was used to measure perceived organizational 

support of teachers. The sample questions were as 

follows “Management values my contribution to its 

well-being.”,” Management fails to appreciate any 

extra effort from me.”,” Management would ignore 

any complaint from me.”,” Management shows 

very little concern for me.”, “Help is available from 

management when I have a problem.”. 

 

JOB SATISFACTION 

This dimension measured an employee’s overall 

sense of well-being at work. A 7 item questionnaire 

was used to measure the job satisfaction of 

teachers. Job Descriptive Index (JDI) (1997) was 

referred. The sample questions were as follows “I 

am satisfied with the way this school is being run 

“,” I find my work interesting”. 

 

ANALYSIS 

This relationship between HR practices, work 

environment of schools, perceived support of 

teachers and job satisfaction. The existence of 
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association and the degree of association are tested 

in order to find if a relationship exists between the 

variables under study. Correlation was used to test 

the association between variables.  

 

OBJECTIVE 1: To study the extent of 

association between HR Practices, Work 

Environment and Perceived Support of teachers. 

 

HYPOTHESIS H0: There is no association 

between HR Practices, Work Environment and 

Perceived Support of teachers. 

 

RELATIONSHIP BETWEEN HR 

PRACTICES AND PERCEIVED 

SUPPORT OF TEACHERS 

In schools the most common HR practices involves 

training and performance appraisal system. The 

way these practices are followed leads to formation 

of perception regarding the support received by the 

teachers. The correlation between the HR practices 

(Training, Performance appraisal) and perceived 

people support (organizational support and 

principal,) was analyzed by means of a correlation 

matrix and is shown in the table below. (Refer 

Table 1.1) From table 1.1 it is seen that training is 

positively and significantly correlated with 

performance appraisal, organizational support and 

supervisor support. There exists strong correlation 

between performance appraisal and supervisor 

support (r = .569) whereas low correlation between 

training and supervisor support(r= .397). Amongst 

the two HR practices, Organizational support seems 

to have stronger correlation with performance 

appraisal(r= .332). Since performance appraisal is 

associated with the increment in pay for teachers, 

the role of principal and policies by management 

regarding a fair performance appraisal system in 

very important. Studies have shown that human 

resource practices should go beyond establishing 

policies and procedures to providing a high 

employee-friendly environment by their supervisors 

(Biswas and Varma 2007). 

 

RELATIONSHIP BETWEEN WORK 

ENVIRONMENT AND PERCEIVED 

SUPPORT OF TEACHERS 

Work autonomy and work load of teachers are the 

most important factors influencing work 

environment of teachers. The extent to which the 

teachers receive freedom in work and their 

complexity of work seems to influence the 

perception about their supervisors and 

management. The correlation between the work 

environment (Autonomy and Work load) and 

perceived people support (organizational support 

and principal) was analyzed by means of a 

correlation matrix and is shown in the table below. 

(Refer Table 1.2) From table 1.2 it is seen that 

autonomy is strongly correlated with supervisor 

support(r=.664) while work load is moderately 

correlated(r=.397). Workload has strong correlation 

with organizational support(r= .774) while 

autonomy is moderately correlated(r=.432). The 

management decides on allotting the classes for 

teachers based on their skills and educational 

qualification hence work load plays a major in the 

formation of perception about the school 

management. Amongst all environmental factors, 

autonomy has the strongest impact on work 

engagement or involvement and affects the 

employees’ intention to quit job adversely and 

increases the feeling of well-being associated with 

work (Humphrey, S. E., Nahrgang, J. D., & 

Morgeson, F. P. (2007)). Erickson and Ritter (2001) 

forewarned possible serious health consequences 

for those who over work which in turn will lead to a 

negative perception of support from the 

organization. 
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RELATIONSHIP BETWEEN PERCEIVED 

SUPPORT OF TEACHERS AND JOB 

SATISFACTION. 

The association between Perceived support 

(organizational support and supervisor support) and 

job satisfaction of teachers has been tested by 

means of correlation matrix. (Refer Table 1.3) The 

table above shows that job satisfaction is co –

related with both organizational support and 

supervisor support. However the Pearson’s value 

shows that it has moderate correlation with 

supervisory support (r = .491) and low correlation 

with organizational support(r = .296). 

 

INFLUENCE OF HR PRACTICES, WORK 

ENVIRONMENT AND PERCEIVED 

SUPPORT ON JOB SATISFACTION OF 

TEACHERS. 

The attitude of teachers at work is influenced by a 

lot of factors like Human Resource practices, work 

environment and perceived support. In order to find 

the extent to which each factor influences the 

teacher job attitude Multiple Regression analysis 

has been carried out. 

 

Objective 2: To analyze the influence of HR 

Practices, Work Environment and Perceived 

Support on job satisfaction of teachers. 

 

H0:  Training, pay, work load, autonomy, 

organizational support and Supervisor support does 

not influence job satisfaction of teachers. (Refer 

Table 1.4) 

 

The dependent variable is job satisfaction and the 

independent variables are training, Performance 

appraisal, autonomy, work load, principal support, 

supervisor support and support for family. The 

significance value from table 1.4 shows that job 

satisfaction is influenced by the concepts of HR 

practices, Work Environment and Perceived 

support. The value of R square and adjusted R 

square shows that 52 % variation in job satisfaction 

is explained by the independent variables. Out of all 

the Human Resource practices performance 

appraisal significantly influenced job satisfaction. 

Both the work environment variables autonomy and 

work load had significant influence on job 

satisfaction. Both the variables of perceived support 

were seen to significantly influence job satisfaction. 

From the standardized coefficients it is seen that 

major variation in job satisfaction was caused by 

supervisor support (β = .136) followed by 

performance appraisal (β = .109) and autonomy (β 

= .102). Job satisfaction increases with a fair 

performance appraisal system, more freedom in 

work lesser workload and supportive principal and 

management. Job satisfaction depends on the 

Human Resource Management practices and 

Perceived Organizational Support (Sousa-Poza A 

and Sousa-Poza A; 2000). Woods and Weasmer 

(2002) suggested that when teachers are satisfied 

with their job, the rate of attrition is less, 

collegiality is improved, and job performance is 

enhanced. 

 

MULTIPLE LINEAR EQUATION FOR 

JOB SATISFACTION 

Job satisfaction = -.089+.100 (performance 

appraisal) + .089 (autonomy) 

- .075 (work load) +.119 (supervisor support) +.078 

(organizational support). 

 

FITNESS OF THE MODEL 

The fitness of the hypothesized model was checked 

by means of structural equation modeling using 

AMOS statistical software. Each item was checked 

for reliability and co-variances were drawn based 

on the results to achieve a better fit. The measures 

of a good fit are that  the values of minimum of 
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discrepancy function(CMIN /df )less than 5 , 

goodness of fit index(GFI) greater than .9, 

Comparative fit index(CFI) greater than .9, Normed 

fit Index (NFI) greater than 0.9 , p value for null 

hypothesis (PCLOSE) greater than 0.5 and  

RMSEA between 0.03 and 0.08. For the above 

model the following are the values Cmin/df = 

2.375, GFI = .923, CFI =.989, NFI =.976 ,PCLOSE 

= .675,RMSEA = .052.Hence the model is fit. 

 

FINDINGS 

Today’s scenario shows that teachers have been 

shifting schools more often which could be due to 

lower satisfaction with teaching profession. On 

probing more into their reasons for such behavior it 

is seen that certain HR practices, Work 

Environment and Perceived support have influence 

on their job satisfaction. Performance appraisal and 

autonomy have a greater impact on teacher’s 

perception regarding their principal. Work load 

seems to influence the perception of teachers about 

their management. However both supervisory and 

managerial support has bigger influence on job 

satisfaction of teachers. 

 

CONCLUSION 

The school management needs to be highly careful 

in appointing the principal as the support from the 

supervisor is regarded very high. The principal is 

their very first source of support as it is with their 

supervisor that their major interactions in a day 

happen. A very supportive principal both 

emotionally and professionally, impartial in his 

actions and his support which makes the teachers 

feel they are well cared is important to increase 

their work engagement quotient Moreover the 

school management should also be highly 

participative with the teachers and should not 

restrict themselves as an individual entity. This 

study reveals that teachers regarded support from 

various sources as very important to increase their 

job satisfaction and engagement. Increase in job 

satisfaction of teachers would lead to high teacher 

engagement. Apart from the principal the school 

management also plays a very vital role in 

determining the satisfaction level of teachers. 

Teachers expect a friendly and caring school 

management who would understand their feelings. 

On the whole, support from all people in a school is 

important to increase excellence in work and 

improve quality of education by retention of quality 

Human Resources. 

 

SCOPE FOR FURTHER RESEARCH 

The study majorly concentrates on job satisfaction 

as a driver of engagement while other variables like 

commitment and organizational citizenship 

behaviors can also be studied. This study can be 

extended to government schools and private 

schools following other syllabus. 

 

REFERENCES 

 Allen, D., Shore, L., & Griffeth, R. (1999). A 

model of perceived organizational support. 

Unpublished manuscript, University of 

Memphis and Georgia State University. 

 Allen D., Shore L. & Griffeth R. (2003). The 

role of perceived organizational support and 

supportive human resource practices in the 

turnover process. Journal of Management 29, 

99–118. 

 Amba-Rao, S. C, Petrick, J. A., Gupta, J. N. D. 

. & Embse, T. J., (2000), "Comparative 

Performance Appraisal Practices and 

Management Values among Foreign and 

Domestic Firms in India", International Journal 

of Human Resource Management, 11(1): 60- 

89. 

 



                                          ELK Asia Pacific Journals – 978-93-85537-03-5 

                                                                                                                                         4th IHRC -2017 

 

 

 Bakker, A. B., Demerouti, E., de Boer, E., & 

Schaufeli, W. B. (2003). Job demands and job 

resources as predictors of absence duration and 

frequency. Journal of Vocational Behavior, 62, 

341 – 356. 

 Beehr, T. A., Jex, S. M., Stacy, B. A., & 

Murray, M. A. (2000). Work stressors and 

coworker support as predictors of individual 

strain and job performance. Journal of 

Organizational Behavior, 21, 391-405. 

 Blau, P. M. (1964). Exchange and Power in 

Social Life. New York: Wiley. 

 Bogler, R., & Somech, A. (2004). Influence of 

teacher empowerment on teachers' 

organizational commitment, professional 

commitment and organizational citizenship 

behavior in schools. Teaching and Teacher 

Education, 20, 277-289. 

 8.Christophersen, K-A., Elstad, E. and Turmo, 

A. (2015) ‘Organisational factors influencing 

teachers’ inner sense of affective commitment 

to their schools in high- and low-accountability 

environments’, Int. J. Management in 

Education, Vol. 9, No. 1, pp.111–128. 

 Eisenberger, R., Huntington, R., Hutchison, S., 

& Sowa, D. (2001). Perceived organizational 

support. Journal of Applied Psychology, 71, 

500–507. Fink, D. (2003), “The law of 

unintended consequences: the ‘real’ cost of top-

down reform”, Journal of Educational Change, 

Vol. 4, pp. 105-28. 

 George, J. M., Reed, T. F., Ballard, K. A., 

Colin, J., & Fielding, J. (1993). Contact with 

AIDS patients as a source of work-related 

distress: Effects of organizational and social 

support. Academy of Management Journal, 36, 

157–171. 

 Godard, 2007 Inequity in social exchange, in: 

L. Berkowitz (Ed.) Advances in Experimental 

Psychology, pp. 267–299 (New York: 

Academic Press). 

 Gouldner, A. W. (1960). ‘The norm of 

reciprocity’. American Sociological Review, 

25,165–7. 

 Hinkin, T. T., & Tracey, J. B. (2000). The cost 

of turnover. Cornell Hotel and Restaurant 

Administration Quarterly, 41, 14-21. 

 Humphrey, S. E., Nahrgang, J. D., & 

Morgeson, F. P. (2007). Integrating 

motivational, social, and contextual work 

design features: A meta-analytic summary and 

theoretical extension of the work design 

literature. Journal of Applied Psychology, 92, 

1332–1356. 

 Huang, J.H.Jin, B.H.; and Yang, C. 2004. 

Satisfaction with business-to-employee benefit 

systems and organizational citizenship behavior 

— An examination of gender differences, 

International Journal of Manpower 25(2), 195-

210. 

 Krishnan, R. V. (2001). “Value Systems of 

Transformational Leaders”, Leadership and 

Organizational Development Journal, 22, 

3,126-131. 

 Lee, V. E., Dedrick, R.F., and Smith, J.B. 

(1991) ‘The effect of the social organization of 

schools on teachers’ efficacy and satisfaction’, 

Sociology of Education, 64,190-208. 

 Mathieu, J. E., & Zajac, D. (1990). A review 

and meta-analysis of the antecedents, 

correlates, and consequences of organizational 

commitment. Psychological Bulletin, 108, 171–

194.  

 Meyer, J. P., & Allen, N. J. (2003). 

Commitment in the workplace: Theory, 

research and application. Thousand Oaks, CA: 

Sage 

 



                                          ELK Asia Pacific Journals – 978-93-85537-03-5 

                                                                                                                                         4th IHRC -2017 

 

 

 Olga Epitropaki and Robin Martin (2013), 

Transformational– transactional leadership and 

upward influence: The role of Relative Leader–

Member Exchanges (RLMX) and Perceived 

Organizational Support (POS), The Leadership 

Quarterly 24 (2013) 299–315. 

 Organ, D.yfí. (1988). Organizational 

citizenship behavior: The good soldier 

syndrome. Lexington, MA: Lexington Books. 

 Ostroff and Bowen, (2000) Organizational 

Information, Organizational Commitment and 

Intention" to Quit: a Study of Trinidad and 

Tobago, International Journal ofCross-Cultural 

Management, 6: 343-59. 

 Schaufeli, W., & Bakker, A. B. (2004). Job 

demands, job resources, and their relationship 

with burnout and engagement. Journal of 

Organizational Behavior, 25, 293 – 315. 

 Settoon, R. P., Bennett, N., & Liden, R. C. 

(1996). Social exchange in organizations: 

Perceived organizational support, leader–

member exchange, and employee reciprocity. 

Journal of Applied Psychology, 81, 219–227. 

 Scheid K (2008), Job Satisfaction: What is it? 

Why is it Important? How Can you Get it. 

Retrieved May 17, 2014. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



                                          ELK Asia Pacific Journals – 978-93-85537-03-5 

                                                                                                                                         4th IHRC -2017 

 

 

LIST OF FIGURES: 

Fig. 1 MODEL 

 

 

 

 

 

 

 

 

 

 

 

 

HR 

PRACTICES 

 

Pay 

Performance 

Appraisal 

Work 

Environment 

 

Autonomy 

Work load 

PERCEIVED 

SUPPORT 

 

Perceived 

Organizational 

Support 

 

Perceived 

Supervisor 

Support 

Job 

Satisfaction 



                                          ELK Asia Pacific Journals – 978-93-85537-03-5 

                                                                                                                                         4th IHRC -2017 

 

 

 

LIST OF TABLES: 

Table 1.1: Correlation between HR practices and Perceived support of teachers 

 

** Correlation is significant at the 0.01 level (2-tailed) 

 

 

 

 

 

 

 

 

 

 

DIMENSIONS Training 

Performance 

Appraisal 

Supervisor 

support 

Organizational 

support 

 

Training 

 

 

1 

 

 

.397** 

 

 

.335** 

 

 

.274** 

 

 

Performance appraisal 

 

 

 

 

1 

 

 

.569** 

 

 

.332** 

 

 

Supervisor support 

 

 

 

 

 

 

1 

 

 

.280** 

 

 

Organizational support 

 

 

 

 

 

 

 

 

1 
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Table 1.2: Correlation between Work Environment and Perceived support of teachers 

 

 

 

 

 

 

 

 

 

 

 

 

 

** Correlation is significant at the 0.01 level (2-tailed) 

Table 1.3 

 DIMENSION 

Perceived 

Organizational 

Support 

Supervisor 

Support 

Job 

Satisfaction 

 

Perceived 

Organizational 

Support 

 

1 

 

.133** 

 

.296** 

 

Supervisor 

Support 

  

1 

 

.491** 

 

Job Satisfaction 

   

1 

 

 

DIMENSIONS Work load Autonomy 

Supervisor 

support 

Organizational 

support 

 

workload 

 

1 

 

.397** 

 

.425** 

 

.774** 

 

Autonomy 

  

1 

 

.664** 

 

.432** 

 

Supervisor support 

   

1 

 

.280** 

 

Organizational support 

    

1 
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Table 1.4 Multiple Regression for the factors influencing job satisfaction of teachers 

Dependant Variable : Job Satisfaction 

 

 

 

 

Job Satisfaction 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

Sig. B Beta 

 (Constant) -.089  .524 

Human 

Resource 

practices 

Training .054 .053 .062 

Performance 

Appraisal 

.100 .109 .003 

Work 

Environment 

Autonomy .089 .102 .002 

Work load -.075 .092 .007 

Perceived 

Support 

Supervisor 

support 

.119 .136 .000 

Organizational 

support 

.078 .054 .002 

R Square .524 

Adjusted R Square .517 

f 71.626 

sig .000 


