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ABSTRACT

The study was conducted to jnvestigate three major areas of
interest concerning job satisfaction in physical education departments,
schools, and faculties in English-speaking Canadian universities.
There were three central concerns: 1) the relationship between
satisfaction and preferred-perc~ived discrepancy; 2) the relationship
between global and specific measures of satisfaction; an 3) the
relationship between selected demographic and biographic variables and
‘satisfaction.

Two ques .ionnaires were designed for the study. The Chief
Administrator's Quéstionnaire was designed to obtain demographic
information about university physical education organization. The
Work Environment Questionnaire was designed to obtain information from
full-time academic staff members in physical education on several
different measures: 1) biographical information; 2) satisfaction
scores on globai and job-specific aspects ofAthe work environment; and
3) preferred-perceived and employer-employee discrepancy scores on
job-specific aspects of the work environment. '

The questionnaires were mailed to thirty-two universities
in Canada which offered degree programs in physical education. A
59.9 percent return was realized. The available data was analysed
using nonparametric statistics -- the Kendal and Spearman rank order \
correlation procedures, and the chi square tests of goodness of fit
and independence. From the @Jta analysis a number of significant
results were discovered.

Satisfaction levels for job-specific aspects of the work

environment were significantly related to preferred-perceived

jv



and employer-employee discrepancy levels -- that is, as the
discrepancy between what one preferred and what one saw as exisiing
in the work environment decreased, satisfaction increased.
Correlations on these measures between individuals tended to be
Tower than correlations within individuals over fifty-one aspects.
This suggested individual differences were operating in the
perception of satisfaction and discrepancy. While correlations
were consistently significant their absolute values were relatively
Tow and as such did not account for a high percentage of

variance in satisfaction levels,

Satisfaction with the job as a whole was consistently and
signjficant]y related to satisfaction with the job-specific aspects of
the work environment. Correlations from this analysis were low but
served to indicate certain aspects of thw work environment were more
related to satisfaction with the Job as a whole than were others.
The significant correlations from these analyses also tended to
support the contention that the instrument of measurement was valid.

A number of significant relationships resulted from the
analyses of demographic and biographic variables in relations to
satisfaction levels. Satisfaction appeared to increase as age
increased up to the age of fifty-five. After age fifty-five there
was an indication that satisfaction may decrease. Professors and
associate professors were found to be more satisfied than individoals
with other professorial ranks, and lecturers and instrucfors were
found to be least satisfied. Bachelors degree program enrolment
was assumed to be an indication of size of the physical education

organization. As such individuals from institutions with enrolment



up to 300 and over 600 students were significantly more satisfied

| than were individuals from other institutions in so far as several
Job-specific aspects were concerned. Finally, males were found tc

be more satisfied than females on a number of different measures. In
view of the fact that the majority of females were in the lower age
groups and lower professorial categories, this finding might have

be.n expected.
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CHAPTER 1
THE PROBLEM

Since’the iREéption of the first professional, degree granting
school of physical education in Canada at Toronto University in 1941
(Cosentino and Howell, 1571) similar such programs have increased in
number at a very rapid rate. Meagher (1965: 69) reported the existence
pf seventeen such programs in Canada as of 1964 while today there
are thirty-two. The proliferation of institutions offering degrees
in physical education was paralleled by a similar increase in student
population. From 1957 to 1965 the enrolment in bachelor degree
programs in physical education incréaéed from 565 to 2,296. (Meagher
1965: 78) Today there are at least 10,000 students enrolled in
programs of professional preparation in physical education.

With the increase in student enroiment and institutions
offering such programs a move toward variety and innovation in
programs has gained momentum. At present, nine institutions offer
masters.degree programs, and while only one program leading to a
doctorate degree in physical education exists, several are in the
planning or approva]vstages.

As these programs increase in numbers there are many
ramifications related to the need for new facilities and support
staff, the need to provide more funds for the operation of the new
programs, and the need for more qualified teﬁching staff. ‘In
general the cor axfty of the physical education organization
increases and the existence of individuals within suchvorganizations:’

becomes more complicated. '

N



If it is to be assumed that the performance of the members
of an organization is, in bart, related to the successful existence
of that organization, it can then be assumed that research concerning

man's relationship to the organizattgn and his existence in the

organization is also import arch concerning physical educators

within university physical cation organizations then becomes a

legitimate topic for investigation.

I - THE UNIVERSITY ORGANIZATION

Bfau and Scott (1962) have attempted to differentiaté between
social and formal organizations andiin doing so emphasized the
following: the goals, rules and status structure of the social
organization have emerged spontaneously through social interaction
whereas the goals, rules and status structure of the formal organization
have been "consciously designed a priori to anticipate and guide
interaction and activities." (Blau and Scott, 1962: 5) Common to all
formal organizations is the fact that they are designed to accomplish
certain goals. The industrial organization, designed to manufacture
a given amount of a product at a specified profit, is an obvious example.

However, the university, as a formal organization, in the view
of many authors, lacks the cerfainty of purpose that many other formal
organizations possess. Oncken (1971: 1-2) suggested universities
differed from the common concept of formal organization because of four \
characteristics: 1) goals are not clearly defined; 2) products are |
somewhat intangible; 3) the consumer has little fnfluence; 4) the :
decision mak1ng process within the organ1zat1on is diffused more than

hierarchical in nature. Ikenberry (1972: 23) also suggested there was

a difference and pointed specifically to two characteristics that



differentiate the academic organization from the production

oriented organization: 1) academic organizations are tnable to
operationally define their goals: 2) academic organizations are
essentially decentralized in reference to authority structures. Finally,
Shull has suggested: "The objectives of higher lTearning not only
espouse plurality, but also refer to broad genotype functions - those
which allow for variable interpretations and heuristic definitions of
purpose." (Shull, 1972: 52)

The lack of clarity of goé]s seems to be a point of agreement
between the aforementioned authors and also seems to be a justifiable
characteristic of uhiversities according to Bonneau and Corry:

...there is rough general agreement on an approved 1list
of purposes: the main divisions of the list are teaching
(the transmission of knowledge and culture), research
(the discovery and integration of new knowledge), and
service to the community.

But this is not where the real rub comes. It comes
over the issue to whether there are priorities in the
work of the universities, and if so what they are.

Here, there are marked differences of view both within .
the university and between the public and the
professors. (Bonneau and Corry, 1972: 15)

Hodge and Johnson (1970: 120-121) have suggested that
organizations have a responsibility to operate efficiently and
effectively but this cannot be achieved if one or more -membership

~ \
groups become disSatisfiep. Assuming this to be an accurate assessment,
then the marked differences in priorities noted by Bonneau and Corry
may prove to be crucial in determining the degree of success a
university organization might achieve,’particu]ar]y in the event
where differences in priorities are found between employer and

employee, and where these differences result in non-productive conflict.

The special case of the university as an organization has



received further comment from Parsons:
The most important things a<typical individual does do
not concern the interests of the organization as a whole
in any very direct sense. They concern his teaching
relations with a small minority of the student body,
the pursuit of his own research interests which are

inevitably in only one of the many fields of knowledge
involved in the university, and his active collaboration

with a small circle of colleagues. (Parsons, 1971: 489)

If the academic's concerns are not directly related to organizational
interests it would not be too risky to question the existence of
the organization as being viable in view of the possible lack of
cofmmon goals.

In terms of the clarity of work roles and job descriptioﬁs,
and to some exteht the definition of priorities, the university
organization might be compared with an engineering firm. In a study
of an engineering fjrm Wood and LeBold (1970) referred to five specific’
departments:k research, deveiopment, design, operations and engineering
management.. Contrast these specific job assignments with the work
world of a university academic who is surrounded by teaching, research,
community involvement, and in the case of many Physical Education 4
academics, coaching responsibi]ities, club and supervisory activities.

The possible lack of clarity in terms of the priority of goals
in a univefsify department may create, within the individuals working

in such an atmosphere, an unclear and divergent set of expectations viz:

“

a set of expectations which do not allow individuals to clearly d

operationalize their»éfforts within theirrwork situations on a
hierarchy of importance basis.

| The result of such diversity of impinging expectations, in
many casés, leads to incongruency of priorities between the

organization and the individual. With such incongruity logically



follows conflict of greater or lesser degree. This has been proposed

by Shepherd:

Differences in orientations create points of tension and
conflict. Often the tension and conflict remains latent
and is expressed largely by isolation and in feelings and
expressions of such things as pride and superiority.
Sometimes, however, the tension and conflict become

* manifest and create a barrier to cooperation. (Shepherd,
1961: 79)

A great deal of organizational research, of one form or another,
has used the individual-organization conflict as a central theme.

As one sector of the total, recent job attitude (job satisfaction)
studies have employed a discrepancy model to determine levels of
satisfaction. Measures of what the individual perceives as being
present (in a multitude of job aspects) are compared with what the
individual desires and provides the basis for defining job satisfaction
levei- .

While the bulk of such research has been conducted in industrial
settings, there is need for similar research in academic institutions.
Administ-ators would do well to know the extent of the discrepancy
between wh=t "1eii employees want and what their employees perceive

as existing .n thei ork environment. Furthermore, knowledge of

this type of discr=na~cy and how it is related to such other variables

in the work enviro:me- - " :, sex, academic rank, and years of
experience may prove . . ssefu. in producing a more effective
and efficient academic :rg. an.
II - JTATL - i€ - OBLEM
The purpose >f the = - ~erned w*h three (major)

areas of interest:



A. What is the relationship between self-reported measures of
satisfaction and self-reported measures of discrepancy with
what one prefers and what one perceives as existing with
specific aspects of the work situation?

B. What is the relationship between self-reported measures
of satisfaction with specific aspects of the work sifuation
and self-reported measures of satisfaction with more general
areas of work and with the job as a whole?

C. What is the relationship between self-reported levels of

satisfaction and various selected biographical variables? \\_J}

11T - IMPORTANCE OF THE PROBLEM
Any organization has an obligation to operate as
efficiently and effectively as practicable in converting
the resources available to it into the product or
services desired by its consumers. (Hodge and Johnson,
1970: 120-121)
It (the organization) must suffer some reduction of
success if one or more membership groups become
dissatisfied. (Hodge and Johnson, 1970: 121)

According to Vroom (1965: 186) variability in job satisfaction
results- in a number of consequences for the organization which were
stated as probability of resignation, absences, and accidents.
Subsequently, Quinn and Kahn (1967: 458) have suggested that the
effective functioning of an organization is dependent on three
behaviors as performed by individuals: 1) joining and staying,

‘2) dependable role performance, and 3) innovative or spontaneods
behaviour. Logically, job satisfaction becomes a factor which may
be of great importance in terms of the effective functioning of
orgahizations. Mumford (1972: 1857 furthér supported the above by

stating job satisfaction was necessary as part of the requirements of



a healthy organization and that dissatisfaction with one's job will

be manifested in terms of staff members looking for otheg work, staff’
members taking more time off, and staff members becomihé disinterested
which in itself will lead to a reduction in production and efficiency.
(Mumford, 1972: 68)

Smith, Kendall, and Hulin (1969: 2) have stated that in
general it is important in itself to understand the sources of
satisfaction and dissatisfaction. Furthermore, it is important to
realize that many organizational factors "affect the feelings and
attitudes, and in thrn!qthe behavior of the employees." (Smith,
Kendall and Hulin, 1969: 2) |

Specific to behavior of emp]oyees,vthree phenomena have
received research attention in relation to job satisfaction: production,
absenteeism, and turnover. While the contemporary view held is that .
production is more likely to be responsible for satisfaction and not
~ the reverse, there is evidence that absenteeism and turnover.are
negatively related to satisfaction, at least in ipdustria] settings.
(Bass, 1965; Brayfield and Crockett, 1969; Lawler and Porter, 1969)
On the basis of the assumption that a certain degree of employment
stability and a minimum degree of absenteeism are valuable to all
organizations, including the university organization, one might
further assume that employee satisfaction or dissafisfaction and their
causes and correlates should be a concern of administrators in the
university setting.

In regard to production, however, Lawler and Porter (1969)
have suggestedlsatisfaction is due to performance and ensuing

extrinsic and intrinsic rewards derived from performance. The



’

individual may perceive the organization as being a hindrénce, by way

of internal policies or goal incongruence, to his successful performance.
This perception may engender a non-productive attitude which in turn
would produce a mediocre performance, few rewards, and subsequently
little, if any, satisfaction.

Finally, Daniel has suggested that as man spends a considerable
part of his life in the realm Qf work and work environment, "the study
of job satisfaction should add to the 'know how' of tapping human
potentials more efficiently with greater realization of higher human
needs for a larger number of people." (Daniel, 1971: 14)

The concept of a "perceived-preferred discrepancy” will be
discussed later but for the present it should be emphasized that it
is believed that the discrepaﬁcy between what one prefers and what
one perceives he is receiving is primarily responsible for satisfaction
and dSssatisfaction. Emerging specifically from the study, it may be
useful for the administrator to know which are associated with
satisfaction #nd dissatisfaction: 1) di%crepancy between what one
perceives to exist and what one prefers, or 2) discrepancy between
what one prefers and what one perceives is preferred by the employer.
Furthermore, it would seem to be valuable to determine whether
'satisfaction-dissatisfaction as a function of these discrepancies varies

according to biographical and demographic variables.

VI -~ DEFINI O¢ OF TERMS \
Thorbugh.discussion of the major concepts to be employed in
the study are included in a later chapter which deals with the review
of the terature: The following §ection is included to define more

commonly used terms in this study. &



For the purpose of this study the functions of full-time
academic faculty members of professional schools of physical education
have been divided into four categories (coaching, community
involvement, research and teaching) with definitions applying as -
stated below. |

Coaching: refers to activity as head C2§5h or assistant
coach of one or more intercollegiate teams sponsored by the university.

Community Involvement: vrefers to participation as a member

or chairman of current committees of Faculties (or schools, or
departments) of physical education and universities, and also refers
to similar participation in professional physical education
orgénizations at local, provincial, or national levels.

Research: refers to empiricgl and library investigatory
activities that are not directly related to, nor necessary for, the
completion of the teaching, coaching, and policy formulation aspects
of the job.

Teaching: refers to activities relating directly to student
programs and classes.

Full-Time Academic Staff Member: For the purpose of this

study a full-time academic staff member is a staff member who has
tenure or who has a position Teading to tenure with no contractual
indication of an employment termination date. This classification
does not include chief administrators such as deans, directors,
department chairmen, nor does it include administrative officers.
Individuals classified as sessional appointments have also been
excluded from the study due to the very unstable nature of their

term of employment. ' : .
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Demographic Variables: As defined by the dictionary] demography

refers to the "study of peoples or communities in regard to their
social relations and institutions, especially as compared with other
communities; study of size, density, composition of human populations.”
For thé purpose of this study and in keeping with the above definition,
demographic variables are defined as those measurable characteristics
which describe each professional school of physical education: number
of years im‘operation, years the chief administrator has been in his

present position, number of full-time academic staff members, types of K
programs offered, number of students enrolled in programs. hw/i;)

-

Biographic Variables: As defined by the dictionary2 biography

refers to "the history of the 1ife and character of a particular
person.” For the purpose of this study and in keeping with the above
definition biographic variables are defined as those measurable
characteristics which describe each of the full-time academic staff
members involved in the study:‘ age, sex, degrees held, years of-
university employment with academic rank, years of employment at

present job, tenured or not tenured, job responsibilities, academic

rank, area of academic interest.
Value (Preference): Rand (1966: 5) and Branden (1966: 5) have

both defined values in a brief manner as that which one acts to gain

or keep. Branden (1966A: 1) has also suggested the concept of value

pertains to the relationship of some aspect of reality to man and that

]The«‘ebster Encyclopedic Dictionary of the English Language
(Consolidated Book Publishers, Chicago,,1969).

2

Ibid.
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if man views something as good for him then it is also valuéd by him.

- For the purpose of this study the latter view offered by
Branden was deemed most applicable - that is, the study was cdncerned
with the re]ationshipfbf mény individual aspects of the academic
staff member's work to himseif, and his perception of how he and
othe?s'va]ue those particular aspects. Tnherent in such thought is
the fact that evaluation, as a process, is a prerequisite to the
determination of the status of the relationship. One must measure or
evaluate what he desires in comparison with some other standard in
order to evaluate his posftion.

Value has been defined as that which one desires to gain, get,
or keep. In view of this sihp]ified definition the word 'preference'’
has been deemed synonomous with 'value' and the word ‘prefer' has been
used in the research instrumeﬁt as a term believed to be more readily

. :

understandable than the word 'value' and will be used throdéEOut the

study.

Preferred-Perceived Discrepancy: For the pur ..o of this

study preferred-perceived discrepancy was conceived < "he difference
one perceives between what one prefers and some other standard in so
far as numerous aspects of the work environment are concerned.
The concept of preferred-perceived discrepancy is a modification, in
temminology only, of Locke's (1969) value-percept discrepancy concept.
In view of the decision to define value as a preference the change in
wording was made without any intention of changing the essence of the
concept of discrepancy as discussed by Locke. (1969: 316)

In the present study two specific preferred-perceived

discrepancies have been defined:
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A. Actual-Preferred Discrepancy: refers to the perceived

(by the academic staff member) discrepancy between what
one prefers and what one perceives as existing in so far
as numerous aspects.of the work environment are converned;

B. Employer-Employee Discrepancy: refers to the perceived

(by"the academic staff member) discrepancy between what
one prefers and what one perceives as his employer's
preference in so far as numerous aspects of the work
situation are concerned.

Discrepancy Score: For the purpose of this study a discrepancy

score was defined as that measure of perceived difference between
what the ‘demic staff member prefers and what egfsts, or what the
staff member perceives to be preferred by the employer, related to
vapious aspects of the work environment are concerned. This score

was derived from responses according to a five point Likert-type scale

-
as shown below:
Much less Less Than More Than 'Much More
Than What What No What Than What

I Prefer . 1 Prefer Difference I Prefer o1 Prefer

Job Satisfaction: For the purpose of this study Locke's

(1969: 316) definition of job satiéfaction was used as it was based
on the previously stated concept of values (preferences). "Job ‘
satisfaction is the pleasurable emotional state resulting from the
appraisal of one's job as achieving or facilitating the achievement

of one's values." (Locke, 1969: 316) 1In so far as this study was
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concerned the term 'job' as contaihed in the above definition was
taken to mean either the job as a whole or specific aspects of the

job, or both.

Job Dissatisfaction: "is the unpleasurable emotional state

resulting from the appraisal of one's job as frustrating or blocking
the attainment of one's job values or as entailing disvalues." (Locke,
1969: 316) Agaih, 'preference' was taken to be synonomous with

'value'.

Satisfaction Score: For the purpose of this study satisfaction

score was defined as that numerical estimation (by the responding staff
member) on a six point Likert-type scale which indicated the -
respondent's feeling of satisfaction or dissatisfaction with particular
aspects of the work envirohment and with fhe work environment as a

- whole. The satisfaction-dissatiSfaction séaie'is illustrated below:

Very Quite - Slfghtly  Slightly .  Quite = Very
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied
6 5 43 2 A
V - DELIMITATIONS o

There were two majo} delimitations which should be noted.

1. A French translation of the research fnstruments“was
deve]pped.and sent to four French-speaking universities in Canada and
posted at a later date than the English version. However, due to
é nati;nal postal strike the questionnafres sent to the French
universities were considerably late in reaching the proposed
respondents. As a result only a very small percentage return was

realized. In view of this small percentage return it was decided
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to eliminate the returned questionnaires (from French-speaking
universities) from the study, thus using only the questionnaires
returned from English-speaking universities at an earlier date.

2. As defined previously, 'full-time academic staff member'
does not include chief administrators, nor does it include administra-
tive officers. It was decided that because of the different nature of
the work of these two categories of individuals (especially when
considering the de]ineatipn of the four major work functions) the
inclusion of administrators and administrative officers would

introduce unnecessary confounding and confusing data.

VI - LIMITATIONS

The elimination of French speaking universities from the
sample reduces the sample to less than total and therefore
generalizations from the results will be applicable only to the
population in English speaking universities.

Not all aspects of the work environment and work role of
staff members were investigated. This may have reduced the usefulness
of t" results to some extent. However, fifty-two aspects of the
work cvnvironment wefe inQestigated - thi; was deemed sufficient for
the purpose of the study. - |

In terms of methodo]ogy,ﬁthe limitations and restrictions
inherent in the questionnaire méthod of reseafch were accepted.

ana]iy, it should be noted that the data derived from
responses to questions nine throudh fourteen in the major question-
naire was deemed to be no more thaﬁ ordinal in nature. Because the
data is not at least interva]vin nature a nonparametric statistical

model was used in the analysis.



CHAPTER 1II

REVIEW OF THE LITERATURE
>

I - THE INDIVIDUAL AND THE ORGANIZATION

‘The relationship between the individual and the organization
in which the individual functions has been a concern of organizational
theorists for somé time. The proponents of scientific management
and the prgponents of the human relations movement tcok opposing
view§uof thiélre1ationship - the former held the organization and
its éfficiency as most important while the latter put major emphasis
on the happiness and satisfaction of the individual. Typically, .
it has been thought that the concern over such a conflict emanated
from industrial factory settings. However, "this_conflict is merely
one aspect of what has variously been characterized.as the conflict
between individual and society, individual and environment, desire
and reality, id and super ego." (Strauss, 1968: 264) and as a result
it permeates all oféghfzafjons, not just the industrial organization.

One of the most frequently quoted discussions 6n organizations
and ind%viduals was written by Chester I. Barnard (1938) in which he
spoke at length on systems of cooperation. He made a distihction
betﬁeeh two basic types of béhaviors that are exhibited with reference.
to the treatment of individuals: 1) persons are.objects to be
manipu]ated, or 2) persons are subjects to be satisfied. (Bérnard,
1938: 40) He further emphésized the possibility of conflict between
individual and organization which may stem from a firm belief in

either of the above two.approaches:

15



A formal system of cgoperation requires an objective,

a purpose, an aim. Such an objective is itself a

product of cooperation and expresses a cooperative

discrimination of factors upon which action is to be

taken by the cooperative system. It is important to

note the complete distinction between the aim of the

cooperative effort and that of the individual.

(Barnard, 1938, 42-43) '
In speaking of a distinction between the cooperative system (in essence
the organization) and the individqa], Barnard reaffirmed the fact that
congruency of objectives, pufpose§; aims, goals does not necessarily
exist between the organization énd the individual.

Further illustrative of the possible conflict between

individual and .organization is the model of dimensions of behavior
in a social system as presented by Getzels and Guba. (1957) |
Essentially, these two theorists have suggested that there are two
major dimensions of a social system: 1) the nomothetic (institution,
"role, role expectation components) and 2) the idiographic (individual,
personality, need-disposition components). There is interaction
between these two dimensions as the social system functions and a
common result of this interaction is conflict. The major source of. .
the conflict achrding to Getzels and Guba is the interaction betweeﬁ
the individual's need dispositions of preferences and the rd]e
expectations as stated by the institution or organization. In other
words, brganizations will define expectations for role performance'
on the basis of a need for the most efficient attainment of the
organization's goéjs. In many cases these expectations are not
compatible or are incongruent with'the needs or preferences‘of the
individuals who occupy the roles. This incongruency has implications

for satisfaction: "In terms of our model, satisfaction is a.function

of the congruence of institutional expectations with individual
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need-dispositions." (Getzels and Guba, 1957: 435)

Getzels and Guba speak of 'expectations' in terms of what
actions are needed to perform the roles within an institution in an
appropriate manner. However, without contredﬁcting the basic concepts
in their individuai-institution model, it 15 entirely possib]e to speak
.of 'expectations' in terms of the individual's perceptions of
whét is required .in order that he might fill the roles to which
he has been essigned or to which he sees himself as' having been
assigned. In this sense his expectations provide standards of measure-
ment with which evaluations are made. Conflict arises when his
evaluations result in a pereeived incongruence. Subsequently,
satisfaction or dissatisfaction may develop.

Coneerhed with the same problem Argyris (1957) began his
diecussion with an analysis of the human pérsonality and suggested ;
that each individual possesses a certain degree of energy of differing
kinds. Furthermore, he exp “=ssed the belief that the individual's
energy is located or emanates from need systems. (Argyris, 1957: 27)
Other writers, both before and after, have referred to these need
syétems in one manner or another - motives, needs, des%régz attitudes,
values. For the present, however, it is éufficient to aécépt the
postulate that individuals do possess 'needs' (particular to this
study reference should be made to values or preferences) and it is
the non-fulfillment of these needs.that results in actions or
consequences of some importance.

Subsequently, Argyris (1964) wrote at length on the
individual-organization relationship and in discussing the reality

of the incongruency in this relationship cited research involving
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scientists which illustrated clearly that in a great percentage of
cases the individuals were desirous of more opportunities for
their perceived needs.
He also suggested that the energy (psychological
energy) of individuals available to organizations is depehdent upon
"opportunities for work in which the individual is able to define
his immediate goals, define his own path to these goals, relate these
to the goals of the organization...." (Argyris, 1964: 34) It is in
this sense that he specified the source of conflict between the
individual and the organization:
The formal organization...and'the administrative control
system typically used in complex formal organizations
may be viewed as part of a grand strategy to organize
human effort to achieve specific objectives.. .The
strategy creates a.'complex of organizational demands that
tend to require individuals to experience dependence and
submissiveness and to utilize few of their relatively
peripheral abilities.. (Argyris, 1964: 58)
In other words, what the individual perceives as valuable in his work
experience is often ﬁpt achieved due to the more over-riding effects
of the organization, its structure and functioning.
The concern about how a person feels about his Jjob and how
he reacts in-light of these feelings has stimulated a great deal of
research on job attitudes. Within the general area of job attitudes
the concept of job satisfaction has become prominent as a concept
that depicts an individual's relationship with an organjzation and it

is the concept of job satisfaction that is the particular concern of

this study.

IT - JOB SATISFACTION

Concept of Job Satisfaction
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Job satisfaction, as a facet of job attitudes, has been

defined in numerous ways:

...feelings or affective responses to facets of the
situation (Smith, Kendall, and Hulin, 1969: 6)

...Job satisfaction was defined as essentialily an
attitude -- a feeling towards objects or persons.
(Johnson and Weiss, 1971: 9)

Job satisfaction: that condition of the human
organism that exists so he may say that he is
content with his job. (Barrett, 1969: 47)

...Job satisfaction is a species of affect or hedonic
tone, for which the stimuli are events or conditions
experienced in connection with jobs or occupations.

- (Katzell, 1964: 342)

...satisfaction is defined as the extent to which
rewards actually received meet or exceed the .
perceived equitable level of rewards. (Porter and
Lawler, 1968: 31)

Job-satisfaction is the pleasurable emotional state
resulting from the appraisal of one's job as achieving
or facilitating the achievement of one's job values.
(Locke, 1969: 316)

The above definitions range from being very simplistic in

nature (feelings toward the situation) to being more complex

(encompassing the concept of values, preferences,'évaﬂuations)._ A

19

_review of research literature lqgfﬁéily reflects thiélsimple-to-comp]ex

“ trend.

/

/

Determinants of Job Satisfaction

satisfaction has been centered fn the industrial setting. One of the

a

Early research and much of the'contemporary research on job

”, P

most extensive reviews of the literature concerning this research

up to 3964 was presented by Vroom in Work and Motivation. (1964)

A major section of Vroom's publication dealt with the determinqnts of

Job.satisfaction and as such deserves attention at this point.’ %

|

N
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Genera]]y, by way of interview or questionnaire, employees
(primarily in industrial settings) had been asked to indicate whether
they liked or disliked aspects of their jobs. From the ﬁass of
research using these techniques Vroom (1964) summarized a number of
work variables that had been thought to affect job satisfaction
among workers as discovered by the use of factor analysis methods of
varying types. He suggested that the more common factors emerging
from such studie§ were the following: attitudes toward the company
and its managemeht; promotional opportunities; the éontent of the
job; supervision; financial rewards; working conditions; and co-workers.
(Vroom, 1964: 102-103)

Other authors found si ..lar general factors which they
believe are associated with job satisfaction. In a summary article,
Burke (1966) reviewed fourteen different studies which were carried
out between 1963 and 1966 and which used factor analysis methods as
part of the investigation. The results of this review pointed to the
fact that investigators defined as many as six different factors in
the work environment that seemed to affect satisfaction levels.

_ Hinrichs (1968), after factor analysing his data, described
nine factors that emerged from his study (based on a 250 item
questionnaire): intrinsic cha]]enge df fhe work itse]f; demands of
the work; immediate manager; pay factor; future advancement; company
in general; interpersonal environment; work obstacles; and job security.

Job satisfaction among individua1s in an educationé1 setting J
has also received similar attention -- that is, tﬁe use of factor
analysis has,been prevalent in dgtermjning general correlates of

job satisfaction. Major areas of dissatisfaction included salaries,
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poor human relations‘among the staff, inadequate bui]dings and
equipment, high teaching load, training inadequacies, large classes,
expressions of personal inadequacies, lack of time for certain.
professional duties, and low status of the profession in society.
(Rudd and Wiseman, 1962: 275) |

In more general terms, and at an earlier date, Chase (1951)
spoke of four general factors affecting teacher satisfaction: personal.
factors (sex, age), leadership factors, professional responsibility |
factors, and factors related to workfng conditions.

In a study which compared the satisfaction of Australian
teachers in Can;dian and Australian situations Holdaway (1971)
outlined five general factors which seemed to be prevalent: relations
with authority, working conditions, salary, relations with staff and
pupils, study opportunity. These five general factors emerged after
factor analysis of eighteen jogfspecific fact&rs.

Vroom (1964) has aféo igdicated that the majority of early
studies attempted to determine causation of satisfaction by using
only two measures: 1) réport‘of the extent of satisfaction, and 2) =

the characteristics of work roles and work environment. (1964: 159);

He further Suggested that:

One of the problems confronting the industrial
psychologist is to account for the fact that people
differ in the extent to which they report satisfaction
with their jobs. It is typically assumed .that the
explanation of these differences 1lies in the nature of
the jobs which these people perform. They express
different amounts of job satisfaction because they have
different supervisors, or different co-workers, because
they work for different companies, or because they have
different duties. (Vroom, 1964: 104-105) -

As a consequencé of~§his Timited approach, 'personality méchanisms'

were ignored and éonfiicting results were found rather consistently. .
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It is the latter concern for the individual and his values (preferences)
that has particular relevance to the present study and therefore
will be dealt with more thoroughly.

Herzberg's Motivator-Hygiene Theory

A major stimulus to research ‘n the area of job satisfaction
has been the work of Herzberg et. al. and their publication of

Motivation To Work. (1959) The motivator-hygiene theory was explained

as a theory suggesting job factors could be divided into two classifi-
/ .
cations’ -+ satisfiers and dissatisfiers.
The principlé‘hypothe&js of the theory is that job
content elements such as responsibility, advancement,
recognition, achievement, growth opportunities, and
the work itself account for variance in job satisfaction
and job motivation. The context elements such as -
company policy and administration, supervisory relationships,
salary, and working conditions are determinants of job
dissatisfaction." (Wolford, 1971: 501)
In other words it was suggested that une”set of work environment
factors was responsible for satisfaction or no satisfaction, and
another set of factors was responsible for dissatisfaction or no
dissatisfaction; no one factor could be responsible for both
satisfaction and dissatisfaction.

Herzberg (1959) completed his research using the critical
incident technique. His approach, by interview, was to ask the
individual to think of a time when he was greatly satisfied or
greatly dissatisfied with his job, and subsequently the respondent
was asked to report the factor that he thought was responsible for
the feeling at that time.

The ensuing research instigated by Herzberg's work has been
inconclusive in so far as proving or disproving the two-factor theory

noted above. This has partly been due to a difference in methodologies --
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interview and critical incident versus questionnaire. \A number of
studies using the questionnaire technique found no support for
'Herzberg's two-factor theory. (Hulin and Smith, 1967; Graen, 1968;
Waters and Waters, 1969; Wolf, 1967; Lindsay, Marks and Gorlow, 1967)
Other studies using Herzberg's critical incident and interview
technique have demonstrated at least partial support for his theory.
(Friedlander, 1964; Wernimont, 1966; Sergiovanni, 1967)

More recently extensive literature reviews and analysis have
emphasized the‘ﬁncqnc]usive nature of the two-factor theory research.
House and Wigdor (1967) revie@ed a considerab]e number of research
projects direct1y~concerned with Herzberg;s two-factor theory. After
presenting criticisms of methodology used they were led to the
conclusion that "...the two-factor theory is an oversimplification
of the relationships bgtween"motivation and satisfaction, and the
sources of job s@tisfaction and dissa%ﬁsféction."’(House and Wigdor,
1967: 387) At the same time Whitsett and Winslow (1967) took the
opposing view and offered a review of the literature which showed
support for the two-factor theory and condemned the critics of the
theory on the basis that the theory was being misinterpreted and was
being credited with assumptions not intended by the originai proponents
of the theory. Each of the above pairs of authors offered rebuttals
(Winslow and Whitsett, 1968; House and Wigdor, 1968) with neither
bending toward the other's view. House and Wigdor voluntarily
terminated the debate by suggesting: "Until there are new data based
on experimental methodology, it is‘our conviction that continued
controversyﬁﬁili serve no useful purpose." (1968: 62) |

More recently, negative criticism against the two-factor
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theory .has béen renewed. In terms of the different effects of |
motivators and hygienes King (1970: 19) outlined five versions of the
two-factor theory and by reviewing and analysing previous research
reports came to the conclusion that none of the five versions were
deserving of support. Based on King's (1970) work, Waters and Waters
(1972) empirically tested the five versions of the two-factor theory
using a sample of female clerical workers. On the basis of correlational
data provided by questionnaire research Waters and Waters concluded
that for their female sample "...the two-factor theories were not
supported by data obtained by methods other than critical incident or
subject-coded procedures." (1972: 23) King suggested that if the Fwo—
factor hypothesis were valid, results woﬁ]d be consistent regardless ‘
of methodology. This would seem not to be the case.

However, many studies have been consistent in suggesting that
certain factors (intrinsic‘factors'—- responsibility; advancement;
recognition; achievement) weré more important in producing both
satisfaction and dissatisfaction than were other factors (extrinsic
factors -- policy; salary; hours of work). (Friedlander, 1964;
Ne(nimgnt, 1966; Starcevich, 1972; Bhrke, 1966)

In an analysis of methodology Schneidef and Locke (1971)
suggested that biases in the fncident classification system used
by Herzberg left the theory vuinerable to criticism. It was their"
contention that no differentiation (in terms of reporting incidents
by respondents) was made between events and agents. (1971: 442)
Schneider and deke subsequently structured research to account for
this difference and con;luded: "When a more logical system is used, =.

jt is found that the same categories of events are judged to 1eéd to
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50th good and bad days on the job." (1971: 454) This is consistent
with previous findings which have indicated that factors are responsible
for both satisfaction and dissatisfaction. This in turn supports the
contention that a single satisfaction-dissatisfactdan continuous scale
is needed for the measurement of satisfaction and dissatisfaction.
Further criticism of the two-factor theory has been presented
by Smith and Cranny in the following comment: "“Another serious
criticism of the two-factor theory studies has been the failure of
the theory to take into account either individual or situational
variables which might alter the relationships of rewards and attitudes."
(1968: 473) |
Finally, research using Herzberg's approach to the two-factor
theory has been questioned in terms of its usefulness. "Any study
which measures only satisfaction with individual job factors is not
relevant for without measures of overall job satisfaction and |
dissatisfaction, the relative contribution of individual factors to the
overall measures cannot be determined." (King, 1970: 24) Ewen (1964)

also criticized Herzberg's approach for the same reason.
. IIT - DEVELOPMENT OF A DISCREPANCY MODEL

Role Theory in Organizational Research

In their publication The Social Psychology of Organizations

Katz and Kahn (1966) spent considerable time discussing role theorx
as it applied to‘organizationa] behavibr.: They stated that rb]e |
behavior referred to the recurriné actions of an individual and it is
role expectatibns, created bykthe‘environmenf and the people in the

4 ,
environment, that help define and clarify an individual's role and
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role related behavior. (1966: 174) They further suggested that role
expectations are not just those defined by the formal organization.
In fact, it may be reasonable to expect an individual's perceived
role expectations to be in conflict with what has actually been stated
by the organization hierarchy as expectations for that role.
The objective organization and the psychological
organization of a person may or may not be congruent,
depending on his ability and opportunity to perceive
organizational reality. Thus for each individual in an
organization there is not only a sent role, consisting of
the influential and communicative acts of the members
of his role set, there is also a received role, consisting
of his perceptions and cognitions of what was sent. (Katz
and Kahn, 1966: 177)
It is the received role...which is the immediate
influence on his behavior and the immediate source of

his motivation for role performance. (Katz and Kahn,
1966: 177)

In other words, it is the individual's perception of reality (for a
multitude of environmehia] aspects) which instigates a behavibral
reaction on his part. There seems to be no reason why the ina\vidual's
reaction to his perceptions of reality might not be attitudinal in
nature as well as behavior oriented. )
Furthermore, an individual's éxpectafions of role behavior
will lead to a set of expectations concerning the conditions necessary
for his role performance and a set of expectations concerning-the ..
results (reward, outcomés) of role performance. In essence the
individual becomes a " 'self-sender', that is, a role sender to
himself." (Katz and Kahn, 1966: 128l§r
When such sets of expectatfbns are taken into a work environment

there will ultimately be an evaluation process conducted by the/%ndividua]

to determine the extent.to which the situation or environment

E
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(organizatioﬁ) is providing for the attainment of the expectations.
The éva]uation process then provides a perceived discrepancy between
expectancy (preference) and what exists. The resultant attitudinal
reaction may be measured as satisfac“ion or dissatisfaction on the
basis of an individual's perception of the size of'thé discrepancy
between the perceptjon of reality (received role) and his own preference
or expectation with respect to a great many aspects of the work
environment. "The discrepancy score is the difference between the
respondent's statement of what should be...and his perception of what
actually is...." (Corwin, 1961: 610i

In terms of the present study support is found with reference/
to what Lichtmanand Hunt have describéd as the perscnalistic approach
to analysing the individual-organization relationship. They suggest:
“the general assumption or the personalistic view is that people react
to their organization on the basis of theirtperceptions of it. These
perceptions are based on people's needs, motfves, and values."
(Lictman and Hunt, 1971: 279)

In view of the foregoing comment, it is important to note that
the majpr cohéern is'not that of defining people's néeds,'motives, and
valuesigbut the major concern initially must be the descriptive task
of describing}peop1e's reactions to the work situatioh in terms of
their perceptibné of it and in Ferms of their~QXpectations for the
“situation. That is, for any one aspect of the work situation an
individual will have expectafions -~ for eXample, expectations of what
amount of time or money should be available for the task to be
' performed, or expectatiSps of’the rewards available from the

performance of the task -- and he will also hold perceptions as to
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how closely the ;eality of the situation approximates his expectations.
Katz and Kahn (1966) also discussed role conflict anﬁ role
overload. In terms of role ce~flict they have suggested intersender
conf]ict exists when ?expéctations'sent from one sender are in
conf]ictswith those from one or more other senders." (Katz and Kahn,
1966: 184-185) In terms of the present study ‘senders' may be
considered to be such abstract or concrete stimuli emanating from
role sets such as coaching, community involvement, research and
teaching. ‘This is consistent with Katz and Kahn's suggestion that
the source of sent roles can be found in the systematic properties
of the oréanization as a whole and the subsystems of the organization.
(1966: 191) In the case of professionals there is a likelihood that
expectétions concerning roles will be 'sent' by the individual's
-occupational, group. (Scott, 1966: 222) In other words, the organiiation
or some other stimulus creates expéctations about what an individual's
involvement in each of these areas 6f work should be. If in his
perception of these mu]tiplé roles he sées.too mény over-demanding
expectations then conflict may become severe and reduce satisfaction.
“"Dissatisfaction is the result of frdstrated expectaiions." (Leavitt
and Bass, 1964: 376)
In a similar sense role overload could be a problem-producing

phenomena:

Overloéd is typically encountered as a kind of

intersender conflict in which the sent expectations of

various members of the role set are legitimate and

not logically incompatible. The focal person, however

finds that he cannot complete all of the tasks urged on

him by various people in the stipulated time limits and.

requirements of quality. He is likely to experience

overload as a conflict of priorities or as a conflict
between quality and quantity. (Katz and Kahn, 1966: 185)
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l .
To the extent that roles involve expectations and to the extent that

any one individual may be required to perform several work roles

at.a time (Lictman and Hunt, 1971: 289) one might assume there are
“also- expectations of effort needed to'perform roles adequately,

These eipectations might be compounded with certain conceptions of
the importance of each role. This would seem to be consistent with
Cyert and March (1963: 116) who have suggested organ1zat1ona1

roles are the principal sources of conflict between 1nd1v1dua]s and
organizations. 1In general, the implication is that perce1ved overload
will lead to dissatisfaction or at least a reduction in satisfaction..
This position is consistent with several other authors; (Grace, 1955;

Rizzo, House, and Lirtzman, 1970; Kahn et al., .-04)

Research and the Discrepancy Model

A number of research projects on job satisfaction have had
as their basis the discrepancy model. McCarrey and Edwards prefaced
their project with research biologists by stating job satisfaction:
was the resu]t of interaction between: "(a) the extent to which a
goal object was provided and (b) its perceived importance to the
individual." (1972: 27])' In this case the extent to which the goal
object was present was a function of the individual's percept1on
of his work environment,

Katzel] (1964) prov1ded a thorough theoret1ca] framework for
his discussion of job satisfaction by using the concept of 'adaptation
" level' and 'frame of reference.' He initiated his remarks by
suggesting the degree of Job sat1sfact10n was attributable to

differences in stimuli and differences in the incumbents. (1964: 342)
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A way of making a person's frame of reference operational
is to determine what magnitude of a stimulus evokes a -
neutral or indifferent response; this stimulus magnitude
is termed the adaptation level. The feeling or affective
response evoked is, according to this view, directly
proportional to the discrepancy between the stimulus and
its corresponding adaptation level, and inversely
proportional to the adaptation level. (Katzell, 1964: 342)
Two things of importance evolve from the above statement. Firstly,
it is directly stated that the size of the discrepancy is related to
the size of the affective response. In terms of satisfaction or
dissatisfaction (as the affective response) the strength of these
responses vary directly according to the size of the discrepancy
between the stimulus object or event (as perceived by the'individua1[;‘\ e

- T
and the individual's adaptation level. P :

”"Secondly, Katzell's approach can be interé;éfédﬂfsw;;én

thdt a stimulus could be perceived as being greater or 1esséf than

the adaptation_]eve]. Subsequently, the need for a continuous bi-polar
scale (satisfied to dissatisfied) becomes_apparent‘in order to measure
the affective response.

| As a result of multivariate rgsearch with professional
engineers designed to clarify the confusing picture of job satisfaction
resulting from the Herzberg two-factor theory, and not directly

related to the testing of a particular 'discrepancy model',_wood and
LeBold suggested the “re]ationship between overall satisfaction and
specific job attitudes may bg dependent, in part, on the discrepancy
between what a ﬁerson values and what characterizes his job."
(1970: 179) The 1atter part of their comment could be interpreted

as meaning what characterizes the job in reality, not what characterizes

the job according to the individual's own pérceptions. If such was
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the case it would be somewhat contradictory to previously cited
authors. Llarson and Owens (1970: 40 ) pointed'tb the same possibi]jty
at an earlier date. The analysis of data concerning biographical
variables and satisfaction and importance ratings led them to suggest
such individual characteristics as expectations should be considered.
This, of course, is consistent with previous implications that stated
expectations evoke evaluations and ultimately these result in
discrepanéy perceptions. » |
'Using slightly different terminology Miller (1970: 262)
investigated job attitudes in terms of the satisfaction of psychological
characteristics. He defined dissatisfaction as need fulfillment
deficiency without investigating the relationship between satisfaction
and deficiency,.énd without providing a literature review to support
his thesis. The concept of discrepancy seems to have been a priori
knowledge to him. »
As early as 1964 Vroom, on the basis of cognitive psychology
theory, described his concept of 'vatence'. Prefacing his comments
with the assumption that ";..a person has preferences about outcomes
or states of nature," (Vroom, 1964: 15) Vroom subsequently suggested
'valence' referred to affective orientations‘toward outcomes -- these
affective orientations being able to take either positive or
negative values of varying degrees. (1964: 15) He further expressed
the belief that 'valence' (anticipated satfsfaction) could be
explained by the "cognized-instrumentality of the object of the attitude,
and the inteniity and nature of the affect expected....“ (Vroom, 1964:.16)
Basically what Vroom has said is that individuals have ‘ h

preferences. (valences) and expectations about all aspects of their
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environment. When these expectancies or preferenceé are not met there
is an affective response -- dissatisfaction. Again, inherent inlthis
theory is the implication fhat the atainment of expectations s
variable whichfin turn means the affective response is variable.

More recently, Smith, Kenda11 and Hulin (1969) have approached
the problem of job satisfaction on a similar basis.

Job satisfactions are feelings of affective responses
to facets of the situation. We hypothesize that these
feelings are associated with a perceived difference
between what is expected as a fair and reasonable
return (or when the evaluation of future prospects is
involved, what is aspired to) and vhat is experienced,
in relation to the alternative available in a given
situation. (Smith, Kendall and Hulin, 1969: 8)

As a regult of extensive preparatfon,.eva1uation-(va1idation
neasure;) and refining, Smith, Eé?da]l and Hulin (1969) produced the
Job Descriptive Index (JDI). For five areas of a job (work, pay,
promotions, supervision, and co-workers) the JDI asks respondents
to reply in the form of 'yes' or 'no' as to‘whethér‘a series of
words{within each of the five general job areas is indicative of his
presenf job. The information provided by these responses is used to
infer satisfaction or dissatisfaction on the basis of stated
differences.

It iscimportant to note that the method described above
makes no provision for the respopdggt to indicate the degree
or extent to which the descriptivéwaﬁ;dApara11e1s the characteristic
of his job. For example, the respondent is asked to say 'yes' or 'no’
to the question which asks whether h%s work is routine. It may be
reasonable to assume one's work is routine in one sense and not

v _
routine in another. If so, a simple'yes' or 'no' may'not be an accurate

enough assessment of the individual's perceptions.
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Locke's Discrepancy Model

Of particular importance to the present study is the material
presented by Locke. (1969) Initia]iy, as a reaction to previous
research Locke stated: "Previous investigators had failed to
differentiate between evaluations and descriptioné of the job when
composing questions to measure job satisfaction....” (1969: 313)

It is his belief that satisfaction or diésatisfaction is an emotional
response which results from'hn‘evaluation owahether'one's values or
‘likes are being met. The eva]uaf;on process contains three elements:
“1) the perception of somefaspect of the job;...2) an implicit or
é&plicit value standard; and 3) a conscious or sub-conscious judgement
of the relationship between (eg. discrepancy between) one's perception(s) -
and one's value(s)." (Locke, 1969: 317) ‘This results in what Locke

has described as a value-percept discrepancy. For the purpose of

the present study 'value' has been deemed analogous to 'preference’

as was previously stated in the section Definition of Tgrms.

| In addition Locke (1969) presented several studies which
were designed to test the theory that value-percept discrepancy (and
variable degrees of this discrepancy) was a useful tool for the
prediction of job satisfaction. For the initial study correlations
were calculated between direct reports of discrepancy sizeiand.
satisfaction levels on eight job aspects. The respondents were
making such evaluations on their last summef job. The m;an between-
subject correlation was minus .61. In a second study respdndents
were asked to give ratings'on satisfaction levels; what they thdught
they wére getting, and what they thought they should get in-ten

aspects of their last summer job. Similar correlations were calculated
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and a mean_between-subject correlation of minus .81 was found.

The data in the above studies was re-analysed on the basis
of inf}aindividual correlations between discrepancies and satisfaction
levels in order to hopefully account for individual differences
without really clé&sifying individuals as high or Tow on shch traits
as 'achievement orientation' as has been done in the past. (Wolf, 1970;
Landy, 1971) The resuli. of this procedure were somewhat more
consistent with correlation coefficients of minus .76 and minus .72
appearing.

In view of the fact that these two studies referred to
by Locke (1969) were.based on students reminiscing on past jobs
and being presented with only a minor number of job aspects, it was
deemed suitable and worthwhile to attempt by the present study fo tést
Locke's theories on respondentﬁ‘who were presently involved in )

permanent jobs. It was further decided to investigate a considerably

greater number of job aspects. T

IV - TASK EXPERIENCE AND ATTITUDES

A review of material preéénted by' Breer and Locke (1965) on
the effects of task experience on attitudes is relevant for thé
inclusion of biographical and demographic variables as they relate
to sati;faction and dissatisfaction. Very briefly, their theory
stated that in any task situation an individuaT plays a role in
determining the specific patterns of rewards and punishments. to which
the individual can be expected to respond. On the basis of many
cbgnitions the individual hypothesizes the most effective way of
performing the task in order to obtain the rewards. The rewards and .

punishments subsequently lead the individual to repeat or extinguish
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certain behaviors.

I In reference to the present study Breer and Locke's ideas
would suggest that individuals who have participated as a std*f' .
member in a particular organization for a lengthy period of time will
~ have accommddéted and adjusted to the systém of redards. This may be
true of the university atmosphere in general. If in fact this is true,
one might expect a lesser degree of 'va]ue-pgrcépt‘ or 'actual-preferred’
discrepancy and subsequently a highe? level of~'atisfaction for those
who héve'had a longer tenure in a particular university or in the
university atmo;phere in general. |

Breer and Lp&ke's (1965) postulations might be'integrated with

postulations on.fhe'consequences that might appear if the system of
rewards and punishments changed, particularly with reference to those
individuals who have had tenure in the organization for a lengthy
period of time. Such an outcome might take place with the change in

directorship.

V - BIOGRAPHICAL AND DEMOGRAPHIC -
VARIABLES AND SATISFACTION

Age has often been studied as é factor in job satisfaction.
Generally satisfaction has been found to increase as age increases.
Okonkwo (1966: iv) and Karolat (1971: iii-iv) found evidence to support
this. Salek and Otis (1964: 429) also found supporting evidence, but
suggested satisfaction decreased during the terminal peribd of
employment. One might also anticipate that age will correlate highly
with other biographical variables -- degrees "held, years of university
employment, academic rank held, tenure. With particular réferenée to

tenure, Smith and Cranny (1968: 479) have suggested this would hold true.
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Similarily, satisfaction has been found to vary with sex,
howevqr, the results of the studies seem to be conflicting. In a
study of plant workers Hulin and Smith (1964: 91) found evidence that
‘suggested females were less satisfied with their jobs than their
male counterparts. On the ather hand, Karolat (1971: iii-iv) and
Okonkwo (1966: iv) both studied groups of teachers and found that
satisfaction levels tended to be higher for females than males.

Finally, in a study of job satisfaction iﬁ Ontario universities.
Daniel (1971: 179-182) investigated such variables as years of service,
age, sex, tenure, number of degrees, academic rank, and their relation
to satisfaction. No relationship existed between satisféction and age
or years of service. Tenure, academic rank, number of degrees possessed

did relate positively to satisfaction.



CHAPTER II1I

METHODOLOGY

This chapter is designed to present the research hypotheses
and then to diécuss the development of the instrument, operational
definitions of concepts being measured, sample selection, administrative

procedures, and statistical analysis procedures.

I - HYPOTHESES

A series of research hypotheses have been stated on the basis
of the review of literature and have been stated in the 'null’ form
rather than in the 'alternative' form. The rationale for the use of
the null hypothesis form is derived from several sources which all
agree with this convention. (Edwards, 1950: 88; Siegel, 1956: 7;
Winer, 1962: 11; Myers, 1966: 24; Lathrop, 1969: 113; Kerlinger, 1969:
174; lIsaac, 1971: 142)

A. Hypotheses DeriveézFrom the Concept of a Discrepancy Model

Hypothesis One: Self-reported levels of satisfaction

will not be significantly related to the extent of discrepancy
petween what one pref: -s and what one sees as existing for each of
the fifty-one job aspects.

Hypothesis Two: Self-reported levels of satisfaction‘

v~ not be significantly related to the extent of discrepancy between
wha : one prefers and what one perceives his employer preferring for

each of the fifty-one job aspects.

B. Hypotheses Derivéd'Fme thé Conéept df.én Overall Mec: zure

' of ﬁaffsféction

37
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A
Hypothesis Three: Self-reported levels of satisfaction

with the job as a whole will not be significantly related to self--
reported levels of satisfaction for each of the fifty-one job aspects.

Hypothesis Four: Self-reported level of satisfaction

with each of the four general work areas (coéching, community involve-
ment, research, and teaching) will not be significantly related to
self-reported levels of satisfaction with specific work aspects

within the respective general work area.

Hypothesis Five: Self-reported level of satisfaction with

the job as a whole will not be significantly related to self-reported

-~

levels of satisfaction with each of tﬁé four general work areas.

C. Hypotheses Derived From Review of the Literature on

Biographic and Demographic Variables

Hypothesis Six: Self-reported levels of satisfaction will

ndt be significantly related to the various selected demographic and
" biographic variables listed below.

1) size of the institution

2) years as chief administrator in present position
; 3) respondent's years of émp]oyment in universities
while holding academic rank *
4) holding of tenure
5) age
6) sex
7) acédemic rank level

Hypothesis Seven: Se]f-keported discrepancy levels between

what one prefers and what one sees as existing will not be significantly

related to:
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1) size of the institution

2) years as chief administrator in present position
3) respondent's years 6f employment in university

- while holding academic rank | |

" 4) holding of tenure

5) age.

6) sex

7) academic rank held

IT - THE RESEARCH INSTRUMENTS

Two questionnaires were developed by the_investigator.

A. The CHIEF ADMINISTRATOR'S QUESTIONNAIRE. This questfonnaire

(Appendix C).was deéigngd to obtain 1nfbrmatiqn'on the demographic
variables for each ipstitution surveyed. The last quesfion of the
single-page questionnaire was included in order to obtain an  *
indication of the importance to the four general areas of work by the
chief administratoﬁi

B. The WORK ENVIRONMENT QUE...ONNAIRE. This questionnaire (Appendix B)

was designed to elicit responses from full-time academic staff

members to questions in:five general areas of concern: 1) biographical
informafﬁon (age, sex, degrees held, years of experience, tenure held,

académickrank, area of academic intere$t, responsibilities held);

2) levels of importance and saf{éfééiion for the four genefa] areas

of work (coaching, community involvement, research, teaching; 3)'1evels

of satisfaction for fifty-one specific work environment aspects;
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4)_p?eferred—perceived discrepancy levels for fifty-one specific work
environment aspects; 5) employer-employee discrepancy levels for fiftyf
one specific work environment aspects.

Rationale for Item Selection

In reference to items selected for inclusion in the Chief

Administrator Questionnaire, questions 1 and 2 were justified on the

basfs of Breer and Locke's discussion of task experience which suggested

organization members adapt to an‘organization's system of rewards and

punishments (1965). It seems logical to postulate that the number

of years an organizatipn has been in existence and the length of time

as chief administrator might affectlthe stability of the system of

rewards and punishment. Subsequently such variables may affect

satisfaction and dissatisfaction. .
Questions 3, 4, 5 and 6 were designed to obtain information

which is associated, eitﬁer directiy or indirectly, with the size

of an organization. Indik (1967) presented information and theoretical

formulations which suggested that size'may be related torattitudes

toward the 9rganization. As satisfaction-dissatisfaction has been

termed an af;itudina] reaction size of the organization as a demographic

variable may'b? considered as an important factor. ' |

i Finail&, question 7 was included in order to obtain an

. indication of the importance attached to each of the four general

work areas (coaching, community involvement, research,'gnd teaching)

by the chief admiﬁ?gtrator of each physical education institution.

/Thls waslgone in order to do a pilot investigation on the congruenqy

of such 1mportance ratings between administrator and staff As a

resu]t two similar quest1ons were included in the NORK ENVIRONMENT
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QUESTIONNAIRE in ant1c1pat1on that rank order corre]ations might

provide initial information on administrator-staff member percept1on

congruency for the four general areas of work.

In the WORK ENVIRONMENT QUESTIONNAIRE questions 1 through 8

deali with biographical information of the respondents. The inclusion
of such items is justified on the basis of their continued inclusion
»and relevance in other studies, and partitularly in view of their
relevance to the results of Daniels (1971) study on job satisfaction
in Ontario universities. ’ §
Questfons 9 and 10 concerning respondents importance ratings

of the four general work areas were inc]uded to provide parallel

fﬁjnfonnation'tO'that obtained from question 7 of the CHIEF ADMINISTRATOR'S *

QUESTIONNAIRE.
Question 11 of the WORK ENVIRONMENT QUESTIONNAIRE requested the

respondents to provide a global indication of satisfaction with the
four general work areas and wtth the job as a whole. It was
anticipated that this measure would allow the comparison of the |
relationship between these measures and measures of satisfaction with

specific aspects of the work environment.

Questions 12, 13 and 14 of the WORK ENVIRONMENT QUESTIONNAIRE
asked three different questions about fifty-one specific aspects of |
the work environment of a full-time physical education staff member.
The three questions concerned satisfaction levels, preferred-
perceived discrepancy levels, and employer-employee discrepancy levels
respectively. '

Smith, Kendall and Hulin (1969: 4), in the development of

their'JOB'DESCRIPTiVE'beEX criticized questionnaire instruments

~
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which included "job specific" items in view of the inability of such
~an instrument to be used across a great number of occupational

However the inclusion of job- spec1f1c items in the

qdéSﬁiénnaire for the present study was done on the belief that
such items would provide more relevant and realistic points of
reference upon which respondenis could base their perceptions

of satisfactions, preferred-perceived discrepancies,‘and employer-
emp]oyeg discrepanciés.

The choice of the job-specific items within each of the four
general work areas was based on two things: a) job specific items
used in previoqs research studies and then adapted to the university
physical education setting, and b) job specific items which appeared
to be important factors in the work environment of university physjpal
‘educators. To:some extent it was a process of reversing what was
done by factor analysis, that is from general factors found in other
studies (Burke, 1966; Hinricks, 1968 Holdaway, 1971) numerous
specific aspects of the physical educator S work environment were

defined. >

I1I - OPERATIONALIZING OF CONCEPTS

Satisfaction-Dissatisfaction Scale

In order tb assess levels ofdsatisfaction and dissatisfaction
a six-point Likert-type scale was developed. Respondents were asked
to indicate their level of satisfaction for the job as a whéle, for“
each © the tour génera1 work areas, and for each of the fifty-one
job- . . -ark asperts by circling the number which corresponded

to how - relt abc .. “em in question. The scale is shown below.
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Very Quite Slightly Slightly Quite Very
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied

(6) (5) (4) (3) (2) (1)

In preparation for the major study the initial versioh of the.
questionnaire was administered to seven sessional instructors in
physical education at the University of‘Alberta. The original
satisfaction scale was a five-point scale which labeled the scale
midpoint as "neutral". In agreement with the results of a study on
scale construction by Holdaway (1971) an extremely high number of
" the responses were on the mid-point"("neutra1") of the scale. In
order to prevent a possible non-committal response from respondents
the scale was changed to a six-point scale which included the categories
of "slightly satisfied" and "slightly dissatisfied." It was felt
that these response- categories would proVide an indication of the
direction of their attitude toward the job aspect in question.

Discrepancy Scales

In order to opera.ionalize the ‘concepts of preférred-perceived

and employer-employee discrepancies a five-point Likert-type scale was

developed: - w
Much Less Less Than : More Than Much More
Than What What No What Than What

I Prefer I Prefer Difference I Prefer 1 Prefer

(1) (2) (3) (4) (5)

Respondents were asked to indicate, by circling the appropriate
number, their reaction to each of the fifty-one job-specific items
" insofar as the perception of preferred-perceived and employer-employee

diScrepngieg were concerned.
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Biétribgtion of the questionnaires was accomplished through
the cooperation of deans, direciors and chairmen of physical education
faculties, schools and departments. On the basis of information
kprovided by the university staff directory prepared by thevCanadian
. Association for Health, Physical Education and Recreation appropriate
numbers of questionnaires were sent to the chief administrator of
physical education at each university. A covering letter (Appendix A)
requested that the questionnaires be distributed to all full-time
" academic staff members.

A covering letter to the full-time academic staff members
(Appendix A) and a stamped, pre-addressed envelope for reé&kn was
also distributed with the questionnaire. -

The questionnaires were posted on February 8, 1974‘and respondents
were reques‘ed to return the completed questionnaires by February 28,
1974. On March 1, 1974 a reminder letter was distributed to all
eligible respondents again through the cooperation of the chief
administrators. The reminder letter was sent to all eligible
respondents because individual quéstionnaires were not numbered.

As a result there was no way to determine who had replied. -Appendix D
contains the Tétters uéed.
VI - VALIDITY AND RELIABILITY

Reliability | |

The reliability of a measure is its ability to "yield the same
results when repeated measurements are taken of the same subject§
under the same conditions." (Van Dalen, 1962: 265) Generally such
technfques as test-retest, the usg'of.equiva1ent forms and internal

consistency measures are used to test reliability. In the case of

. L
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heterogeneous type tests internal consistency measures are not
applicable and test-retest procedures are not appropriate as responses
are subjeci to change 6ver short periods of time. (Day, 1971: 47-48)
There are means by which the researcher is able to improve the
reliability of his instrument. Ker]inéer has suggested two such means:
a) use unambiguous items, and b) use clearly stated instructions.
(1967: 442-443) In an attempt to accommodate these guidé]ines two

procedures were carried out. First, the original WORK ENVIRONMENT

QUESTIONNAIRE and three subsequent revisions were analysed and revised.

As a result of evaluations several changes in wording and structure

were made. Second]y,vafter the last revision of the WORK ENVIRONMENT

QUESTIONNAIRE it was administered to seven séssiona1 instructors in

physical education at the Universit} of Alberta. These instructbrs
were asked to be exfréme]y critical in terms of clarity and ease of
understanding of the instrument, and were asked to write comments
if they so desired. As a resujt, a number of minor changes in
wording were made and the satisfaction scale was changed from a fi.c-
point-sca]é‘(with a 'neutfal' labeled mid-point) to a six-point scale
as was previously mentioned.
Validity
In discussing validity Kerlinger (1967: 444-449) named content

validation and predictive-concurrent validation measures as viable
procedures used in evaluating instruments.

Kerlinger (1967: 446) as well as other authors (Varma, 1965: 98;
Day, 1971: 46) have expressed the feeling-that content va{idation is

basica]ly a matter of judgement by the researcher and by others. It is



a judgement concerning the representativeness of a group of items
made by experts who are familiar with the area being studied.
Similarly, other authors have mentioned logical validity (Hendefsqn,
1964: 16; Van Dalen, 1962: 264) and face validity (Levitt, 1961: 47)
as being ya]idity based on the judgement of the reséarcher and other

experts. In terms of these types of validity the WORK ENVIRONMENT

QUESTIONNAIRE was deemed suitable aé the decision to include various

“jtems was based on previous research and secondly was evaluated by a
panel of experts who were familiar with the university professor's

work environment.

On the basi§ of consistent significant correlations between
discrepancy levels and satisfaction levels (from the present study)
the instrument was judged to possess a reasonable degree of concurrent
validity. Similar results concerning the relationship between
global measures of satisfaction and dissatisfaction with job-specific

aspects support the contention.

VII - ANALYSIS OE THE DATA
Upon receipt of completed questionnaires the responses'were
numerically coded and pUnched on IBM cards. Four cards per
individual were used to code all data. .

Using the computing facilities at tne University of Alberta

programs described in Statistical Packages for the Social Sciences
(SPSS) (Nie et. al., 1970) were used to provide three types of _ .

statistical analysis. These were:

1. 'SPSS”Subprogfam'CODEBOOK which provided frequency'distributions,

means, medians, standard deviations on sample characteristics. (Nie,
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et. al., 1970: 102-109) /

2. SPSS Subprogram NONPAR CORR which pfﬁ\%;ed'nonparametric

correlations (Kenda]l tau and Spearman rho) between satisfaction and

discrépahcy scores. (Nie, et. al., 1970: 153-156)
3. SPSS Subprdgram FASTABS which provided chi squafe analysis

for determining signi%icance’of difference measures while contfo]] ng
for pquib]e intervening variables. (Nie, et. al., 1970: 115-134)
The choice of Kendal]_corre]atibn and chi square as appropriate
statistical tests wés based on the assumption that the data
concerning satisfaction and discrepancy levels was no more than
ordinal in nature. This approach is consistent with that presented

by Siegel (1956: 18) and Lathrop (1969: 237)

Kendall Rank Order Correlation

The Kendall rank order correlation (tau) procedure was used
to test relationships in data as specified ih hypotheses one through
five. The Kendall tau produces coefficients which are based on the
amount of agreement between fwo sets: of ordinal rankings and is
moré appropriate than Spearmdn rank order correlation when "the déta
contain a large number of tied ranks." (Nie, ét. al.; 1970: 153)

Sugae has reported that the power efficiency of~the Kendall-
tau is 97 percent, which equals the power efficfency of the Spearman
rank order correlation.

The use of the NONPAR CORR subprogram from SPSS allowed
pair wise deletion responses when respondents failed to provide a V
satisfaction of discrepancy estimation on any of the fift&-one job-

specific aspects. For example, if a respondent failed to provide an

estimation of shtisfaction with “number of hours of practice" a zero
4 _ .
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would be coded as his answer. The NONPAR .CORR program subsequently
allowed the deletion from the computation of the correlation coefficient
of any pair of responses to an item containing a zero.

Spearman Rank Order Correlation

This correlation tesf was used fo determine intra-individual
correlations between satisfaétion and discrepancy levels. th]e it is
similar to the Kendall tau it is more appropriate in cases where the
number of tied ranks is small.

Chi Square Test of Independent Samples

The chi square test of independence was used to test relation-
ships in data as specified in hypotheses six and seven. Seigel has
suggested its use in cases where the data can be separated as
-frequencies in discrete categories. (]956: 104) The use of.chi square
is also app]icab]e in the present casé as somé of the variables
(sex, tenure, highest degree) can be considered to be nbmihéi in

nature only.

Chi quare Goodnesﬂ\of Fit

The chi squé?e goodness of fit test as reported in Ferguson
(1959: 195-200) was used to determine the represeétativeness of the
sample on the basis of the number of respondents holding bachelors,

masters and doctorate degrees.



suggested that thirty to forty percent vas very adequate in research ‘
.dealing with a general population. Oppenheim (1966: 34) indicated
agreement with this and also suggested that in the'case of special
interest groups eighty‘bercent return is seldom achieved and that
sixty pe cent is a reasonable return. Similarly, Babbie (1973: 165)
defined fifty percent as 'adequate’ and sixty percent as a 'good'
return. Therefore, ‘as the investigator judged the population surveyed
to beran interest-specific group rather than general, the 59.9
percent return, while not being extremely high, was accepted as
adequate for the purposes of data analysis.

In def1n1ng\a\gg;ba1n percentage return as suitable one must

not make the mistake of subsequently assum1ng the sample to be

53

representative of the population surveyed without further 1nvestigation.

In the prosent case there were two sets of data available which
allowed the investigator to test whether the sample was Sepresentat1ve
of the pOpolation Initially, two variables were of importance:

1. the distribution of full-time academic staff members with
bachelors masters, and doctorate degrees in university phys1ca1

education as reported by the ch1ef adm1n1strator of each un1vers1ty

in defining his staff compos1t1on,

2. ‘the distribution of full-time academic staff members with
bachelors, masters, and doctorate degrees in the sample as defined

by the responses of each staff member.

According to the information provided by the chief administrators

the distribution for the popuTation is as follows: a) 51 ho]ding
bachelor degrees only; b) 251 hon1ng both bache1ors and masters

degrees; c) 212 h01d1ng doctorate degrees. The two sets of data were

5"



subjected to a chi square goodness of fit test. The results
of this test, presented in Table 2, indicated no significant
difference (;30 >p >..20) existed between population and sample on

this single measure of 'highest degree held.'

TABLE 2

- CHI SQUARE GOODNESS OF FIT TEST APPLIED TO DEGREES
HELD BY STAFF OVER ALL UNIVERSITIES

DEGREES - OBSERVED ~ SAMPLE POPULATION E (0 - E)°
HELD FREQUENCY % g E
a) BACHELORS ONLY . 28 9.12  9.73 29.87  .1170
b) BACHELORS AND - o
MASTERS ONLY 165 53.74  49.80  152.89  .959]
) ool B )1 37.13  40.64  124.76  1.0155
TOTAL 7307 Chi Square = 2.0916

df=2; .30> p > .20

Secondly, again using thé chi séuare goodness of fit test, the
representativeness of the sample was tested by comparing the number ¢
of fui]-tim; ﬁcademic staff responding to the questionnaire with the'
tota] number of e}igib]e fu]]-timé écadeﬁic staff members as reporte; 
by the chief administrator of each university. No significant
différence between sample and population Was found. »(Table 3) In

fact, .95 > p >.90. In this reSpect the sample was accepted as

Lo g



TABLE 3

CHI SQUARE GOODNESS OF FIT TEST APPLIED TO FULL-TIME
ACADEMIC STAFF MEMBERS AT EACH UNIVERSITY

M
) OBSERVED - SAMPLE  POPULATION 0 - F)°
UNIVERSITY FREQUENCY. - % g E 3

1 8 2.5 2.2 6.9 .1753
2 8 2.5 2.6 8.2 .0048
3 7 2.2 2.0 6.3 .0777
4 12 3.8 3.6 11.3 .0433
5 5 1.6 15 a.7 . ,0191
6 10 3.2 2.4 7.5 .8333
7 1 3.5 4.3 13.5 .4629
8 12 3.8 5.5 17.3 1.6236
9 14 4.5 3.8 11.9 .3705
10 5 1.6 1.7 5.3 .0169
1 3 1.0 1.5 4.7 ;6148
12, 3 1.0 1.7 5.3 .9981
13 6 1.9 1.7 .3 .0924
14 19 6.1 4.3 1.5 2.2407
15 7 2.2 2.0 2.3 .0777

16 11 3.5 2.0 5.3 3.5063.,

17 1 3.5 4.0 12.6 ,206¥--
18 35 © 111 10.3 32.3 .2256
10 1 3.5 3.0 9.4 .2723
- 7 2.2 2.6 - 8.2 1756
21 5 1.6 1.9 ° 6.0 .1666
32 1 3.5 3.6 11.3 .0079
23 13 4.1 4.9 15.4 .3740
24 16 5.1 7.2 22.6 1.9274
25 24 ' 7.6 6.4 20.1 .7567
26 13 4.1 3.0 9.4 1.3787
27 27 8.6 8.9 27.9 .0003
TOTAL . 314 g Chi Square = 16.6488

A df=26; 95> p > .90

' y‘.' .




representative of the population.

[I - DEMOGRAPHIC AND BIOGRAPHIC STAT™ ‘TICS

Table 4 indicates the number of universities offerinq bachelors,
masters and doctorate programs in physical e&ocation. The dc = s
somewhat misleading in that the University of Alberta offered the only
Canadian doctorate program 1n physical education per;se at the time
of the study. Ottawa and S1mon Fraser un1vers1t1es, 1nd1cat1ng they
had a doctorate program, may have been mak1ng reference to students in
other doctordte probrams (for example, Education) who had a major interest
1n phys1ca1 educat1on

Not1ng that a maJor1ty of un1vers1t1es offered only a bachelor
degree program, an ana]ys1s of student ewro]ment in these progroms
was carried out. Enrolment ranged from 55 students to over 80U
students. For the purposes of further analysis the enrolment figures
were categorized and five enrolment classifications resulted. Table’
5 summarizes the results or s classification. The re-classification
was carried out to hake later chi Square analysis more meaningful.

. An ana]ysis’of the sample on the basis of sex and age was

performed. (Table 6) Referring to the percentage figures in each
cell of the tab]e it may be noted that there were considerably more -

males over the age of 35 than there were females. The mean age for

females was 33 years and 3$Lyears for maies. The difference in age
; : 3 _

distribution by sex was found to be significant at the .001 level.

(chi square = 36.1149; df = 8)

Parallel results were‘discoVered in the relationship between
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/ | TABLE 4

PROGRAMS OF STUDY OFFERED AT UNIVERSITIES .
INCLUDED IN THE STUDY

PROGRAMS wu3ER Gr UNIVERSITIES IN

Ag/OFFERED “:EAC- ENROLMENT CATEGORY |
7 - Y
~2 a) BALHELORS DEGREE PROGRAM \@*g,
~ ONLY 15 i 2 ¥
b) BACHELORS AND MASTERS :
DEGREE PROGRAM 9
c) BACHELORS, MASTERS AND
. DOCTORATE DEGREE PROGRAMS 3
TOTAL 27

*Those universities reported to offer doctorate degree programs were
Alberta (Edmonton), Ottawa, and Simon Fraser.

-
Ve
N

TABLE 5

STUDENT ENROLMENT IN BACHELOR
DEGREE PROGRAMS

e

D

STUDENT PC. ULATION - ~ NUMBER OF UNIVERSITIES
_IN BACHELOR DEGREE IN EACH ENROLMENT
PROGRAM CATEGORY R
a) 1 - 150 4
b) 151 - 300 12
c) 301 - 450 4
d) 451 - 600 | 1

.e) 600 and more 6
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sex and tenure (Table 7) with a greater percentage of males holding
tehhfe,than females. This is not unusual or surprising in view of
the fact that age and tenure were significantly related in the
present study. (tau = -0.3381; .001 level: chi squaré = 59,0392;
df = 8; .0001 level)

Similarly, Figure 1 represents findiﬁ@s concerning academic
rank and sex. The histogram indicates the percentage of males and
females ho]ding each academic rank. As can be seéh females ﬁad a
greater representation at the lower 1evelsﬁ§£;3qggfmic rank than
did the males, and the reverse occurred at the uppér three levels

of academic rank.

"II1 - GENERAL STATISTICAL ANALYSIS

Before an-in depth statistical analysis was undertaken, a
more general analysis was performed in order to give the investigator

direction.
A

Initially, through the use of SPSS SUBPROGRAM CODEBOOK,
ffequency dist;ibutions of responses on the satisfaction-dissatisfaction
sca1e for each of the fifty-one job-gpecific aspects were prqduced.

From this information the average mean, médian, and standard |
deviation over all fifty-one job-specific aspects was determined.' The
same pfocedure was carried out for tﬁe responses to the two discrepancy
scales. A summary of these findings is presented in Table 8.

| The information in Table 8 indicates two facts: 1) the
respondents . in £hé sample qgrg;generélly satisfied with, their work
environment as-'is suggested by/%he mean of means of 4.23 (the point of

‘4" on the satisfaction scale is labeled as 'slightly satisfied' while

Ay
J

<
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. TABLE 7

DISTRIBUTION OF RESPONDENTS WITH AND WITHOUT
: TENURE BY SEX. (n=306)*

HOLDS TENURE

YES . NO

FEMALE 28 o 51
(32.0) | (68.0)

MALE | | 107 231
- (46.3) (53.7)

*Numbers in brackets represent percentages of male and female
respondents in each of the two tenure categories.

‘5' is labeled as 'quite satisfied,') and 25 reference to the mean
statistics (means) for the discrepancy séales sugngts, in general,
that there is a discrepancy between what is pref él“d and what is
perceived as existing. However,-fhe responses té‘%he employer-
emp]oyee discrepancy scale indicates a greater trend to the 'no
difference' position of the scaTe.

Table 9 provides supportive evidence that the sample is
generally satisfied. The respondents were asked to indicate their
level of satisfaction with each of the four general areas of work
. and with the job as a whole. Mean satisfaction 1éve]s for each of
the five Afeas for each university is presented in Table 9. For.all
of the areas excepf ‘research' there seems to be 1ittle difference
in mean satisfaction levels betweep universities. A greéter range in

means was observed in the area of research. The difference in research



bl

YOSSAI0Ed  JOSSIACUd

gossddcdd AWIOOSSY JNISISSY YHNIOFT  UOLORLLSNI

-.ﬁ«w:.'f.

‘9t

m..n_ _
9

o ot

(0TE = u) 'SV ANV STTVES YOI
YNV OTWEQVOY SNITIOH TIDWS JO ENINARIE] 30 WIIDOLSIH

T RAOIL

02

paes

oy

— 09

Ot

OOEAVOY HOVE

HLIM FIINS
JdO0 EORLNIMAd



AND EMPLOYER-EMPLOYEE DISCREPANCY LEVELS

"TABLE 8

MEAN VALUES OF FREQUENCY STATISTICS FOR EACH OF THE
FIFTY-ONE JOB-SPECIFIC ASPECTS FOR SATISFACTION
LEVELS, PREFERRED-PERCEIVED DISCREPANCY LEVELS

62

(1 to 5 scale)

2.83

(n = 51)
MEAN MEAN MEAN
‘ OF OF STANDARD
SCALE »5 MEANS MEDIANS DEVIATION
1. Satisfaction 4.23 4.35 1.910
(1 to 6 scale)
2. Preferred-Perceived
Discrepancy 2.57 2.57 0.647
(1 to 5 scale)
3. Emp10yer-Employee :
Discrepancy 2.72 0.633
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TABLE 9

AREAS OF WORK AND 'THE JOB AS A WHOLE! .
BY UNIVERSITY )

MEAN SATISFACTION LEVELS FOR EACH OF THE FOUR GENERAL

MEAN SATISFACTION WITH

J0B AS A

COMMUNITY

" UNIVERSITY

WHOLE

COACHING

---------------------

--------------------

INVQLVEMENT RESEARCH TEACHING

oooooooooooooooooooo

19 %3

18 ..
.20

NN TN O M~NOONO
. —t

11
12
13
14
15
16
19
21
22
23
24
25

-~
¢ .
FalE- 3

AR

26
27

*Only one respondent.
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satisfaction was significant at the .0001 level (chi square = 89.7;
df = 52)

A final general analysis was performed by using the SPSS
SUBPROGRAM CODEBOOK. The purpose was to obtain frequency distributions
for the response categories for each of the fifty-one job-specific '
aspects. This was done for the satisfaction scales and for the
discrepancy scales. This analysis was carried éut in order to
determine if it would be necessary to collapse response catégories
whenAperforming chi square analysis at a later time in the study.
Tables 10 and 11 have summarized the information by providing an
1ndication’of the mean number of responses to job-specific items in

each of the four general areas of work.
TABLE 10

MEAN NUMBER OF RESPONSES FOR THE JOB-SPECIFIC ITEMS ON THE
SATISFACTION-DISSATISFACTION SCALE IN EACH OF THE FOUR
GENERAL AREAS OF WORK

SCALE POSITIONS

WORK :

- AREA 6* 5 4 3 2 < 1%
a) COACHING j 32.7 47.3 21.0 15.4 7.7 7.2
b) COMMUNITY } L

INVOLVEMENT . 53.9 123.6 57.7 28.9 10.5 3.5
c) RESEARCH 25.5 51 39.9 26.6 19.5 18.1
d) TEACHING 15.4 64.6 80.1 50.5 23.4 11.1

*'Very satisfied’
**'Yery dissatisfied’

| Table 10 illustrates the fact that categories one and two
of the satisfaction scale received relatively few responses. This.

was to be expected in terms of the information presented in Table 8

P NS
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and Table 9. As a result the inveéfigatOr chosélto callapse categories

’one, two and three into a.single response category and for the purpdse
of reporting results {t was labeled as 'dissatisfaction.’

| Similarily, to seemingly a greater extent, categories four and
five of the discrepancy scales received a minimal number of responses
compared to other categories. (Table 11) Thfs too was expected and
as a result categories four and five were col]apsedvinto one category
labeled 'more than what I prefer.' It was later discovered that chi
square analysis involving the discrepancy scales has been based on
oniy three categories: 1) 'Much Less Than What I Prefer', 2) ‘lLess

Than What I Prefer', and 3) 'No Difference.'’

~\

TABLE 11

MEAN NUMBER OF RESPONSES FOR THE JOB-SPECIF ~ TEMS ON
: THE TWO DLSCREPANCY SCALES IN EACH OF THt FOUR
* GENERAL AREAS OF WORK

DISCREPANCY SCALE

WORK . '
AREA : 1* 2 3 4 1 5w
a) COACHING i) 12.9 . 35.8. 87.8 2.7 0.2
ii) 4.8 29.5 93.4 4.4 0.5
4 v
b) COMMUNITY
INVOLVEMENT i) 13.4 86.2 174.0 15.8 1.2
- ii) 6.5 55.5 186.5  21.0 2.4
¢) RESEARCH. i) 25.0 57.0 86.0 8.7 2.5
ii) 12.3 44,3 85.7 16.8 2.7
d) TEACHING T ) 19.9 - 85.0 143.1 6.1 0.6
_ ii) 1.1 58.0 154.5 " 14.2 1.6

*'much Tess than what I prefer’
**'much more than what I prefer .
i)preferred-perceived discrepancy scale

ii)employer-employee discrepancy scale



IV - SATISFACTION AND DISCREPANCY DATA

Hypothesis One: Self-reported levels of satisfaction will
not be significantly related to the extent of discrepancy éetweén
what one prefers and what one sees as existing for each of the fifty-
one job aspacts. |

_Hypothesis Two: Self-reported levels of satisfaction will

not’be significantly related to the extent of discrepancy between
what one prefers and what one perceives his employer preferring for
each of the fifty-one job -aspects. |

" The first two hypothesés were tested by using the Kendall
rank order correlation procedure for inter-individual corre’ . ions
for each of the fifty-one aspects. (Kendall tau, or tau) T.
procedure was selected as it accommodates a 1argé number nf tied
ranks to a greater ex ~nt than does Spearman rho. The nuuber of
pairs of data eligible for inclusion in these calculations was never
lower than 120, therefore it was assumed a great number of tied ranks

"

would occur.

Tables 12, 13, .14 and 15 present the results of fifty-oﬁe
inter-individual correlations between: é) satisfaction 1eve1$ and
preferredfperceived'discrepancy levels, and b) satisfaction levels and
employer-employee discrepanéy levels. Fifty of the fifty-one éorre]a-
tions of,sétisfaétion and preferred-perceived discrepancy were
signifié&ht at the .001 1eve1: Only two of the correlations were not
" significant at the .001 level. One of the significant correlations
(for the aspect "extent of your teaching assignment in activity !

courses;" .01 level) was negative. The mean inter-individual Kendall

IS SN
H
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TABLE 12

INTER INDIVIDUAL KENDALL RANK ORDER CORRELATIONS BETWEEN
SATISFACTION LEVELS ON COACHING JOB-SPECIFIC
ASPECTS AND A) PREFERRED-PERCEIVED
DISCREPANCIES AND B) EMPLOYER-
EMPLOYEE DISCREPANCIES FOR

THE SAME ITEMS

13.

14.

67

Satisfaction vs Satisfar*ion vs
Preferred - Emp? r -
Percejved Empivyee
Discrepancy Discrepancy
1. number of practice hours , 4197w L1527 **
2. amount of time available for-practice 6332 ¥ 1925 **%
3. number of h@urs of preparation .3990 **+ T ,3427 *x
4. quality of physical fac11it1es available )
for practice L6914 *%x 2196 *x*
5. effectiveness of eiigibi]ity regulations © ,5763 *** 23230 ***
frémgom of control over tear operations .3049 *** 1320 *
(¥ S -
: o
7. presgdre to win from superiors -.0252 N.S. -.1351 | *
8. quality of fellow team coaches L4456 *xx 12394 **x
9. amount of funds available for team : -
activities © - 6176 *** L3129 ***
e 4 )
quality of available athletes 6368 *** L1548 xx
level of league competition available L5730 *** . 3429 **x
‘opportunity for advancement in academic
rank through coaching 6107 *** L2347 dxx
opportunity for recognition from ’
colleagues through coaching . .3950 ** .188] *x*
opportunity for persona1 growth :
through coaching 4434 *xk L1562 **
'* Significant at the .05 level X = .4837 X = .2233
** Significant at the .01 level
*** Significant at the <001 level
N.S. Not Significant
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TABLE 13

KENDALL RANK ORDER CORRELATIONS BETWEEN SATISFACTION LEVELS
' ON TEACHING JOB-SPECIFIC ASPECTS AND A) PREFERRED-
PERCEIVED DISCREPANCIES AND B) EMPLOYER-
- EMPLOYEE DISCREPANCIES FOR THE

*% Gignificant at the .01 level
*kk Significant at the .001 level:
N.S. No Sjgnificant

; SAME ITEMS
satisfaction v:¢ Satisfaction vs .-
Preferred. - Employer - '
Perceived Employee’
Discrepancy Discrepancy
i quality of undergraduates receiving _'
degrees a L4821 Fk* .2592 %
2. quality of gfaduafes péceiving degrees L3573 ** L1323
3. extent of "skills" ontent in :
undergraduate proggam § : 3117w L1409 ***
4. extent of “"theory" content in ,
‘ undergraduate program . .3048 *r* L2163 *x*
5. extent of your teaching assignment
in the undergraduate program .0139 N.S. -.0259 N.S.
6. extent of your teaching assignment :
in the graduate program L3213 x> .1822 f* .
7. extent of your teaching assignment ‘
in activity courses . -.0936 ** -.1031 ** _
‘8. extent of your teaching assignment A ' ’ -
in lecture courses T 1697 xR .1683 *f*
9. adequacy ‘of facilities for classes - 5760 *** .2789 *f*
10. freedom to select course content
and teaching ‘methods c .2229 *f* s *
11. relevancy of curriculum to the type of . S
jobs available to degree holders L4192 *x* ;1?68‘***
12. opportunity for advancement in academic ; L
rank through teaching : .5089 *** - 2701 *at
13. opportunity for recognition from "
colleagues through teaching .5013 *** L2493 ***
14. opportunity for personal growth '
" through teaching ' . .3993 *¥* L2756 **E
. = pe % -
+ Significant at the .05 level X = .3345 X = .1665 vy
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TABLE 14

69

KENDALL RANK ORDER CORRELATLONS BETNEEN SATISFACTION LEVELS

ON RESEARCH JOB-SPECIFIC ITEMS AND A) PREFERRED-
PERCEIVED DISCREPANCIES AND B) EMPLOYER-
EMPLOYEE DISCREPANCIES FOR THE

SAME ITEMS
- Satisfaction vs Satisfaction vs-
. Preferred - Employer -
Perceived Employee
] Discrepancy Discrepancy
1. amount of funds available for research L4762 *** .2006 ***
2, amount of. time ava1lab1e for research LH07] Rk L2347 *x
3. quality of facilities and equ1pment
available for research ‘ PEs .6651 *** L3369 ***
4. amount of encouragement by academ1c
members of staff for you to do research L5464 *** RT Kxk
5. extent of participation with you in H
research by colleagues in _your field -» -
~and on your staff . 5814 *x* okl
6. amount of support for your research by i ’ 'c ‘
admim‘strative personnel on your staff - 5710 ¥ 43466 *g'
7. re]evancy of your research to” societal ) 3 . R
needs .- . : o 73582 *x . .0136 N.S.
8. opportun1ty for advancement 1n academic -
rank through research o *§1;;;L 12663 *** 1521 Sk
9‘xopportunity for recognition from* % . . -
, colleagues through research _p— .3468 *** L2917 ***
10. opportunity for personal growth N ’ E
through research L2917 **x 1300 **
Ny ‘ »
/ ) S - -
s , ¢ X = .4695 .2402

.,/

oo
* Significant at the .05 level

** Significant at the .01 level -
*** Significant at the .001 level
NS Not Significant
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E TABLE 15

ﬁ,.

KENDALL RANK ORDER CORRELATIONS BETWEEN SATISFACTION LEVELS
¥ ON COMMUNITY INVOLVEMENT »JOB-SPECIFIC ASPECTS AND

A) PREFERRED-PERCEIVED DISCREPANCY AND
B) EMPLOYER-EMPLOYEE DISCREPANCY
FOR THE SAME ASPECTS

Satisfaction vs

P Ing

Satisfaction vs

A

o Significant at the .05 Tevel

<7 %% Significant at the -.01 level
***  Significant dt-the- .001 level

N.S. Not Significant

4

i Preferred - Employer -
. Perceived Employee
‘ o Discrepancy Discrepancy
1. amount of time adeilable to become _ I
. involved with worj¥Ik ’_;d&conm1tteé§ L4700 *** 2165 ***
2. amount of time AR to become
.. dnvolved with co tees of local,
provincial, or natiofl professional ,
organizations : " .4985 wak 2541 *hx
3. amount of fynds available to become
involved-wity, fgmittees of provincial .
and national™ essional organizations L8926 *h* 2656 ***
4. extent of your share in decisions , '
affecting department affairs o .4588 *x* 3423 *ax
5. extent of your share in/decisions ‘ ‘Tﬁ?‘?; ‘
_ affecting local professional S T ‘
. organization affairs - .4182 ***'*?%i 17,1988 waw
6. extent of your ;ﬁare in decisions ' "”7ﬂ"7 R
affecilng provincial profess1ona1 N
organization affairs o (396] *Hx S99 wak
. 7. extent of your share in decisions - e ‘
?.. affecting national professional L T tm g
organization affairs . : L4537 wxx L1642,
8. opportunity for advancement in academic . . w .
"“ rank through involvement in work . e
related committees - 4223 *H+ .3029 **x
" 9. opportunity for advancement in academic o .
&  rank through involvement in -Jocal, .
«1- provincial, or national profe5510na1 2 , ‘
3 organizat1on*comn1ttees o 2796 **x
10. offportunity for Tecogd¥t1on from
co]]eaéﬂes through 1nvo]vement in work . '
-Felated committees : .8359 *xx .3024 **%
égb?ortumty for recognition from ) N
leagues through involvement in local, .
provincial, or national professional -
organization committees L4339 *xx .2589 *+*
12. opportunity for personal growth through R }~ N
- involvement in work.related comiittees .3569 *** P51 e
13. opportunity for personal growth through
fnvolvement in local, provincial, or
national professional organ1zat10n . .. .
commi ttees - : .3730 . %%% L1668 *+*
X = .4348 . X 2309

70
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rank order corre]ation“coeffic{ént over all fifty-one items was plus
0.4275. " In view of these results Hypothesis One was rejected for fifty
of the fifty-one joh'aspects -~ there wasva significant retationship
between level of satisfaction and preferred-perceived discrepancy.
Similar results were found when Hypothesis Two was tested

,‘11!1

using the same procedure. Two correlation coefficients were not

significant at the .05 level or ]ower and a fewer number of corre]atmr?:}z .

coefficients were significant at ghe 001 Tevel. However, forty-nine
of the fifty-one coefficients were s1§h1f1cantJat the .05 level and

as a result Hypothesis Two was reJected -- there was a significant

Ao

re]at1onsh1p~between sat1sfact1on level andqggplo ‘emn10yee
v U}w AN
discrepancy. TR ‘ ,/ K

In order to better understand the re]at10nsh1p between
sat1sfart1on Ievelt and d1screpancy ]eve]s thc data from selected
1{?’ -\
job aspects'waS-subjected to ana]ysis by the SPSS SUBPROGRAM FASTABS &

This produced a table. d1sp1ay of sat1sfact1on and d1screpaeqy levels.

* The results are represented g%aph1ca11y 1Q Figures 2 and 3. Flgures' o

PR

2.mnd-§-111ustrate_that 8s the 81screpancy decreased the 1eve1 -
of satisfaction increased. In terms of corrdﬁigign?coeff1c1ents, |
th1s gelat )ﬁSh]D %Qiﬁrepresented by a pos1t1vé;corre1at10n h

‘ Subsequent to ‘the ana]ys1s on the basis of inter-individual
lcorre1ations an analysis.on the basis of intra-individua] corre1ations]
was pertormed This resu]ted'jn two sets of 314 correlations, that
is, a correlat1on coeff1c1ent for each respondent was der1ved on the
- basis o;'nevels of sat1sfact1on and d1screpancy over a poss1b1e
f1fty-one,1tems. Thi's meant that a max1mum of fifty-one pairs of

data could be used to derive each corretation. It was rare that"
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. fifty-one items wvere used as the majority of individuals chose not
to prov1de responses for several items.

A sunmary of the resu]ts by university is presented in Table
16, It can be noted that both Spearman rank order eorre]at1ons (rho)
and Kendall rank order correlations (tau) have been reported. This
was done for two reasons. F1rst1yaﬁ1t was assumed there would be
re]at1ve1y few tied ranks as a maximum of fifty-one p1eces of data
could be used . In this sense the rho appeared to be more appropr1ate.
Secondly, Seigel (1956: 219) has suggested two correlatlons are. Hmt
numerically comparable on a d1rect basis. In this present study 1t
was intended to make a comparlson between 1nter—1nd1v1dua1 and intra-

600

1nd1v1dua1 corre}at1ons s tau has been reported
k'\
- 0f the 314 1ntra 1nd1v1dual rho s between sat1sfact1on and

preferred -perceived d1screpancy, thirty- -three failed to be s1gn1f1cant
. 32

other hand 121 of” 314 similar

'at ‘the .05 ]eve] or 1ower
1ntra 1nd1v1dua1 rho 3 between sat1sfact1on agﬁgmnployer -employee
discrepancy fa11ed to be s1gn1f1cant at the .05 level or lower. On
the basis of this evidence, support was fcu.2 for the rejection of ‘
Hypothesis One. However, rejection of‘Hypothes1s Two on the basis
of the intraQindividualAcorrelations was"somewhaf'tenuous.

Concomitant with the original intentions of the study a third
épproach to testing the concept oﬁ.discrepancy as it relates to /J,//,,——
satisfaction was emp]oyed which made use of responses to quest.~as Ny
~concerning the importance of and.satisfaction with the four general ’
¢ of work Respondents wege asked to rate each of the four |

ge.....al areas, of work -- coach1ng, ceﬂmun1tx 1nvo1vement research
e

and teach1ng a) on the basis of the1r percept1on of the 1mportance



TABLE 16

- MEAN KENDALL RANK ORDER AND SPEARMAN RANK ORDER INTRA-INDIVIDUAL
CORRELATIONS BETWEEN a) SATISFACTION LEVEL AND PREFERRED-
PERCEIVED DISCREPANCY LEVEL AND b) SATISFACTION LEVEL
"~ AND EMPLOYER-EMPLOYEE DISCREPANCY LEVEL FOR EACH
" OF THE UNIVERSITIES IN THE SAMPLE

g . : . |
SATISFACTION vs  SATISFACTION vs
PREFERRED-PERCEIVED . v  EMPLOYER-EMPLOYEE
DISCREPANCY .~ % DISCREPANCY
U T on** rho tau” . n**  rho  tau
T g ..584  .6966 8  .2970 .  .2631
2 8 ° .4919  .4515 8 .3245°  ,2995
3 7. 4796 ', 4418 7 - 3077 - .2306 7
- 4 " 11 .4990 .4495 ... . 11  .2798 . .4495 - =
' . .7136 .6453» -5 .5010 . .4511
10, .6063-  .5575. .. 9 2305 .2106
‘11 .3274F L3066 T 11,2416 - .2203
11 .4892 4408 - 11 -.3681 .3344
14 .5302 . .4925 11 . .4484 ~ .3979 -
10 5  .8712.  .6804 4 .4637 - .4158
13 3 4501 7 L7542 2 4670 . .4259
12 3 .5529  .5082 3 .2749 L2591
13 6  .4214  .2941 5 .3382 .3163
14 19  .5693  .5184° 16 .2635 .2385
15 -7 .5772 ".5130. 7 .3913 3421
s K | | -
16 11 .5052°  -.4634 7 .4370 .3996
ST 11 .4442 .3993 9  .3223 2879 -
o 18" 34 .5891 5260 N .4236 .3sz
T 11 | .5641  .5309 8  .4497 .4640
. 20 7 - .6327  .5828 ., 7 .4470  .3726
21 4 5671 - .5159 ! 4 - .3207  .2902 -« -
22 11, .4579-  .4284 9  .4291 .3868 ©
23 13 . .5038  .4613 S 13 .3726 .3434
424 16 -.4817  .4373 10 .3005 .2763
25 24%, .5079% . .4622, - 23 -.3218 .2894
26 13 .5432 4924 13 .4281  .4051
27 . 27 .4418  .3996 24 .2922  .2514
GRAND MEAN .5190 .4742 - 4742 | .3354

*Number of each university involved in the sthdy.
**Number -of respondents from each university.
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~attached to the area by their employer and b) on the basis of the

1mportance attached to the area by themséTVes ~A new d1screpancy

'~measure was generated by subtr%$t1ng the numerical response to the .

latter from the numerical resp@pse to the former. This procedure
yielded a score which could range- from minus four to plus four.
The scale and its meanings were interpreted as follows:
a) minus four to minus one: this indicated that the respondent
felt the employer rated the work area more important than did he.
b) zero: this indicated that the respondent felt he and his
empldyer affixed the same importance rating to the area of work.
¢ c) plus one to plus four: Lthis indicated that the respondent
felt the employer rated the work area as less important than did he.
Pre]iminary investigation of the two importance ratings

indicated significant, but not extgghe]y high, correlations between

gyested to the 1nvest1gator

the two measuress (Table 17) Tﬁ.r _
that it would be appropr1ate to co]iapse the 1mportance d1screpancy
categories of minus fournto minus one into a single category.
Similarily, importance dtscrepancies plus one to plus four were
combined into a single category.

Chi square ana]ys1s was then performed wh1ch made two comparisons

for each of the new?y generated importance d1screbancy variables.

Firstly, the new importance d1screpancy va]Ues were plotted aga1nst

the satisfactic.. ragﬁggs\for each of the four genera1 areas of work

Secondly, the new 1mportance d1screpancy values for each of the four :

/r E 5
genera] areas of work were plotted against sat1sfact1on for the' JOb

as-a whole’ The'results of these procedures are presented in

Figures 4 and 5 respectively.
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TABLE 17

'KENDALL RANK ORDER CORRELATIONS BETWEEN ADMINISTRATORS'
- IMPORTANCE RATING AS PERCEIVED BY RESPONDENTS AND
RESPONDENTS' SELF-REPORTED IMPORTANCE RATING
FOR THE FOUR GENERAL AREAS OF WORK

WORK . -KENDALL |
AREA TAU SIGNIFICANCE ~ n
a) COACHING a5 . & oo 272
b) COMMUNITY INVOLVEMENT .4069 R 303
c) RESEARCH L2704 .001 297
d) TEACHING .1708 .001 313

In reference to Figure 4 the'signifieance 1eveis of the chi
square analysis as illustrated by the g;aph‘lines 6f mean importance
discrepancy scores*indicated ]itt]e difference existed in satisfaction
: 1evels for respondents at each of the importance discrepancy Tevels
@except in the relationship p]otted for the general area of coach1ng
’ Th1s suggested that satisfaction with coach1ng was re]ated to the
discrepancy “in the impc: ance attached to coaching by the respondent
.{%nd the respondent's perception of the‘importance attached to coaching —
by his employer. In this case 'no discrepancy' was related to higher
levels of satisfaction, .
' Flgure 5 111ustrates the relationship between satisfaction’.
with the 'job as a whoTe' and the 1mportance d1screpancy for each
general area of work. th1e‘the graph Tines presented a more consistent 2

I

reiat1onst:p for o« 1 four general areas of work the only relationship

signicart bey-~. tne .05 level was that for the area of teaching. In .

this case s- “i<f>ccion with the job as a whole was greater whe® no
o S ~ S o ‘
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difference in importance ratings for teaching. was perceived b tre
respondent. ‘

In view of the fact that chief administrators also reported
the level of importance they attacheﬂ to each of the four general ereas
»f work, correlations were performed between these importance ratings
and the importance ratings attacéed to the four general areas of
work by each respondent. (Table 18) These correlations all proved
to be significant but Tow in ansolute value. As the correlations were
low four new variables were generated on the basis of discrepancy between‘
administrators' and nespondents' importance ratings fqrAeach of the
four general areas of work. The new variable values nesulted"from
subtracting the respondent s importance rat1ng from the importance
rating given by the chief administrator in physical edu@at1on at the
same un1vers1ty for each of the four general areas of nork ‘These
- new variables werg subJected to chi square ana]ys1s 1n‘compar1son with

- satisfaction 1evels for eachi of the four general areas of work and w1th

TABLE 18

KENDALL RANK ORDER CORRELATIONS BETNEEN ADMINISTRATOR S
‘SELF-REPORTED IMPORTANCE RATING AND RESPONDENT'S : . .
SELF-REPORTED IMPORTANCE RATING FOR THE FOUR .
GENERAL WORK AREAS

_ WORK  KENDALL - :
AREA . ¢ A STGNIFICANCE noo.
a) COACHING . 2387 - .001 » 256
b) COMMUNITY. INVOLVEMENT. .1440 .001 299
¢) RESEARCH .2423 >~ 001 . 7 294

d). TEACHING ' .1318 - ,001 ", 308 -
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(

levels of satisfaction for the 'job as a whole.'
The analysis of the new importance distrePancy variables and
the satisfaction levels for the 'job as a whole' yielded no results
" which were significant at the .05 1eve1‘6r‘1ess. (Table 38, Appéndix E)
However, when the analysis was performed Qetween the discrepancy
variable and satisfaction levels for each general area of work'the
relatipnships for two of the areas, coaching and research, were |
significant., Ana]yéis involving satisfaction scores for the other two
general areas proved not to be significant. Figure 6 dfaphica11y |
- represents these two re]at1onsh1ps Thé‘!}aph Tines indicated a drop

\,_&
1n satﬂsfactaon when tﬂﬁ adm1n1strator rated the area less important

h

than d1d-the respondent L 3 \

) L, v%- SPECIFIC AND OVER-ALL MEASURES OF SATISFACTION = . °
. Hypothegis- Three Self-repbrted 1éve1§ of satisfaction with R

'leve]s of sat1sfac 1on for each of the f1fty one job aspects.

Hypothesis Four Self—reported lgyel of sat1sfact10n wlth

each of - the four genera1 areas of.work (coaching, commun1ry 1nv01vement

‘ffﬁh, and teach1ng) will not be s1gn1f1cant1y related;%g»se]f—

e general area of work, L ﬁ{' ‘ L

e “\ Hypothesis F1ve Se]f—reported 1eve1 of‘sat1sfadfion with’

~ the JOb as a whole w111 not be s1gn1f1cant1y re]ated to self-reported
levels of sat1sfact1on w1th each of the four general work areas.
Hypothesis three was tested by use of the Kendall rank order

o

correlation pfocedung betweeﬁ\jndividua]ﬁ. Table 19 ‘presents the
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TABLE 19

KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED LEVEL OF
SATISFACTION WITH JOB AS A WHOLE AND EACH OF THE
FIFTY-ONE SPECIFIC JOB ASPFCTS

JOB KENDALL
ASPECT TAU SIG. n
1. number of practice hours 774 .001 131
2. amount of time available for practice .2193 .001 131
3. number of hours of preparation .1829 .001 126
4. quality of physical facilities available ,

for practice .0676 .126 131
5. effectiveness of eligibility regulations  .0267 .329 126
6. freedom of control over team operations .3789 .001 131
7. pressure to win from superiors .2558 .001 128
8. quality of fellow team coaches L1155 .030 122
9. amount of funds available for team

activities v : .2322 .001 130
10. quality of available athletes .2139 .001 130
11. level of league competition available . 1220 .019 131
12. opportunity for advancement in academ1c \ B

rank through coaching .2922 .001 122
13. opportunity for recognition from :

colleagues through coaching .3648 .001 128
14. opportunity for personal growth .

through coaching .2968 . .001 131
15. quality of undergraduates receiving 3

degrees .1856 .001 304
16. quality of graduates receiving degrees .1867 .001 152
17. extent of "skills" content in

undergraduate program .1320 .001 291
18. extent of "the,r:’ content in

undergraduate .~ .ram : .2668 .001 295
19. extent of your teaching assignment in the

undergraduate program .2500 .001 302

20. extent of your teaching assignment in the
graduate program,_ .1376 .001 122
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TABLE 19
(Continued)
JOB KENDALL
ASPECT : TAU SIG. n
21. extent of your teaching assignment in
_ activity courses .2940 .001 259
. 22. extent of your teaching assignment in
lecture courses . .001 290
23. adequacy of facilities for classes nrAr .014 304
24 . freedom to select course content and
teaching methods .2373 .001 305
25. relevancy of curriculum to the type of
Jobs available to degree holders .2454 .001 296
26. opportunity for advancement in academic
rank through teaching , .18%4 .001 300
27. opportunity for recognition from '
-colleagues through teaching .2381 .001 300
28. opportunity for persomal growth
through teaching .2556 .001 304
29. amount of funds available for research .2482 -.001 171
30. amount of time available for research .1842 .001 188
31. quality of facilities and equ1pment
available for research ‘ .10%1¢ .024 174
32. amount of encouragement by academic ' .
members of staff for you to do research .1991 .001 189
33. extent of participation with you in
research by co]]eagues in your field and
on your staff - . - .2440 .001 173
34. amount of support for your research by
administrative personnel on your staff .2096 .001 175
35. relevancy of your research to societal
needs i .3572 .001 167
36. opportunity for advancement in academic
rank through research \\2399 .001 175
37. opportunity for recognition from -
_colleagues through research .2043 .001 179
38. opportunity for personal growth Lo
through research .3568 001 180




TABLE 19
(Continued)

JOB

ASPECT

KENDALL
TAU

ST,
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39.

AN

41.

42.

43.
a4,
45,
46.

47.

48.

49.

50.

51.

amount of time available to become -
involved with work related committees

amount of time available to become
involved with committees of local,
provincial, or national professional
organizations

amount of funds available to become
involved with committees of provincial
and national professional organizations

extent of ydur share in decisions
affecting department affairs

extent of your share in decisions
affecting Tocal professional
organization affairs

extent of your share in decisions
affecting provincial professional
organization affairs

extent of your share in decisions
affecting national professional
organization affairs

opportunity for advancemenp in academic
rank through involvement in w -k related
commi ttees

opportunity for advancement in academic
rank through involvement in lTocal,
provincial or national professional
organization committees

opportunity for recognition frém
colleagues through involvement in work
related committees

opportunity for recognition from
colleagues through involvement in local,
provincial or national professional
organization committees

opportunity for personal growth through
involvement in work related committees

opportunity for personal growth; through
involvement in lTocal, provincial, or
national professional organization
commi ttees

.1609

.1730

.1361

.2188

.2347

.1699

.0894

.2071

1966

.1807

. 1686

.2571

.2376

.001

.001

.001

.001

.001

.001

.026

.00y

.001

.001

.001

.001

.001

267

259

245

273

229

222

215

243

227

247

232

250

244
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results of this analysis. A high percentage of the correlations (forty-
nine out of fifty-one) were significant at the .0b level or better and
thus the results tended to support the rejection/ of Hypothesis Three --
therd was a relationship between a global indication of job satisfaction
and satisfaction with job specific items. <f

Mean correlations between satisfaction w{th~the job as a whole
and items within the general areas of work were calculated as .2104,
.2123, .2345, and.1870 for coaching, teachin research, and community
involvement respectively.

It is important to note that while the majority of correlations
were ~ignificant there was a difference noted when the relationships
were viewed and compared graphically after chi square analysis. Figure
7 illustrates the difference between correlation coefficients of .1842,
.2043 and a coefticient of .3568 which were all significant at the .001
level.

Hypothesis Four was tested usipg.the Kendall rank order\
corr:c  tion procedure. In this analysfé the level of satisfaction for
a general area of work was correlated with each of the Job-specific
aspects within that general area over all individuals. Therefore, a
total of 314 pairs of data could have been used to Eompute the °
correlation. Tables 20, 21, 22, and 23 present the results of these
correlations for each of the fifty-one job-specific aspectS.in the
general areas of coaching, teaching, research and community’involvement
respectively. Similar to the correlations between the satisfaction
levels for 'job as a whole' and Jjob-specific items, correlations were
relatively low but generally significant at the .05 level or better.

3
Also parallel to the last analysis Figure 8 indicates graphically how
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TABLE 20

KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION
WITH THE GENERAL AREA OF COACHING AND A) SATISFACTION LEVELS
AND B) PREFERRED-PFRCEIVED DISCREPANCY FOR EACH OF THE

14 JOB-SPECIFIC ASPECTS WITHIN THE GENERAL

WORK AREA OF COACMING

88

Satisfaction With
Coaching in General
vs Satisfaction
with job-specific
Coaching Aspects

Satisfaction With
Coaching in General
vs P-P Discrepancy

with job-specific

Coaching Aspects

13.

14.

number of practice hours
amount of time available for practice
number of hours of preparation

quality of physical facilities
available for practice

effectiveness of eligibility regulations
freedom of control over team operations
pressure to win from superiors
quality of fellow team coaches

amount of funds available for team
activities

quality of available athletes
level of league competition available

opportunity for advancement in academic
rank through coaching

opportunity for recognition from
colleagues through coaching

opportunity for personal growth
through coaching )

.3320
.2542
.3089

1107
.0196
.3642
.1970
.1826

.2045
.2647
.1963

.1735

.3338

.2961

*k ke

* Ak

*hk

N.S.

*hkk

k&

kK

*dtk

*kk

*h

k&

*hk

.0344
.0873
-.0336

.0307
-.0929
.2202
-.0897
-.0269

.0224
116
.0259

.1044
.1563

.1768

N.S.
N.S.
N.S.

N.S.
N.S.

hhk

N.S.
N.S.

N.S.

*

N.S.

K%

Tk k

* Significant at the .05 level
** Significant at the .01 level
*** Significant at the .001 leveil

N.S.Not Significant



TABLE 21

KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION
WITH THE GENERAL AREA OF TEACHING AND A) SAiISFACTION LEVELS
AND B) PREFERRED-PERCEIVED DISCREPANCY FOR EACH OF THE

14 JOB-SPECIFIC ASPECTS WITHIN THE GENERAL

WORK AREA OF TE

ACHING

Satisfaction With
Teaching in General
vs Satisfaction
with job-specific
Teaching Aspects

Satisfaction With
Teaching in General
vs P-P Discrepancy

with job-specific

Teaching Aspects

12.

13.

14.

quality of undergraduates receiving
degrees

quality of graduates receiving degrees

extent of "skills" content in
undergraduate program

extent of "theory" content in
undergraduate program

extent of your teaching assignment in t
undergraduate program

extent of your teaching assignment in t
graduate program

extent of your teaching assignment in
activity courses

extent of your teaching assignment in
lecture courses :

adequacy of facilities for classes

. freedom to select course content and

teaching methods

relevancy of curriculum to the type of
jobs available to degree holders

opportunity for advancement in academic
rank through teaching

opportunity for recognition from
colleagues through teaching

opportunity for personal growth through
teaching '

.0657
.0958

.1248
.2361

he
L2791

he
.1690
.2662

.2588
.0960

.2142

.1946

.1008

.0802

.2563

kK

Tk

TRk

*k%k

1

L 2 ¢4

k&

* Kk

2.2 4

-.0010
L1221

-.0891

.0046

.0026

.0958

.0084

.0354
0121

.0527

-.0885

-.1046

.0738

.0653

N.S.

*

*kk

N.S.

N.S.

*x

N.S.

N.S.
N.S.

N.S.

**

*%

* Significant at the .05 .level
** Sjgnificant at the .01 level
x*%  Significant at the .001 level
N.S. Not Significant



TABLE 2

2

KENDALL RANK ORDER CORRELATIONS BETWEEN SELF-REPORTED SATISFACTION
WITH THE GENERAL AREA OF RFSEARCH AND A) SATISFACTION LEVELS

AND B) PREFERRED-PERCE|.:D DISCREPANCY FOR EACH OF THE
10 JOB-SPECIFIC ASPECTS WITHIN THE GENERAL

WORK AREA OF RE

SEARCH

Satfisfaction With
Research in General
vs Satisfaction
with Job-Spacific
Research Aspects

Satisfaction With
Research in General
vs P-P Discrepancy

with Job-Specific

Research Aspects

10.

amount of funds available for research
amount of time available for research

quality of facilities and equipment
available for research

amount of encouragement by academic
members of staff for you to do research

extent of participation with you in
research by colleagues in your field
and on your staff

amount of support for your research by
administrative personnel on your staff

relevancy of your research to .-
societal needs

opportunity for advancement in academic
rank through research

opportunity for recognition from
colleagues through research

opportunity for personal growth
throtigh research

. 2864
.3569

.2547

.2236

.2636

.2333

.2970

.1550

.1540

.2940

Tk

L2 2 4

ok k

ik

sk

*hk

*kk

ik

R 2

ik

.0349

| .2537

. 1265

.1286

.1639

.1672

.1816

-.1891

-.0451

.0912

*

*hk

*k

*%

*hk

*kk

L 2 1 4

L2 & 4

N.S.

Significant at the

Significant at the .01 level

Significant at the .001 level
. Not Significant

S,
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TABLE 23

KENDALL RANK ORDER CORRELATIONS BETWE(N SELF-REPORTED SATISFACTION
WITH THE GENERAL ARCA OF COMMUNITY INVOLVEMENT AND A) SATISIACTION
AND B) PREFERRED-PLRCEIVED DISCREPANCY FOR EACH OF
THE 13 JOB-SPECIFIC ASPECTS WITHIN THE
GENERAL WORK AREA OF COMMUNITY

INVOLVEMENT
Satisfaction With Satisf. _tion With
Community Involvement  Community Involvement
in General vs in General vs
Satisfaction with Job- = © Discrepancy With
Specific Community . -Specific Community
Involvement Aspects InvQlverent Aspec:
1. amount of time available to become involved '
with work related committees L1450 **» .0523 K
2. amount of time available to become involved
with committees of local, provincial, or
national professional organizations L1979 wax L1135 *x
-
3. amount of funds available to become involved
with committees of provincial and national
professional organizations .0597 N.S. . =.1328 #*+
4. extent of your share in decisions affecting
department affairs 1037 ** .0818 ~*
5. extent of your share in decisions affecting
local professional organization affairs L3111 wwx 714 *xx
6. extent of your share in decisions affecting o
provincial professional organization affairs L2257 *rx .0647 N.S.
7. extent of your share in decisions affecting
national professional organization affairs .2663 *** .0704 N.S.
8. opportunity for advancement in academic
rank through involvemsnt in work related
committees .0538 N.S. -.0854 *
9. opportunity for advancement in academic
rank through involvement in local,
provincial, or national professional
organization committees .0241 N.S. =. 1175 **
lo. opportunity for recognition from colleagues
through involvement in work related )
committees ’ .0362 N.S. -.G267 N.S.
11. opportunity for recognition from colleaques
through involvement in local, provincial, or )
national professional organization committees .0129 NS, -.0044 N.S.
12, opportunity for personal growth through
involvement in work related committees . 1986 *** -.0592 N.S.
13. opportunity for personal growth through » yd
involvement in local, provincial, or
national professional organization committees L1796 ** -.0527 N.S.

* Significant at the .05 level

** Significant at the .01 level
*** Significant at the .001 level
NH.S. Not Significant



R (1°n21 8%0" *6Z=3P ¢(g=21enbs TYyd> :79A3T T00°
3 $0cgT=Ne3) Ydaeasali y3nolyl juel ODJWIpEOE UF Juawadueape 103 L3junjioddo = (

(19A3T 0€6" GZ=3IP ‘gl=dlEnbs TYd

173487 G0° *[$90'=ne3) s92189p BuyaTeo91 sajenpeadaspun jo A3frend
(ToA3T G9TT" ‘GZ=3p f(g=21Enbs TUd iGN

$16G0‘=NEI, }10M 9333JWWOD TEBUOTIBU pUE TeFouUTAOId 103 I3TqEITBAB SPUN]

(T3A3T T0000° *GT=3P {ggimaaenbs
YD {T°a3T 100" fZY9E° =nel) sU0TIviado WEal AIA0 TOIJUOD JO WOPIIAJ

[ ]
O

|
/m

]
<

309dsy 573793ds-qof Y3ITM UOTIDEIBTIES -

T Aferzeraes , PeT3873888TQ
BN 'S &7 A13p
> fm~ Ma,)x :
R+ - BT (R« 0'% 0°¢ 0°2 0°1
Y .1 | | ] 1
| .. POT3BTIEEBIQ
3 O H aw>
~0'Z
B3y
. RI10M
0°¢ T813U39
YItH
- UofIVvIsFIv®
oy UOTIIEISTITS
70°¢
. PoTISTITS

0.0 b0>

>103dSV DI1d103ds-€0f ¥n0d HIIM NOILOVASILVS
J0 TIAZT HOVE ¥O0d VIYV MJOM TVYINZD FHL HIIAM T4A3T NOILOVASILYS NVIQGER

8 TUNO1d _

’ '



93

“~

correlations of different magnitude varied. The variabié labeled B
represents a tau of .3642 and the variable labeled D represents a tau
of .0657 ‘he former was significant at the .001 level and the latter
at the .05 level.. On the basis of the significant correlations
Hypothesis Four was‘rejected.

Hypothesis Five was tested using the Kendall rank order correla-
tion method to determine if the global measure of satisfaction with the
job as a whole was related to the level of satisfaction reported for
each of the general areas of work. Correlations between satisfaction
levek with the job as a whole and satisfaction with the general area of
coaching, community involvement, research, and teaching were .2932,
.2374, .2868, and .3900 respectively. A1l were positive and éignificant
at the .001 level. Figure 9 illustrates these relationships.

Subsequent to this analysis, Hypothesis Five was rejected on the basis

of the significant correlations.

VI - SATISFACTION, PREFERRED-PERCEIVED DISCREPANCY
AND BIOGRAPHIC-DEMOGRAPHIC DATA

Hypothesis Six: Self-reported levels of satisfaction will not
be significantly .late to the various selected demographic and
biographic variables iisted below:

1) size of the institution

2) years as chief administiztor in present position

3) respondents years of employment in universities while
hoiding academic rank

4) holding of tenure

5) age
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6) sex

7) 1level of‘academic rank

Hypothesis Seven: Self-reported d’screpancy levels between

what one prefers and what one sees as existing wiil not be significantly
related to the selected demographic and biographic variables listed
below:

1) size of the institution

2) years as chief administr;tor in present posifion

3) respondent's years of employment in universities
while holding academic rank | |

4) holding of tenure

5) age

6) sex

7) academic:rank held

Initial chi square analysis was performed using demographic

and biographic information and ée]f-reported Tevels of\s Aisfaction
for each of the four general work areas and the job 5§ a‘who1g, The
SPSS SUBPROGRAM FASTABS productd two-way frequency tables of satisfaction
Tevels plotted against values for each of the Qemographic and biographic
variables being studied. The first set of analysis indicated that- the
six point satisfaction scale proved to be too extensive. The Tevel of
satisfaction was found to be relatively high with few responses being
directed tb the 'very dissatisfied’ and ‘quite dissatisfiedf points on ‘
the scale. As a result categories one, two andathree were collapéed.to
produce a single category rebregentiﬁg dissatisfaction. A]]‘chi square
analyses vere performed again for the same demographfc and biograbhic |

variables. The results of this analysis are summarized in Table 24.
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As can be seen there seemed to be no consistent trends other
than the fact that satisfaction with coaching in general-did not
correlate significantly with any of the demographic or biographic
variables, and satisfaction with research in general correlated
significantly with several of these variables.

lThe median satisfaction score for each level or category of
the demographic and biographic variables was computed. This allowed
the plotting of several trends in the cases where relationships were
significant. Firstly, satisfaction with the 'job as a whole' increased
as age and total years of university experience increased. Median
satisfaction scores increased particularly for those respondents over
the age of 50 years and for those respondents with eleven or more years
of experience. Similarily, median satisfaction scores for the general
area of research increased as total years of experience increased. The
results of the analysis involving academic rank paralleled those for
years of experience. Professors and associate professors had higher
median}satisfaction scores for both the general work aspect of research
and 'the job as a whole.'

While all chi square analyses of sex and satisfaction levels
did not indicate significant differenges, the analysis for community
involvement and research did produce significant differences. In
these two cases the males were significantly more satisfied th?n the
females. In the case of the other three analyses the median satisfaction
scoresvfor males were higher, though not signifiéant]y, than those
for females.

‘The number of full-time academic staff and the number of :tudents

enrolled in the bache]oris degree proggpm were variables considered to be

4
K
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be indicative of the size of the organization. As such their relation-
ship Nith median satisfaction levels was u-shaped in nature. The
median satisfaction scores for the organizations with small and large
staffs were higher than werc. che median satisfaction scores for
organizations with a sfaff size between the two extremes. This
relationship was consistent for the general work areas of community
involvement and research.

The same u-shaped relationship existed after analysis involving
the variable of bachelor's degree pro@ram enrolment and the general
work areas of community involvement, research, and teaching.

In order to depict more clearly the relationships discussed
above chi square analyses were performed on demogJ:phic and biographic
data in comparison with satisfaction responses to eéch of the fifty-
one job-specific items from the four general areas of work. These
analyses elicited several significant results. In many cases the
results were inconsistent showing no particular pattern of development.
However several of the demographic and biographic variables were
consistently related to satisfaction scores in the same way. Only
those results which were significant at the .05 level or lower have
been reported. |

While the demographié and biographic variab]es.did‘not relate
significantly fo all or even a m@jbrity of .the fifty-one job-specific
items a review of the results of these analyses resulted in tﬁé .
emergence of several patiérns pfArelationships. In the case of the
relatipnship of sex and level of satisfaction the pré]iminary results

were supported as males were found to be more satisfied than females

for four of the job-specific items. (Table 25) Of particular note

T
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are the results of analysis involving the job-specific items which
referred to'advancement in-academic rank. Males were significantly more
satisfied than were females with rank advancement opportunities in
coaching and teaching. Similarily, although not significant at the

.05 level or lower, the median satisfaction score for males was

higher than that for females with rank advancement opportunities in
committee work, both in work related and in professiona]vorganizatiops.
The median satisfaétion scores in the latter two cases were 3.45

versus 3.91 and 2.48 versus 2.74 respectively.

In reviewing analyses of age and satisfaction level, an
increase in satisfaction was positively related to an increase in age
' for six job-specific items. However, reference to the median scores
over the six items in the age categOrie§ of 51-- 55 years and over 56
years (Tabie 26) elicited the fact that for all six job-specific items
median satisfaction scores were lower in the age category 56 and over
than the median scores in the 51 - 55 category.

The total number of years as a staff member in a university
position was significantly related to satisfaction levels for seven
job-specific items. (Table 27) Of particular note is the fact that
two relationship patterns emerged. For job-gpecific items 'quality of
undergraduate recetving deéree,‘ 'extent of fheory in undergraduate
:program,' 'time for work related committees' and ‘rank advancement
opportunitie;\through prbfessiOna] organization involvement' median
- satisfaction scores were higher for those with one year experience
or eleven or more years experience than they were for the respondents

in the experience categories between the two extremes. Graph lines

of these median scores would illustrate a u-shaped relationship.
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A linear relationship existed between satisfaction levels and
total years experience for the other three job-specific items.
Satisfaction increased as years of experience increased for 'freedom
of co;iiol over team operations,' 'opportunity for recognition from
colleagues through teaching' and 'opportunity for personal growth
through teaching.'

Academic rank was significantly related to satisfaction scores
for ten job-specific items. (Table 28) In the majority of cases a
positive linear relationship existed with tecturers and instructors
having the lowest median satisfaction scores and professors having the
highest median satisfaction scores. The demogrgphic variables of
'number of full-time staff' and 'bachelor program enrolment' were
considered to be indicative of the size of physical education
institutions, and as such two patterns of relationship emerged between
them and satisfaction scores:

a) a u-shaped relationship, and

b) an inverted-u-shaped relationship (Tables 29 and 30)

Firstly, median satisfaction scores for inst¥tutions
with small and large numbers of staff were higher than they were for
institutions with staff numbering between the two extremes for four
of ten job-specific items: ‘'quality of fellow team coaches,' 'quality
of available athletes,' ‘opportunity for recognition from colleagues
througﬁ coaching,' and 'encouragement by staff to do research.' The
inverted-u re]ationship existed for four job-specific items: 'exter®
of skills content in the undérgraduate program,' 'adequacy of facilities

for classes,' 'quality of undergraduates receiving degrees,' and

.
LY

'quaiity of facilities for research.'
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Table 30’presents the median satisfaction scores for the
various categories of enrolment in the bachelor's deg?ee program over
eleven job-specific aspects. As in the case of the previous discussion
concerning the size of the staff the majority of these analyses
produced a u-shaped relationship with the higher median satisfaction
scores being found at the two extremes of the enrolment continuum.

On the basis of chi square analysis Hypothesis Six was rejected
for the demographic¢ and biographic variables of size of the institution,
years of employment, age, sex and academic rank of the respondent.

It must be emphasized that the rejection of Hypothesis Six was only
partial as significant differences existed in a restricted number of
cases. There was no evidence to support the rejection of Hypothesis
Six for tenure and number of years the chief administrator had beénﬂin
~ his pJ£§ent position.

Hypothesis Seven was tested in a parallel manner to that used
to test HypothéSiS Six. The analysis entailed only an invéétigation
of how demographic and biographic variables related to the preferred-
~ perceived discrepancy level. On‘the basisrof extremely Tow response
frequencies in the scale categories of 'More Than What I Prefer' and
“*Much More Than\What I Prefer' these categories were collapsed into
one category which wés labeled as 5More Than What I Prefer.' Chi
square analysis between each demographic and biographic variable and
each of the fifty-one job-specific items was performed. Two-Qay
frequency tables were produced from wﬁich median discrepangy scores
for each tategory of the demographic and biographic variables were
calculated. |

The demographic and biographic variables for which significant

At
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differences in satisfaction levels resulted were also related to
significaqt differences in preferred-perceived discrepancy levels

for several job-specific items at the .05 level or better. Tenure and
number of years the chief administrator haé been in his present
position were not significantly related to any of the job-specific
items. ,
Table 31 presents thé median discrepancyCscores for males and
females over three job-specific items. While only one of the items
proQéd to indicate females saw a significantly greater discrepancy in
what they preferred and what existed than did males, the median
discrepancy scores for the other two job-specific items illustrated

the same relationship between male and female respondents.

Two job-specific aspects illustrated a significant relationship
between age and preferred-pe}ceived discrepancy. In both cases,
'effectiveness of eligibility regulations' and 'adequacy of facilities,'
those individuals fifty-six years and over perceived the least
discfepancy betweeh what they preferred and what they perceived as
existing. (Table 32)

The chi square analysis for academic rank and preferred-
perceived discrepancy resulted in significant differences for six of
the fifty-one job-specific items.(Table 33) The only cons’ “tency in the .
pattern of median diécrepancy scores was the fact that the _rofessors.
were close to the 'no difference' point on the scale for all six items.

Table 34vpresents-resu1ts which indicate‘that for thirteen
job-specific items significant differences in median discrepancy
scores between various categories of staff size were present. However,

there was no consistent pattern of differences over the thirteen items.
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It appeared that the pdttern of differences in median discrepancy
scores was particu]ér to each item.

The‘analyses of preferred-perceived discrepancy and bachelor
degree program enrolment resulted in strong support of the u—fhaped
relationship.(Table 35) For eight out of eleven of the job-specific
jtems for which significant differences were found the higher median
discrepancy scdres were attached to the smallest and largest enrolment
sizés. The median discrepancy scores for respondents in the enrolment
categories between the two extremes were consistently lower. These
lower scores indicated a 'Less Than What I Prefer' evaluation.

On the Basis df the above results support for the rejection of
Hypothesis Seven was found insofar as the demographic and biographic
variabies bachelo. s degree program enrolment, nhmber of staff, and
academic rank of the respondents were concerned. While seQeral signifi-
cant results were discovered the inQestigétof felt there was not
sufficient support for the rejection of Hypothesis Seven insofar as

age, sex and total years of experience were concerned.

- VIT - WRITTEN COMMENTS ‘
.Verx few of the.314 questionnaires returned had written comments
- on the 1astlpage. However, of the comments received two were most
" common. Firstly, a number of respondents reacted negatively to the
leﬁgth of the questionnaire. Second]y, several respondents indicated
lack of understanding when an attempf was made to answér the last
question. Some respondents suggested they did not know what their
employer preferred and others suggested the word ‘employer’' was not

easily interpreted.
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CHAPTER V

DISCUSSION OF RESULTS
I - INSTRUMENT

Comments provided by respondents, as reported in the Chapter
Four, appear to indicate that the Work Environment Questionnaire may
have been too lengthy and that this combined with a reported vagueness
of the last question resulted iﬁ:fhe gredter percentage of responses
on the employer-employee discrepancy scale to~be in the 'no difference’
category. While this may have méde the data from the question
concerning employer-employee discrepancy somewhat questibnab]e it w77—~3
felt that there were few, if any, adverse affects on the data \ﬁ
.provided up to the point of the last question.

If an adjustment in this question was to be made the words
*$chool,’ 'department,' and 'fa@u]ty' should have been replaced by
more specific and identifiable object words such as 'deén,' 'director,’
or 'chairman.' These words would have provided a more concrete point
of reference for evaluations to be made by respondents. .

Experience wifh a six-point satisfaction scale in the study
may not have been adequate for use in the university setting. The
three categories on the satisfaction side of the scale may not have
provided the appropriate oppbrtunity to detect differences in levels of
gatisfaction. As a result an eight or ten point scale might have bec.,
ﬁnre useful. This, in combingtion with a more expansive (seven or
hine point) discrepancy scale may have resulted in higher correlation
coefficients between satisfaction and discrepanCy. |

In total, however, the instrument was considered to be useful

121
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and.was considered to be one that provided-accurate information. This
contentionswas supported by the consistency with which differing numbers
o% respondents replied to various items. For example one item referred
to 'the extent of your feaching assignment in the graduaté program' in
askinc fbr an indication of satisfaction. whereaS'the majority of

items within the general area of teaching received .from 290 - 305
responses this particular item received approximately 150 responses.
This indicated that the questionnaire was reaq.caréfully and directions

were followed well by the respondents.

I1 - THE DISCREPANCY MODEL AND SATISFACTION

The results of initial corre]ationq1.ana1ysis over the fifty-
one job-specific items indicated forty-nine sighificant corré]atiqns
between level of satisfaction and preferred-perceived discrepancyf
(Hypothesis One) The mean Kendall rank order correlation coefficient
over the items was 0.4275. Locke (1969: 324) referred to a study -
which used a discrépancy scale similar to th; one used in the present
study -- that is, a scale which requested a direct report of the
discrepancy iﬁ what exists and what is preferred. The mean correlation
coef}icignt for that study was minus .611 The minus correlations
might be attributed to the numerical weiéhting-of the scale points.
Furthérmore, it wasAnot reported whether the corre]aﬁ?bnsuwere Spearman
rank order correlations,.Kendall rank order‘corre]atipns, or Pearson
. product moment correlatiqns. If the correlation procedure used for
the study referred to by'Locke and‘the correlation procedures used.in
the present study were the same and comparable then the mean correlation

. _
coefficient for the present study was lower than that reported by Locke.

\
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Assuming the correlations were comparable an explanation of
the difference in mean correlations should be postulated. Two main
comparisons may yield some clarification.

Firstly, the present study was concerned with a considerably -
larger- number of respondents than was the study reported by Locke.
(1969: 324) This in itself may have precipitated a greater degree of
variance on the relationship befween the preferred-perceived dﬁscrepancy
and satisfaction. Similarily, only eight elements or job aspects were
used to elicit responseélin Locke's reported study whereas the present
study used fifty-one such items. No report on the exact nature of the
eight items‘was presented by Locke therefore a comparative analysis is
not possible.

Furthermore, Locke's illustrative study was dependent on the.
recall ability of students in that they were asked to respond to
questions dealing with their last ;ummer job while the respondents
from the present study were reacting to their present work situation.
This lapse in time may have allowed the students the opportunity to
exaggerate their positive and negative feelings about their last Qbrk
experiehce. This type of bias has often been suggested to be one |
methodol.gical inadequyéy‘of the critical incident procedure often
used to test the Herzﬁerg tﬁg-factor theory of job satisfaction.

The correlation coefficients resulting from the presenf study
were relatively low in absolute value in terms of accounting for
variance in feelings of satisfaction even though the.majority of
correlations were high. For example, Fergu§on has suggested that q -
correlation coefficient of .7071 is necessary before fi;ty'perceht

"of the variance of the one variable is predictable from the variance
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of the other. With a correlation as high as .90 the unexplained
variance is 19 per cent." (1959: 128) Of the response sets to the
fifty-one questionnaire jtems used for the present study many were not
useful in accounting for variance in satisfaction scores. Many were '
valuable in this sense, however, as many correlations were beyond the
-6000 level. As such these correlations gave strong support for the
use of the discrepancy concept at least as a basis for future study.

The investigations involving correlations between satisfaction
levels and employer-employee discrepancies proved to be less useful
in accounting for variance in the two'torrelates as the mean Kendall
correlation was considerably lower. While Hypothesis Two, which
concerned itself with the employer-employee discrepancy measure, was |
rejected on the basis of significant correlations the absolute ya]Ue of
the correlations accounts for very little of the variance in the two
variables satisfaction and discrepancy.

As previously mentioned severa]brespondents criticized the
question which elicited responses to employer-employee discrepancy
scale items as being somewhat vague. Possibly for this reason a
greater percentage of 'no difference’ résponses were recorded on
tthemployer-employee discrepancy scale. For the areas of coaching,
community'invo1vement and teaching at least seventy percent of the
responseéxwere in the middle 'no difference' category. Further evidence
which lgd_to questioning the usefulness of the employer-employee
discrepancy data was ‘the fact that for correlations between this
discrepancy measure and measures of satisfacfion the number of respondents
~ was consistently less thap the number of réspondents used to calculate

correlations between the same satisfaction measures and preferred-
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perceived discrepancy measures. This meant a number of resvundents chose
not to answer some items on the employer-employee discrepancy sca]e‘
that they had answered on the preferred-perceived discrepancy scale.

In order to filter out some of the éffects that might possibly
be generated by 1...ividual differences intra-individual or within
individual correiationa] analyses were performed between satisfaction
and d%screpancy. In part this procedure was completed to eliminate the
possib]e.variance of scale interpretation from individual to individual.

‘} The results of this investigation proved to be in the expected
direction as mean correlationé between saiisfaction and preferred-
perceived discrepancy, and between satisfaction and employer-employee
discrepancy were- higher than they were for the inter-individual or
between individual correlations.

It was stated in Chapter Four that both Kendall and Spearman
rank order correlations were calculated for the intra-individual
analysis. The Spearman cqrrelation procedure was selected because it
was more appropriate for a small number of ties. The Kendall correlation
procedure was used so that mean correlations from the intra-individual
“analysis could be compared with the mean correlations from the inter-
individual analysis.

The third method of analyzing the effects of perceived
di§crepancy on satisfaction originated from the results of correlational
analysis of respondents' perceptions of importance ratings for the four
general areas of work -- coaching, community involvement, research,
and teaching. These correlations indicated that, as perceived. by
respondents, administrators and staff members agreed on the importahce

of the aforementioned general areas of work. However, the absolute
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value of the gérre]ation coefficients was not extremely high and
therefore dﬁa not account for a large percentage of the variance in
1mportance/éatings. As a result of this, a three category scale was
developed which depicted the differenée in importance ratings as more,
less, or equal to the importance attached to the general areas of work
by the staff member. The resﬁ]ts of this investigation indicated that
perceived discrepancy in importance rating was related to
satisfaction level. In this study, it could be questioned whether or
not the geographica],]ocafion of questions within the instrument may
have had an effect on the discrepancy résponse e]icited;v The two
questions involved in calculating the importance discrepancy variable
were both placed together on one page. It is pogsible that the
answers- to one question may have been affected by the responses to the
other. ‘This would seem to be a problem wnich may have been avoided
only by uéing the intérviéw technique. However, the résults did
indicate significant relationships and additional research related

to this should be considered.
I1I1 - OVER-ALL MEASURES OF SATISFACTION

Correlations for forty-nine out of fifty—dne items sUpported
the rejection of the hypothesis that the global measure of job satisfac-
tion was not related to measures of satisfac%ioh on specific job items
(Hypothesis Three). |

A review of these correlations suggests that several items
relate more strongly with the.globallmeasure than others. Within each
of the general areas of coaching, teaching, research and communify

involvement the satisfaction scores on items referring:to opportunity
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for recognition and personal growth tended to correlate more highiy
with the global satisfaction measure than did many other items. ‘

" A number of items in each general area of work seemed to be
more uéeful than others in that the correlation coefficients between
satisfaction with the item and satisfaction with the job as:a whole
were able to account for more variance. Satisfaction scores for 'freedom
of control over team operations' in the general area of coaching correla-
ted most highly with satisfaction with the job as a whole. (tau = .3789)
Similarily, opportunity for personal growth and opportunity for A
recognition‘from colleagues resulted in relatively high correlation
coefficients of .2968 and .3648 respectively.

In the a;ea of teaching items dealing with undergraquate programl
contenf and the composition of the staff member's teaching assignment
in the undergfaduate progfam elicited responses which correlated,
re]atively highly, with satisfaction w{th the job as a whole --
.coefficients of .2668, .2500, .2940, and .2683 resulted.

Satisfaction scores for funds available for research and the
relevancy of one's research to societel needs correlated .2482 and
.3572 respectively with satisfaction scores for the job as a whole.
Also correlating to a relatively high degree with the scores for the
global measure of satisfaction were the scores for the item concerning
the pariicipation by colleagues in research With the»respondent.
(tau = .2440)

Very few of the items in the genera1 area of community‘involve-
ment produced correlations between item satisfaction and satisfaction

with the job as a whole beyond the .2000 level. The ones that did,

however, were items that were concerned with the sharing of decisions
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within the respondents own department and the sharing of decisions
within 1oce1 professional organizations. Both items dealt with aspects
that seemed to have a more direct effect on the respondent's work world
than did aspects of a proviqcial or netional nature.

The reported levels of satisfaction with the four general areas
of work eorrelatedlwith satisfaction levels for the job-specific items
within each area in a similar manner as the satisfaction scores with the
job as a whole correlated with satisfaction scores for job-specific items.
This supported the rejection of Hypothesis Four. Within the areas of
coaching, teaching and research the same job-specific items rendered
the highest correlation coefficients between general satisfaction scores
and specific item satisfaction scores but did so generally to a §reater
extent. Freedom of control over team operations, undergraduate program
content, teaching assignment in the undergraduate program, funds
available for research, participation by colleagues in research, and
reievancy of research were items for which satisfaction scores correlated
most highly with satisfaction scores for respective genera] areas of
work. ' | |

~ In terms of future research the results related to Hypothesis
Three and Four strongly suggest that fewer job-specific items, basea.
on tﬁe content and nature of those reported as indicative of relatively
high correlations, might be used if simi]ar research were to be
conducted. :

Hypothesis Five, which postulated no relationship between
reported satisfaction levels for the four general areas of work and

satisfaction levels for the job as a/whoTe was rejected on the basis-
7

. - ’ . e ‘ .
of significant correlations.— Satisfaction levels for the general area
,/ ~ ' )
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. of teaching correlated with satisfaction levels for the job as a whole
to the greatest extent (.3900). This suggests that a greater amount of
the variance in satisfaction with the job as a whole is accountable in

terms of satisfaction with teaching.

IV - DEMOGRAPHIC AND BIOGRAPHIC?VARIABLES AND SATISFACTION

Contrary to the prediction of Hypothesis Six a number of
significant relationships were found to exist between satisfaction and
demographic and biographic variables. Of particular note was the
fact that five of the demographic and biographic variables were
significantly re]ated to satisfaction levels for the general work area
of reséarch. Satisfaction with the general area of research increased
as -écademic rank and total years of experien;e in university as an
academic staff member increased. Similarily, satisfaétion with the job
as a whole increased as total years experience, age, and academic rank
increased. The results of’these analyses were congruent with the
discussions of task experience and attitude offered by Breer and Locke
(1965) which suggested the individual adapts to the system of rewards )
and punishmént as the QUration of‘his étay in an organization increases.
The adaptation’pfocess may have taken two directions. In one case
indi?idua]s may have recognizéd organizational directives or pressures -
to perform in a prescribed manner. These individuals would then have
been granted rewards and conditjoned'to repeating the process. ‘In the
second case individua]s may have leérnéd to adapt by ﬁerforming
minimally and at the same time minimizing punishments. In either case
the result may Bave been a perception on the part of ‘the indiyidua] that

the situation was not different from that which he desires.
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Satisfaction scores for the general area of research also varied
significantly according to the enrolment in the bachelors degree program
and did so in the form of a u-shaped relationship -- the higher
‘satisfaction scores were elicited from respondents who were members of
institutioné in the two smallest and the largest category of bachelor
program enrolment. Assuming bachelor program enrolment was an
indication of the size of an institution the re]ationship'was logical
from an intuitive point of view. In smaller institutions the programs
offered would be limited and narrow in focus.

For examnle smaller institutions.w0u1d not offer graduate degrees and
thus the concern for research facilities and fEXQf for research would
not have been prominent. The largest inetitutions while offering more
diverse programs were 1ike1y to have been "blessed" with a more
specialized staff and were likely in possession of fac111t1es equ1pment
and funds necessary for the operation of the research aspects of graduate
programs. This seemed to be the case as reference to Table 27 (Chapter
Four) indicates the larger institutions were more‘satisfied with funds,
facilities, and equipment for research,

On the other hand the institutions that have bachelor program
enrolments between the two extremes may have been in the process of
growth and expansion. The pressure to expand and the possible lack of
funds, equipment and faciTities for adequate expansion may have been
respons?ble for the lower satisfaction levels for the general area of
research, - ‘ > \

Satisfaction with the job asKa whole was posit%ve]y and signifi-
cantly related to total years experience, age and academic rank. The

commonality of these relationships might have been predicted as the
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thfee demograpbiq4yariables relate positively to one another to a
great extent. The relationship between satisfaction and the three
variables may have been accounted for in terms of Breer and Locke's
(1965) task experience explanation of attitude-déve]opment.

The demographic and biographic variables were cross-tabulated
with satisfaction scores for each of the fifty-one job. specific items
encompassed by the four general areas of work. These analyses
precipitated simi]ér results to those that resulted from the analyses

~involving satisfaction scores for the four general areas of work.
Satisfaction increased as age increase up to the age of fifty-five
years., Median'satisfaction scores beyond this age category were

lower. This was cbnsistggt with Salek and Otis' (1964: 429) suggestion
that satisfaction decrease in the terminal perioa of employment. It
would take a greater number of individuals in the upper age groups to
provide stronger support for this contention. Of the 314 respondents
in this study only nine Qere in the age categgry above fi%ty-five years,
Similarly, total years of experiente and acaSZmic rank correlated
positively and significantly witﬁ/;even aﬁd ten job-specific items
respectively. a ’

For a number of job-specific items the median satisfaction
scbres for males were significantly hfgher fhan median satisfaction
scores for females. This trend was apparent, though not significant,
in the case of a number of other job-specific items. These résults
seemed to be quite logical in view of the fact that satisfaction
increased with an increase in age and academic rank, and that the
number of females in the lower categories of age and academic rank

were greater than in the dpper categories of age and academic rank.
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The strongest indication of the development of a pattern of
relationship resu]ted'from consistent results for analyses involving
bachelors degree programs and satisfactipn levels. g; was {pund with
the general aspects of work a u-shaped relationship was most prominent,
In view of the consistency of this relationship it would seem
appropriate to suggest that a more detailed investigation of the size’

factor and its relationship to satisfaction is warranted.

The final anaiyses of the study compared biographic and
demographic variables with employer-employee discrepancy levels for
the fifty-one job-specific items. A considerably smaller number of
significant'relationships resulted. Tﬁis may have been predicted in
view of the>fact that corré]ations between satisfaction and
emp]oyer;employee discrepancy did not account for a great percentage

of variance in satisfaction.
v - IMPLICATIONS OF RESULTS

0f the results diScussed, those concerning satisfaction and
how it related ;0 preferred-perceived discrepancy and bachelor deg;:e
program enrolment as an indication of size seem to be most important
in terms of future administration of personnel within the
university physical educatibn organization.

Firstly, strong and consistent support was fodnd which
indicated that satisfaction decreased as the discrepancy between one's
preference and one's perception of what existed increased. This would
seem to indicate that a serious responsibility rests with the

organization or the administrative personnel of the orgdnjzation to

ensure two policies are operationalized in view of the fact that
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expectations provide foundations for evaluations., Initia]]y,.it
implies the necessity of adopting alpo]icy which would require the
organization to educate prospective employees, through a thorough
interview procedure, about such things as the nature, philosophy

and objectives of the organization. Furthermore, it would require |
the organization te become familiar with the objectives and
expectations of the prospective employee‘in order that the organization
may provide the prospective employee with an honest and accurate
estimation of the chance he would have of fulfilling his expectations
as a staff member.

The results of this study have indicated that satisfaction
is lower among younger staff members than it is among older staff
members, and that satisfaction is lower among those with academic
ranks of instructor or lecturer than it is amon§ those with the
rank of associate professor or professor. It may bé reasonable to
suggést that these two situations have resulted because of the failure _
of the organization to explain its position clearly and at the same
time become aware of the prospective employee's position.

The results concerning satisfaction and‘discrepancy imply
a furfher responsibility for the organization to develop effective
communication channels in order that staff members may be kept
informed of changing situations or circumstances in the work
environment and in order that the organization may be made aware
of changing dispositions among staff mefmbers. The basic
understandings underlying concepts such as participétive management
and management by objective; would be useful in completing this task
as one result of their implementation would be an increased awareness

on the part of the'staff member of the realit’ec of the o-ganizational

3

A ks
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situation. Thi; increased awareness would allow the staff member to
assess hi%ve§pectations as realistic or unrealistic. The subsequent
re-establishment of his expectations would reduce the discrepancy
between preference and perception of what exists.

Enrolment in bachelor degree programs was assumed to be one
measure of organization size. In terms of satisfaction it was found
that the smaller and larger organizations were related to higher
Tevels of satisfaction. It was suggested earlier that the smaller
organizations might be characterized as having a narrow focus in terms
of objectives. In the case of the 1a}ger organizations it was
sugggsted that their focus woqu be more expansive but that they
would hpve the resources necessary to accommodate such a focus. It
has subsequently been surmized that the organizations'of an
intermediate size may be in a period of growth and expansion which
cannot be accomodate by available human resources. This seems to
be supported by the results of this study which have indicpted
respondents from the mid-sized organizations tended to evaluate
the status of such tﬁings as funds for research and coaching,
facilities for research, and time for research as "much less than
I prefer" moreso than did the respondents from the small and large
organizations. The 'lack of time' suggests the staff members have
‘excessive workloads which may be the result of an organization trying
to do more than is possible with existing resources. By\Being»
se]e;tive in choosing tasks and patient in achieving eiﬁénsion goals
the organizqtion may alleviate the lower level of satisfaction which

characterizes the mid-size university physical education organization.



CHAPTER VI
SUMMARY AND CONCLUSIONS |
1 - SUMMARY

Basis for the Study

The study evolved from an interest in the conflict which has
often developed between the individual and the organization and a
concern for the university and its constituent parts as organizations
subject to such conf]iét. It appear that the nature of the
university might enhance conflict between the individual and the
organizétion because of a lack of clarity or congruence of goals between
the two. Oncken (1971), ikenberny (1972), Bonneau and Corry (1972)
and Parsons (1971) have expreésed agre_.ent with this éssessment.

The concept of job satisfaction, in an indirect sense, has
been used as a point-of reference for the investigation of the
relationship between the individual and the organization. In general
researchers that have been concerned with the concept of job satisfac-
tion have agreed that the idea of an 'affective response to one's
situation and environment' is basic to the concept. Early studies of )
~ Job satisfaction baseq on this belief dealt primaﬂi]y with self-reported
levels of satisfaction in relation to elements of the situation such
as pay, hours of wdrk, Teader behavior. In essence these types of
studies tended to ignore the possible intervening effects of individual
differences upon satisfaction-environment relations. In reaction to
this simplistic trend in research investigators such as Vroom (1964),

Katzell (1964), and Locke (1969) began to discuss the concept of
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‘discrepancy’ and its possible re]atfonship to job satisfaction.
Basically, their contention wﬂL that satisfaction or dissatisfaction
with something was dependent primarily on the discrepancy one perceived
between what one preferred and what one saw as' existing -- the greater
the discrepancy the greater the dissatisfaction.

In support of this position Locke (1969) descfibed several
studies which tended to support this position and described results
which demonstrated a difference in mean satisfaction scores for inter-
individual and intrg-individual correlations between satisfaction and
discrepancy. The :iéra-fndividuaT correlations tended to be higher
than inter-individual correlations and as such yielded support'to the
contention that individual differences are important in terég of job
satisfaction.

" The review of the literature pointed to the need to study
general indications of satisfaction and their relationship td specific
measures of satisfaction. Furthermore it was assumed the study of
demographic and biographic variab]es in relation to satisfactionnfor
academig personnel in thé university'organizafion would be a valuable
undertaking. ‘ |

Seven hypotheses were stated in the null form which gave
direction to thevtesting of: a) the relationship between satisfaction
levels and discrepancy level; b) the relationship between global and
specific measures of satisfaction; c) the relationship between satisfac-

tion levels and selected biographic and demographic variables.

Methodo]og!

Two questionnaires were structured in order to allow the testing

of stated hypotheses. One surveyed chiei}gﬂministrators of physical
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educétion professional preparation programs in Canadian universities.
Demographic information concerning the institution and biographic
information concerning the chief administrator was obtained frouu this
questionnaire. The second instrument, &irected to full-time academic
staff members requested a variety of information: a) biographic
1hf6rﬁation; b) global indications of importance of, and satisfaction
with, four general areas of work -- coéching, community involvement,
research, teaching;—c) two discrepancy measures (preferred-perceived a;d
employer-employee) and a measure of satisfaction with fi;ty-one job-
specific items concerning the individuals' work environment.

Questionnaires Qere distributed by mail and with the assistance
o% chief administrators. A pre-addressed and stamped envelope was sent
with each questionnaire. |

The data was analyzed by computor after being coded on IBM
cards. The SPSS SUBPROGRAMS CODEBOOK,.NONPAR CORR AND FASTABS provided

frequency distributions, Kendall and Spearman rank order correlations,

and chi squaré statistics respectively for data analysis.

Results
On the basis of the results from the use of nonparametric
statistics models several of the stated hypotheses were rejected.
Satisfaction levels for job-specific items were found to be
significantly related to a) preferred-perceived discrepancy levels
and b) employer-employee discrepancy levels. The absolute values of
the correlation coefficients for the latter were consistently lower than
for the former. Also in terms of the absolute values of correlation

coefficients mean inter-individual correlations proved to _be lower
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than mean intra-individual correlations for the analysis of preferred-
perceived discrepancy levels and satisfaction levels. -

Significant and positive correlations resulted from analyses
which compared, on a rank order basis: a)‘satisfaction with the job
as a whole and satisfaction with the four general areas of work; b)
satisfaction with the job as a whole and satisfaction with fifty-one job-
specific aspects; and c) global satisfaction with a work area and
satisfaction with job-specific items within the‘general area.

In cases where correlational analysis was used coefficients
were generally low in absolute value and therefore were not able to
account for a large amount of the variation in variable values.

The analysis of demographic and bibgraphic variables in
relatioh to satisfaction suggested several general trends. Satisfaction
levels for females were lower than for males. As age and total yeafs
of experience increased so also did satisfaction. The size of the
institution in terms of bachelor degree program enrolment consistently
provided @ u-shaped relationship with satisfaction -- satisfaction was
found to be higher in institutions which had either large or small

enrolment in the bachelor degree program.

IT - CONCLUSIONS
The correlations between»globa] and specific measures of
satisfaction resulted consistently in significant relationships.
 wh11e the absolute value of the correlations was not extremely high
they were interpreted as supporting thefcontentioﬁ that the wofk

Environment Questionnaire was a valid measurement instrument.
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The results of the‘study provided moderate but consistent
suppdrt for the rejection of a number of null hypotheses which dealt
with satisfactidn, perceived-preferred discrepancy, employer-employee
discrepancy; and demographic and biographic data. On the basis of
these results several conclusions, applicable to physical educators
and physical education organizations in Canadian universities seem
Jjustifiable.

1. Job satisfaction increases as the discrepancy between
one's preference and one's perception of what exists in the work
environment decreaseg.

2. Job satisfaction increases as the discrepancy between
one's preference and one's perception of what his employer prefers
decreases. |

3. Job satisfaction varies according to the size of the
physical education organization - - job satisfaction is greater among
staff members from small and large physical education organizations
than itiﬁs for staff members from physical education organizations‘
between the two extremes in size. -In terms of actual values the
term 'sma]]' refers to institutions with bachélors degree program
entolments of'up to 300 students. The term»'large' refers to
institutions with chhe]ors degree program enrolments of 601 or more.

4, Thére is a higher degree of congruency between what is
preferred and what is perceived as existing in the work environment
among staff members from small and 1argé physical education
organizqtions than there is among staff members from physical ation
crcanizations of a size between the two extremes.

S. There is congruency between administrative personnel and

svf membe .. °rning the importance of four areas of staff
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member's work -- coaching, community involvement,: research, and teaching.-- -
6. 'Job satisfaction is higher for staff members with the
academic rank of associate professor and professor than it is for
staff members with the academic rank of instructor, lecturer, ér

assistant professor.

7. For staff members with the academic rank of professor there
is a higher degree of congruency between what is preferred and what is
perceived as existing in the work environment than there is for staff
members ho]diﬁb other academic ranks.

8. Job satisfaction’ increases aé age increases up fo the age of
fifty-five. There seemed to be an indication that satisfaction began to
drop after the ége of fifty-five. However, a larger sample than the one
available for this study wou]d“be needed to confirm this possibility.

9, Job satisfaction increases as total years of experience
in the university setting increases. o ,

10. Job satisfaction is greater among male academic staff members
in university physical éducation organizations than it is for female
academic staff members. This is to be expected as the majority of
females fall with” = the lower categories of age and academic rank --

satisfaction was found to increase as age and academic rank increased.

L5
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APPENDIX A -/

ORIGINAL LETTER T0 CHIEF,ADMINISTRATO((S
AND ' . .
DEFINITION OF FULL-TIME ACADEMIC STAFF MEMBER

N ) 3
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As a project directed at the completion of graduate research
we are investigating job attitudes among full-time academic physical
education staff members in Canadian universities.

We respectfully solicit your cooperation and assistance
in the completion of this project in the following two ways:

‘1) distribution of the questionnaires and envelopes to
all FULL-TIME ACADEMIC STAFF MEMBERS in your faculty.
A full-time academic staff member is defined on the
attached sheet.

2) completion and return of the CHIEF ADMINISTRATOR'S
questionnaire which will come to you under separate
cover.

We do not ask. that you collect the questionnaires after distribution.

We have provided pre-addressed and stamped envelopes for your staff.

records.

We greatly appreciate your cooperation in this project and
we anticipate the results of same will provide information which you
will find useful in your position as Dean.

[N
¢

Thank you.

Sincerely yours

T. L. Maloney
Project Coordinator

M. L. Van Vliet, Dean ‘
Faculty of Phys1ca1 Educatzon

;.\
H
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A copy of the major questionnaire has been énc1osed for your -
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FULL-TIME ACADEMIC STAFF MEMBER:

[
a staff member who has tenure or has a position

leading to tenure with no contractual indication

of an employment termination date.

Important:

The above classification does not include a number

pot 4

of exceptions as listed below:

—r
.

Deans, Directors, Department Cha rmen

2. Sessional Instructors B

B}

3. Full-Time Academic Staff Members who were not s

on staff before August 1, 1973

4. Administrative 0ffi¢ers -- this inciudes individuals--

who do not carry teaching responsibilities

~?
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WORK ENVIRONMENT QUESTIONNAIRE
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COVERING LETTER TO RESPONDENTS
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February 4, 1974

Dear Staff Member:

As a project dix ¢ the comp]et1on of graduate r‘esearc’!\"s
we are investigating job « .udes among full-time academic phx§ﬁta1
education staff members in Canadian universities.

The Director of your school has cooperated with us by
distributing the attached questionnaire and envelope to you. We
would respectfully request your cooperation in completing the
questionnaire and returning it to us at your -earliest convenience.

As a high percentage return is essential for the success
of this type of research we have ensured TOTAL ANONYMITY by numbering
questionnaires only according to university. All the questionnaires
that have been sent to your university have identical numbers.

Please accept our gratitude in advance for your kind e
<ooperation w1th this project.

K

Thank you

/

Sincerely yours

I
’ -

T. L. Maloney
Project Coordinator

M. L. Van Vliet, Dean
Faculty of Physical Education
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_ WORK ENVIRONMENT QUESTIONNAIRE

FOR

ACADEMIC STAFF MEMBERS IN PHYSICAL EDUCATION

N

CANADIAN  UNIVERSITIES

ADMINISTERED BY

Te L. MALOWEY

IN COOPERATION WITH THE DEAN
FACULTY OF PHYSICAL EDUCATION
UNIVERSITY OF ALBERTA
EDMONTON, ALBERTA
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PLEASE READ THE FOLLOWING BEFORE GOMPLETING THE QUESTIONNAIRE.

1. The questionnaire should take approximately 20 ~ 30

minutes to complete.

.

2,  QUESTIONS 13 and 14 Asssgsﬁyxrgaaznr ATTITUDES. PLEASE
READ THEM CAREFULLY. ¥

3. A blgnk, lined sheets is attached at the end of the
questionnaire. It has been added so that yod way provide
any additional information you feel is important.

1t -
4. PLEASE RETURN YOUR COMPLETED QUESTIONNATRE BY
FEBRUARY 28, 1974 IN THE ENCLOSED STAMPED ENVELOPE
To .

Mr. T. L. Maloney

. ¢/o Faculty of Physical Education
University of Alberta

"Edwonton, Alberta

.
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- PERSOMAL LiFORIATION

What ves your age as of January 1, 19747 PrEasx CHECK ONE [}

OF THE FOLLOWING.
snder 26 26-30 31-35 36-40 41-43
46-50 31-35 36—-60 above 60

—

Vhat 1s your sex?
female male

What 1is the highest scademic degree which YOu possess at present?

How wany years have you been employed in an acadenic position at any
university? PLEASE INDICATE THE TOTAL NUMBER OF YEARS OF EMPLOYMENT
FOR EACH OF THE FOLLOWING CATEGORIES.

In Canada: years

In the United States years

Other (please specify): years
Years
In your present position do you hold tenure?
—Jes no
What is your present academic raok?
— 1instructor —__8ssociate professor
e lecturer ) —__professor
e _8ssistant professor other (please specify):
' What 1s your Primary area of academic lntereg; in your present position?
PLEASE CHECK ONE OF THE FOLLOWING. py
e Adnintstraticy ——. _Blomechanics *% E; 3 Hutofy Psychology
—— Physiology . e Soclology : ‘¢ Other_ - - : )

Please indfcate whether you have responsibilities in any of the
following areas. . :

. rea

a) coach an 1ntcrcol\ieginte tean

b) teach graduate classes

¢) teach undergraduate activiey classes

d) teach undergraduate lecture classes

K

NERN

®) advise graduate studencs

f) work as a menber or chairman of
comaittees within your Faculey/
Schoollbepartnent . -
—

8) vork as a meaber or chairoan of .
committees within professional . \\
Physical Education organizations T
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FZVIHPORTANT: Several terms used in the questionnaire are defined below. PLEASE A
ANSWER ALL QUESTIONS WITH REFERENCE. TO THESE DEFINITIONS.

1. COACHING: activity as head coach or assistant coach of one or more intercollegiate
athletic teams sponsored by the University.

2. COHMUNITY INVOLVEMENT: participation as a member or chairman of current committeces
“.wi of Faculties/Schools/Departments, universities, or professional physical
education organizations at a local, provincial, or national level. '~

3. RESEARCH: empirical and library nvestigatory activities that are not direcély
related to, nor necessary for, the completion of the teaching aspect of the job.

4. TEACHING: activities relating directly to the operation and conduct of student

programs.

NOTE: PLEASE ANSWER QUESTIONS 9 - 14 BY PLACING A CIRCLE AROUND THE
APPROP.RIATE NUMBER TO THE RIGHT OF EACH STATEMENT.

9. What LE\'EL OF IMPORTANCE do you think 1s attached to ench of the following
aspects of your work by vour employing Departneat.

VERY (UITE MODERATE LITTLE NONE

1) coaching ) s 4 3 2 1
11) community .

involvenent s 4 R | 2 1

11{) research s 4 3 = 2 1

! gv) teaching

10 What LEVEL OF IMPORTANCE 'do you sttach to each of the follewing
* sspects of your work? ] Coe

VERY QUITE MODERATE LITILE NONE

1) coaching H 4 3 ’ 2 1
k4 11) comomunity : .
involvement ) s 4 3 2 . 1
111) research , 5, 4 3 2 1 @
iv) teaching 5. 4 3 2 1

1 1 I general, HOW SATISFIED are you vith each of the following aspects
¢ of your vork?

VERY QUITE SLIGUTLY . SLIGHTLY QUITE VERY

. Sstisficd Satisfied Satisfied Dissatisfied Dissatisficd Dissatisfied
" 4) coaching 6 s 'y ) 3 7 2 1
11) commnity ’ .
involvenent [ 5 4 3 2  §
- 111} research 6 s 4 3 2 1 .
iv) tuchin;‘ 6 5 Y S ‘s 2 o 0
¥) job as a ) .

vhole 6 s 4 3 2 ‘ 1



12 How satisfied are you with
below?

COACHING ASPECTS
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3

each of the work situation aspects listed

‘
v

- Do Kot Answer This Section If You Are ot VERY QITL SLIQUTLY SLIGHTLY [s1i26¢ 4 VERY
©  Coaching Tnis Year (1973-74)'! Satisfled Satisfied Sattsficd Dissatisfled Dissatisfied Dissatisfiel
1. nusber of practice hours 6 3 4 3 2 1
2. amount of time available for practice ¢ 3 4 3 2 1
+‘T.bct of hours of preparstion [3 S 4 - 3 2 . 1
e Y1 -
4. quality of physical facilities avedlable ¢ s L) 3 2 1
’or practice . —_
5. effectiveness of eligibflity rays.«tions ] 3 4 3 2 1
6. freedom of control over team operation [ 3 4 3 2 1
7. pressute to win from superiors [ s 4 3 2 1
8. quality of fellow team coaches 6 3 4 3 2 1
9. smowdt of funds svailable for team activicies ¢ 3 4 3 2 1
10. quality of availsble athletes [ . 5 4 3 2 1
11, level of league compitition svailable 6 H 4 3 2 1
12. ozportunlty for sdvancement in acadeaic rask [} 3 4 3 2 1
_through coaching
~
13. o:portunlty for recognition from colleagues 6 5 4 3 2 1
through coaching
[ ] 4 3 2 1

14, opportunity for personal growth through
cosching

TEACRIKC ASPECTS -~ Do not rn‘ly to items that are
- work assignmeat fin 1973-74.

KOT appiicable to your

13. quality of undergrldu:t.u receiving degrecs

16. quality of gradustes receiving degrees

17. extent of "skills" content in undergraduate

6 5 L} J 2 1
L] 3 4 3 2 1
6 3 4 3 2 1

.

18. extent of “theory™ conteat in undergraduate [ s 4 3 . 2
program

18, extent of your teachirg asiignoent in the

/‘mh.g‘[adu-u program 6 s 4 3 2 1

20. extent of your teaching assigoment in the
graduate progran 6 s 4 3 2 1

31. extent of your tescning sssignoent in 6 N s L 3 3 2 1
aciivity courses L

22. extent of your teaching asalgnment in 6 s 4 3 2 1
ecture cours~s

23. sdequacy of facilities for classes 6 . 5 4 3 2 1

24. freedow to select courss content and ¢ 5 4 3 2 —— 1
teaching wmethods

23. relevancy of curriculus to the type of Jobs B
svailable to dregrec holders s ° s 4 3 2 1

26. opportunity for advancement {n academic rank [ s 4 3 2 1
throuph teaching .

27. ozpct(unlly for recognicion fron colieagues [ s 4 3 2 1
through tcaching

28. opportunity for personal growch through [3 s 4 3 2 1
teaching P
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RESEARCH ASPICTS

= Do not reply to ftems that are NOT applicadle
o your work assignment in 197374
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vERY QuITE

sLICUTLY

SLIGHTLY ITE

VERY
Satisfied Sactisfled Satisfted Dissatis{led Dissatis(ied Dissatiafied

L]

national professional organi{zation
committaes

29. amount of funds svailadle for research 6 3 4 3 2 1
30. amount of time available for research ¢ 3 4 3 2 1
31. qualfty of facflitfcs and equipment s 3 4 3 2 1

svailable for research
32. amount of encouragenent by academic wembers A .

of staff for you to dov recsearch 3 3 2 1
33, extent of participation vith you in research ¢ s ’

by colleagucs in your fleld and on your staff 4 3 2 1
34, amount of luppor’t for your research by .

sduinistrative personnel on your staff 6 3 4 3 2 1
33. relevancy of your research to societal needs L] s 4 3 2 1
36. oppertunity for sdvancement in lc;detic rank ‘

tgrou‘h research - ¢ 5 4 3 2 4
37. opporxunity for recognition from colleagues

tgrwﬂ\ research 6 3 4 3 2 1
38. opportunity for personal growch :h_rough '3 3 s 3 2 1

research .

COMMUNITY INVOLVEMENT ASPECTS - Do 0ot reply to {ftems that are NOT applicable
to your vork sssignaent in 1973-74

39. amount of timo available to become fnvolved

with vork related committees 6 5 4 3 2 1
40. amount of time svailable to berome ir.olved

vith comaittees of local, provinciail, or

natfocal professional organiracions 6 3 4 3 2 1
Al. amount. of funds available =0 become involved

vith committces of orovincial and .national .

professional organizations . ¢ 3 4 3 2 L '
42, extent of your share in decisfons af{fecting

departmcat affairs . 6 ] 4 3 2 1
43. extent of your sharc fn decisfons affecting

local professional organization matters 6 5 4 3 2 1
44, extent of your share fn dectstons affecting -

provincial professiovnal organization affafirs 6 L 4 3 2 1
43. extent of your share in decisions affecting .

national professional organization affairs 6 3 4 3 2
46. opportunity for advancegent in academic rank N

through involvement in work related coomittees 6 5 4 3 2 1
47. oppdrluulty fot sdvancement in acadeaic rank

through fnvolveaent in local, provincial, or [ 5 4 3 2 1

nacionsl professional organization committoes
48, opportunity for recog‘nition from colleagues

through invoivement fa work relsted committees 6 5 4 3 2 1
49. opportunity for rccognition from colleagues ..

through involvement in local, proviacial, or

nstional professional organ{zation conzlttees L} s 4. 3 2 1
30. opportunity for personal growth through

iavolvement in work related coemittees s 5 4 3 2 1
51. opportunity for personal growth through i

iavolvenent in local, provinctal, or 6 s . 3 2 1
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13 For each of the work situation aspects listed below, ' how does WHAT YOU
PREFER compare with WHAT ACTUALLY EXISTS? -

161

5

Much Lesa Leas More Much More
Then Vhat  Than Vhat No Than What  Thaa Waat
COAGHING ASPZCTS = Do Not Answer This Section If You Are Not 1 Prefer 1 Prafer Difference 1 Prefer 1 Prefer
Coaching This Year (1973-74)!! ; -.
1 hd .
ll. oumber of practice hours 1 2 b | 4 3
2. swount of time availsble for practice ' 1 2 3 4 s
3. muaber of bours of Preparation 1 2 . 3 4 5
4. qualicy of physical facilities avatlabla for practice 1 2 3 . L4 3
3. effectiveness of eligibility regulations 1 2 3 4 3
6. freedom of control over tesa cperation . i/ 1 2 3 4 5,
7. pressure to win from supcriors 1 2 3 4 s
8. quslity of fellow team coaches 1 2 3 A s
9. amount of fund« available for team activicies 1 2 3 4 s
. .
10. quality of available athletes 1 2 3 4 5
1l. level of lesgue competition available 1 2 3 4 s
12. opportuntey for advaaceaent in scademic rank through coaching 1 2 3 4 s
13. opportunity for rocomitfon from colleagues :hrough'couhlng 1 2 3 4 5
14, opportunity for personal grovth through coaching 1 2 ] 4 s
TRAGUING ASPECTS - Do 0ot reply to {tems that are NOT applicable to your /
vork assigoment ta 1973-74.
. . \ -
15, quality of undergraduatues recoiving degrees 1 2 3 4 s
[
]
16. qualfey of graduates recetving degrees 1 2 3 4 5
- D
17. exteat of "sk1lls" content {n undergraduate Program 1 2 k] 4 5
a .
18. extent of "theory" content in undergraduate Pl tan 1 2 3 4 s
19. exteat of your teachiag assignnent {n the
undergraduate program 1 2 3 4 5
20. extent of your teaching assignment {n the graduc .
program 1 2 3 4 s =
2l. exteat of your teaching assi{gnoenc in aceivity courses 1 2 3 4 s
22. exteat of your teaching assignment in lecture courses 1 2' 3 4 s
23. sdequacy of fac{licies for classes 1 2 3 4 Iy
24,  freedom to select course content and teaching sethods ) 1 2 3 4 s
d
28. Televaacy of curriculum to the type of jaobs available
to degree holders 1 2 3 4 5
26, opportunity for advancement ia academic rank through teaching 1 2 3 s s
27, opportuntty for fecognition from colleagues through teaching 1 2 3 N 5
2. opportuaity for perasonal grovth through teaching 1 2 3 & s
7 -
® -~
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ARSRARCR ASPECTS Much Less Less More Much More
~ Do mot zeply o ftems chat are NOT applicable Than Vhat  Than What No Thaa What  Than Waat
te your vork assignment in 1973-74 I Prefer I Prefar Differencs 1 Prafer 1 Prefer
29. amount of funds available for research 1 2 3 4 s
30. smount of time avatlable for research 1 2 3 4 s
3l. «quality of .facflities and squipment available for research 1 2 3 4 H
32. amount of encouragement by szcadenic members of ataff for
you to do research 1 2 b ] 4 s
33. extent of participation with you {n research by colleagues
ia your field and on your staff . 1 2 3 4 -8
34. emount of eupport for your reseatrch by administrative
personnel on your scaf(l ’ 13 i § 3 4 b
35. relevancy of your research to soclctal needs 1 2 3 4 5
36. oppejtunity for advancement in academic rank through resesrch 1 2 3 4 3
3
37. opporwhtly for recognition from colleagues through rasearch 1 2 3 4 3
38. opportunity for personal growth through research 1 <3
COMMINITY INVOLVEMENT ASPECTS - Do not reply to items’ that ace NOT applicable
. €0 your work assignmeat in 1973-74
39. emount of time nv-ihblmcw involved with work related
committens 9 1 2 - 3
40. emount of time available to become involved with committees
of local, provincial, or national professional organizations 1 2 1 'y s
41. smount of funds avallable to becoma fnvolved vith comafttees .
of provincial and national professionsl organiracions 1 2 3 4 s
42. extent of your share in decisions affecting department affatirs 1 2 3 'y s
0 B
43. extent of your share {n decisions affecting local professional
organtzation sffairs - 1 2 3 'y s
44. exteat of your share in decisfons affecting provincial
professfonsl organization affairs - . i 27 3 4 [
43. extent of your shara in decisfons affecting national
professional organization affairs 31 2 3 4 [
—
46. opportanity for advancement in academic rank through
involvement in work related comnittees 1 2 3 & s-
47. opportunity for advancement in academic tank through -
fovolvement io local, provincial, or natfonal professional v
erganizaction conmittees b3 2 3 4 [}
¢
48. opportunity for recognl.tnion from colleagues through
iovolvement in work related cormittees 1 2 3 Y [
49. opportuaigy for -recognition from colleagues through
involvement in local/, provincial or national professional
organization committees : 1 2 3 4 3
50. opportuaity for pursenal groveh through tavulvement in .
work related comalttecs 1 2 3 4 EH
~
51. opportuafty for personal grovch through {nvolvement in local, '
provincial, natlonal professional organizition commitcecs i 3 3 4 s




14 For each of the work situation aspects listed below, how does WHAT YOU
PREFER compare with WHAT YOU FEEL YOUR FACULTY PREFERS.

Much Less Lass Yore Much More
Thaa Vhat  Than What Yo Than What Than Chat
COACHMING ASPECTS - Do Not Ansver This Section If You Are Not 1 Prefar 1 Prafer Difference I Prefer 1 Prefer
Coaching This Year (1973-74)!! -
1. pumber of practice hours 1 2 3 4 s
2. amount of rine availlsble for prattice 1 2 3 4 s
3. sumbet ipf bours of preparation 1 2 3 4 )
4. quality of physical facilities available for practice 1 2 . | 4 3
3. effectiveness of elfgibility regulations 1 2 3 4 3
6. freedom of control over team operation 1 2 3 4 3
7. pressure to vin from supariors 1 2 b ) 4 S
" - -
8. quality of fellov tesm coaches’ 1 2 3 4 57
— ]
9. saount of funds available for teas activities 1 2 Al ]
10, quality of avallable athletes -~ 1 2 3 4 ]
11. level of leaguc ccapetition available b 4 2 3 3 3
12. opportunity for sdvancezent in academlc raak through coaching 1 2 ? ] 5
13. opportunity for recogaition from colleagues chrougn coacnlag 1 2 3 4 ]
.
14. opportunity for personal growth through cosching i 1 ks 3 4 3
TEACHING ASPECTS -~ [Co not reply to items that are NOT applicable to your
vork assignment ian 1973-74,
1S. quality of undergraduates receiving degrees 1 2 3 4 3
16. qualicy of graduates receiving degrees , 1 2 J = 4 5
17. extent of "skills™ content in undergraduate program 1 2 3 4 3
— .
100) extent of “theory" content in urdergraduate progras 1 2 3 4 3
19. extent of your teachling assignmeat in the
uwodergraduate progran 1 2 3 4 )
20. extent of your teaching assigoment in tbe graduate
program 1 2 b} 4 b ]
2l. aextent of your teaching assignment in activity courses 1 2 3 ) 5
Pe—
22. excen. of your tesching sx¥fgazent in lecture courses 1 2 3 4 s
2). adequacy of facilicies for claases - 1 2 3 4 L]
4. freedom to select course content and tesching aethods 1 2 3 4 )
i}; televancy of curriculum €o the type of jobs available 7
to degree bolders - 1 2 3 4 3
26. epportunity for advancement im scademic rans through teaching 1 2 3 4 3
27. epportunity for recogaition {con colleagues. through teazhing 1 2 3 & 3
28. opportunity for persocal grovth through teaching 1 2 3 4 s
: i
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BESTARCU ASPICTS
Much Lass Less More Much More
= Do mot reply to ftems that are MOT applicable . Then What Than What Mo Than What. Than What
ts your work assignment tn 197)-74 . 1 Prefer 1 Prefer Differes. - Prefer I Prufer
29. amount of funds availsble f es h
or researc 1 2 4 5
30. amount’of time available for resaarch 1 2 3 \‘ H
31. qualicy of facilicties and equipment available for research - 1 2 3 /‘ 3
32. asmount of eacouragement by ;cndu.lc mesbers of seaff for
you to do research 1 2 3 4 3
33. extent of participatfon with you in research by colleagues
in your field and on your staff . : 1 2 b ] 4 3
JA. ssount of support for your reseacch by sdministrative
' persoanel on your staff B 2 3 4 5
2 "
35. rélevancy of your research to societal needs 1 2 3 4 3
36. opportunity for advancement in academic rank through reseacch 1 2 T3 4 3
37. opportunity for recognition from colleagues through rescarch 1 2 3 4 s
38. opportunity for personal growth through ruut% 1 2 3 4 R )
Y - }
licable
~aaCOMRMIN. INVOLVEMENT ASPECTS - Do not reply to items that are NOT app
;N- * ‘lﬂ to your work assignment in 1973-74 . .
‘ + ®mouant of time available to become involved with work related
‘ commitCees ’ 1 2 Y -4 3
40. swount of time available to become fnvolved with cosmitcaes
of local, provincial, or aational professional organizations 1 2 3 4 3
2
41. ewount of funds available to become involved ¥ith comoittees
of p¥ovincial and national professional ur[;{l’ﬁ&uuom 1 2 3 4 5
42. extent of your share ia decisions afhﬂt{n; department affairs 1 2 3 4 " s
L
&7 .
43. extent of your share in decisions affecting local professional . . ;
organizstion affairs 1 2 . 3 'S s
44, extent of your share in decisions affecting provincial .
professionsl organization affairs 1 2 3 'y 5
43. extent of your share in decisions affecting national .
professional organization affairs 1 2 3 4 3
46. opportunity for sdvancement in academic rank through -
{avolvement in work related comuittaes 1 2 3 4 s
47. opportunity for advancement in academic rank through '
{avolvesant in loc-f. proviacial, or nationsl professional
erganization committees 1 2 ] & 5
48. -opportunity for recognition from colleagues through
{ovolvement in work related comaittees - 1 2 3 4 S
l!.. epportunity for recognition from collcagucs through
involvement in local, provincial or national professional - .
erganization committees 1 2 3 4 3
3. opportunity for personal ;rév:'h through iavolvesent ina Tal
work relsted commlttees 1 2 3 = 4 3
31, _gpportunity for personal growth thromzh involvement in local, "
provinctal, national professional organization commictees 1 2 3 ‘ 3
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: As suggested in previous correspondence, we are soliciting )
your assistance in a research project by way of completion qof the o
attached questionnaire. .

_ While we are most cognizant of the many other fasks facing
you at the present moment we would appreciate receiving-the
completed questionnaire at your earliest convenience.

A summary of the findings will be made available to you
when the project has been completed.

. . 2
y Thank/ you,

Sincere]y,yoqu

. o L 3 e
) _ CT. L. Maldney - - ) g

Project Coordinator

>

&

&

— Mfll. Van“V]iet,‘Dean -
T& Faculty of Physical Fducation
3.
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CHIEF ADMINASERATOR'S  QUESTIOHTAIRE
N

LN

w «  SUPPLEMENTAL TO THE
| ;&}pkx ENVIRONVENT QUESTIONNAIRE
. .,
J “’“? i
E’ : .

. ADMINISTERED Y.,

LR T

-

. | \ R
IN COOPERATION WITH THE DEAN
FACULTY OF PHYSICAL EDUCATION o
" UNIVERSITY OF ALBERTA PER
EDMONTON, ALBERTA £
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For how many years has your ﬂepartment been in existence? Count
this academic year as a full’ year.

years

For how many years have you held the position of Chairman?
Count, this academic year as a full year.

years

How many full-time academic staff members are in your Department?

How many of your full-time academic staff members posses%@

only a bachelors degree:
a masfers but nog:a doctorate degree

T — ) o
a dociOrate degree

What type of programs does yourtﬁepartmenc currently Offer? Please

«check all appropriate items lgggﬁzusaﬁbw.w
3¢/

program(s) leading to- BAd!ELORS degree

_____program(s) leaglng to a MASTERS degree T
J ______program(s) leading to a DOCTORATE degree
What is the total full-time enrollmengdin each of the pgograms ¢
- currently offereg?- ' P ¥ :
e BechélorﬁiDegree'progfam:"__;;__(sEudents R -fyl_
- Masters begree program: etudgh;s!i»-. - L

Doctorate Degree progr.u? 'students

What lgﬁii of'importance do you" aé;ech to each of the following
asp ;

genera ects of work as-functions of your Department?
VERY QUITE MODERATE * LI'I'I'LE\_ . NONE
1) Coaching s e 3 2 1
11) Community In;olvemenc 5 4 3 2 — .1
111) Research ' S. 4 3 2 i\l
iv{ Teaching . 5 4 3 ‘2 1
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Ly
TR, W

March 17, 1974

Some weeks ago I forwarded to you aunumber of questionnaires
with a_%ﬁquest that they be distributed to all of your full-time
academi¥ staff members.. . .

To date the response has been very good and I would 1ike
to express my sincere appreciation to you and your staff for the
considerable cooperation you have given to the project.

In an effort to increase the percentage return I would ask
.. _one further favour of you. Would you kindly distribute one of the
- = ehclosed reminder letters to all f%éff membe¥s who originally received
Fi}whtﬁe questionnaire? Ly e
L e

4

_ Again,.my thanké*to yqyiﬁﬁr your assistance! ) L glike
| o K.
\

Sincerely yours

'a' o '
T. L. Maloney
oo Project Coordinator
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March 18, 1974

Dear Staff Member:

A short time ago yvﬁ received a "Work Environment Quest1onna1re"
and were asked to complete and return it to myself. e

The purpose of this 1etter is two-fold: 1) to offer my
sincere thanks to the many academic staff members across. Canada who
have responded so promptly, and 2) to.respectfully requeét those
who have not yet had the time to respond to complete the quest1onna1re

and return it at your earliest convenience. ¢ . g

While the response has been very good to this point we are'
striving to gain an even higher percentage return for 0bv1ous reasons.

: Lgam fu]]ﬁ‘ﬁware of the many other demands on your t1me -and
‘therefore“l am greatly appretiative of early responses and- w111
also be great]y apprec1at1ve of further responses

In view of the fact that I am unable to record’ 1nd1V1dua1

‘staff member rESponses _k;&yt resort to a "blanket thank you." -
. TR . S

Sinc:. ly yours

D

T. L. Ma]oney
Proaect Coordinator

«e
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TABLE 37 ,

IS

~ UNIVERSITIES INCLUDED\IN'THE ORIGINAL SURVEY.

AGADIA UNIVERSITY
DALHOUSIE UNIVERSITY
LAREHEAD UNIVERSITY
LAURENTIAN UNIVERSITY
MCGILL UNIVERSITY

MCMASTER UNIVERSITY

MEMORIAL UNIVERSITY OF NE'FOUNDLAND
QUEEN'S UNIVERSITY

SIMON FRASER UNIVERSITY

ST. FRANCIS XAVIER: UNIVERSITY

UNIVERSITY OF ALRERTA
UNIVERSITY OF BRITISH COLUMBIA
UNIVERSITY OF CALGARY
UNIVERSITY OF GUELPH

* UNIVERSITE DU LAVAL

UNIVERSITY OF LETHBRIDGE
UNIVERSITY OF MANITOBA
UNIVERSITY OF MONCTON

* UNIVERSITY OF MONTREAL
UNIVE&?{E{ OF NEW BRUNSWICK

OTTAWA
» “DU QUEBEC A MONTREAL
* UNIVERSITE DU QUEBEE€ A TROIS RIVIERE
. ., UNIVERSITY OF SASKATCHEWAN v
S . UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS

* UNIVERSITE DE SHERBROOKE
UNIVERSITY OF TORONTO
UNIVERSITY OF VICTORIA
UNIVERSITY OF WATERLOO
UNIVERSITY OF NESTERN ONTARIO

UNIVERSITY OF WINDSGR ,
YORK UNIVERSIFY ~ -

M 4

* “espondents from these universities were eliminated from the .

wne sty -
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TABLE 38 -

CHI SQUARE ANALYSIS OF THE SATISFACTION SCORES FOR THE 'JOB AS A
WHOLE’ AND THE DISCREPANCY BETWEEN ADMINISTRATOR'S AND
RESPONDENT'S SELF-REPORTED LEVEL OF SATISFACTION

FOR EACH GENERAL AREA OF WORK

"

WORK

AREA CHI SQUARE df SIG.

a) COACHING 7.3646 8 0.4979

b) COMMUNITY INVOLVEMENT 7.6480 8 - 0.4686 .
¢) RESEARCH 9.6330 8 0.2917'd&
d) TEACHING 14.7714 8 070637




