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I. INTRODUCTION 

The performance of a person working in an 

organization depends on his own potential 

effectiveness, technical competence, managerial 

experience as well as the design of the role that he 

performs in the organization. It is the integration of 

the two that ensures a person‟s effectiveness in the 

organization. Unless a person has the requisite 

knowledge, technical competence and the skills 

required for the role, he cannot be effective.  If the 

role does not allow the person to use his competence, 

and if he constantly feels frustrated in the role, his 

effectiveness is likely to be low. The integration of a 

person and the role comes about when the role is able 

to fulfill the needs of the individual, and when the 

individual in turn is able to contribute to the 

evolution of the role. The more we move from role 

taking to role making, the more the role is likely to be 

effective. Effectiveness of a person in a role in an 

organization will depend on his own potential 

effectiveness the potential effectiveness of the role, 

and the organizational climate. Role efficacy would 

mean potential effectiveness of an individual 

occupying a particular role in an organization.   

Role efficacy is the potential effectiveness of a 

role. It indicates that the employees‟ strength to solve 

the problem by themselves and learn experience, take 

moderate risks and are concerned about achieving 

tasks (Pareek, 1993). 

Aspects of Role Efficacy 

Role efficacy has several aspects. These aspects 

can be classified into three dimensions as follows: 

Dimension 1: Role Making 

Self - Role Integration: Every person has his 

strengths experience, technical training, special skills, 

and some unique contribution that he may be able to 

make. The more the role a person occupies provides 

an opportunity for the use of such special strengths, 

the higher the efficacy is likely to be. This is called 

self-role integration. The self or the person and the 

role get integrated through the possibility of a 

person‟s use of his special strengths in the role. Our 

special strengths are used in the role so that it may be 

possible for us to demonstrate how effective we can 

be. Integration contributes to high role efficacy. On 

the other hand if there is a distance between the self 

and the role, role efficacy is likely to be low. 

Proactivity: A person, who occupies a role, 

responds to the various expectations that people in 

the organization have from that role. While this 

certainly gives him satisfaction, it also satisfies others 

in the organization. However, if he is also expected to 

take initiative in starting some activity, the efficacy 

will be higher. Reactive behavior helps a person in 
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being effective to some extent, but proactivity 

contributes much more to efficacy. If a person feels 

that he would like to take initiative but has no 

opportunity to do so in the role that he occupies in the 

organization, the efficacy will be low. 

Creativity: It is not only initiative which is 

important for efficacy. An opportunity to try new and 

unconventional ways of solving problems or an 

opportunity to be creative is equally important. If a 

person perceives that he has to perform only routine 

tasks, it is detrimental towards a high role efficacy. If 

he feels that the role does not allow any time or 

opportunity to be creative, the efficacy is bound to be 

low. 

Confrontation: If people in an organization avoid 

problems or shift the problems to the others; their 

role efficacy will be low. The tendency to confront 

problems and find relevant solutions contributes to 

efficacy. When people facing inter-personal problems 

sit down, talk about these problems, and search  out  

solutions,  their  efficacy is  likely  to  be  higher 

when  compared  with  situations in which  they 

either deny such problems or refer them to their 

higher officers. 

Dimension 2: Role Centering 

Centrally: If a person  occupying  a  particular 

role in organization feels that the role he occupies is 

central in the organization; his role efficacy is likely 

to be high. Every employee would like to feel that his 

role is important to the organization. If persons 

occupying various roles feels that their roles are 

peripheral i.e. not very important, their potential 

effectiveness will be low. 

Personal Growth: If a person feels that he is 

stagnating in a role without any opportunity to grow 

he is likely to have a low role efficacy. In many 

institutes of higher learning, the roles of the staff 

pose problems of low efficacy. The main factor 

behind this is the lack of opportunity for them to 

grow systematically in their roles. Institutes which 

are able to plan the growth of such people in the roles 

will have higher efficacy and obtain a great deal of 

contribution from them. 

Dimension 3: Role Linking 

Inter-role Linkage: Linkages of one‟s role with 

other roles in the organization increases efficacy. If 

there is a joint effort in   understanding problems, 

finding solutions, the efficacy of the various roles 

involved is likely to be high. The feeling of isolation 

of a role reduces role efficacy. 

Helping Relationship: If persons performing a 

particular role feel that they can get help from some 

source in the organization whenever the need arises, 

they are likely to have higher role efficacy. On the 

other hand, if there is a feeling that no help is 

forthcoming when asked for, or that the respondents 

are hostile, role efficacy will be low. 

Super Ordination: When a person performing a 

particular role feels that what he does is likely to be 

of value to a larger group, his efficacy is likely to be 

high. Roles in which people feel that what they are 

doing is helpful to the organization, in which they 

work, result in role efficacy. But if a person feels that 

he does not get an opportunity to be of help to a 

larger group, the role efficacy is likely to be low. 

II. REVIEW OF LITERATURE 

Adams (1999) founds that internal characteristics 

to be one of the most important sources of teacher's 

stress. In his study six intemally related 

characteristics were studied, namely role 

preparedness, job satisfaction, life satisfaction, illness 

symptoms, locus of control and selfesteem. Teachers 

who have a heightened sense of efficacy, that is, 

confidence in their ability to teach and manage 
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learners, may be less vulnerable to stress because 

they perceive themselves as having the necessary 

tools to do their jobs (Bandura, 1993). 

Friedman, I.A. (2000) concluded that the 

respondents revealed sharp declines in self-efficacy 

as they found that they could not live up to their ideal 

performances.  

Vandick and Wagner (2001) revealed that, work 

load led to stress reaction for the teachers, whereas, 

principal support, beliefs of self-efficacy among 

participants and of appropriate coping strategies 

reduced their experiences of work related stress.  

Objective of the Study 

1) To examine the role efficacy of school 

teachers in Puduchery. 

III. METHODOLOGY 

The purpose of this research is to analyse the role 

efficacy of school teachers in Puducherry Region. 

The research design chosen is descriptive in nature.  

Primary data were collected from the 600 

respondents by using purposive sampling method. 

Primary data were collected with the help of 

structured questionnaire. Secondary data were 

collected from earlier research work, various 

published journals, magazines, websites, etc. 

Responses are coded and data are entered and then 

analyzed using a computer program called statistical 

package for the social sciences (SPSS 20). In order to 

answer the research objectives, the researcher has 

applied various statistical analyses. Descriptive 

statistics like mean and standard deviation have been 

calculated for the study variables. Analysis of 

variance is applied to know mean difference of 

independent variable based on dependent variable. 

IV. ANALYSIS AND INTERPRETATION 

The role efficacy of the employees in the 

research has examined under three important 

dimensions namely role making, role centering and 

role linking. The relevant variables in the above said 

dimensions drawn from the review of previous 

studies. The employees are asked to rate these 

variables at five point scale according to the level of 

existence of the variables among them. The mean 

score of variable in each dimension among the 

employees in primary level, Secondary level and 

Higher Secondary level has computed along with „F‟ 

statistics. 

Table:1-Role Efficiency among the Employees 

S.No 

 

 

Variables in Role Efficacy Factors 

 

 

Mean score among the employees 

F- 

statistics 
Primary 

level 

Secondary 

level 

Higher 

Secondary 

level 

I Role Making     

1. 
Integration     between     self concept 

and role demands 
3.5899 3.3089 2.6692 3.4509* 

2. Initiating action 3.6034 3.2997 2.7145 3.2918* 

3. 
Experimenting and trying new ideas/ 

strategies 
3.8894 3.1198 2.7369 4.0929* 

4. 
Facing problems to attempt their 

solution 
3.7039 3.0997 2.8087 4.2673* 

II Role centering     

1. 
Feeling important or central in a 

system 
3.6673 3.5809 3.0886 2.0886 

2. Feeling the personal role can make 3.9088 3.3408 3.1173 3.1173* 
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impact in the system 

Ill Role linking     

1. Linkage of ones role with other role 3.7997 3.4133 2.7339 3.9093* 

2. 
Giving   and   receiving   help amongst 

roles 
3.6882 3.2907 2.8024 3.3884* 

3. 
Linkage of one's role with a larger 

entity/cause 
3.8173 3.1889 2.6616 4.2667* 

Source: Primary data computed; * Significant at five per cent level. 

The Table-1 shows the mean score of the 

variables in each dimension among employees in 

Primary level, Secondary level and Higher Secondary 

level. The highly possessed variable in role making 

among the employees in primary level and secondary 

level is experimenting and trying new ideas/strategies 

and; integration between self concept and role 

demands since their mean scores is 3.8894 and 3.3089 

respectively. Regarding the possession of variables in 

role making, the significant difference among the three 

groups of employees have been identified in the case 

of all four variables in it since its respective „F‟ 

statistics are significant at five per cent level. 

The highly possessed variable in role centering 

among the employees in primary level and secondary 

level are feeling the personal role can make impact in 

the system and feeling that one occupying a role 

grows since their mean scores are 3.9088 and 3.6693 

respectively. Among the employees in higher 

secondary level, it is feeling that one occupying a role 

grows since its mean scores is 3.2545. The 

significant difference among the three group of 

employees have been seen in the case of feeling that 

personal role can make impact in the system. 

Among the employees in primary level and 

secondary level, the highly possessed variable in role 

linking are linkage of one‟s role with a larger entity / 

cause and linkage of one's role with others role since 

their mean scores are 3.8173 and 3.4133 respectively. 

Among the employees in higher secondary level, it is 

giving and receiving help amongst roles since their 

mean scores is 2.8024.  

The significant difference among the three 

groups of employees have been noticed in the 

possession of all three variables in role linking since 

„F‟ statistics are significant at five per cent level. 

The mean scores of the variables in it measure 

the role efficacy among the employees. The mean of 

three dimensions of role efficacy has computed 

among the employees in primary level, secondary 

level and higher secondary level separately. The one 

way analysis of variance has been executed to find 

out the significant difference among the three groups 

of employees regarding their level of role efficacy. 

The results are given in Table-2. 

Table:2-Employees’ Level of Role Efficacy 

S.No Role Efficacy 

Mean score among employees 

F - statistics 
Primary level Secondary level 

Higher 

Secondary level 

1.  Role making 3.6967 3.2071 2.7323 3.5865* 

2.  Role centering 3.8219 3.5303 3.1535 3.0965* 

3.  Role linking 3.7617 3.2976 2.7326 3.9108* 
Source: Primary data computed; * Significant at five per cent level. 

The highly possessed REF among the employees 

in primary level is role linking since their mean 

scores are 3.8219 and 3.7617 respectively. Among 

the employees in secondary level, these are role 
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centering and role linking since their mean scores are 

3.5303 and 3.2976 respectively. Among the 

employees in higher secondary level, these are role 

centering and role linking since their mean scores are 

3.1535 and 2.7326.  

Regarding the level of factors of role efficacy, 

the significant difference among the three groups of 

employees have been noticed in the case of all these 

REFs since their respective „F‟ statistics are 

significant at five per cent level. 

 Since the profile of the employees may be 

associated with their level of role efficacy, the 

research has attempted to examine it with the help of 

one way analysis of variance. All the profile variables 

such as gender, age, level of education, marital status, 

family size, number of earning members per family, 

years of experience in the field, working sector and 

level, personal income, family income, distance 

between work place and residence, working hours 

and level of education of spouse are included for the 

analysis. The results are given in Table-3. 

Table:3-Association between profile of employees and their level of REF 

S. No Profile variables  F-statistics  

Role making Role centering Role linking 

1 Gender 3.6673 3.8042 3.9165* 

2 Age 2.7739* 2.8667* 2.4509* 

3 Education level 2.8672* 2.5089* 2.5085* 

4 Marital status 2.5088* 2.1173 2.0089 

5 Family size 2.0996 1.9981 2.1382 

6 Earning members per family                                2.8186* 2.9089* 2.8667* 

7 Years of experience                                           2.4541" 2.6606* 2.7558* 

8 Working sector and level                                             2.5444 2.8086* 2.9091* 

9 Income per month                                                 2.5089* 2.6814* 2.8102* 

10 Family income per month                                   2.4182* 2.6073* 2.7349* 

11 Distance between work place & residence         2.0991 2.5089* 2.6618* 

12 Working hours 2.5889 2.0891 2.6334* 

13 Spouse education level                                      2.5804" 2.6082* 2.7331* 

Source: Primary data computed; * Significant at five per cent level. 

Regarding the level of role making among the 

employees, the significantly associating profile 

variables are age, level of education, marital status, 

number of earning members per family, years of 

experience, income, family income and education of 

spouse since their respective „F‟ statistics are 

significant at five per cent level. The significantly 

associating profile variables on the level of role 

centering are age, education, number of earning 

members per family, years of experience, working 

sector and level, income, family income, distance 

between work place and residence and education of 

spouse. Regarding the level of role linking, the 

significantly associating profile variables are gender, 

age. education, number of earning members per 

family, years of experience, working sector and level, 

income, family income, distance between work place 

and residence, working hours and level of education 

of spouse. Since their respective „F‟ statistics are 

significant at five per cent level. 

V. CONCLUSION 

Role efficacy has been examined under three 

dimensions namely role making, role centering and 

role linking. The highly viewed variable in role 

making among the employees in primary level and 

secondary level is experimenting and trying new 

ideas/strategies and integration between self-concept 

and role demands respectively. Among the 

employees in higher secondary level, it is 'facing 

problems to attempt their solution'. The significant 
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difference among the three groups of employees has 

noticed in all variables under role making. 

The highly viewed variable in role centering 

among the employees in primary level and 

secondary level are feeling the personal role can 

make impact in the system and feeling that one 

occupying a role grows respectively. Among the 

employees in higher secondary level, it is feeling that 

one occupying a role grows. The significant 

difference among the employees in three groups of 

sectors has noticed in the case of feeling the personal 

role can make impact in the system. In the case of role 

linking, the highly viewed variable in primary level 

and secondary level is linkage of one‟s role with a 

larger entity/cause and linkage of one‟s role with 

other role respectively. Among the employees in 

higher secondary level, it is giving and receiving help 

among roles. The significant difference among the 

three groups of employees has noticed in all three 

variables in role linking. 

The included variables in three dimension of role 

efficacy explain it to a reliable extent. The highly 

viewed dimension of role efficiency among the 

employees in primary level and secondary level is 

role centering whereas among the employees in 

higher secondary level, it is also the same. The 

significant difference among the three groups of 

employees has noticed in all three dimension of role 

efficacy. 

The significantly associating profile variables with 

the level of three dimension of role efficacy are age, 

education, number of earning members per family, 

personal income, family income, and education of 

spouse.  

Further it is suggested that the management 

should concentrate on Career planning and counseling 

which will helps to the employees in better 

understanding of their roles. Counseling to employee 

in the matters like career planning provides them 

clarity in job roles, which help them in identifying 

their strengths and weaknesses to cope with stress. 

The management of schools are advised to organize 

workshops, seminars, conferences and training to 

enhance the competency of teachers. Teachers should 

have greater control own their job and should get a 

timely feedback to perform very well. Hence, 

management should redesign the jobs from time to 

time keeping the employees' abilities in mind. 

Employees who aspire for growth may entrust with 

challenging jobs.  
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