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@ g . ABSTRACT
The purpose of the study was :% investigate the job |
satlsfactlon of pr1n01pals in the Province of hlberta.» Thée
study examined the extent of overall job- satlsfactlon, satis-
faction w1th aspects of tne JOb, and the relatlonshlp between'
spe01f1c individual variables clas51f1ed as personal, soc1al,

gﬁofeSSLonal and organizational and job satlsfactlon/

A ouestlonnalre, sSources of Pr1n01pal Saulsfactlon,

\ was developed for the study Informatlon was colfliected ‘

conoernlng 1nd1v1dual varlables 1ncludlng Locus of Control
OVerall satlsfactlon, 1tem satisfaction and sources of job
attltudes.- The final " sectlon enabled respondenos to per-

sonally 1dent1fy job aspects contributing 0 OVerall satis-

factlon and overall dlSSatleaColOn. From the stratlfled

’

®°
random sample of 410 pr1n01pals, usaole responses were

lecelved from 327.4 Free resporrse answers were treated by

Content Analy51s while scaled—response answers.were analyzed

o
)

using six statlstlcal techniques.

Magor flndlngs of the study were: N z

(1) Results lndlcated that principals were moderately

satisfied w1th the JOb and with aspects of the JOb

(2)- In gené;al hlgher level needs of pminolpals were less
satlsfled than lower level needs o . . . i
—(3) Prln01pals 1dent1f1ed relatlonshlps w1th teachers

respon81blllty and autonomy, and a sense of accompllshment as

sources of overall Sétlsf%%ulon- Admlnlstratlon and polL01es,




\
3 -

routine wor““ workload, soc1etal attltudes towards educatlon

\

and parental att 1tudes towards the school were personally
selected as sources of overall dissatisfdaction.
(4) The Motlvator factor contrlbuted more to overall . satls—

{factwon and .the Hyglene factor contrlbuaed more/to overall ‘

{

N\ i

gdlssatlsfactlon. The Iaceu, 1nterp%rsonal relatio Shlps wi h :
§

.

N,
teachers was found to be a satlsrler rather than a dlssatlsfler

(5) or® analy51s of "the Item Satlsfactlon*lnstrument
révealed elght underl gnv clusters of aspects related to

f

prlnc1pal job satisfaction.

~~ . - (6) The two factors whlch made theé most contrlbutlon 0

% -

.overall job satﬂsfactlon were Responsiblljity d’Autonomy,
and Pr1n01pal Teacher Work Involvement
(7) On overall job satlsfaCtlon dlfferences were found
"between groups ClaSSlfled on six individual varlables
(8) lelerences between groups on satlsfaction with aspects
of the JOb were ooserved for a number of lnd1v1dual varlables
¢9) There was a tendency for gob satlsfactlon tojlncrease
with age However, the least satlsfled prln01pals were.
found to be older than the average but with less career
experience. They were also more external in Locus of Contrel
orientation. : T , ' '(jifl;

e
E k]

- ‘ -, ' N \ ° ) .
(10) Both the extent'of overall job satisfaction and the
relationship between ‘aspects of the JOb and overall’ Jop

&,

satleaction were found to vary for Locus of Control and ©

~ stages of career experlence. The flndlngs suggest that job
\satlsfactlon is contlngent upon dlfferent comblnatlons of

ldual and work varlables.f

‘ p
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interost in the Jon i bithige o Workors., Torkel
In a widely acclaimed bl sepor it thuujm?AL\-l
many Americans in o numbor of oeeupations.  Hir op
"hardly céncealea discontent” and saticroction 4
"a meaning o thelr work well over AN beyond thoe
the paycheck.g;?In an- attempt te determine wozt

from their JCbs, many roscarchers have 1nvestiaz

(1o iyt

satisfaction attitudes, btoth overall job satisTfaction and

satisfaction with speciflic aspects of +the iocw.

of these studies, variocus job enrichment 3chem

that proposed by

implemented for the purpose of providing characteristics i

derzberg and Zautra (1976) nave

the job which help *he individuzal achieve ersonal growth,
. P <

4
develo ew skills and acquire responsibiliity.

(S
However, only a small number of studie
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o> I

ave dealt

research infé the jop attitudes of principals may te consi

’./ - » - ’ - . -
ered surp{islng 1N view of.the key position Occupled by th
)

N

work brings him into contac+t with diverse refas

rence g£roups
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Y

such as students, staff, superintendent, school bBard and *. -

parents, all of whom may be affected to some degree by\hi%ﬁ////

*

decisions. According to Tuttle and Hazel (1974), the job
attitudes of key petsonnel in. an organization, sﬁch-as
principals, influence their own behavior and affect the
attifudes and Beﬁaviégiof subordinéteé. Tanner (1976) also
stated that the pringipalship is the key role in school”
effecti&eneés,_or its lack. "

Lortie (1975) claimed that a large number of teachers
desired an administrative position because promction offered
status gains-an& avoidgd the feelings of lack of success,.
of of béing "passed ovér." waever,'Elboim-Drof (1973:13)
made the following obsérvation about the impact of promotion
on educators:

Upward mobility in education is followed by a ‘ L
conflict between the internalized professional ' :
values which require attachment to clients and

professional work and that of social values which
stress upward mobility.

Further, an incumbent is: : .

o

. + torn between demands of his authority position
which sometimes even required sanctioning his fellow
teachers and by his attachment to the strata from

which he grew and his needs to be likéd by his -
former colleagues. '

The principal ﬂas beeﬁ described by many writers as
the man in the middle who must come to terms with anxiety
and discomfort inherent in his administrativé role. Miskel
(1973) contended that principals have opportunities for -
intrinsic motivation in their jéb, but that they may experi-

erice more iﬁstability,and less security than other in-school

v
FOGN

>
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perscnnel. Farguhar (1976:13) detéiled three recent develop-

ments within the educaticnal environment which have had an

~ impact on the work of school principals, and "illustrate the

v

excruclating problems which have been emérging.” " He

described:

<

.. emma between pressures for humaneness,
and gressures for accountabllity, a dilemma between
prefsures for decentralization and pressures for
centralization, and a dilemma between pressures for
expansion and pressureés for retrenchment.

A study of the job attitudes of principals should
provide an indication of their feelings about their job and
“about current problems encountered in their work environment.
As well, such research should enable an investigation of
work and individual variables thtt are associated with job .
attitudes and reveal the‘relationshiﬁ§@etween aspects of the

- » . . . \W
Job and overall job satisfaction. '

»”

E' PURPOSE OF THE STUDY I

: The purpose of this study was fo investigéfe the job
satisfaction of schocol pfincipals in the Province gf Albertél
The study sought to assess the overali job satisfaction 6f
principals and to determine aspects of the job Which con-

- tributed #o their,jobfattitudesu Further aims were to
examine differences ‘in job satisfaction associated with
individual characteristics of the principals, and to investi-

gate the relationship of individual characteristics on the

interaction between aspects of the job and overall job



satisfaction.
STATEMENT OF THE PROBLEMS

rPrOblem 1: Overall Job Satisféction

Sub-Problem 1.1. To what extent do principals

experlence overall job satisfaction?
p o

'

Sub-Problem 1.2.  Which facets of the job are per-
sonally selected by principals as leading to their overall

satisfaction and their overall dissatisfaction with the job?

Sub-Problem 1.3. To what extent do facets of the
job personally selected by principals as leading to their
overall satisfaction and their overall dissafisfaction vary

in relation to principals' characteristics?

Problem 2: TItem Satisfaction

Sub-Problem 2.1. Which itéms of the job contribute

to principals' job satisfaction?

Sub-Problem 2.2. Which satisfaction faétors are the

best predictors of overall job satisfaction?

Problem 3: Overall Job Satisfaction and Principals’

Characteristics

To what extent.are differences in the level of



‘ overall‘jpb satisfaction of priﬁc%;als,associafed.wfth =

-personal, socilal, professional and organlzational variables?

e

Sub-Problem 3.1. Persgnal variables: age; sex}
Locus of Control. , - -

A

i \\ : Sub-Problem 3.2. Socizl variables: marital status;

employment status of spouse; community setting.

Sub-Problem 3.3. Professional Variable%: admini-

strative experience; educational level, post-secohdary
education; educational level, graduate work in &ducational
administration; involvement in professional and community

activities.

Sub-Probiem 3.4. Organizational variables: type of

employing authority; administrative assignment; organization-

al size; teaching assignment; Budget Decision Scale.

r

Problem 4: Satisfaction Factors and Principals'

Characteristics

To what extent are differences in the level of prin-
cipéls"satisfaction with job factors asédéiﬁted with |
personal, social, professional and organizational variables%

Sub-Problem 4.1. Personal variabies: age; sex; .

Locus of Control.



]

Sub-Problem 4.2. Social variables: marital status;

employment status.gf spouse; commupity setting.

SuE—Problem 4.3, Professioﬁal variables: adﬁiﬁi—
strative,experieﬁée; educational level, posffsecondary
education; educational lével, graduate work in educatiorial
administration;‘invol?ement in professional ana community
activitig;. h

)

Sub Proolem L, L, OrganlzatLonal variables: type of

employlng authovlty, admlnlatratlve a551gnméht organlzatlon—

al sigze; teach;ng assignment; Budget Decision Scale.

. Ne . c . .
Problem 5: Further Analyses .of the Satisfaction of-

'~ Respondents

Sub-Problem 571 What differences-in individual and

~work varlables exist between respondents who 1ndlcated high
overall job satlsfactlon and those who 1ndlcated slight job
satlsfactlap or dlssatlsfactlon° -

“Sub-Problem 5.2. What differences in individual and

work variables exist:between réspondents who indicatéd that
they were most satlsfled with the fdctor which was the best
predictor of overall JOb satlsfactlon and those who were

8

least satisfied with this factor?

¢



Problem 6: Relationship of Specific Individual‘Vafiables on
Ni

the Overall Job Satisfaction/Satisfaction Fadtors Tnteraction

What is the relationship of selgcted individual

b

_ >\ . :
variables on the interaction between\§at%sfaction with job

. ) ‘\k
factors and .overall job satisfactien®

. °
/ v . d

Sub-Problem 6.1. Personal variable: Locus of Control.
.‘_4 i \ ", ‘

Sub-Problem 6.2. Professiqnalvvariable: career

experience.

DEFINITIONS

/e

Job Satisfaction . T
; \\ M - .
on was defined in the hanner propgsed

Jéb satisfacti
by Locke (1969:314) as an affegtive\reaction to the jo
,situationQ This global concept of job satisfaéfionvwa
‘adopted by Dunn and SEEE;BHS‘(1972:318)E;n fheir ?efi ition"
"a feeling which has arisen in the worker as a respaQ
the total job siéﬁétion."

A similar definition was used by“Feldmén~(i 761436):

Job satisfaction is an overall measure of the degree
to which an,employee 1s satisfied and happy in his

or her work.
AspectS of the job are considered to contribute differentially

to the arousal of an overall feeling of satisfaction.
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Operational DefifAition of Overall Job Satlsfactlon

Overall JOb satlsfa0ulon was defined in this stuay
as the expressea satisfaction of respondents with their job
in all its aspects. Specifically bhls related to uhelr
ApreSent position, their SOClal relatlonshlps in thelr JOb
the use of thelr abilities and the effectlveness of thelr

?

school in educatlng students.

Satisfaction with Aspects of the” Job,

Brown (1973) pointed o&t that while most workers
like their Jobs, there are some aspects of the Job with which
they are dlssatlsfled Smlth K&ndall and Hulin (1969)
descrlbed the. 1nd1v1dual as experlenc1ng dlfferentlal JOb
satlsfactlons each derived frsm _a specific aspect of his
: work.y To avoid semantic confus1on between aspects of the
“JOb Dersonally selected by respondents and those identified
by the researcher, the terms, faceu satisfaction and item_

satlsfactlon,'respectlvely, have been used in the study.

<

Operational Definition cf Facet Sati§faction ‘ N

This term was reserved in this study for th¥se
aspects of the work situation personally identified by the
respondents asg contributing to their overall job satlsfactlon

and overafi JOb dlssatlsfactlon.

Operational Definition of Item Satisfaction @ s

This term referred to those asbects of'the job -

¢ .
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P

NP ‘ . !
identified by the researcher as probable %i
Yy

/ . 9

\Eﬂé%ﬁvof principal
satisfaction. The items wére specifically \selected frbm.the

review of literature and were included in/é;e questionnaire

\‘.w

in Section D, Item Satisfaction Instrument.
’ /

”,

Operational Definition of Sartisfaction Factors

These were clusters of aspects derived by Factor

Analysis of the Item Satisfaction Instrument.

Locus of Control
' Rotter's (1966:1) definition of Internal-External
Locus of Control sfated:‘ﬂ

+ + . an event regarded by some persons as a reward
or reinforcement may be differently perceived and
- reacted to by others. One of the determinants of
this reaction is the degree to which the individual
percelves that the reward fcllows from, or is con-
tingent upon, his own behavior ‘or attributes versus
the degree to which he feels the reward is controlled
by forces outside of himself and ‘may occur indepéndent-
1y of his own ac®ions. . . . a perception of causal
relationship need not be-all or none. but can vary in
degree. When a reinforcement is percelived by the
subject as following some action of his own but not |
being entirely contingent upon his actidn, then, in
Qur culture, it is typically perceived ‘as the result
of luck, chance, fate, as un er: the control of power-
ful others, or as unpredicﬁa le because of the great
complexity of the forces surrounding him. When the
event is interpreted in this way by an individual, ‘we -
have label this a belief in external control. If
the person™perceives that the event is contingent
upon his own behavior or .his own relatively pgrmanent
characteristics, we have termed this a belief in
. internal control. _ ‘

<+

E
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ASSUMPTIONS

-
~

The following assumptions were made in this studyr

(1) that an lnleLdual S JOD ~satisfaction was measurable
by means of a questionnaire. b

(2) that principals who,coﬁpleted the Sources of Prin-
cipal Satisfaction Questionnaire did so with sincerity.

‘(3) that the req’ghdents’ relative ratings aon the queetion—
naire provided valid indicators of their satlsfacgion.

(4) . that the fatiog-soale used in Section B and D of the

questionnaire contained interval properties.

LIMITATIONS AND DELIMITATIONS

(1) A limitation resides in’ the instrumentation ueed in
this study. Specifically, this is associated With the
extent to Wthh ‘variables selected for the study cover all
maJor areas of concern, and with ‘the rellablllty and valld—.
_1ty of Sectlon D of the instrument Whlch has not oeen
establlshed beyond the limits of thls study.

(2) The study has been dellmlted to a populatlon of

F

principals in Alberta.

3

SIGNIFICANCE OF THE STUDY

<o

The study was considered o becimport%nt for several

| reasons. Kuhlen (l976) andlArﬁstrong (1971) nated that
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,
sources of satisfaction vary for occupational grouﬁé. This
.study ?xamined data about b |
(a) th® extent of principals" job satisfaction
(b) sources of satisfactiqn_in‘the job, and
(c) the reléfiohﬁéip of individual éharacte?istics
to these job attitudes. 3
. The consequences of dissatisfaction among principals
‘may be conéiderablé within the work environment. Herzberg,

Mausner and Snyderman (1959) noted that 'dissatisfaction had

¢

the potential to affect iﬁterpersonal:relationsﬁips, mgn?al
health, peffofmance and'turnover: Thé study éf pripciﬁals'
feelings and attitudes may contribute to imérqvement in
their work environment. A

.Accofding to Schmidt ki976:68) efforts to make
admiﬁistratién "more congenial, absorbing, and stimulating, "
require "knowlédge of how édmihistréfors percelive their job
environments. " fPolicy;makefs may use information on the
‘impact of current organiiational)éxperiences on principais’
job attitudes to modify policies and procedures.

| A ‘study of the current job ‘attitudes of principals

could provide ﬁseful information to those concerned with
devéloping aﬁd providing training prbgraﬁs.and in-service
courses in educational adminié%}at;on.

‘Me instrumentation developed for the study might
provide‘a means of assessing the job satisfaction of'pr%Pi:‘

cipals\:
7. e

v
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CRGANTIZATION CF THE, TYUESIS

This chapter pressh

v

fe

Which pointed out that although there was‘mugh intc rest in
and, research into the job attitudes 'of workers, "few studie
w , ”

have investigate

6]

LL

the job satizfazction of public school

" principzls.. The lack of research in thig area was considered

surprising in view of tfhe inFluen+1al position held by zthe

principzl in relation %o hiz various vutlics and ‘in view of

’ - . 3 .

theé§urrent issues confronting the princlpalsnhip. In

additiS@s the chapter prcvided statements of the six problems
Ny . . . C ' ,

and sub-probleme investigated in the gTday, as well as terms

defined in the context in which they were used. The cbant”“

concluded with a di Sleh of the assumptions,, lwmvtatloﬁo
!

and delimitations, and significance of +ha Study.
In Chapter 2 related literature is reviewed on the

nature of job sati'sfaction, theories of job satLSTactloh

<y

. the link between satisfaction with aspects Cf the job. and
J .

Overall Jjob satisfaction, and the relationship between

specific variables and the overall satisfaction/item

satisfaction interaction. The chapter concludee with a
reyiew of literature pertaining to the relatlonchlp between
specific individual &nd work varisbles and job satisfaction.
The development of the resea;ch instrumept, data
collection prqcedures;and statistical techniques used to

analyze uhe data are dlscussed in Chapter 3.

Chapter 4 contalns a discussion on personal, social,

\

.-
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o .

professional and organizatiogal chariacteristics of the

respondenti \

H

r

. The .results of data analyses of protlems related to

cverall job satisfaction and item satisfaction are coniained

in Chapter 5, while in Chapter 6 are reported the results of

the analyses of differences betwesn Zroups classified on
individual characteristics for overall job satisfaction and

satisfaction factors. Further analyses of the satisfaction

[+
0f respondents are presented in Chapter 7.’

The summary and ccnclusions, implications of the

\

study- and recommendations for future research are containad
' -
. . ™~
in Chapter 3. - : fé)
The Appendix contains a ccpy 3f the research

instrument, correspondence with principals and statistical

kol

LY

informaticn on responses to.satisfaction items.

o

Ny
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REVIEW OF LITERATURY ANT FRAMEWORK

This chapter contains the general background to the
study through a review of related literature. The chapter
is divided into six sections: N

(1) th;vhature of job satisfaction,

(2) theories of job satisfaction,

(3) rel%tionéhip between specific variables and the
overall job satisfactioh/item satigsfaction interaction,

(4) relationsﬁips between specific individual variables
and job sétisfaction,

(5; relationéhips befween specific work variablés‘and jgb
satisfaction, and

{6) . synthesis of relationships among variables.
THE NATURE OF JOB SATISFACTION

\ ‘ According to Locke (1969), feelings of pléaSure and
diSpieasure‘aré.man's most basic emotions, and are tied to
his needs and goéls. ‘Locke (1969:31§) stated that pleasure

v;was the resultvof perceived achievement q#gQne's values_whilé\\\\,

."displeasure or unhappiness proceeded from the (perceivéd)

negation or destruction of one's values." He fined a value
as "that which one acts to gain and/or keep." - For the
individual, happiness is a desirable end, for ". . in

\ 14



wehieving his values he oxporicneos nia e Leicy nnoa human

being.

&\number of theoricts such  an Goblo (1970) and
Herzberg (197¢6) state that the amount of satisfaction ﬁnd
sen of fulrfilment res uluing from an individual's work

experlences is greater thgn similar feelings resultine from
Other Situations. Goble (1976:30) contended that work could
enhance "human dignity and satisfaction of the soul" or

could become "a burdensome imposition." Further, in
Levinson's (1970) view, work satisfaction contributes to the
development and maintenance ofAthe individual's psychological
balance while an inability to find gratification in work is
related to émotional instaﬁility. In work, Schoonmaker (1969)
argued, man satisfies his deeper needs and builds his
identity, security and sense of relatedness. Job satisfaction
which may be viewed as the reflection of the fuif%lment of
man's needs and the @chievementbof his goals, has important
implications for feelings of self-worth and mental health.

o

Satisfaction and Performance

The relationship between job satisfaction and work-
related behaviors has often been considered. An assumption

that permeated much early research in the area was that job

satisfaction would be reflected in increas productivity.

- Although this simple formulatlon is now considered (nadequate,
'theorlsts such as Smith, Kendall and Hulln (1969) and Porter

and Lawler (1968) consider that 2 low positive relationship



shouldv7kist between job satisfaction and joo performance in

most situations. L : > : - ‘

.>{ ] :“' t ;

Satisfaction and School Effectiveness

SchOOl &ffectiveness might also be a correlate of.
job satisfaction in‘educational work settings. Lawler (1973)
noted that two indicators of dissaticfaction, absenteeism and
turnover, 1limit school effectiveness. 1In a stﬁdy of job‘
satisfaction and 3chool effectiveness conduCted-in Otta&a.
Knoop and 0O Rellly (1976) foundt that the mean,level of JOb
satlsfac+1on of. teachers in a sohool was assoc1ated w1th the
overall effectiveness of tne school. The higher thé/level
of teacher_job satisfaction, the more effectivé was the

school in achieving its goals. The instrument used in their

s%udy was the Descriptive Index of Smith, Kendall and
Hulin.(1969)./ When the five dimensions™of job satisfaction
contained in tpe instrument were used to predict organ-

‘ ¢ .
’izational effactivehess, "Satisfaction w1th Co Norkers" was
the best oeuermlnanﬂ, ard accounted for 21.4 percent of the
variance. The second predlctor,‘"Satlsfactlon w1th Super->
vision" accounted for an addltlonal four percent \‘ng K
authors (1976 12) concluded that "many other personal and
situational factors also account for effectiveness.
Higher levels of satisfaction with interaotion in the work

environment appeared to affect the relatlonshlo between job

satlsfactlon and school effectlveness



Satisfaction and Social-Psychoiogical Health

SatlSIaCthP has- been linkea by Herzberg (1959) and
hornbauser (1974) to a state of SOCial psychological well-
being in the ’anVlQual They contended that gratifications
and deprivatrans experienced in the JOb constituted an
important determinant of an employee's work adjustment and
mental health. Schoormaker {1969) and Korman (1971) noted
that emotional Sstates such as anxiety, frustration and

agreSSiveness ‘might be consequencesvof dissatisfaction.

Satisfaction: and Turnover and Absenteeism

<

Further potantial consequences of job aissatisfaction
are turnover and absenteeism In his review of studies qn
turnover, Lawler (1973) indicaﬂgd that they.had consistently
shown that dissatisfied workers were moré_likqu to terﬁitate
employment. than éatisfied workers. Researchers have shown
that.a change in schools or change in position within the
educational sysktem has offered a solution to disillusioned
teachers. This might equélly apply to principals, . as research
has indicated that turnover occurs at any level in the
organization. Hackman and Lawler (1972) suggested that when
managerial work lacked desirgble Job characteristics such as
variety and autonomy, individuals in these .management positions

-

Simon (19?4) suggested that search behaVior would be under-

would be liﬁely to investigate other pOSitions March

taken if the individual felt inequity in his exchange witﬁ.

the organization, and had an expectancy that desired outcames

Mo P e roanb



18

”

could ©Ye obtained in an alternative position. However,

;studies such as by Hulin (1976) suggested that the decision

L]

to leave would be affected by factors other than job
dissatisfaction such as the availability of suitable

alternatives; the age of the workers, the chances of

obtaining another job, and financial responsibilities.
Absenteeism has also been related to job'satisfaction.
However, Metzner and Mann (1976) suggested that this did not

appear to be the situation for high skill jobs or for higher

occuphtional levels. 1In general, the findiﬁgsntend to

‘indicate that job dissatisfaction results in negative

attitudes and work-related behaviors that are not beneficial

to the organization. , /:>

THEORIES OF JOB SATISFACTION .

"y

Theories of job satisfaction which seek to explain
L4

'its arousal, have been grouped by Locke (1969:321) according

3
‘o whether they have adépted a subJectlve framework in which

¥

v.the determinants of job satisfaction reside wholly 1n the

worker's mind, an intrinsic framework in which the

-determinants are solely in the job itself, or an interaction—

Y

ist framework in which "satlsfactlon is the consequence of

an lnteractlon between the worker and his work env1ronment

B ‘;.F;
7

Subjective Framework

In the subjective framework, the determinants of job
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satisfaction reside within the individual. Theories which
are placed in this/Framework;_equate job eqtlsfactlon with

the -ulfllment of an 1nd1v1dual s neéeds.

Schifffer's theory of need satisfaction. Schaffer
(1953:3) stated the theory of need satisfaction in the
.following manner:

Overall JOb satisfaction will vary alrectlj ‘'with -

the extent to which those needs of an individual

which can be satisfied in a job are actually

satisfied; the stronger the need, the more closely

will job. Satlsfactlon depend on 1ts fulfilment.
In his study, Schaffer selected twelve needs, and measured.
the strength of each, the degree to which they were being
~ satisfied in the individual's job and the individual's

overall Jjob satisfaction. His findings suggeésted that the

most accurate prediction of overall job satisfaction can be
made from the measure- of the extent to which each person's
strongest tWo or three needs are satisfied.

9]

Maslow's need hierarchy theory.. From his analysis

of need satisfaction; Maslow (1970) described five basic

sets of needs which were arranged in a hierarchy. From

lowest to hlghest, these needs were phy51ologlcal safety,

| love, esteem and self actualization. In Maslow's Theory,
an individual proeeeds through the hierarchy from the
satlsfactlon of lower level needs to satlsfactlon .0f higher
'level needs. Porter and Miles (1974) stated Qhaﬁ/the

aspiration to fulfil the next highest level of needs will

i
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" oceur when an individdal has achieved a certain degree,of
"fulfilment of lower level needs. According to Porier et al.
(i975:45),‘the higher level needs, esteem and Self—actdal-
ization, seem odiy to be satisfied “by out omes Whigh are
‘interhal to the person and which are essgntially given by
the persen to hdmself.” _The hiéhest level of satisfaction
is derlved from satlsfactlon of the need for self-
aotuallzatlon |

|3

Porter's two step hlerarogy Porter et al (1975)

suggested a twﬁ—step hlerarchy with ex1stence and securlty
needs at the lower level and all the hlgher—order needs at
the next level They suggested that low evel needs are
satiisfied by extrlns1c Outcomes (outcomes which are external
to/The penson and which have a concrete reality), while
higher level needs are satisfied by intrinsic outcomes
??Ptcomes which are internal +to the person and which are’
essentially given by the'person'to himself). The relatiohshig
between the two steps of the hierarchy was stated by Porter.
et al. (1975:43) in the follow1ng commeént: v

. It 1s safe to assume that unless the 10wer-order

' needs are satlsfled the Others will¥not come
into play 1n any major way. ) .

-

Research relevant to the subjective framework

Studies of the percelved deficiencies in need fulfilment of
managers and principals were reported by Porter (1962) and

Brown (1976). Porter (1962) collected data from 1916
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managers at ail:ievels of management with a«questidﬂnaire
composed of 13 items grouﬁed‘in terms of Maslow's need-
hieraréhylsystem. Porter's findings‘iﬁdicafed that although
autonomy'and self-actualization wéfe the moStqimportant needs,,
they were the needé leaSu éatisfied Satlsfactlon of higher’
1evel needs tended t% 1nc“ease at each higher level of
managepent.' Yet, regardless of level, there was a<tendencyn
for those néeds which managers felt to be important to be the
least satisfied. ’ | |

| Using Porter's instrument, the University of
Callfornla Management P051ulon Questlonnalre, Brown (1976).
1nvestlgated tho level of need satlsfactlon of 1600
admlnlsurators in four categories “(principals, directofs,
assistant supérintendents, and superintendents).. His findings
suggested thaf a -positive pglationéhip existed between need'\‘
éatisfaction and jéb level. The difference in-need .
7satisfaction between the upper level (assistanz sﬁperintend~b
ents and.superintendents) and lbwer level rinéipais and
directorsj was’ on the needs of esteem, autonomy and éelf—
actualization. Generally, the qu%f leVel‘administfatqrs
experienced more job sat;sfactlon than lower level

.

admlnlstrators 7
’ Theorlsts within the subjective framework‘have
recognized that the extent of need fulfilment is an
indicatioh-of‘éVerall satisfaction. Aécording to Schaffer

(1953), an adequate measure is,the extent to which an

individual's strongest two or three needs are satisfied.
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In Maslow’s heed—hierarchy theory, inoTeased satisfaction

,6' J/

results from the fulfilment of hlgne?”level needs,'esteem
and selfmactuallzatlon ' For Masﬁow (1970) and Porter et al.
(1075), need fulfilment relates/to the satlsfactlon of both

———y

‘ﬁ'
lower order and hlgher order needs.

Intrinsic Framework

Y

Locke (1969) stated that ln the 1ntr1n31o framework
.the determlnants of satlsfactlon and dissatisfaction Jle
solely in the job itself. 4 theory which.may be placed in
this category is Herzberg's (1959) Two-Factor Theory of job
satlsfactlon whlch relates satlsfactlon t0 the actual content
of the work and to the context in which the job is performed.
Herzberg's Theory has had an impact both on research into
job satisfaction and- on impkementation of work programs

~

" such as job enrichment.

*-

,Hefzberg's'two-factor theory. The theoretical

'concepts of the two—factor Eneory emerged from the study of
Heraberg, Mausner andJSnydérman {1959). Their study employed
thevcritical incident technique in which information was |
obtained in sfructured" in-depth interviews Two hundred

and three. accountants and englneers related actual JOb

. experiences Wthh were assoclated with times when they
experienced hlgh>satlsfaction and high dissatisfaction.

Commonalities. in .the responses were determined by content

analjsis. Herzberg et al. (1959) reported that the factors
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-whlcn contrabuted to satisfaction were different from those
which cohtrlbuted to dlssatlsfac+1on The researchers
conclud \ that job satisfaction and job dlSSatlS¢aCthN were
not opposites but completely dlfferent phenomena Herzberg
(197°) stated
The opposite of job satisfaction is not job
i dissatisfaction: but, rather no job satisfaction, °
- and, similarly, the opposite of job dissatisfaction
is not job satisfaction but no JOb dlssatlsfactlon.
Herzberg et al. (1959) called one set of factors
which were related to the job eontent; motivators. They "
included achievement, recognition,'work itself, responsibirity,
, and advancement.. Factors found to be related to the
environmental.setting or job,cohtext ere called hygienes. GW
They included:policy'andradministration interpers%nalv
.relations, suﬁervisioﬁ, salary, ‘working onditions, status,
security, possibility of growth’ and personal life. The -
two-factor theory sugges*s that only fulfilment of the 0
_motlvator factors can lead to satisfaction in the job. When \\*'
r motivator factors are not present, the individual is not ‘ ¢ y
satisfied. Herzberg contended that fulfilment of the hygiene
factors can prevent dlssatlsfactlon, but cannot - contrlbute

14

to satlsfactlon. When hyglene factors. are present, the
individual 1s no longer. dlssatlsfled. Good feellngs arising
from hyglene factors are said by Herzberg to be only
temporary. The theory as stated by Klng (1976) and supported
" by Herzberg proponents, Whitsett and Winslow (1967) is that

All motivators combined contribute more to job
satlsfactlon than to JOb dlssatlsfactlon, and



all hygienes combined contribute more to
dissatisfaction than to satisfaction.

Integratlon of the Two-Factor Theory and Need Hlerarchy Theori

%o factor theory has been integrated w1th Maslow's
need hierarchy theory. Sergiovanni (1967) commented that
@Herzberg's.twd_lerels of needs,-rhouéh derived empirically,
a?peared(to_be‘consistent with Maslow's hierarchx of
prepotent needs. Hunt and‘Hill‘(196§) provided an integratioﬁ
of the two theories by iinking Maslow's higher order needs
of esteem and self:actualization with Herzberg's motivators,
and Maslow’s rhysiological, safety and social aeeds'with
Herzberg's hyéiene variables. However, a p01nt of departure
between the Maslow and Herzberg models was also noted by
‘Hunt and Hill (1969:102) who commented:
Where Maslow assumes that any need caﬁ be a motlvator
if it is relatively unsatisfied, Herzberg argues that
only the higher order needs serve as motivators and
that a worker can have unsatisfied needs in both the
hygiene and motivator areas 51multaneously
The 1n%egraulon of the two theorles, has ass0c1ated intrinsic
and extr1ns1crrewards derlved from the job with the
1ndlv1dual s needs structuz The fulfilment of the higher

\

level needs through the Yintrifsic aspects of the JOb results

in the hlghest degree of b atlsfactlog.

&

Controversies surrodnding the two-factor theory.

Herzberg's Theory has generated considerable research.
However, different results have been, achieved when techniques

other than the Herzberg methnglogy have been used. Some «
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writers such as Rogers (1973), suggested that Herzberg's

results are relat®d to the response set of 4n individual,.

S0 as to maintain his self-esteem, *the individual z<tributes

satisfaction %0 his own accomplishments, and blames factors

ES

in the environment for dissatisfaction. However, this

explanation was gquestioned by The Finiing of Bobbitt ahd

Behling (1972) .

'

A second issue relates’to the extent to which the
) . "

factors %?e‘mubuaily exeluSive Qaulcflefo and dissatisfiers.
Ewen, Smiib nulin an Loche (1976), Starc Yich (1973) and-
Armsfrong (1971) repOrted that both eatisfaction and
dissatisfaction have been;derived from the same factors.

Howevei, Armstrong {(1971) &ound that in general, job content

ol
)

factors macde the greatest inde lent contribution o
. \ °

overall satisfactlon regardless of job level.

§ . .
Researcn relevant 1o the intrinsic framework. In this

section, four studies'%hich have been condu@ted on
satisfaction of educators are repdr ‘ed. . Prdbably the Dest
known cf ‘these is that conqucteu by berviovanni (1967) who
followed the Herzberg methodology in = study ueSigned to test

the two factor~the ory ‘The populativn for the ctudy consisted

of 127 teacners drawn ”anOmlJ from the sch001 distr¥cts in

Monnoe County,‘New York. The study provided suppeTt for
‘gerzberg'g ihébry that factors which tend to eétisfy and

those which tend. to dissatisfj are not on the Same continuum.

Teachers derived most satiszacbion from work-centered activity



in which achlevement, recognition, and resﬁonsibility

'predominated Factors which focused on conditions and

peOple which surround the actual work accounted for

dissatisfaction. ‘, . i ) A

| In another New York study, Iannone (1573) detenmined

the relevarcy of Herzberg's findlngs for school prinoipals

using twenty elementary pr1n01pals and twenty secondary

,prinoipais belonging fo the Central York Study Council at
( Syracuse. His-investigationﬂrevealed that achievement and
recognifion were mentioned withvsignifioantly gfeatEr
vfrequency in‘principals' job satisfactions than iniprincipals'
job.dissatisfactions. ‘Interpersonal'relations wilth peers,.
interpersonal'relations‘with supervisors, supervision—
»technical and school district policy and‘administration were
mentioned with significantly -greater frequency in pr1n01pals
job dissatlsfactions Iannone noted that s1gn1i1oant others
such as superlntendents, and other superordlnatesr boards of _
;education, parents, other administQators, teachers and
students seemed to enhance or limit the Oppopyunities for
principals to achieve intrinsic reWards}w; ]

A Canadian study was conducted by Wicksfrom (1973) in
:Saskatcnewan with the primary'purpose being tohinvestigate
significant determinants of. job Satisfaction and
dissatisfaction among teacners, but some school building

, . \
istrators were included in his sample. " The study was

conducte a questlonnaire which was composed of four parts

- the Brayfleld and Rothe (1951) Satisfaction Index, two
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parts tg elicit written descriptions of critical incidents p
and a ranking»sheet ReSpéﬁdents were ro@uired to'indicate
on a Iouv—p01nt scale, the lmoortance they ascrlbed to each
vof the aé\gfrzberg varlablec as sources of feellngsn
experienced during each lncldent In comnarlng the ‘responses
of school aamlnlstrators with teachers, Wickstrom noéted that
several factors were of greater 81gn1flcance tq administrators
namely reSpon51blllty, Jjob securlty, 1nterper§onal relatlons
with co-workers, the quality of supervisiocn, récognitioﬁ,
‘ status, salary @nd,advanceﬁent- Generallyx$wicksfrom's
findings supported the.two—factor theory.

Slmllar findings were obtained by uChﬂldt (1976) in .
a study of the determ%gants of job satlsfactwon and
'A dlssatlsfactlon of 7u secondary ,school administrators in
suburban Chicago. He used a modification of\the Herzberg
Critical Jncident‘inferview techniqueu The modﬁficaxion
;gequired that the participant follow the oral description
of two unusually positive Sequences.of events and two
unusually negative sequences of events, with a Written‘
response to 17 questions based on Herzberg s interview
questions. Schm;dt found that regognltlon, achlevement'and
advancement}weré majof deferminants of,adminisfrator
satisfaction. These were seen>by the aﬁminisﬁrétors as
mqtivating them to approach theirrmaximué potential perfdrm-ﬁ
ance. ! Salary, égbd interpersonal\relations, effective

policy and administration, and Supervision were observed

to be highly dlssatlsfylng when not effectively Present.
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As can bé seen from these resultsl studies have
tended to supéort the basic tenets of the two-factor theory
with populations of school principals. Whether data were
collected by intefview, or written response, or a combination
of both methods, chtors contributing to satisfdaction were
different from those contributing to dissatisfacticn. This
Etudy collected data on facets of the job contributing to
job satiéfaction and diséatisfaotion by providing an open-
ended response section. In adaifion, Herzberg's categvories
have been considered during the developﬁeqt of items for

- . . 4
"the gquestionnalre. =

o

~Interactionist Framework

Locke (1969) categorized theories in which job
.isfaction\is linked to a number 6f'individual Eharacter—
iétics, and to-rjob and situational factors as ?art>gf the
.interactionist framework. Interactionist theorids emphasize
the subjéctive‘processes occurriﬁg within t@e individual. ’In
’the following revie&gof”the literature, discussion‘wili

fo;us on Discrepaﬁcy Theory, Equity Theory and two thgoretica;
ébproaches.which synthesize both.Discrebancy and Equilty

theories.

Discrepancy theory. _Discrepaﬂcy theOriés.tend to
emphasizg . the process by which satisfaction occurs. ”Accordiné
to Lawler: (1973) satisfaction is determined in discrepancy

Itheqries by the difference betwden the perceived actual
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outcomes a person recelves and some other outcome level.
Dissatisfaction is éaid to result When the perceived actual
outcome level is below the desired outcome level. Two
outhme levels commonly nhave been used:
(a) whdt people want, and L
(b) what people feel fhey should receive.
Lawler (1973:68) stated that ". . . in most cases these twd
~ discrepancies probably are closely related and influence each
other.” Tocke's (1969) goal setting theory is one discrép-
ancy approach which attempts to account for individual decis-
ions as to(what the outcome level should be. In his theory,

satisfaction is a function of the indiyidual's goals and

intentions.

<
Equity theory. Equity'%hebry has c1i

3K

iributed to

knowledgé‘«about the sources oof satisfactgw di_ssatis— B
faction. TLawler (1973) noted that in this*approaéh, satis-
faction is determined bﬁ@%he perceived ratio of what a
person receives from his jo5 relaﬁivé‘to what he puts gnto
it ahd }elative to a comparison of a referent person's
outcoﬁes and inputs. The ﬁa@pr prgcéSses are perceived
Input-Outcome Balange and Sociél Comparison.

The Input-Outcome Balance was described by
Porter and Milesm(197Q)~who con@énded that inputs are
attributes which are £rought"tp the job, and Whiqh are
percei{%d as felevant for eichénge, while an outcome AS an
individdél{s receipt for the exchange. Eéuity theorists

o - i

i
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indicate that a person may perceive inequity when the ratio
. . ) £

o

of his outcomes to inputs iévungqual.

Another major process, Social Comparison, involves
cgmpariﬁg the magnitude of the contributions and réturné og\w
oneself with those’ of another person. The perception of
one's comparison person is a factor in the determination of ,

3 o ,
the equity of one's input-outcome balance. In an investi-
gation of the social comparison procéss at the managerial
.level,” Vroom (1974) noted that managers' referent others
: . A

'tended‘tb‘be,someone at the same level. -HoweVer, individual
characteristics such as'mérit senlorlty, background, etc.
1nfluenced the De“ceptlon of the other s ‘rewards.

G

Cornell university stﬁdies, The "Cornell Studies of

Job Satisfaction" embraced conéepts common to.both .

DiScrepancy and Equity mheOries. Smith Kendéll and Hu in

(1969:13) stated tgat job sablsfactlon is a functlon pf he
° 4

s

percelvei characterlstlcs of the JOb in relatlon to anv
;nleldual s frame of referenqe. Tﬁé,frame of reference 1is
an internal.standérd whigh'is provided by'fhekihter—‘
- relationships of the individual’s'expectatibhs, prior
| experience, aqtuél gxpefience.on the job and‘alternativeé
open to him.
The major contrlbutlon of research conducted by Smlth,"
Kendall and Hulln at Cornell UP1Ver51ty (the "Cornell

Studies") has ‘been the develoPment of the standardlzed \

inStrument for the measurement of satisfaction,.the Job
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Descriptive Index (JDI). The researchers' view of thg/

individual's process of job appraisal has Been reflected in
o . I8

: . - o
the evaluative response mode developed for the instrument.
Smith et al.(1969) who constructed and valldated the JDI over
‘a ten-year period, selected flwe scales, namely Work super-

visicn, Pay, Promotlons and Co-workers. The JDI .has been

\

used in educational settings by Smart/and Morstain‘(1975)

who distributed questionnaires to 10@8 college administrators.
Elimination of unusable responses from 713 returns resulted

. in a sample size oP 508, In tnelr analys1s, Smart and
Morstain formed three groups,‘Congruent Moderate ‘and
Dlscongruent based on the degree of convruency oetween

preferred and percelved joo characterlstlcs They found

/
that the lnstrument dlsc“lmlnateo between the satlsfactlon

e

levels of the Congruent. and Dlscong%uent groups. The

Congruent tended to flno thelr work more challenging and

AN

’satlsfylng, apd a source of achlevement in their lives.

Knoop ard 0f Rellly (1976) also used the JDI in a study of

|

teacher satlsfaCtlon *in Ottawa but- noted that it did not tap
l

many factors of critical 1mportan¢e to teachers They

suggested that the lnstrument could be successfully employed

S

. for comparatlve studies.

Lawler S model of facet satlsfactlon " Further

: development of-a theoretlcal frémework related to JOb satis- '
factlon has been achieved by Lawler (1973) who has presented
:the most complete model yet avallable of the determlnants of

/ o . ' i'
' Yoooa i
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facet satisfaction (Figure 1). Lawler'é (19?3) assumption is
that the same psychological processes operate to determine
satisfabtion with job factors as with overall satisfaction
with the job. 1In his model, perception ig the most impor;
~tant process in the develoPméntgof job attitudes. Satis-
~faction will be determined by tﬁe discrepancy between

percei?ed rewards and perceived equitable rewards. The model
includeélfhe notions of social cbmparison and input-outcome

balaﬁce from equity theory. Lawler,stated that discomfort

would arise if the level ofbrewards exceeded what the personi
felt hé should'recegve but he noted -that few ﬁeOple feel
over-rewarded. Compérison@cén.alwa&s be made with others
who are doing equglly as‘%ell. Present outcome level iand
percéptiﬁn of what“"referent” others .receive, iﬁfluenée a
person's psycholegical view of how much df‘h factor né&
receives. Lawler referred to the-individuélistib naturevof
this process by‘indicating that ghe same émount ofhreward
can be‘éeen‘quite differently by two people.
Three factors which influence perceptions of the

amount thch éhould be received are:

(1) individual variables, such as abilities, skills and

¢  training, | |

(2) the person's pefceptions of the job demands,vand 3

(3) perceptions of comparison others' inputs and ocutcomes.
| Laner (1973:76) further described the impact of these
. factors: 1 ” - o
the greéfer he perceives his inputs to*be,'the

Loy S g
i S ag ! '
. A o . v
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higher will-be hislperception of what his outcomes
should be . . . the greater the demands made by
the job, the more he will perceive he should
xeceive. Job demands include such things as job
" difficulty, responsibilities, and organizational
level. '

- Lawler also contended that when a'person’s'and,his compérison

other's inputs ére the same but the other's outcomes are
much higher, the person will feel that he should be
receiving more ouicomes and will be dissatisfied as a result.

Lawler used his facet satisfaction model to provide
; R y | . _
a framework for the explanation of individual satisfaction

. , ) : \
and dissatisfaction: He ﬁtated (1973:77): 7

1. ©People with.high perceived inputs will be ‘more

. dissatisfied with a*given facet than people with

.~ low. perceived inputs. ,

2.4 People who perceive their job to be demanding ,
will be more dissatisfied with a given facet than
people who perceive their jobs as undemanding.

3. People who perceive similar others as having a A
more favorable input-outcome balance will be more

- dissatisfied with a given facet than people who .
perceive their own halance as similar to or bettern
than. that of others. R .

L. People who receive a low outgbme level will be

- more dissatisfied than\thogg who receive a high
outcome level. Nw/fffg .

5. The more outccmes a person perceiives his compar-
ison-other receives, the more dissatisfied he
will be with his own outcomes. ‘This should be . 1
particularly true when the comparisorn-other is

seen to hold a job that demands the same or’
fewer inputs. i -

/ N
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-Research relevént to the interactionist framework.

A proposition which related educators' job satisfaction to

the congruency between their preferences for fdeal conditions

\

of work and their perceptions of what actually existed-<in .

k4
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their jobs was investigated by Miskel, Glasnapp and Hatley
(1975).u Thé factors which were found %o be significant
pfedicfors of principal job satisfaction, were related to’
responsibility and éreativity in the job, wofkload and
working conditions. 1In addition,‘Miskel et al. noted that
an individual vériable, Primary Life Interest,»was related
to satisfaction. The greater the primary‘lifé int;rest in
the job, the higher was the-level of satisfactiqn. vThe
authors posited that primary life interest and voluntarism
7

attitudes were intervening variables between motivational

and incentive attitudes and job satisfaction.

Relationship Between Overall Satisfaction and Item

Satisfaction

i

Theorists such'as'Locke'(1969) and Lawler (1973)
conceptualize é relationship between overall job safisfaCtibgy““
and satisfaction with specific aspects of the jobi Locke
(1969:330) described overall job satiéfaction as "the sum of
\the e?aluations of the discriminable elements of which the
job is composed." Each aspect of the job contributes
differentially to overall jpb sétisfaction. According to
Locke and Lawler, those aspects perceived to be moréfimporf—
ant by an individual contribute more to»his“ovefall job -
satisfaction than those aspects perceived to be less
important. - |

Mgthodological considerations have arisen in

. . | ;
{/,measuring overall job satisfaction. TLocke (1969) suggested



;

‘responﬁent‘ In the present study, overall job satlsfactlon

3
that one approach.was to sum the measures of satisfadﬁion
with specific job aspectsb Wanous and Lawler (1972)
‘investigated nine different techniques used for combining
measures to assess overall job satisfaction. waever, the
validity of calculating overall Jjob satisfactien in this
manner was questioned by Van Maanen and Katz (1976). On the
basis of their findings, fhey eonéended that there may be
occasions when a summed measure of overall job“satisfaetion
would not be consistent with satisfaction with specific
aspects of the job. Smith et al. (1969) also argued tnat a
Separate neasure ought to be used when the contributien of
the aspects of the job to oyerall job satlsfactlon is to be
assessed Another advantage, noted by Smlth et al. :(1969)

Vo
f@r a separate measure, was that it transferred dlrectly

th%\problem of welghting the various aspects of the JOb
according to their importance from the researgher %o the

has been)measured 1ndependently(g§>the aspecfs\sf the job.
v

As a separate Varlable,

erall satisfaction h s‘
been measured by the fa01ar apﬁrdgé; (i.e. General Mo toxs

faces scale, Dunn & - Stephens, 19?2), an item index (e g.

Brayfleld Rothe Index of Satlsfactlon, Brayfleld & Rothe,

-

1951), a general factor in g d1mens1onally complex instrument:

(e.g. 'SRA Employee Inventory, Dunn & Stephens, 1972), and

as a single item (e.g, Andrews, 1957; Holdaway, 1978Db).

&
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RELATIONSHIPS BETWEEN SPECIFIC VARIABLES AND THE OVERALL

SATISFACTION/ITEM SATISFACTION INTERACTION .

Writers such as Herzterg et al.'(1959)vand Hackman
and Lawler (1971) stated that certain work variables such as
responsibilit&rand autonomy, are the bases of overall job
satisfaction. Research findings by Evans (1973), Wild and
Dawson {1976) and Van Maanen and/Katz (1976) found that the

'relationship between aspects of theé job and overail job

satisfac*ion was moderated by individual variables. The

importance of further investigating this relatiqnship was
indicated by Wild and Dawson (i976 197) in the if}%ow1ng

'statement

management must of necessity be comncerned Wwith
aspects of jobs such as the work, payment systems,
superv151on, etc., and with the 'matching' of such
aspects with the characteristics of werkers in ’
such a way as to ensure not only favourable specific
job attitudes but also the overall job satisfaction
of workers. To pursuewsuch an objective, a knowledge
of the contribution or relationship of specific job
attitudes to overall job satisfaction is important,
and furthermore it is necessary to know whether
. such relationships are 'in any way affected by
3 different worker characteristics

.

wild and Dawson (1976) 1nvestigated the influence of three
'biographical variables, age, marital status and experience
on the relationship between aspects of the JOb and overall
‘job satisfaction.. Figure 2 is a diagrammatic representation
of the relationships examined by the researchers. Wild and
" Dawson found that the three selected variables clearly
affected the relationship of many aspects of the job to

<

overall job satisfaction.  The researchers commented:
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In particular the relationships of the attitudes to
ray, supervision, physical.working conditions, mental
v. physical work and social peer relations with job
satisfaction appear %to be influenced by" ’

- marital status and age'(Wild & Dawson, 1976: 201)

With increasing lengtﬂ of service the relatlonshlp
of job satisfaction with attitudes to self-
actualiization, training, physical effort and
conditions decreases whilst the relationship with
attitudes to pay tends to increase.

(Wild and Dawson, 1976;203).

. " The variable, Locus of Control, was found by Evans
(1973) to moderate: the relationship between overall jbb
satisfaction and satisfaction with aspecfs of the job. ~
These fipdings impiy that overall job satisfaction is not
static, Yhat Specific‘job asp;cts contribute di*ferentially
to overall JOb satlbfactlon and that the 1nfluence of spe01f1c
job aspects varies w1th changlng individual characterlstlcs.
Therefore, in this study, the relatlonshlp between aspects of
the job with.cverall job satisfaction for different career

- stages and for internal—external»Locus of Control has been

-examined. e

RELATIONSHIP BETWEEN SPECIFIC INDIVIDUAL VARIABLES AND
A " JOB SATISFACTION

///Eordlng to Hackman and Lawler (1971), an assumptlon
must be made when examining the relatlonshlp between
individual variables and job satlsfactlon, that there is
substantial homogeneity ofvindividg?l.charaéteriStics within

work settings.. Figure 3 provides a list of individual
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' variables which emerged from the literature as being related’

B

to job4satiSfaction. Selected Qariables are: >
{1) Personal Variableé: Locus of Cpntrol; age; sex;
(2) Sociél variables: marital status; community location;
(3) Proqusional variables: - experience; educational level;
in&olvémen%;-and
(4) Organizational variablesf administrative assignment;

organizational size and teaching assignment.

e

*

Personal Variables-

Locus of .control. Rotter's definition of Locus of

Control has been provided in Chaptér 1. - According to Phares
(1973), the concep%‘Locus of Control has proved useful over

many different studies bebause it has consistenfly explaihéd

»

a small amount of variance.  The basis of Locus of Control as

observed by Rdttér’(1966}, Lefcsurtv(i966), and” Joe (1971) is

AN

that individuals ‘differ in their belief about their ability

to influence their environment and exert controlNover it.
. ! N .

There is a generalized expectancy as to.whether environmental .
outéomes are controlled by the@selves (infernal locus of
controi) of by outside forces (e;ternal locus of4COntr91).

| An existing fundamental disagreemény)beﬁween |
ﬁheorists relates to whether Locus Qf Control is an ehduring
diSpositibn, of a_useful construct thét is situatioﬁ specific.
In thter's.view,.bpth the genéralized expectancy and specific

expectancies which arise from a series of situations

together influence the perception of the value ofthe

a



outcomes. Specific expectancies which develop on the jotb
tend to strengthen or diminish the individual's generallzed
tendency to 1nternal extprnal control. Accordlng to Lawler
(1973) and Anderson (1973), s1tuatlonal factors, such as
organizational policiessanq practlc s, the work itself,
significant others such as superiors, suborﬂlnates and co-
workers, and incentive systems, contribute to the develop-
ment)of'specific expectaﬂcies.

" The following.fev1ew of ‘studies focuses on four
aséects; individual differences, personality‘aiffgrences,~
relationships with the environment and job altitudes,'which'
_are considered to‘be closely related to the Locus of Cbntfal

s

orientation of individuals.

(1) Ind1v1dual dlfferences Internéiity has been

assoc1ated w1th lncreased age by Runyon (1973) and Therrien

(1975), and w1th higher occupatlonal levels by Gemmill and

Heisler (1972) i Rotter noted that experience may be related

“to Locus of Cont?ol as through addltlonal experlence, an

~

individual formd a more balanced percept;on of @he sources

of his reinforcement.

P (2) Persgnality_differences. Evidence from Hersch

-

and Scheibe (1967) suggested that internals see themselves

as assertlve, ach1ev1ng, 1ndependent and powerful while Evans

(1973) noted that they have' develOped 1nternallzed standards

of.asplratlon that are not relinquished easily. On the other -

Ty

¥

.
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hand, e<tcrnal) are - Teported by Lefcourt (1966) to luck
self-confidence, dld by,Ph&rc (1973), to PYPOFiPng‘ m@tﬁ
anxiety and tenclonl\\ﬂotter (1966 22) cited Efran's study
which suggested that tn% ekternal may  be leos defenudve He
s
has less neod~td repress his failures since he has already
accepted that external factors determine his success and -

failure.

(3) Rélationships with the environment. Gemmill

and Helsler (19/2) noted that there was some ev1dence to

\

suggest that bellef in" one's ability o lnflupnce the.

environment is related to attemﬁ%s_to 1nfluence it. According

.

- 'to‘?hareé (y973), the %nternal has a desire for “control and -

- will exert ef%ort to deal effectively with his environment.
Phares (1965) noted that internals were concerned witﬁ task
related a;tivities and were' able to induce significantly
greate; changes in the expressed attitddes of'others than v
were externals,® In their deallngs with subordlnates, Mltchell
meser and Weed (1;;Ew-ffund that 1nternally controlled

;»f wmanagers used power bgses which were oersuaSlve 1nanatura'

Ae
such as rewards,

J

fnpted hatkﬁhe in

ect, and expertlse. Rotter (1966)

rnal hlmself is resistant to 1nfluence,

.manlpulaulon, and goercion if these are not to his benefit. 1
o . v L

' Ha;sch and Scheibe (1967) found that there were

- ment. Thev\repor{ed that a%;hough externals view the world

/

é;;matioﬂs 1n the attltudes of externals ;ﬁwards the environ-
as controlling, not all exterhals conform\toktﬁb traditional”



\ \ o
negatlve DerSpectlve as outlined by Rotter (1966) an? Phares
(1973), ‘that otﬁbe031mlsm al’enatlon and low 1nteroersopal
trust. . Some weje found to be reallstlc in their appraisal
of a situatlon‘and optimistic that the outcomes would be
fauorable.‘ This latter desorlptlon of the external was also
reported by Janzen, Beeker and Hritzuk (1973). In a study
of the 1nternal external ‘control orientation of teathers,
they found that the external allowed greater student autonomy
than the lnternal They suggested that the external is aware
of the p051tlon of power\yhgch he holds gn the ‘classroom but
because he is less worried over. matte“s of. personal control
‘hewis .ablé to oons1der the needs, goals, ch01ces, ‘pasic
1nd1v1dua11+y and freedom of otners _ Janzen et al. (1973)
concluded that the external may possess’ a more lrberatlng

‘attltude to 1nterpersonal relatlonshlps, greater tolerance

[N

of chaotlc and urpredlctable s1tuatlons and less overt deSLre
for power, Whlle able to make a'more reallelC apprailsal o}
3he nature of the 1nfluences in the env1ronment However,
Mltchell Smyser and Weed (1975) found that ex&ernally
vcontrolleo maragers ‘were ‘found to favor more “formal and/>
coer01ve power bases 1n relatlons w1th subordlnates, while®
Phares (19?3) found that, in relatlons w1th out51de avents,,

externals exhlblted greater suggestlb;llty, -attitude change

4

_oand conformlty. P

() Job attitudes The fourth aspect thought to be .

;
_related to locus of control orlentatlon namely job attltudes,

s

[ L v . . . . .
. . ) ’ N .
. . . a
. . = s "

~
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Jwas examined in Studiee“ny Gemmill and Heislef (1972), Organ
and dreene'(1974) and M1+chell  Smyser and Weed (1975) They
have shown that 1nuernals are more satisfied with tnelr work
setting. than -are ax»ernals and report less job strain.

Runjon (1973} found that 1nternals showed greater work
1nvolvement than externals and were more satisfied w1th a

3

part1c19atory style of management - Externals were s1gn1flcanb—

\

1y more satlsfled w1th directive supefv151on Acpor:*‘
Lawker (19%3), and Evans (1973), internazls derive-mi
from work rewards that are related to perldnnance

| Studles have also focused on responsibility and
autonomy in the job. : Phares (1973) and Janzen et al. (19735
Observed that the internal.possessea a strong inbuilt»sense
of responsibility tha# directs his activities. Qenérary to
their eapectations,csims and Szilagyi {1976) repcrted that
externals exhibi%éd a nuch strongerbrelauionship between
autonomj and satisfaction than lntennals -

For 1nternals satlsaactlon may be ascociated more
w1th aspects of the job over Wthh they percelve themselves‘
to jhave greater 1nfluence than those over Whlch they actually
have less 1nfluence. However, for externals, the sources of
'(satrsfactlon may be more dl;e}se and assoelatea with a range
of actual job experlences There is a llkellhood that there
will be differences between 1nternals and externals in the
nature and importance. of aspects of ‘the job which contrlbute
to thelr overall JOb satlsfactlon In thls study, the»

O

researcher. examlned dlfferences 1n the satlsfaatlon of

{
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1

principals, grouped according to theln belief dg

ability to control the environment. The analy51s"examlned
differences beuween the groups on facets personally 1d§§:1-
fied by respondento as contrlbutlng to their overall bt
satisfaction and dlSSatlS4aCtlon In addition, the analy31s
?ocased on dlffer¢nces between Internal and External: groups

-

"on both overall Jjob satlsfactlon and item satlsfactlon,mand
1nvest1gateo the relatlonshlp between item satlsfactlonm;lth
Overall JOb satlstactlon for Locus of Control.

- A : ' ' = £

Age. Findings on the relationShip between age and

overall job saulsfactlon 1ndlcqte that with 1ncreasgng age,‘
managers tend to become more satisfied. With respect 1o
aspects of the job, both Porter and Lawler (1968), and Wild
and Dawson (1976), found that w1th ‘ncrea81ng age, managers
placed more importance on recognition and soclal relatlonshlps.
Miskel (1973) found that younger educators tended to regard ‘pay
and beneflts, phy31cal working condltlons and. the opportunlty
'tg be 1nnov§‘1ve and bersonally creative ss 1mportant.
According 0 Saleh and-Otis (1976), increases in job satis- -
.faction with increasingﬁqge are- related to the generalQ
adjustment in life which comes with fncreasing agg.

‘/
R - i

Sex. The ?1ndlngs of Deaux“T1974) that the overall
JOb satisfaction of males and females in equivalent p031tlons’
was more 31malar than dlfferent gave support to Korman's

(1971) statement that there was no con31stent ev1dence as to



b g M
whether women were ﬁ%re satlsfled with thelr jobs than men.
Pay differences were observed by both Smith et al. (1969) and
Lawler'(19?1) who reported that dhen Iemales recelved
comparable pay‘withrmales for doing the same work,c females

usually were more satisfied with their pay than males.

Social Variables

J , Marital status. Marital status and job satisfaction
have been related in two recent studies. Wild and Dawson
(19765‘investigated‘tﬂe influence of marital status on the
relationship of satisfactione with aspects of the job fo.
overall Bob satisfaction. Pay and Sﬁpervisibn appear to be
of greater.importance in mletermining overall job.satisfaction
rfor married workers, while physical working conditions and
ie001al’peer relations appear to0 be of greater 1mportance %o -
_SLngleL%orkers In reporting a studiro? the job satisfaction

,of teaéhers in Albverta,’ Holdaway (19787D) ‘noted that when an
educator S spouse was also employed as an educator, sub-

stantlallywless satlsfactlon was experienced on®a number of

aspects of the job.

‘Community setting Community dlfferences in sources

of job satisfaction have been EZESBmgS in, a number of stud-

ies. Turner and Lawrence (1965) found that urban workers

x

reported less overall job satisfaction even when their jobs
were high on iﬁtrinsic'qualities.- In his study, Holdaway
(1977b) found that city teachers as a group were substantially

£
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pu

gé ééthfied Ehan'rural teachers with their.physigal
coﬁ@}tiqﬁsf résources and salary and benefits, yhiie they
wefé‘iéss satisfied with district policies and administration,
workload and. stat%é"‘gf{ ‘According fco' Blood and Hulin (1976),
thére'is the likelihood that other varigbies*ééséciated with
the job coﬁsiﬂteﬁtly interact with cOmmuﬁity setting to
produce less favorable situational factors.

Community standards, as proposed by‘Blood and Hulin
(1976),‘contri%uted to the establishment of the individual's
frame of.refereﬁcé"and to his,perceptioﬁs of the discrepagcy
oetween the actual amount recelved and the amount that
should be recelved - Blood and Hulln demonstrated that the

" economic characterlstlcs of a communlty were ”elated to pay

, satisfaction.

1Y

Ly

Profe551onal Variables 2};

Admlnlstratlve exp@rlence A number ¢f theorists

have 1nvest1gated the lmpact of increasing experlence on JOb
attitudes. Van Maé&nen and Katz (1976) reported that there
were differences in woék satisfactions;witﬁin a given
occupational categor& dt'various career stégéé. They found:

that satisfaction patterns for admlnlstratlve and profession-

al personne1 indicated that they were most saé%sfled with,

of satisfactidnlwith intrinsic aspects of the job occurred

1
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during the second yeér of the job and was maintalned through-
out the remainder of the career. However, in respect to
extrinsic aspects of the job, there was a rise in the level

of satisfaction for those with at least ten years' experience

-in the organization. Van Maanen and Katz (1976) found that

satisfaction with the intéractibnél ccntext surrounding the
work declinéd durihg the early career stages but later
increased to apprOximafé/the firsf year level by the end of
the career. Ovérall job'satisfaction was'foﬁnd to rise
gradually until the ténfh_year when it declined, only to
increase again in later cafgef sfagés.

d Bﬁch@nan (1974a) investigated variations in the
contribution of organizational experiences to managerial job‘
attifudes'duriﬁg the early career stages. Following a study
of 279 business and.government'managers, Buchanan reported

that factors which contributed significantly to the commit-

[

‘ment of first year maﬁagers were group attitudes towards the
3 - .

organization and first year job challenge. For managers in

 their second to fourth year, self-image, reinforcement and

 personal importance were factors contributing to commitment

W
%

‘while for those with five years or more experience,

influential factors were group attitudes towards the
organization, expectations realization, and work commitment
norms.

According to S¢hein (1971) and'Berlew:and Hall (1971),
the first year teéts the managér's capacity to function in

the position, grasp rgsponsibility,'esfablish @elationships .

¥ .



with the work group and meet the expectations of superiors.
s
In reviewing hlS experience as a new admlnlstrator, Kiner

(1976) recalled.that although confronted by many pressures
because of changed relaulonshlps with teachers and studentsii
he was motivated by the challenge of the job and had %igh
feelings of‘overall job satisfaction.

g

Hunt and Saul (1975) Suggested that in the years
;3 M\ -

,umm@dlately w°ol]_ow1ng the figé& year 1n the position, job

r?
satlsfactlon reacwes its lowest level Accord;ng to Schein’

+ Fad

(1971) ter the “irst year, the manager becomes more’

/

ooncerneo with statds and influence. i1 the w1der spheres of
the: work’ env1ronment For a prlnClpal there may be a/de51re
to be 1nvolved in dlstrlct related matters Johnson and
Welss'(19?1) reported that less experienced principals were
. dlssatlsfled if tney perceived that they had less 1nvolvemen¥>
1n the dlstrlct de01s1on—mak1nv process
‘ This reduction in satlsfactlon among educators durlng
g early career stages, was observed. by Schmit (1968) but he |
\\\\oted that the level of satlsfactlon tended to rlse again
with lncreas1ng.exper1ence. Separate flndlngs by Mlskel
(1973), Buchanan (1974b) and wild and Dawson (19?6) suggested
that more experlenced administrators might hold more
favorable attitudes towards the organiaation, be closer td
their referent group, and be more-satisfied with pay and

working conditions,7but less satisfied with the fulfilment of;

higher order needs.
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Educational level. In evaluating findings on
. )

educational level, Korman (1971) stated .that with occupational
level held constant,‘there was a negative relationship
between educational'level and joo satisfaction' He accounted
for thls flndlngs by 1ndlcatlng that with ad!tlonal
educatlon, the - 1nd1v1dual looks to a hlgher level of group -
for guldaner}n evaluatlng his job rewards. Lawler (1971)
supported this view and added that a person with more
education has higher perceived inputs and even with.perceived
job possibilities being,equal, will'beomore dissatisfled.

In contrast to these views, Brown (1976) found that '
educaticnal admlnlstrators with doctorates showed significant-
ly greater satlsfactlon from their jobs than those w1thout
doctorates Stogdlll (1974) suggested that managers with ‘
more education stress performance and efficiency, des1re o
more freedom on the Jjob and are less satisfied with the
general way the organlzatlon is being managed.

Involvement in orofess1onal and communi ty act1v1t1es.

Blum and Naylor (l968) stated that recreational outlets and
act1v1ty in organlzatlons with profess1onal labor, polltlcal
or s001al orlentatlons,‘would contribute to JOb satisfaction.
'Dunkerley.(1975) Ooservga that a usefil measure of +this
involvement would be theuextent of meybership in groups and

" the extent of participation in association activities.

O
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Organizational Variables

Admlnlstratlve ass1gnment lefeiences in tasks and

attltudes between principals in elementary and secondary
schools have been as3001ated by Serglovannl and Elliott
(1975) with differences in school organlzatlon, goals
student differences, faculty Spe01allzatlons and degree of
barental resbonsiveness; Findings by Johnson and Weiss
(1971) suggested that secondary principals may be more
closely llnked to central offlce decisions than elementary
principals. These researchers found that elementary prln}
cipals in Minneapolls-St. Paul, Minnesota, had less positive
feelings towards central office than their'secondary counter-
parts and were dissatisfied with the extentvof their partici-
pation in dlstrict decision-making. In a study of Alberta,
’Wilson’(1968)lfound that elementary principals peroelved

themselves to be subject %o considerable influence from

A

their local board.

Organizational sigze. There has been consjpderable

research on the 1mpact of both large 81ze and small size on ;
the individual and on the organizatidn. Cummlngs and Berger
(1976) noted that large size is related both to the avail-
ability of resources within an organlzatlon and to imperson-
allty Hall (1972) suggested that in a large organlzatlon,
there may be more stress and dlscomfort for 1ndlv1dual members
resulting from depersonallzatlon. Although the admlnlstratlve
component is faced with problems of control coordlnatlon and .

communlcatlon, administrators will have more power over the



53

- environment, possess mofe resources fof planning and be less
degendent on particular individuals. Gilbert (1976) noted
that there may be a tendency for prlDClpalo in large schools
to become more ooncerned.with managerial tasks rather than
professional tasks. ‘
Four major issues of concern to small schools were
discussed by Bomoargér and Ratsoy/Xi975):
(1) program adequacy, i = | P
(2) resource adequacy.
(3) workloa@ of principals, and
(4) teachers with lower educational levels and/or less
experience. |
According to Hall (1972), a méasure of school size could be

the number of full-time equivalent certificated teachers.
[ . . ) N

N

- Teaching assignment. Dessler (1976) noted that

excessive workload appeared to be related to dissatisfaction
In a study of school pr1n01palb in Alberta, Andersson (1971)

found that the amount of time devoted to teachlng was one

areda in whlch there Was much alfference among pr1n01pa S.
Harrison (1965) made the same observation bout principals iQ
Nova Scotia, noting that teaching took 93\29 25 peroent of a
principal's tiﬁe ahd restricted time he desired to spend on
‘other activities"suoh as supervision aﬁd public relations.

- Andersson (1971) found that while principals attached
importancerto involvement in teaching, many felt that the;r
teaching assignment was excessive. |

»
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RELATIONSHIP BETWEEN SPECIFIC. WORK VARIABLES AND

- JOB SATISFAQE;ON‘

;Lawler (1973§.statedathat job characteristics
establish conditions which influgnbe an individual’s job
satisfaction attitudes. 1In LaWiér's view, the factors which
rated_highly in their contribution-to job satfsfaction; were
related to intrinsic, interpersonal and extrinsic aspeéts ’
of the work. Intrinsic aSpécts of the.work were also related
by Herzberg et al. (1959), Porter et al. (1968), and Hackman
‘and Lawler (1971) to,overéllbjob satisfaction.

- Interaction in the wdrk environment was identified by
fannone (1973), Schmidt (1976) and Van Maanen and Xatz (1976)
as a'vital coﬁponent of managerial and principal activity.
Ihteraction.is éoncerned with dealing with others both w;thin
and without the organization in’fhe completion of work
~activities. ;Vroom (1964) noted that Specific.féétOrs
frequently emerged in which interacfion‘was the kKey éompdhent.
He Suggested that relationshipé'tend to be sati;fying'to the
extent that there is similarity of' attitudes, acceptéhce by
others, and pragreSS'towards fhe attainment of goals.

With respect to extrinsic 28pecté, Van Maanen and
Kafz (1976) noted that labgr*relations specialiéts agd union,
»'leaders have emphasized the iﬁiérﬁance of organizational |
policies and conditions of work és‘influenéés on overall job

satisfaction. TLawler (1975) stated that the relationship

Qf extrinsic rewards to overall job satisfaction .may Vary
< . B v -~ n ‘
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according to the importaﬁce tﬁat the individual places on
these rewardé..
Seven job facets have been 1denu1f1ed bj Vroom (1964)
aé belng common to q1fferent studies of. job satlsfactwon
(1) attitudes towards the company and company mgnagement,
(2) attitudes toWards promotional opportunities,
(3) attitudes towards job content,
(4) attitudés towards éﬁpervisionl
(5)¥ attitﬁdes towardé financial rewards,
(6) attitudes towards working condifioné,‘and
(7). béttitudes towards co-workers. .
Recent fac,or analytic studies Wlth teachers in
Alberzta and superlntendents in California have identified
job factors related to the satisfactions of eduiatbrsf |
Holdaway's (1978a) study of the job satisfaction of Alberta
teachers identified seven sources of satisfaction: ,Recognition
and Status, Students, Resources, Teaching Assignment, |
Involvement with Administrators, Work Lgad, and Salary énd
Benefits. Cochran's’(1977lfstudy of Californian superinténd—
ents also located seven factors: Rapport with Schoaol Board,
Personal Satisfaction with Superintendency, Salary, Workload,
Status, Commuqity Relations, and Administrative and
ProfesSionai Relationships. ;
- Following, an anélysis of work vafiables linked %o
job satiifaction, and:a conéiderafion of the nature of the
principalship, seven faqtérs which.appeafed pertinent to the

satisfaction>of'principals were identified:
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(1) Work Itself, .
(2) Occupational Status and‘P?estige,.
(3) Intefaction with District Admipispratiog,
(1) Interaétioq with Teachers,
(5) Interaction with Students,
(6) Salafy and Benefitg, and
. (7) Working Conditions. y
Litefature is now présented which focusesron the
components of each of,thé seven factors. |
NS .
Work Ttself

Findings iﬁ Ronan's (1970:198) sfﬁg? indiéated that
the nature of Ehe work done was an important élement of job
sajisfaction.v Ronan stated that "it can probably be said
that thisiis the majog'deferminer of job satisfacfion."
According to Hackman (1969), the work itself contributes to,
éatisfaéxion by prpviding reinforcement of a person's basic
needs. Four dimensions of the Work Itself ha&é been;identi-rv
fied by'Hadkman and Lawler (i971);vautonomy and responsibilitj,
- variety, task identity, and feed-ack. Autonomy and
responsibility refer to the extent to which the wofkef feels
personally responsible for his work and his opportuhity for
independenf thought and action. The autonomy and reSPOﬁsi-
bility dimension Qas identified by Porté}wana Lawler (1968)
and Feldman (1976) as importanf to‘managers aﬁd related to
their overall job satisfaction. Feldman noted that

 individuals with increased au%onomy and responsibility,



“work and their relatlonshl§s with other members of their Q&.

‘ﬁ,”work group. In his study of Alberta principals, Blacker

R é ' 1
(19?1) found that more autonomy was oonSLdered desi rable,

,partr%wiarly with réSpect to determining lnstructlonal

programs v v
' ! 2

. B
Both McIntyre (1974) and Tarmer (1970) have autempted

<

to develop cla581floaojons of areas in which the principal .~
. \ . ’

has opportunity for independent thought and action. McIntyre's-
. _
elght task areas focus on- the develcpment of school goals and

objectives, allocation of staff, time, space and resources,

coordlnatlon of non—lnstructlonal services, . development of
O
school community relatlonshlos, development of inservice

. programs znd assessment and~éValuation of instruction.

Tanner's (1976:109) classifioatiOn was as foilows:

(1) Developing and Impiemenfid% the Educafionai Program,
(2) Insiruotional Sta§f7beve10pmewt, \4: - q-\ ’
(3) School Cdmmdnify'Relations, ‘ "“ /,‘\\—\\/////
(%) T

Supportlve Serv1ces and Programs,

£}

(5) Relawlon of the School to ‘the School System

7'

Varlety in the JOb prov1des ahworker w1th an
opportunity for aocompllshment through the use cf skllls and
'ablllo;es which, are personally valued Tne opporfunity to
use one's abllliles was assoggated by Vroom (1964) with the
satlsfaetlon of self—aotuallzatlon needs. According to

Mintzberg (1973),(Xarlety is characterlstle of managerial

work. The principalship provides opportunities for an



£

\t]

58

»

individual to undertake a variety of wowk’ activities such as

managerial taSks anﬂ°professiohal instructional tasks.
" Hackman and Lawler (19?1} noted that work limited to a narrow

range of act1v1t1es may prove dvssatlsfylrg, but that work

\
w1th too much varlety may also cause tension and low job

. , ’ ’ \\\ ) . .
.sablsfactlon.; o | -

A\ [

_Task 1dent1ty was related by Hécgman and Lawler (1971)
‘_to the accompllshment oF a whole piece,of" work. However,
foleoerman (1973) pointed outethat the principal'e satlsfactiOns.g'
‘may not come from seelng‘a specific finisﬁed product;,”but

A\

rather from detectlng sometlmes subtl%)clues tnat the puplb
is grow1ng ano.learnlng " These,lmpre531ons w1ll be ot
influenced by his 1nteractlons w1th Others and by hlS
';pe;ceptlons o6f task ace mpllshment “.‘ | 1:1?\
| " The fourth dlmen51on, feedback refers tO?the ‘degree
to whlcn 1nformatlon is avallable to the employee as to the ,
effectlveness of hlS or her performance Feedback toc a
prlnclpal may come from procedures such as formal evalueflon
; rom 1nformal relatlonshlps with 1nd1v1du%#§ in contact.
j with hlm. |
|
Occupational Status and Prestlge‘k

In his Study of educators, Lortie (1975) noted that
'?1ncreased status accompanled the teacher S movement from the
classroom to an admlnrstratlve p051t10n Brlde's (1973)
i flndlngs conpernlng the prestlge of 1n—school personnel in

B

Alberta, revealed that prln01pals were glven the hlghest 0
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statuses in the occupational hierarchyl\ Senior High -
. . , \
principals enjoyed the mos€t prestigious position, while the ‘

o

:imporpance of other principal groups decﬁeeSed.in direct
relation e‘student'level administerea' A
. | W> . anderuaKen bJ managers and prlnc1pals reflects
he status ofd%he 1nd1v1dual. Korman (1971X noted that v
(:—f:;;§ﬁlsory reSpon51blllty, and influencebduiing interaction
. "~ I R
" with the werngroup, were espects of work in5which status was
evident. Anﬁincreese in status affectsithe ihterpersonal
relatienships between individuals. ZLevinson kl??O) noted
that gﬁomotion changes'relationships with eo-workers and
requires some interattions which will preve less satisfying.
There will be some situations in which supervisbry'
respons1bllltles requlre actions that supersede personal PR
‘ ‘relatlonshlbs or wnere restrlc ions. limit freedom to eXpress
. views about pOllCleS and personalltles 1n the system
° & Tumln (1967)“suggested three criteria to formifhe
besis for ranking aerOSS occupatiors, nameiy, ﬁersbnéli
'characterlstlcs belleved to be requlred trained skills and
' abllltles believed to be requlred and consequeé%es or effects»

4
upon. others of the performanb@ of ‘the status role. Banks

Yf-:' Sl “~.-

(1970) noted that educa%or grgﬁps enJofya% lntermedlate

\ &

position of. 3001al prestlge 1n comparlson with other
Occupations. School prlnc1pals who rank more highly than
teachers receéive recognition more in acCord with other

prestigious pfofessionalvgroups,
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Interaction with District Administratlon

A survey by the Amerlcan School Board Jeﬁrnal (1976)
reported several sources of principal dlssatlsfactlon with
the district administration: . . ‘ %

(1) restrictions plé%ed on principal autonomy and '
| authority, ' |
(2) accountability for 1mplementatlon of -decisions whlch
have been oevelooed without principal partlclnatlon,
and
. W
{(3) latk of support and uninformed criticism by local
authorities. ,,&3' ‘ ‘ . S -
Farquhar (1975) noted thaf'many deoisions about
‘school organlzatlon budgetlng and curriculum are
now belng made at 4the school level, but there has been .
centrallzatlon to district level of decisions relatlng to
~salar1es the amount of resources and types of services.
Thus, principal autonomy 1n program develppment may be
COHStré%Qfd by dlstrlct level dec1s1on-ma&1ng Often,g?’
‘decisions made by the district administration do not involve.
pr1nc1pal participation although pr1n01pals w1ll have to’
1mplement proposals. Johnson and Weiss (1971) found that
participation in de01510n—mak1ng was, a source o} satls ion
to elementary’pr'n01pals, although this relatlohshlp was
moderated by personallty dlfferences.
Dlssatlsfactlon with dlstrlct administration has been

llnked by Enns (1968) to procedures used in policy 1mplement-

atlon and evaluatlon ©0f principals, and‘relationships between

- , X ~ . - /

=
o

A e



"principals and staff personnel, by EBrewer (1966), to

expectations held by Board members for the principalship, and

‘by the Survey of the American School Board Journal (1977) to

lack of support for principals in issues relating to student

disc¢ipline, teacher relations and school finance. While the

district adminis?rafors tend to stress the professional,

\and malntalned a pos1tlve and

3

client centered obligations of principals, Gram (1975) found

" that they have been more concerned with his performance of

4

oréanlzatlonal and managerial tasks.

Interaction with Teachers ‘ s

According to Wolcott (19735; the principal's inter-

action with teachers is essentially directed tQwards

.achieving the  goals of “%he schQol. He noted that the princi-

pal's rapport with the staff was\enhancéd when he treated
aoCepted new ideas

them as equals, gave backing to tejcners,

er. Actording

-to Yauch (1957), other sources of sat1sfact1on were to be .

found in favoraole teachers atgltudes, as-for example,

<

¥

towards innovation and pan01pal 1n1t1ated act1v1t1es, and -
Ain consultatlve relatlonshlps with teachers.
Dlssatlsfactlon in prlnCLpa_—teacher relatlonshlps

has been linked by Schmidt (1976) to polarity beiween

'prlnc1pals and teachers durlng collectlve bargalnlng, and by

Hasenfeld ‘and Engllsh (1974) to tension between principal

authority and teacher autonomy Lusthaus (1975) found that

compulsory superv1s1on of teachers wds a source of JOb related

4
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tension and dissatisfaction. Yauch (1937) noted that
part101patlo* t teachers in decision-making may be a source
of dlssatlsfae tion by imposing limits on thenprincipal‘s

q\\ﬁ

dlscretlonary powers.

' Interactlon with Students

In relationships with students, Wolcott (1973)

proposed that principals have beem concerned wifh the r

.attitudes of students towards teaghers, and with discipline
prbblems.' Hasenfeld and English (1974) impiied that an
‘important adminisfrative function in staff—elient relation-
dfships, is the development4of extensive recording and.v

' reporting systems. Raubingeru‘Sumption and Kamm (1974)

discussed the pr1n01pal s profes31onal relatlonshlp to e

\

students in terms d ' .S rqle 1n program development and in

counselling. R ) ﬁg .
' o ' e ) K ) :
: . _ s R : e
. L& ""\) T ) § .
Salary and Beneflts . L ; 3 -
. i .o N
o »

Salary and related beneflts tend to be maJor 1ncentlves
- in society. Accordlng to Vroom (196#-150), satlsfactlon
stemming from salary is dependent not on the absolute amount
“of the salary "but on the relationship between that amount
and some standard of comparison ﬁsed by the 1nd;v1dual."
Tawler (1921) indicated thatwthe variance in attlzjﬂES td pay

satisfaction is related to the differing standardd of

comparison used by .individuals and to the fact that pay is a

. a ) . 3 '

“of

&
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:fsatigfier of a range of individual needs. For example,

pos )

L

‘ r . o ‘ :
Porter and Lawler (1968) found that for managers, pay
£

satisfaction was linked to the satisfaction of security,
recognition, status and-achievement needs. In his»review of
findings on pay satisfaction for higher levelaemployees,

Lawler (1971) suggested that although pay 1s less 1mportant

for these employees, if it is tied to actual performance it

\r

‘1nvest1gated the determinants of pay satlsfactlon, Dyer and

Theriault (1976) found that perceptlons bf pay-system

focus on the varlous pOllCleS and pr0cedures used by the ﬁé;

employer to make wage and salary deols1ons

Working Conditions -+ 3

relevant workload, phySLQal condltlog : ;,lbmility of\.

resouroes, and collective bargaining. - "y Yenificant

satisfaotion fog'principa § were shown to

of satisfaction.-

' -
Bodette (196?) and Fendrock {1949) obser ed that long

perlOdS of tlme were. requlred by admlnlst,-
L. o “‘;S

the range of work—related act1v1t1es The consequenqes of a
//

to- COpe with

heayy‘wonylo%d-may,be reflected'in.additional time being

éi?h

?{y)'

will be related to increased satisfaction. In a study that 7

) SR
_aomlplstratlon was an lmportant 1nfluence These perceptions

.
v
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spent on“job-related activities at the\expense of family‘or

personal development, or in the redirection of work aot1v1t1es
/

in order to attend to 1mmed1ate concerns at the expense of

other projects. Wolcott (1973: 318) described "restraints

imposed by constantly hav1ng to et the expectatrons of a '
multitude of'others” as a limitat}on n e principal's role.

and a restriction on the opportunity "for constructive

'accomplishment.: -

| Herzberg's (1959)‘oategory of workdngrobndffions
'embraced>physical conditions of work and.the facilities
availaole for doing the work. /Homever,@a majgr concern of\\ﬁ-L)
admlnlstrators, accordlng to Wolcott (1973) is the need for
4@ﬁdltlonal resources related to the‘Operation of the school.
These lnclude staff to attend "to the problems ar1s1ng out of

the oPeratlon of the phy31cal plant such as cleanlng}%

malntenance apd swﬁpiles and materlals and flnance~to%ﬁ
prov1de deslred programs. These deprlvatlons may result in
addltlonal amountS>of time being spent on matters diwectly,

/
related to the phys1cal plant ogﬁto resource aoqu1s1tlon. . ’ﬂg

Schoonmaker (1969) suggested that -the 1nd1&1dual m;;\ eact"
to work deprivation based on constralnts in the- env1ronment
“}Wlth feellngs of powerlessness and of expressed dlssatls— \
factlon with soc;etal attltudes, governmental pOllCles, or:
with other groups whlch appear to restrict freedom.
% Collectlve bargalnlng as a component of worklng
'condltlons affects the- prlncfpal in twq ways. Flrstly; as

observed by Brewer'(19§6) and in the Survey of American School

-
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Board Journal (f976) pressure is placed on the Drln01pal
through the expeCtat1ons of Board ‘members, to support
management's pos1t10n durlnggnegotlatlons and in day—to—day

decisions. Secondly, négotiations over conditions of work
&

may limit the principal's discretion in the organization of

the school by prescribing most aspects of the daily routine.

. - SYNTHESIS OF RELATIONSHIPS AMONG VARIABLES
.

-« % The framework for the study is shown, in Figure b4.

o ThlS framework results from the cons1deratlon of the relation-
5} W F
*éhlps among overall job satlsfactlon, attltudes to aspects
:’?5’; i“»,agw_ .
and clusters of a,pects, and’1nd1v1dual variables.

4}‘1.

1. *Overall~Job.Satisfaction ¢ S 4

, This can'be assesseéd in the folldwing mys:

(a) the extent of satisfaction of an 1nd1v1dual ] hlgner
level needs

(b) the extent to whieh Motlvator and Hyglene factors

: “personally 1dentlf1ed by respondents, are nresent in

LN ]

the JOb and

/

/‘

2. Attltude 10 As) ects andxClusters of Aspects (Factors)

§Qﬁ - This can be assessed as thé extent of satlsfactlon-
| w1th aspects and clusters of aspects, 1dent1f1ed by the

r earcher.
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3. The reletionship between the extent of s;k}sfaction with
(a) aspects and clusters of aspects, and

. {b) overall job satisfaction. ’ _ .

4. The relationship of specific individuel variables to
(a) overall job satisfaction, and

(b) aspects and clusters of aspects.

T N ke

5. Relationship oﬂa&pecific individual varfiables on the . ¢

interection between

(a) satlsfactlon w1th iaspects and clusters of aspec

(D) overall job satlsfactlon

pertainifg to the central concepts of the study, overall JOb

ct'on satlsfactlon with aspects of the JOb, and i

!

‘individual varlaobes The review is summarlzed below

Flrst, a brief overv1ew of the nature of job satis- E
faction was presented. Much research into job satisfaction
uas premised on the notion that its presence would result in
favorable consequences for both the 1nd1v1dual and the
organlzatlon. Recent thecrlsts such\as Lawler (1973) have
noted that relatlvely little is known about the determinants : . {
or consequences of JOb satlsfactlon .

Second, a review of the literature was conducted onlky . Y

N
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theories orf job satisfaction. The most completé attempt to
~link individual and work vériables into the complex process
of percg¢ption was proposed by Lawler in his facet satisfaction
model.( This approach, aé expressed by Holdawayr(1978a). o
described both overall job safisfacfiér and oatlsfaculon with
aspects of the job 1n terms of the dlscrepancy between ideal
and actual states. Earlier theorists tended to equate Jjob
'satlsfactlon with either the fulfilment of the individual's .-
higher lewel needs (Schafrfer, 1953; Maslow, 1970), or with

the Presence in the job of certain characteristics

(Herzberg, 1950) Herzberg S two~factor theory stated that
Motlvator or Job Content factors contrlbuted more  to overall

. job satlsfactlon whlle Hygierie or Job Context factors
contrlbuted more to overall job dlssa€§Efacblon._ This’ theory
'>which has been the center of contrecversy concerning- its tenets

and methodology, hag ln?luaned previous studies of principal
Job satlsfactlon by Iannone (1973) w:.ckstrom (1973)" and '

e :
Schmldt (1976). L i . i\ N

Third, the re¢atlonsh1p between Overall JOb satis-~ s

2 faction and satisfaction w1th aspects of the job has been

conceptuallzed by Lawler (1973) and Smith et al. (1969)
Ove”all job satlsfactlon was v1ewed as the sum of all the'
) aspects of the job, weighted by the 1nd1v1dual according to

thelr percelved 1mportance\3n contrlbutlng to overall job

sathfactlon., Methodologlcal conSLderatlons were examined

before a de0151on was made to assess overall job satlsfactlon
b

wlth a separate measure.: The flndlngs of a number of studles

- \\ —

»
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indicated that intrinsic aspecss of the job which provide
outcomes which are internal +o the person contribute more

to overall job‘saﬁiéfaction than do extrinsic aspects. of Ehe
job." A review of the literature ide ntiiied seven fdctors
icopoiderea appropriate to the oatiofacuon of‘school)

&

. Principals. These factors which were adapted from previous
‘faétor analytic studids in industry gnd education, were Work
ItEelf, Occupational Status and PrestIge, Interaction with
ﬁistricf Administration, Igﬁeraction with Teachers, Inter- .
“action Qith Students, Salary and Benefits, and Working
Conditions.

?ourfﬁ,_a discussion was presented which indicated
that the relatiodship cotwenn satisfaction with aspects of the
Jjob and overall job satisfaction was nst Staulu, and was found
to be moderated by specific indi Vidual vari ‘1 For

example, the relationship between <he aspects of the job,and

-overall job satisfaction was found to vary with different
4

stages of career experience and with Locus of gontrol

orlenuation.

Fifth, individual variables glven prominence in
: : & ‘ )

.

literature relating to job satisfaction were .examined. The:
variables were identified and classified as personal, socigl,
professional, and organizational. Findings for these
variables suggested that there may be differences in overall
job satisfaction or in satisfaction with aspects of the job
for groups classified according to each of these variables.

e

2

N ('?\) B I~
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| ‘“2»;T‘}}ev _gbg;rye concepts were related in Figure 4 (pag§ 66),
a diagraﬁihla't'i"c f‘épresentation of relationships investigatfed.
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CHAPTER 3 ' ]

' RESEARCH PROCEDURES

The research methodology of the study/is rgppfted in‘
this chapter. The contents have been organized undetathe
~following headings: the reséarch inStfument, pilot testing,
daf;‘QOllection procedures, cdﬁtent ahély;is of Open—endéd
responses, statistical treatment of the data and reliabﬁlity
‘and validity of the instrument. 2

N 2

\ A— -
% <. .
Y <7 {
k! \

THE RESEARCH INSQRUMEQF , ///
| ) :
The questionnaire approach was ?hosen as ‘the

instrument for data collection in this/study. One of the.
advantages of this method ié'tgngggfa can ve Coilected'frpm
a large,‘divérse sample Wh%le/%hé anonymity of respondents
is presérved.' TrE additiéﬁ, Selltiz et al. (1§66)'obsefved
thate}nvquestionnaires,>;esp§ndents often feel freer to
express views of whieh others might disapproveuor which might
" cause thém trouble. The teéhnique was found by Bohrnstedt

(1967) to Be equal in reliability to the interview in

>

. . /
eliciting job attitudes. The questionnaire developed for /

/

the study; eﬁtitled;Spwrdes of. Principal Satisfaction s !

describéd below. A copy is also inclyded in Appendix_A;
. Part 1. ’ cL o : ‘ .
: S a o i v j
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Section A: DPersonal Data

~Sectlon A contained questlonsvrevar41ng various

haracterlstlcs of the principals: : o

.- Personal: age; sex;
. ‘ TN )

Soeial:. harifal stafgs;-employmeAt stafﬁs.of spouse;
community setting; o
Professional: higﬁ?%t atfained ievel of formal B
‘ educatlon number of years of admlnlstratlve‘
e R &@xperWence lnvolvement in profess;onal and
communltyhactiyities;
Organizatibnal: administrative assignment;
. » organizational size; teaching as51gnment

Budget De01s1on Scale. \ {

The present emplqylng authority was 1dentified by”the'usegOf

colon~coded questionnaires.

- The budget decision scale. A measure'bf the'extent

X

to which budget de01s1ons were centralized w1thln the school
district or decentrallzed to. the school level was lncluded ln‘
Sectlon A of the questlonnalre The flVe ltems 1ncluded,1n
the Budget DeClSlOn Scale were selected from a twenty—seven
it&m School Budget Authorlty Scale, deJEIOped by Caldwell
£1977) in hls study of decentralized. bu getlng in Alberta

t;qe flve 1tems were dlrectly related}to the program of a

t‘ b

school and typlcal of“those Wthh appear 1n a school’ budget

for any level of a school system. F;ve 1tems which varied to
s L : ’

the .extent to which decisions about them were made at the

. ' ' ’ ’ SR
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school level were seleZ?Eﬁ%;n an attempt to achieve a

dlstrvbutwon of veSpondents within a range’of scores from
o
0-5. Two of the selectea items, Maintenarce and reoalr of

equipment, and Revlatratlon fees for Staff abtendlng

,wh;}e'andfher two, Purchase of text tooks, and Purchase of
audio-visu@l materials, were typieally“decentralized to the
school level. ‘One item, TranSporta+1on for students on ¢1eld

~

trips, was nelther typlcally cen+ra11zed nor decentrallzed
-

vSee Table 1 for. Dercentage of systems for whlch each luﬁm of

-~

the Budget Dec151on Scale was typlcally decentrallzea to’ the
¥

school level Principals wére asked to indicatte, for each

of the lee luems, whether a central olece (centrallzed)

'or school (decentrallzed) de01s1on was made on the amount to

) +

be included in their school budget. ) ';

Section'B:. Overall Satisfaction

£

#" Overall job satisfaction was gSsessed by four items.

. Item 1 wasvadapted from the study by Throndson (1969), Item

3. from Johnson and Weiss (1971) and Items 2 and 4 from

Hbldaway'(1978b). Two were related to the satlsfactlon of

.

soclal needs or self-actuallzatlon needs. Another was relateﬁ

/-
. ‘the fwurth was a measure of satlsfactlon w1th the job in
. M l\ : 5

its aspects

&ponferences; were typically qec151ons made by central offlce,
ot : S



-~

(&

Py
N
Percentage of SyStems‘for which Budget
Decision is Typically Decentralized :
) \\/ ' v
. ! . " - N . 4
Item” 4 Percerttage -
N T -/ \ » - T LR TR
Maintenance and repair of . * > W
. equipment ~ 26 . . o
; - N T~ Typically
Registration fees for staff S //////Centralized"
attending conferences . »26 : K
Tranéportation for students o : .
on field trips o ' 50° Neither
. B i Y
- ! ." 7 ‘
Purchase of textbooks. ; 66\\\\\;ﬁypically.
Purchase of audio-visual - . /;//foecentral}zed
materials S 63

Items.selected from CéldWell (1977). = ~/

-
£
v
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Section C0: I-E Scaleﬂ

Rotter s (1066) Ihternal- External Locus of Control,
Scale COnSlStS of twenty three questlon palrs, u51ng a
forced-choice format, plus six llller questlons ln .each of
 the questions, the réspondent is Drov1ded wlth a palr of

‘ alternatlve staoements Wthh express a contrast in bellefs

‘between external

d ;nternal control. One point is allotted

statement selected,vso that scores may

-~
% L

" for each externa
rrange from o (mbStgﬁnternal) to 23 (most e%ternal).

EY

o

—Section D:: Item»Satisfaction'a

Forty-five items were organized into five -catego ies,

Working'Cohditions, Personneleelated Watters, School- Related

f \ : \\“/ PN

‘ Matters, Dlstrlct Related Matters and Occupatlon—Related

Matters. These 1tems were develOped from the llterature

bl

review presented in Chanten 2 and were related to varlous
aspects of the principal’s JOb-_ SeVeral items Qere adapted
from the Mlnnesota Satlsfa@ulon Quesulonnalre reported by
Johnson and Weiss (197l) and from the questlonnalre, :
Satlsfactlon w1th Teaching and Employment Condltlons,”
_wdevelOped by Holdaway (1978b) for his’ study of the

e

satisfactions of educators in Alberta.

i

The item satisfaction instrument. From ‘an egtensive

2

‘review of the literature, seVenty items were selected as

‘Sources of prlnc1pal satlsfactlon  These seventy 1tems were

raéed on a SlX—pOlnt scale by a graduate class, Master's

s :'. 47, . w

n\ '\ -‘ /

I
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Leuel in educatlonal admlnlstratlon and examlned by a-
;<panel ék\ﬁhree dOCtoral candldates Items were dele ed if
they were judged to be of ‘minor 1mportance to the prf%c1oal
wéie ambiguols and dl%flcult to‘answep, or failed to
discriminate among respondents.i.A éyp0psié of items

1ncluded in the final questlonnalre is llsted in, Appe le A

: Part 2.

£ | /

_ Section E- Sources of Job At’cltud.e‘s“kp

The final sectlon of the questlonnalre was de81gned
to permlt the reSpondent to personally 1dent1fy sources of
-job attltudes. The Open-ended'questlons enabled the _ X
respondent to sei%ct‘two facets contrlbutlng most to ove;all

satisfaction and two. face+s contrlbutlng most to overall R

. dlssatlsfactlon

© Scaling , Ey ‘)0,‘ R

‘\f / A 51x-p01nt scale which ranged from Highly: Satlsfled

to hlghlj Dlssatlsfled was used in the. study to rate the
extent of satlsfactlop. No provision was made for Undecided
or=Neutfal fesponse categories. This approach wa; in“lfue‘
with Poffer et al (1975 53) who lndlcated that "Deople are-
rarely neutral, about. thlngs 4£°y percelve or expe‘lence"ﬂﬁ

and "tend to evaluate most thlngs in terms of’ whether sthey

like or dislike them." Shaw and erght (1967 121) stated

, a_similar position: - Co .
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some theorlsts (e g- Krech and Crutchfield, 1948) b
‘suggest that attitudes - always have either a. positive
Oor negative sign; if they have no Sign (i.e. , are
neutral or at the zero point) they cammot be icalled
attitudes at all We have adopted a similar position.

§

m N\

Furtner, Holdaway (19?1) found that variations»in response
patterns occurred when differiné'categories and differiné
ordering of oategorles of leert type scales were é&ployed
In particular, the use. of Unde01ded and Neutral. categorles,
and their p031tlonlng on aﬁ/agreement dlsagreement scale had ”

anfeffect on response patterns. A, decision was made to

prov1de a s1x—p01nt scale although this COuld -poOssibly |

~

compel/ggmexrespondents who elther had no obV1ous pOSltlve

or negat1Ve feellngs towards an 1tem or for whom the pos1t1ve
aspects balanced the negatlve aSpects to make a pos1t1ve_or' »
‘negatlve choice. 1In addition, this'decision is in opposition}«‘
“to Heriberg et al. (1959) who deny the presence of a |
v"satlsfactlon—dlssatlsfactlon contlnuum

- In an attempt to ensure that the satlsfactlon'

1nstrument would: elwclt expressions of . Job-attltudes, each
item was assessed for 1ts relevance to the pr1n01palsh1p by
a panel of tﬁree doctoral candidates. On the basis of the

percelved relevance of ‘items, an assumptlon was made that

4

,‘;reSpondents would be llkely to have soe01f1c JOb feellngs Qll/w
. , A

towards thé selected 1tems.

o . “
. . 3

PILOT TESTING ., -

Two/sections of +the questionnaire;.SectionEB‘(Dverall
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Sasisfaction) and Section D (Item Satisfaction), were

comple d by - twenty four public school prinCipals from

Edmenton and District who were attending a PrlnClpalS'.
Leadership Conferencé at the UnxyerSity oﬁ‘Alberta.

o
ections and, in addition, wrote

Principals completed the fwo

‘comments ahout thelr reactions”/to the‘content of the |

questionnaire, the wording 4f the items, and the‘appropriate-
ness of tire scaling system.- As a .result pf Th&se comments,
one item/was deleted because it was,eeféidem%u,;hbiguous,

* _),‘,,\,
- \'»’

and an additlonal item, "The Attltgﬂég*‘g gW r,ﬁ%&ff towards e

currigulum changeﬂq was added. Amendme ts/were also made to.

the wording of ten items.

" DATA_COLLECTION PROCEDURES

Selection of the éample
| In Alberta, a varied set of local jurisdictions has
developed partlally due to historical developments and
partially to other factors, for exan\le local c 01ce "
(Bumbarger & Ratsoy, 1975.12)ﬁ The follow1ng typ s of local

administration are found in‘Albertazgﬁschool districts (pu ic,

separate), school divisions and;counties (Munroe, 1974). | o

Public school districts}' The basic unit 1n local
educational admindstration is «the school disérict Although
many rural and v1llage dlstrict remain small the urban
population growth in. Edmonton and Calgary has resulted in

the development of large and co plex dlstrlcts In the study,»

< A
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Districts referred speeifically.to rural d town juris-

dictions while eity“districts were‘idenfifie as City A and
City B.

Separate school districts. Separate school districts

'are established upon request of the Denominational group,
either Cafholic or Prote;tant' @hich comprises the religioqs
minority»in any eommunity. Although the pewers of the bqards
are the saﬂe as for publlc school boards, their fogndatlons
have a distinct rellglous orientation. Separare school

alstrlcts in the study were arranged 1nto two groups,

Edmonton-Calgary and Others
3 . h-

School'divisiehs. School DlVlSlonS whlch are largely
; ‘13 "»‘m

rural "'in nature ‘were formed by the consolldatlon of scn«‘f ij*ﬂ
. ! ®

dlstrrcts. The aamlnlstratlve unit whlch provides educatlonal

services for approximately 41200 to 1500 puplls, 18'located in

|
\

‘a falrly large center of poPulatlon | fﬁe powers of the board . |

~

of the school lelSlon are 1dént1cal to those of a school

fd;strlct;A o . ‘ o ' :
‘ Counties. - Coﬁnties are mostly rural in nature . ": 

although\for educational purposes they include both Qiilages ;

and towns. The municipal and school administration are

‘combined under one ‘authority.’ P . |

. A,decision waé made to obtain a stratified randym
sample of respondents so that each type of administrative” |

- -unit would beﬁrepresehted proportionately to its size in\the

population. IR E |

o
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Plutchik (1974:79) stated:

The advantage of stratifylng a population before
taking the sample is that the chances of picking
a very deviant sample are less and estimates of
population values are therefore more precise than:
would have -been the case with a simple random
sample of the.whole population. The maJor
limitatiop of stratified random sampling is ‘that
1t requirgs advance knowledge of the strata
within the population. ‘

‘From a list of all principals in the province
(excluding principals of special schoals and one-room schools),
séven lists (3 'putlic school districts, 2 separate school
districts, counties and divisions) were prepared. The
foilowing criteria were applied to. the ordering of the lists:

(1) Local Jurlsdlcthns w1th1n each admlnlstratlve unit
,-,'. P 3
were listed accordlngjto the Jurlsdlctlon number

(allocated byrthemDepartment of Education).

v(2) Schools within each jurisdiction were listed
according to the code number (allocated by tne
Department of E&ucation).

Using a table of random{numbers, one third of the names from
each list was selécted. The sample consisted of 410
principals.

Permission to distributevduestionnéires was formally
approved by the Division of Field Services, University of
Alberta, and by the school systems which required notice of
research w1th1n their Juf}ﬁg\étlon.. Questlpnnalres,-color—

<+

coded for'each administrativéﬁpnit,'were distributed on May

v

13, 1977, and.a follow-up letter was'posted'og May 27, 1977.
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A ¢cut-off date of June 17, 1977 was established. Enclosed
in each envelope sent to selected principals was a»covering ‘
letter, printed quéstionnéire and stamped addressed envelope.
A copy of the questionnalre is included in Appendix A,'Parf i,

while the covering letters are included in Appendix B.

Returns from Respondents

Returns were received frpm 350 respondents, giving
an 85.4 peréVnt“return, Twenty?three returns were deleted
because they]were incomplete in Seétion A or D, leaving 327
usable responses. Table 2 presents the"fréquency and
percentage distribu?ion of respondents for each‘administrative
unit. An eXaminatioﬁ of the‘regpohse rate for each of the
different types-of agministrative units indicated that there
was nolmarked variation in the peréehtage of returns beiween
a unit'é\quota esta@lished during the selection of the sample,
and'its pésponse ra%e(a; a percen#age’of tﬁe total return.
In addition, each of the seven administrative units A
appro%imated the average overall retufn rate, 85.4 percent. b
" The rural districts c%tegory, 91:2 percent, had the highest
return rate, while Edmonton city district, 82 percent had the

lowest. .
) 7

° - . Loy,

CONTENT ANALYSIS OF OPEN-ENDED RESPONSES

In the final section of the questionnaire, Sectibn_E,'

Sources of Job Attitudes, respondents were asked to describe

=)
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Table 2

Frequency and Percentqge Dis trlbutlon of Re pondento

For Each Administrative Unit ;

¥
Type of Total Total . Intra-Unit
Administrative Sample Returns Returns
Unit . : : ~ .
_ f % £ % %
Rural Districts 3 8,3 31 . 3.9 g1.2
‘School Divisions 89 21.7 yas 21.1 83.1
Counties A /T 24,9 86 2L .6 84.3
. L9
City Districts A\ o S )
Edmonton L 50 12.2 L1 11.7 82.0
Calgary 61 . 14.9 sS4 15.4 . 88.5
. ,
Catholic Separate
Districts
Edmonton, ;’ » . :
Calgary - . L m.5 bo 11.4 85.1
Others | 27 !6.6 2l 6.9 88.9
Totals © o b10 T\ . 350 85.4

Usable responses were received from:
Rural Districts 31
School Divisions 68
Counties 8%
City Districts -~ Edmonton 35
Calgary 48
Separate. Dlstrlcts ~ Edmonton, Calgary 39
Other Cathollc Separate Dlstrlcts 22
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5

two facoets which contributed most Lo their overnll

sativfaction with the principalsh Lp, ands two facet:s which

-

contributed most to thelr overnall dissatistac tion.

Metheod of Data Analysig

According to Stone (1964) and Holeti,(1969), content
analysis refers to any procedure fof distinguisbing fhemes -
‘which permeate a given message. In‘this sectlon of the
study, the use of content analysis wes deemed necessary as
the subjects’' own statements were crucial to determining the
sources of job‘attitﬁdes. The unit for analysis was the
statement provided by the4re5pondent.

Step one. To establish a system for categorizing the
reSponSes; the following‘proeeduree were adoRted. The
sixteen theoretical categories of Herzberg, Mausner and
§H}derman {1959) provided the base list for initial anelysis.
Further categories deemed appropriate to explain the data |
were.to be added.if'necessary. & A

Step two. The researcher and another doctoral
candidate in educational administration were asgociated iﬁ
the developmeﬁt of the categories. A réhdem sample of 50
1questionhaires Was selected. Both the researcher and the
1ndependent coder’ llsted facets of the  job 1dentlfled by
respondents as leading to their overall satisfaction and —~

overall dissatisfaction, and grouped these into categories \o
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Tl

according Lo perceived common Jdimensiion:s.

l‘ -
[

1 “
. Otep three.  The recearcher and the Independent coder
2t D e
conterred to describe the caterories. A a rosult of thio
‘step, additional categorios were added and seme of thoe

ekisting categories drawn from Herwbers ot al. were

redefined.

Step four. Both the researcher and the indepéndent
coder selected a new random sample of 50 questionnaires for
analysis and after, ccding these ‘responses, conferred to
formalize the analysis procedures and further revise
categories.

Step fi&e: \Fhe coding of all responses was then
‘chpletéd‘by the re{ggrcher, and the data were key-punched
and listed on file°fgé further analysis. Frequencies and
diqfributions of items contributing to overall éatisfaction
and overall dissatisfaction were obtained for the sample and
for groups based on individual variables. The recoding of .
the questionnaires after two months duration; resulted in

an intra-coder agreement level of 94.8 percent.

>

Category Definitions

Twenty .categories were developed to describe facets
identified by réspondents as contfibuting to their overall

satisfaction or dissatisfaction. The discussion of each of
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the tﬁenty'categorgs§ follows:

<

1. Rec@g&ition and status. . The emphasis of this

-
.

category was upon some act of reassurance given td the

principal by others. This act of recognition indicated that
. - £ »

ne was doing an effective and important job. ®

ey

cN—

?

%. _ Sense of accomplishment. Statements which

indicaﬁed feel;ngs of suécessn or their opposite, féelings of
. failure or the absence of aéhiéyement were included in this 
category. Tﬁe sense of accomplishment resulfed‘fnom

feaching gfgbai,igrOm sﬁccesstlly completing'a task or
‘ fesolvihg afproblem} Aleso included were statements which
indicated that aécomplishment-resulted from "subtlé clues"

©

in the work environment, e.g., student growth.

\

3. Self dévelopment and talent utilization. -
- . : : ~ o . .
Respohdents indicatef that\their possibllity for personal

growth had been incgeased or Wecreased by their principalship.

L

h@j’Re8ponsibility; This category included references

to the principal's authority and responsibility . for the work
of others. Respondents indicated that their satisfadtion
;

.dérivedﬁfrom the exercise of leadership in directing broad
and demanding tasks and facilitating the work of others.

Dissatisfaction was associated with the princigal's

\ A

supervisory responsibilitiés‘or from feelings that a
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discrepancy existed between his authority, and the authority
he felt he neéded to carry out his responsibilities.

5. - Autonomy. The respondent identified his feelingé
"of freedom in the selection of work'activities. Satisfaction
wasvassociated:withIflexibiiity in prbgram developmeﬁt and
opporttnitiég‘%gischedﬁle work, select resources énd
deterﬁine prbgedures. Dissa%isfactionhwas related td
-restrictions;placed on the principal's ipdépéndent thought

and action.

6. Importance of the work. Comments made by

resﬁondents indicated that their work was important in

providing a service of benefit to society and to individuals

within that soclety.

R*
a

+ 7.. Challenge of work. Specific references were

made concerfling the nature of the work as a source of
satisfaction. Comments inclﬁde& general statements about
the varietyland'challeﬁge of the work in all its aspects, or
aboﬁt the nature of Specific tasks. In contrast to the-
challenge and variéty of- the work, as a~dissatisfier,vfhis
category included references to unneceésar& tasks and non-
~curricular activities performed by principals as well as
comments aboutAﬂoutine or’trivial“dutiesrthat occupy much

time.
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8. Interpersonal relationships in the work

o ‘ e ‘ -
environment. References were made to- M number of groups

withfwhom,the principal was' experiencing satisfying or -

diéi%tisfying socilal relationships.

9.. Relationships with parents. Specific refentnces’

to interactions with‘ﬁérenté and‘community members were
included in this catgéory.
| /

i . (\
10. Attitudes of soczZty towards education. This

category described attitudes toﬁérds education which

.‘\\ .
societal values and expectations for schools and principals,

_ principals perceived withirni society. References were made to

. and to influences within society which affect students and

over which the school has no control.

11. Relationships with teachers.. References to
relationships with teachers and to their attitudes and quaiity,
of their services, were included in this category.

14

12. Relationships with central office. This category

included references to relationships with and support from

administrative staff at the district level..

{

13. Student attitudes and performance. References
in respondents' statements which formed thiéf\ategory were

related to attitudes of students towards their)teachers and
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school activgtiés, principals’ relationships with students,

and.sfudent-successesh both at school and in later yéd}s.

14.  Administration and policies. A variety of

rcferences, all relating to the adminis tratlon and pollcy of

L. /\

the central ozflce, was coded w1th1n thls catégory Comments
¥ . . . »
cohcerned:

(2) quality of léadérship'by board members,

(b) administrative procedures of the“emplbyihg authority, '

{(c) consultative and supervisory practices;of central

1 office,
(d) expertise of supervisors, o o Nt

participation with district authorities in determining

goals,.methods and procedures,

support given principals *in:problem situations, and
(g) quality of communication from central office to the

. school.
v -

15. Constraints in the overall system of

educatiOnal édmiﬁistratioﬁ“ This category 1ncluded statemento

o

about the 1nfluence of the overall system of educatlonal
admlnlstratlon on the local employlng author;ty and schools.
References were made to budget constraints, declining /

educational standards, and lack of educational leadership.

\

16. Impact on home life. References to the impact
of the job on either the principal's personal life or his

/
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»

home llfe, were placed 1n t?ls category

) : . . . . \) -.»..,

17. 'Pay and beneﬁr%s This category included all

. references in which compensatlon s mentioned. o <

A

-

18.’.Physical.context. Contained in fhis cavegory

A S . F3

o were references to the adequacy or Lnadequacy of the phySLCal

} condltlons of work, the avallaolllty ‘of mater*als and staff.

Il : 3

19. Amount of work. Coded 1nto thls category were

e?erences to+ the amount of, work requlred of the pr1n01pal

: . N

- 20., ‘Job—related tension Job-related tenSion

,1ncluded references to confllct frustratlon or work pressure
- as sources. of dlSS&tlSLaCulOn . N

e -
“ ‘ - ‘
. kd : . @

STATISTICAL TREATMENT OF -THE DATA

Seven major statistical techniques were pused to
analyze the data. These were the Chi Square Test of Jﬁ
‘Slgnlflcance followed by the calculatlon of the Phi coefflc-
ient or Contlngency coefficient, Pearson Product-Moment
Correlation, Factor Analysis, Factor Scores, One-Way Aﬁalysisﬁ
of»Variance, f Tests, and Stepwise Multiple Regression. ‘In‘
addition, the SPSé—Version 6.02 Sfatistioal Program
(Statistical Package for the‘Sociai‘ScienceS) was used to

~ determine the frequency and percentage of responses for each
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item in the.questionnaire IﬂfOrmation‘obtained’from this A
program was used in the dlscu581on of Problem 1, an 1nvest1-
'gatlon of the sources and the extent of overall job
satlsfactlon. Scores were also obtalneo for each reSp;ndenu
on the Internal-External Locus of Control Scale and on the
'Oveﬁall Satisfactio Scale The latter score was the mean
score of the four rerall satlsLactlon items. The statis—
%ical programs used in the studerEre avallable through the
Division of Educati nal Resegarch Services, Unlver51ty of
" Alberta. - - | - : - L &
The chi square statistic (DERS:NON?OZ) was&used for
the analysis whichicompared the contribution of motivator
and nygiene-factors to overall satisfaction and overall
dissatisfaction. The technique was deemed apprOpriate
_because it examined cell frequenc1es of a glven matrlx,
d'compared thesexpected w1th the observed frequency and
vcalculated a probablllty for the dyfference The assOciation :
between the variables was assessed by the Phi coeff101ent or
Contlngency coefflclent. ’

. - Mueller, Schuessler and, Costner (1970 :241) outllned
twokapproaches to the interpretation of the association A
between variables. The first is related to the pr1n01ple of
joint occurrence in which the relative frequency w1th which
certaln attributes happen together is the bas1s of Judgment.
The second is adopted when the uUnit change in one variable 1s
par lelled with some degree of regularlty by a comparable_v

- change ?n/the other. The variables move together so that the
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.researcher may conclude that they are somemow tled together
and that" there 1s an ass001atlon tetween the two sets of data.
These methods of_analysis are apprOpriate for examining the
‘rvariation in the contribution of Motivator4Hygiene factors

to satisfaction and‘dissatisfaction. '

’

The Phi coeﬁf%glent and Contlngency coefflclent were

—__~ / ”, *#

descrlbed by .Cd% tner (1965) as Téasures of association-

EEN

'

des1gn d to reflect the degrees of departures from statistical

independence. Nib et-al. (1975) désor%ﬁeafthe Phi statistfc\\%
as ; suitable measure of association Which indicates the
strength of % relationship. According to Fergusonﬁ(1971);

the Phi coeff;olent which is applied tor 2 X 2 tables only,

<2
may be calculated frgm the chi ‘square ;%s Wthh first

_pﬁbv1des an 1nd1catlon of statlstlcal 51gnlf1cance. !
Van,Dalen (1973) pointed out, that the Contingency

K]

coefflclent determlnes the re%atlonshlp between two variables

' ~

measured on nominal scales, w1th two Oor more categorles
Accordlng to DuB01s (1965), 1ts maximum value in a 3 X 2
table, 1is 707 For comparatlve purposes, Slegel (1956)
,noted that contlngency coefflclents are comparable onlj when
they are ylelded by contingency tables of the same- size.
They are not dlrectly comparable to any Other- measure ofy
correlatlon Kerlinger (1973)° proposed a four step prog%ss
for its 1nterpretatlon ‘
h (1) Calculate chi square to determlne statlstlcal B
significance, - “3

. . 2
(2) nQalculate Cc, C = 52__*—_ o
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(3) Calculate the percentages, and )

»  (4) , Interpret the data using each'pf'thé three pieces of

, 'information." N
Nie et al. (1975) added that the interpretatiop of C may be,
expreséed ih terms offWhether it sigﬁifies the exiStence of

ﬂa degree of aSsociation,ge.g; high). ’

Pearson product—mbment_éorrelét on coefficients were
calculated with the étaiistical program DERS:DESTO2; to '
determihe the ‘relationship between the continuous variables

“in the study. '

Factor anal&sis is "a method for extracting common
factor variances from sets Sf measures" (Kérlingér,_1973i
659). Factor Aﬁalysis with the Factor Analysis PQCKage;
XDER:FACT18, Was undertaken for the pool of 45aitéms cantainec

"in the Item Saiisfaction Instrument (Secgion D) of the
questionnaire. - Scores for eachipersbn on each factor were
caicﬁlated'with the Factor scores sdatistical program,

- DERS:FACTOS8. ﬁeriinger (1973) described factéi:scores as
Weiéhted averages, weighted according to factor loédinéé.

In the DERS}FACTO8.brogram, fhe mean’ of tﬁe scores for each

- factor was set at zero, and the.standgrd"deviation~at one.
Thus, the sopfe for each indi&idual on.each factor was

" expressed iniStandard-fqrm; ‘ | o .

One-way ahglysis of variancef(XDER:ANOViSU, and 1t
Tests (pERS&ANOVlO), were uséd to deéermine wﬁether there
were sngificant_statisticai differehces befwee£ groups of

principals on overall job satisfaction and satisfaction

‘factors. A significance level of .05 was established for the
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various analysaﬁ. When the one-way apalysis'of variance
proQided‘an F which was statistically significant beyond the
.05 level;_the Scheffeé procedure (Winer, 1971) was used to
compare indiyidual groups in an attempt‘to locéte:the
differences thchucontributed to the ANOVA results. . Bécause
of the.rigo;ous nature of :the procedure, the significéﬁce.
-level w/s set at .10 (Ferguson, 1971: 271) Tésts for énalysis
of vaflance are usually accompanied by homogenelty of °*
<variance tests. There is however, general agrgement that
the F Test is fairly robust andhcgn accommodate departures ‘
'froﬁ ﬂomégénéity (Ferguson, 1971:219—229; Kerlinger, 19731
287-8). Where the assumption of eqéali&y of variance was
untenaple for the t Test, ‘an adjustment in the value of +
was made by the Welch T Prime Adjustment of 1/Tests (Ferguson,
1971:155) . ' o
’ . Stepwiée multiple.regreséion analysis ﬂés anplled to-
%he data to determine which of the predlctor va 1ables,
the satlsfactlon factors were aSSOCl;;;a\Wlth the greatest:
%percentage of var;ance in overall Job satlsﬁaction. Analyses
were uﬁdértakén for all respondents, éharalso'for respondents
grouped according to interng;-externél Locus of Control,;and

—

career experience.. .

NFu) . »

] o i =

m‘__,//?ii" RELIABILITY -

st

TWd'w & of increasing test reliability (Kerlinger,

1973:443)»haza§been fbllowé%)ﬁﬁ this siudy.“
¢ .
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(1) The questionnaire was distributed and appraised by

Y

doctoral candidates, prln01Dals and the researcher to ensure

¢

that the items and 1nstructlons for .completion were clear andl

¥,

l ! ’ A . . A
(2) A measuﬁg of internal consistency was obtained with

unamblgﬂous. o - SR L »
the Kuder—Richa_dson formula 20 (K-R20). According to
Ferguson (1971:&68), the Kdder-Riphardson formuls ZO is a
measure of the'hemogeneity of&fhe test items, and may be r
applied to itemsxwhieh elicit more than two categories of- R
respOnse[ An anaiysis Of‘fhe»iteds in the &tem-Satisfaetion
Instrument based on the Kuder-Rlchardth formula revealed a
rellablllty coeIfLCLent of .94. Y “
RoPinson and Shaver (197}$Vreported that the internal

\

consistehcy coefficiént:fothhe Internal-External Locus'of"ff

. Control Instrument was found to be .70. The Locus of E5tErol -
Instrument has provided con51stent and moderately hlgh
measures of test-retest rellablllty, ranging from .65 to

.70 (Joe, 1971: Runyon, 1973). | .

VALIDITY

'Content‘Validity ¢
The . representatlveness of the content to the domaln

of interest was assessed by graduate students, pr1n01pals and

'*»rlnterested researchers in the,area. Judgments, Oplnlons and

0
e .

suggestlons for 1mprovanmﬁ5mmre<prov1ded for both the.

~
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Overall Satisfaction and Ttem Satisfaction Instruments.

- L
fed M .

: /

.

‘Construct validity of the Overall Satisfaction Instrument

Originaliy,the‘meaéure of overall job satisfaction
was o be the méan?scoféAof the féuf'itéms in the Overall
Sat&sf&ction Instrument. After gn(ékami?gﬁion of thé inter-
Qo?relétion of thgﬂfour variables,\the pl waé abandoned.
The correlation Sétween Item 1, Satiéfac;§:n With Séhoql
(Efféctiveness, and each of th?}other three variables 1in the

: £n$trument was low, and accounted for less than seven percent

.Aof.the common variance of the measures (see Table 3).

. ©
.

The calculation of the mean score was intended as a
way of érri;iné‘af é sirgle measurebof ovérall-job satis-
.fadtion. ﬂowever, Porter and Lawler (1968:43) argued that
" the use of a global measﬁre would yié;d a reasonable
approximation of whétlwould-be obtainédvby some composite of
the ratings. It was fherefore decided_that Itemlb, YourbL
Overall Satisfaction With Your Job,/ should be used for furtwer
‘analyses.‘ The relationship between this variable and the
mean score of the four iteﬁs was both signifﬁcant"énd . Co
important (r = :84). The extent-of“satisfactiqn‘with each

~.0of the four items in the Overall Satisfaction strument has

been reported in Sub-Problem 1.1. In addition, Mg thrae ;‘%\
discarded "items are used as separate’ Items during further

analyses which are reported in g;oblem 5;



Table 13

Product-Moment Correlations Between
‘Varlables of Overall Satisfaction

96

.56

(¥ = 327)
Variables 17 2 , 3 I
1. School Effectlveness
2. Social Relationships .23
3. Use of Abilities .20 .35 {,\\
4. Overall Satisfaction .26 N 69
Mean Score .68 .81 .84

>

All correlations are 31gn1flcantly dlfferent from

beyond ‘the .05 level

3

-

zero
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Construct Validity of the Ttem Satisfaction nstrument

The use of internal consistency measures is one
" method of checking construct validity (Gﬁilford & Fruchter,
1973). The results of the factor analysis perfcrmeawgp the
45 items in the Item Satisfaction Instrument, are réporfeg

in Chapter 5.

Validity of Internal-External  Control Tnstrument

T Robingon and Shaver (1975:229) noted that over 50

. _ percent of the internal-external Locus of Control investi-
gaggohs have employed the Rotter (1966) scale and added that
"Rofter’s scale is still to be recommended‘as'a measure: of
generalized I-E expectancy ", Joe (1971) reported that the
I-E scale has good dlscrlmlnant ValldltJ as indicated by low
correlations with variables such as intelligence, social
desiracility and political affiliation. Accordingg&o both
Lefcourt (1966) and Joe (1971), the scale has-been validated ®

in many experimental situations.

éUMMARY
~
Data were collected with a questlonnalre, Sources of
Pr1n01pal Satlsfactlon Whlch measured both overall JOb
satisfaction and satlsfactlon Wlth aspects of the job. The
instrument was arranged 1nto,f1ve sect;ons, namely personal
characteristics, overall satisfaction, internél—exterhal

.Lfcﬁi of Control, item satisfaction and sources of job

p -
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abttitudes.  The Cirst :'1{0 tlon, peronal characterintion,
inciuded the Budizet Decicion Senle developed tor Lhic vty
The Rotter Scale was useéd to measure Locus o ' Control. ‘I-‘ur‘
both overall job satisfagtion and 1tem satisfuction,
respondents were asked to rate the extent of thelr :J(.‘l‘ti‘:.j—
faction on a six—pslnt Likert-type scule.
| A panel of graduate students in educational admini- . =
stration reviewed the questionnairelwhich was then pilot-
tested with 24 Zdmonton and District principals before bekng
“distributed thrioughout the province *o a stratified random
sample of bio-principals. The questionnaire was anonymous
and was identified oﬁly in terms of type of empioying
authortty by color;coding. A total of 350 returns (85.L4
percent) was received, of which 327 were usable.

InfOrmation derived from respondents in Segtion E of
the questionnaire where they personally identified sources
of their job attitudes, was treated by content analy81s.
Twenty:categorles were develOped by the researcher and an’
independent coder for grouping sources of satisfaction and
dissatisfaction. The coding was undertaken.by the researcher
and the reliability of the researcher's own coding over time
was also treated by a second recoding after a period of twd
months. Iﬁ this, an sgreement lsvel of 94.8 percenfvwas
achieved. . ; 5

Data obtained in the questionnaire Were analyied
using seven RS statlstlcal techniques, namely Chi Square.

followed by carcplatlon of the Phi coefficient and Contingenp&
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~coefficient, Pearson product-moment correlatidéns, Fadtor

Analysis, Factor Scores, F TestS‘and't Tests, and Stepwise
.Multiple Regfession. As a meaé@re of owerall job‘satis~
faction, one item, Item 4, of the Overall Safisfaction

Instrument was used.

«-Q



CHAPTER L4 ‘ .

K : PROFILE OF RESPONDENTS v

Thé purpose of this chapter is to. report the =
characteristics of the s le bOpulatidn of 327 principals
in the Province of Alberta\ypon which this study was baéed.
The characteristics were classified into four sections:
personal charéctéristics, social characteristicsf professional
éharacteristics, and organizational4charaéterisfics.

chPARISON OF RESPONDENT ADMINISTRATIVE ASSIGNMENT WITH

FREQUENCY OF dATEdbRIE$ OF SCHOOLS IN ALBERTA

;
School and Teacher Stat¢stlcs, 1976-77, produced by

Alberta aducatlon indicate] thau there were 1449 puDllC,
eparate and prlvate SChOOlS operating in Alberta. Of these,
é@géo (22.8 pegpenu) offered hlgh school lnstructlon 504 .
(34 8 percenﬁ7 offered 1nstructlon in which elther grade
elght or g)ade nine was the highest graﬁe, and 615 (42.4
percent) qffered elemgntary-baseaﬁlnstructlonf
An examination of Table 4.reveaied that there were no
marked differences between the Provincial statistics for
categories of schools in Alberta and the ‘respondents
admlnlstratlve a551gnments. The three pefcent varlatlon
between the categor%es of schools offering hi h school

1nst”uctlon is rel%ted to the inclusion of private schools
; - : ~

{

i
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ot . Table 4

Number of Schools by Category \

2
""""" ﬂwq\\ﬂfx o _ Dept of Edn* Sample
. ‘ T % T %
Elemenxary—baSed : ‘ .
Instryction: 615 42.4 143 43,7
Grades 8 or 9 ' /
Highest Tevel 504 34.8 119 . 36.4
High School (Grades ‘: S
10-12 Highest Level) 330 22.8 65 - 19.9
Totals 1449 . 327 . |

* Source: School and Teacher Statiétics,'1976-?7.
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in the Provincial Tigures. ©Private schools, which have been
omitted from this study, generally provide some high séhqol

instruction. The sample would appear to approximate closely
the Provincial figures. $héfefore, on the vargable, admini-
strativé assignment, the sample use@ in the sf&ﬁy appears to .
be quite representative of principals in the Province of
Alberta. | :

’

PERSONAL CHARACTERISTICS

The ffquency and distribution of personal character-

istics of respondents are reported in Table 5.

Age 4' " : - g
Approximately forty—three;pércent were under 40 years,
thirty-three percent were 40-49, and twenty-four percent were

50 and over.

Sex ,
The ratio of males to females was approximately 9
to 1. Of the respondents, 90.8 percent were males, and 9.2

percent were females.

TLocus .of Gontrol

Locus of'Coqtrol was measured with Rotter's (1966).
\ .
instrument. Usableé returns were received from 316 principals.

The internal-external score was assessed for each respondent,

L
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- Tavle 5 | ’

Frequency and Percentage Distribution of
Personal Characterlstlcs of Respondents

ul&‘
Characteristics ' Total :
Age : ) ‘
nder 40 142 ‘ . T hk3y
bo-k9 108 = 33.0
50 and over S 77 ' 23.6
Sex | | . | , B
Female . 30 ' . 9.2
Male _ 297 ' 90.8
Locus of Control (N = 316) (
Medlan Spllt , X
Tnternal- . 163 51.6
External . 153 : 48.4
- Standard . Dev1atlon Split _ _
Internal- o 39 N 12.3
Intermediate , 228 S 72.2

External L 49 : 15.5
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with O represaenting maximum.internality -and 23 maximum
externality. Scores ranged from 0 %o 20 with the mean, 6.62,

and the standard deviation, 3.74, To fa01lltate further

aﬁalyoes, the group was divided uslng ‘ ) '
{a) the method of Rotter (1966)Y M\dlan\$;'nt,\and;}

(b) the method of Runyon (1973), Sﬁandar Deviation Split.

°

\\ . . / . . .

\

Median split. . The groun was Spllt at the Medlan, 6.4,

S0 that there were 163 in the Internal category and 153 ﬁn

the External ' > ‘ )
: Standard deviation snllt Runyon (1973) loped
three categories in the following @anner: Internal, oxe :

standard deviation below the mean, External, one standard

~ deviation above the mean, and Intermediate; between one
~standard deviation above and below tnemnean Each resnondenti
was placed in one of three ca@ego?ies.‘ The Internal category,
,w1th a range of 0-2 and mean 6%‘1.49, contained 39 reépond—‘
ents; the External gronp, with a range of 11-20 and’mean of
13.08, contained 49 respondents; and the Intermediate'gfeup,
‘with a range of 3-10 and mean of 6.11, contained 228 respond-~
ents. R o ®

!

SOCTAL CHARACHERISTICS

The frequency and distribBution of social character-

istics of respondents are reported in Tables 6 and Zlu.
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o Table 7
| : 4 ' . J

Frequency and Percentage Distribution of
Social Characteristics of Respondents

Characteristics , o Total
£ " %
Community Setting .
City 151 - 46.2
Rural 92 : 28.1
Town . | gy 25,7
. . \\.—/ .
b
qg ’
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- Marital Status:

(+ Approximately 93 percent of the respondents were
/ : - .
married. Of the thirty female principals, 60 percent were -

married as compared with 96.3.pefcent of male principals.

Employment Statﬁs of Spggse
In the sample, epproXimately one third offfthe
ﬁrespondents indicated that their spouse worked full—tihe,
Just over half of these respondents, 55.6 percent,‘reported

that their spouse ‘was an educator.

Community Setting . < X

The reSpondents were located in communltles Wthh

~__

range from major c1t1es small 01t1es, countles,-seml—rural
small %ewns to remote rural.districts.‘ From;Table’7: it can
be noted that approxlmately L4é6.2 percent- of re8pondents
1ndlcated that the communlty Settlng 0of their school was(

"city", while 28 1 percent stated "rural" and 25.7 percent

-

" t‘owrl" .

PROFESSTONAL CHARACTERTSTICS

The frequency and distribution of professionalhﬁ
; ; : Py

characteristics of respondents are reported in Tables 8 and 9.

Number of Years of Administrative Experience

Respondents indicated the number of years of admini-
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Table 8

108

ncy and Percentage Distribution of Professional
Characteristics of Respondents - Years of
Administrative Experilence

Number , : K
of - Present School Present System -~ . Career

*. Years f % o f % T %
1 81 24.8 50 L2 12.8
2 - L 117 35.8 90" 77 23.5"

-9 73 223 93 90 T 27.5
10 - 19 52 15.9 77 23.5 86 26.3
20+ . 1.2 17 5.2 .32 9.8
\ \"‘\\Mrn,

- S >/}< \
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. Table 9
Frequency and Percentage Distribution of
Professional Characteristics of Respondents
T<: Characteristics v f b
Highest Attained Level of
Formal Education
a) Years of Post-Secondary
Education , ,
4 years | Be 128 39.2
: 5 years, 89 27.2
i 6 years, . 110 33.6
b) \;;;;ggzgﬁﬁﬁnxﬁgi%%hﬁigi
Educational A ratlon’/
No graduate courses o 128 39.1
Some graduate courses 95 29.1
Dlploma 56 7.1
Master's Degree and Ph.D. L8 4.7
+ Involvement in Professional
and Community Activities
a) Sponsored by Council on
"School Administration '
0. 105 32.1
1 79 24,2
2~ 84 25.?
3 or more” ° 59 . 18.1
" b) Membership in Communlty
Organizations
.1 -3 . 158 L8.3
/ b-6 , 143 43.7
7 -9 26 8.0

¢

(=]
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Strative experience for their career, the°*present school
and present employing system. Categories were 1 year,. 2-4
years, 5-9 years, 10—19 yYears and 20 and more years. The
frequency and distribution of respondents by experlenoe are

reported 1n fable 8.

Present schooi experience.“ Almost a quarter of
res ndents, 24.8 percent, were in their first year as
principal of their present school. OFf this group of 81-
respondents, 42 were in their first appointment as a princi-
pal while 39 were,in thelr first year of a newC?pp01ntment *

‘Respondents who ‘had been in thelr present schooi)more than

One. year bvut lesc than five years, cam ed the most

frequently reported categor d accounted for 33, 8 percent
of the sample. a l 60 6 percent of principals were in
first five years of employment Ln)thelr present SChOOl
Of other respondents, 22.3 percent had five years but not.
more ‘than ten years in their present school 15, 9 bercent
‘ had between ten and nineteen yvears and 1.2 percent had been

in their present schools-twenty and more years.

Experience in present employlng system. 0f all

respondents, 15.3 percent were in thelr first year in their
present Jurlsdlctlon whlle 42 8 percent were in their first
five years. Of the remaining respondents 28.4° percent had
been with their present Jurisdiction from flve to nine years,

23.5 percent for ten to nlneteen years, and 5.2 percent
4 ' '
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twenty and more yourew o

Career experience. Twlal experience in administration

of the respondents was as fo;lowing: one year, 12.8 percent;
two to four years, 23.5 percent; five to nine years, 27.5
percent; ten to nineteen years, 26.3 percent; and twenty. and

more years, 9.8 percent.

Highest-Attaiﬁed Level of Formal Education

Two measures were used 1o ascertdin highest attained
J "
level of formal education:

(a) number of completed years of, post-secondary education
as assessed for salary‘purposeé.
(v) number of graduate courses éompleted in Educational

Administration.

< LY @

The frequency and distribdtion of respondents is reported in

Table 2.

zﬁ\\\/gfears of post-secondary education. The years 6f_p03t—

secondary education for principals in Alberta was four years,

) . . ¥
39.2 percent; five years, 27.2 percent; and six years, 33.6

percent.

Graduate courses\ln educational admlnlstratlon Oof

Jall re8pondents, 60.9 percent have reported the completion
—\_/

 of formal courses in Educational Admlnlstratlon. Of these,
14.7 percent hate aphieved a Master's Degree in Educational

N M

IS
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Administration or higher, 17.1 percent have ecarncd o Diplom:
in Educational Administration, and 29.1 percent have taken
some graduate courses in Educational Administration, oither
as ﬁert of a Master’S'Degpee in another area or as tho
.comme;cement of graduate étudies. The remainder, 39.1
percent, have taken no graduate courses in Educational

Administration.

Involvement in Professional and Community Activities

Two measures have been used to ascertain the amount
of ‘involvement by respondents in proféssignal and communi ty
actiVities:

(2) particip&tign in activities sponsored by the Council
.on School Admiﬁistration; and
(b) membershipé in community o}ganizations.

Figures for respondents concerning their invo%xsfigj/are

reported in Table 9. 4

\

\,

Administration-related activities. Almost a third

of principals, 32.1 percent, have ot attended any activities
.sponsored by the Council on School Administration in the past
two years. Other respondents have indicated thelr involve-
megt{dﬁring this period as one activity, 24.2 percent; two
éctivities, 25.7 percent; and three or more, 18.1 pércent.

9

Memberships in community organizations. -Almost half

of the respondents, A8;3 percent, indicated that the§ =
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be%jﬁged to fewer than three organizations. The reported
involvement of reSpcndents in. four to.six organizations, =znd
in seven or mcre, wé% L3.7 percent and 8.0 percent respect-
. ) o )
ively.

N ORGANIZATIONAL CHARACTERISTICS

. . - ' .

"The ,frequencies of organizational characteristics of
respondents are reported in Table 10.
_ . .

Present”Pleoying Authority . : L

. The salee contained a prOporulOnal representatlon
of principals Irom each type of admi nlstratlve unit in

Alberta. . Principal

o;.publlc schools ccmprised 91.4 percent

of the eamp mile separate schcoljprircipals accounted for .

18.6 percent. The public cchool re§ponaentq in the sample

‘wae located in Counties, 25. 7 percent Clty Districts, 25.4
P

rcent; bChOOl DlVlSlonS, 20. 8 percent and Rural Dlstrlcts,

{ : N o

9.5 percent. - Calgary provided "14.7 percent of the City

biDistriCt respondgnts, and Edmonto .7 percent;’ Separate

schoolgrespondents who comp? ed 18.6 percent of the sample,
were located in the major cities, Calga and Edmontom, 11.9
percent, and in rural areas,cé.? perceﬁt. i

1

Administrative Assignment

. y 2 .
- The percentage of respondents who indicated that.

their administrative assignment was solely concerned with
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Table |10 B
-reiuency and Percentage of Organizational
Characteristics ofl/ Respondents
.y . .
jL Total
= 327
T %
Present Employing Authority .
Public: - Counties 84 25.7
City - Edmonton 35 10.7
City * Calgary 48 14,7
School Divisions 68 20.8
Districts 31 9.5
Separate: Cities 39 11.9
. , Others{5 22 6.7
_Administrafive Assignment
Highest Grade Level g
EZLemem:en:‘sjg}1 143 L3.7
Junior Hig o 119 36.4
Senior High 65 19.8 -
School Sigze: Numberibf Teachers
SmalH (1-4) 38 "11.6
: 19 171 52.3
‘ 20 - 39 103 31.5
‘ Large (over 40) 15 L.6
Teaching Assignmentv , .
No - 62 19.0
Yes- 265 81.0
Amount of Teachlng ' .
Low 0 - 5 hours 117 - 35.8
Medium 6 - 10 hours 69 211
" High .11 or more hours 141 43,1
Budget ‘\Decisgsion Scale
Centralized - 01 75 22.2
Intermetiate 2-3 116 _ 25.
Decentralized 4-5 136 P 1.6
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,
ele@entary students accounted for 43.7 percent of the sample.
Of*%he remainder of resoondents 36.4 percent were pr1n01pals
of schools in which one of the junior high glades was the
thqest grade and 19.8 percent were Dr1n01pals of schools

;offering high school instruction.

f i
Organizaoional Size 1 ////

The measure for organlzatlonal\51ze was the number of

full-time equlvalent certlflcated peachers in the school,

lncludlng the Pr1n01pal ano Vice- PLlnc1pal(s) Small schoolsn
with less than five teachers composed 11.6 percent of the
sample while large schools with forty or more teachers,

accounted for 4.6 percent. Schools with five to nineteen

1 i

teachers comprLSed 52. 3 percent and schools w1tn twenty to

| thlrty-nwne teachers, 31.5 percent.

L
-

Teachlng Ass1gnment

-

- , | Of all respondents, 81 percent stated they have a
i regular teaching ass1gnment ; Among resﬁondents, 35.8

. percent who taught less than flve hours per week comprlsed
‘g the low teaching load group, 21.1 percent who }aught from

Thsix to ten hours composed the medium workload’ Q, and 43.1

i

Budget Deols10n Scale

Respondents 1dent1f1ed from g llst of flve budget
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items, those.for which they have submitted budget estimates
to Central Office. The range of egores wes from 0 to 35, with
5 being the score for decentralization. Qn the basgis of
vscores‘on_this scele, 22.9.pefcent of respondents who
submitted budget estimates on no more than one item, were
considered fo be principals.in'ﬂentralized school systems,
and 41.6 percent of respondents who submitted budget ;stz~
- mates on four or five 1tems were con51dered to be princi-
pals in decentralized séhool systems. . The remaining 35.4
percent of respondents who submitted budget estimates on

two or three items; composed the Intermediate group.
SUMMARY

The personal, soeial, professidnel and'organizational;
characteristics of" the sample of prineibals wepe'described
in this chapter. Variables amtcategories outlined in the
chapter were'used for further andf&seS-of the data in

Chapters 5 through 7.

Overall on ;personal characterlstlcs, 43 percent of

principals were under 40 years, and 91 percent were maqﬁh; \
The mean of the group for Locus of Control w§e36.62 with a f‘_/‘g
standard deviation of 3.74. For further analyses'using Locus o
of Control, tﬁo ~groupings of the data were‘undertaken

Flrstly, the group was spllt at the median into two categorles,
and secondly, the group was split into three categories w1th

the cut~-off points being one standard deviation above and



i
s J

below the mean. i
: 7

An examination of the social characteristics revealed

tha ercent of principals were married, and that

approximately one third of these indicated that their spouse
n Worhad;full—tine. Just over half of the spouses who worked
full—timedwere employed as‘educator;. Almost half of the
re5ponden¢s were located in thegcity, Whlle the remainder

were equallJ dlstrlbuted between the town and rural T
] . .J";':‘v‘: \.-lwf.l

categor}es. -
Three professlonal variables were employed in the
study, educational level, experience and. infolvement
Approx1ma+aly a thlrd of respondents were grouped w1th1n
each of the three categories of

5 years and 6 years. In ¢~Q\/'

ercent of respondents had

ears of assessed post-

secondary education,'h yearg,
‘addition, approximately'oo'
completed some graduate)wo in educatlonal admlnlstratlon
with at least half of thls number hav1ng earned a graduate
dlploma or Master S Degree and hlgher. Approklmately Oone
in eight of all reSpondents was in the exﬁreme career
exXperlence groups, of fl#$t year career experlence -Or more
than 20 "years' career experlence A quarter of respondents
were grouped w1th1n each of the categorles iz 4 years,

45 -9 years, and 10-19 years On. Involvement almost s1xt;
Apercent of respondents had attended fewer than two activities
//sponsored by the Council on School Admlnlstratlon in the

past two years while Just under fifty percent -‘had membershlps

in fewer than three community organizations.

e
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Respondents were classified on five organizational

(variables.  The sample was representative of the distribution
. .
AN

of principals’in the Province of Alberta for type of
employing authority and administrative assignment. Approx-
imately half of the respondents were principals of schcole

with 5-19 teachers, and thlrty Dercent were principals of

.schools w1th 20-39 teachers The sampl included approx-
imately 10 percenu of pr1n01pals from sm 1 scnools (1-4
.teachers) and 5 percent from large schools (over 40 teachers)a
Approximately a thlra of the prln01nals taught less than

five hours per week whllerver forty percent taught eleven
Oor more hoars per week. When categorlzed according to‘th
Budget De0181on Scale, approx1mately 20 percent were 1¥/~§
céntrallzed school sydtems and Lo percent were in aecentral-;

ized school sSyst




CHAPTER 5
| : oy »
ANALYSIS OF THEiééfh: WORK VARTABLES

RELATED TO JOB ngISFACTION

f

chapters folldw the order establlshed in the statément of r,‘

problems outlined in Chapter 1. In this chapter, statlstlcaib
analyses are reported concerning the extent of o;erall job
'satisfactioh; fﬁentifiéa}ion of sources.of overall jou
satiefaction (Problem 1), the extent of satieﬂaction_w;th

satlsfactlon items, the identification of " satlsfactlon Iactorsf

S

and the contrlbutlon of satlsfactlon £actors to overall job

satlsfactlon (Problem 2). , . ‘"‘\i\
- The focus in Chapter 6 is on dlfferences between™ ¥

'groups ofeprln01pals classified according to individual

variables on overall job satisfaction and on each of the

ﬁsafisfaction factors; In Chapter 7:;furfher inveefigations

are reborﬁed of the relatienships that exist between overall
4 o : ‘ A

‘job satisfaction, satisfaction factors, and individual

variagbles.

PROBLEM 1: ’OVERALLrJOB_SATISRACTION

Sub-Problem 1.1
%o whaj extent do principals experience overall job

satlsfactlon°"




S
For analysisf—?HE'?esponse categories were collapSEd/

into a dichotomous Wsatisfaction/dissatisfaét'on” scale, H
Matell and Jacoby (1971:657) 1ound that the convers1on of a
multi- stepped scale to a dlchotomous scale dld not s1gn1f1—
cantly reduce elther rellablllty or validity. On each 1tem,‘
more than ninety percent of respondenps indicated that they
were satlsfaed The mean scores were found to approximate
the value of the- response category, Moderately Satlsfled
The lowest mean was observed for the item, Use of Abllltles
The percentage frequency dlstrlbutlons of responses for each
of the four overall satlszactwon 1tems are presented in
Table 11 Whlch includes the percentage frequency distributions
for the six response categories, the percentage satisfied
(assessed by collapsiné categor}es L-6) and the mean score

H

for each of the four items.

-Overall satisfaction ifem correlations‘ The four o
items of overall satisfaction were correlated w1th each of
the 4s 1tems in the Item Satisfaction Instrument. Pearson
product—moment correlatlon coeff1c1ents, greater than .35

are reported for each of the four items. All correlations

-
a

were s1gnlflcant at the .05 level..
In descendlng order, the ‘magnitude of correlations

between Item 4, Oyerall Job Satisfactionéand satisfaction with

" individual items, were: ,
Sense .of accomplishnenff<;'= .54

Accountability for. success of school programs,




121

L6 426 6'0, 21 26 |29l 6°GH  grog SSTATTTAY Jo esp
50°G B h6 AN AN g8°2z \mpm 9'9%  4°gz uoT1 o8]
. o . , : ~ST31BS qOof TTeBIRAQ
90§ L*66 €°0 070 0'f | LT 405 €'o€ | sdTysuoTiETeY TETOOS
] 0246 9°0 9°0 8T |¢€°8 ERNATN AR (Y SS9UBATIORIIH TOOUDS
b uE  Bu | uu un= v
He e H O e P P o R o
[ n o 0 p- ct - ot 09 N
n > w o n g (g H o e
N o H D n o n s 0 =
ot < o W ot o H o Hy P -
H P ot e e He of b
] ol A n o mn o< o o ©
— *\J‘ Y e H o Q o s
1o /B Hetg . B <
k) Y o [§))
o Q,
: : R \ ‘ UOT}OBISTIES
P81JSI31BS P2 v _ qor
suespy aFerusoasg sesuodsay Jo mMMPCmom&m TTIBRIBAD
- L . ) -
Y = -

-

4

SU®}I UOTIOBJSTIBS QoL TTEBIOAQ 04 s

pa———.

IT eTqEL

(42€ = N)

esuodsay Jo CQHPSQHhPmﬂQ Lousnbea,g eFejusodsg

“~\

B

e T
A



s

122

Respongibility of prindipal's position, r = .42 -
Author fy of an admihistrative'ﬁbsition, r = .41
Recogrition by others

Pearson producty-moment coefficients greater than .35

betweer Ttem 1, Satisfhction with School Effectiveness, and
satisf ction with individual items, were:
Attitudes of staff fowards curriculum change, r = .36

~Fearson prodyct-mowment coefficients greater than .35

]

betwgen Item 2, Satifacti%n

change, r = .47 g
Stéff compg@enqe; r = .40, ‘
Pearson product-moment coefficients greater than .35
between Item 3, Use of Abilities, and satisfaction with |
individual items, were:
\ » . o .
Sense of ‘accomplishment, r = .45
: Respoﬁsibilify of position,“rv=r.40 - o B
Freequ,to allocate teaching assignment, r = ;39
Principal's aCcountabiiity, r = .38
Freedom to organize’fo;‘individual differences, r = :38
Freedom to seek: out ne% ideas, r = .37. je'

: -] _ -

Sub-Problem 1.2 i

. / - T

"Which facets of the job are personally selected by

princkpals as leadi?% to 'their overall satisfaction and
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v/

overall dissatisfaction with the jcb." ' e Va

In Section E of the questionnaire, principals'were
requested to personally 1dent1fy two facets of the job leadlng
to thelr cverall satisfaction. and two facets leadlng to thelr
overall dlssatlsfactlon with the JOb The procedures used

e

in the content analysis of the responses az? category

deflnltlogs were repcrted in Chapter 3.

‘ o \\_N\_},’w—\\\k\
Facets contributingfto overall satisfaction. The\\\ s
five most: commonly leported facets of the. job contributing to\
S
overall satisfaction were Relatlonshlps with Teachers (30.1 \\\

percent), Sense of Accomplishment (28.5 percent),
Responsibilit& (26 percent), Interpersonal Relationships

pin the Work Environpent (24.7 percent), and Autoriomy- (22.4

- percent). The next mostlfrequently‘mentionedrfacets were

- Student Attltudes and Performance (16. 3 percent), Challenge
cf Work (13.1 percent), Recognition and Status (9. 0 percent),
Importance of the Work (7.7 percert), Relatlonshlps with
Parents (7 1 pertent), Relatlonshlps wwth Central O0ffice

(3.5 percent), Administration and Pollc1eSy(3.2 percenu), T
Self-Development and Talent ﬁtilization (ZlEk;ercent), Pay;
and;Benefits (1l9vpercent), and Physicel Context (1i6

percent). The freqdencjwend percentage.distribution for '

- the facets identified as contributing to'oVerall.satisfaction

are reported in Table 12.
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\Frequency and Percentage Distribution of Facets Pefsonally
“ Identified by Respondents as’' Contributing Most to

Overall Satisfaction With the Principalship
. (N = 312)*

/

, ‘ , /

Facet .d ‘Zg / Frquency Percentag? .
Relationships with Teathers / 9@ 30.1
Sense of Accomplishment / ' 89 28.5
Responsibility o / 81 26.0
Interpersonal Relatio shipsfin )

the Work Environment : 77 24,7
Autonomy ‘ : 70 22.4
Student Attitudes#an. Perf‘rmance ‘51' 16.3 N
‘Challenge of Work 41 . 13.1
Recognition and Status ) T28. 9.0
Importance of the Work | ° 24 7.7
Relationéhips with Parents 22 7.1
Relationships with Central Office 11 3.5
Administration and Policies 10. 3.2
Self-Development and Talent

Utilization 7 2.2
Pay and Benefits 6 1.9 J
" Physical Context 5 1.6 /

| Totals ' 616 [

i

* This means that 312 of 327 respohdepts named one or
more facets contributing to their overall satisfaction. .

~

i
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Insights into sources of overall satizfaction.

Respondents' comments provided ‘further insights into sources

'

of overall satisfaction.

Sense of Accomplishment
. Some comments were related to a sense of aocomélish—v
ment.

A city elementary princiﬁal indicaﬁeo that he felt
”personal'satiffeefion in seeing a good sohool in operation
end knowing that you are to a great extent responsible."

A city junior high principal emphasized success in
problem solming-

The creative sense of working out a problem 1
developlng strategies for 1mplementatlon and

seeing it work. °

Teachers were mentioned in principals' achievement

the classroOm.

' Another c1ty elementary prlnc1pal noted that his
satisfaction was derived from the ablllty'§0 maintain a
staff whlcb worked well together and was concerned for each
other and the students. »

Some statements such as the following, provided by
a town junior high principal, linked feelings of achievement
to student success:
A sense of satisfaction in seeing the "growth" ins N
students during their three years in Junior High,
gives me a feeling that I am, in fact, accompllghlng
something after all. . ' T .!K

A city elementary prfncipal also. noted that hé <j
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experienced "feelings of achievement at certain times such as

when students do well in school or out-of-school activities.”

Responsibility. . ' "

A number of principals referred to the responsibility
associated with the position. A city senior high principal
‘derived his overall satisfaction from:

i

Resbonsibility T have. If unhappy with something
I have only myself to blame.

A town junior-senior high principal was representative
al L v . “
of those satisfied by the "opportunity to structure, organize
and develop the total operation of the schgglwprogram."
‘ \

further examples of satisfaction with responsi-

bility wef provided in'the,following: ' . TN
- '~] -
A ral elementary pr1n01pal noted that a sgurce of ‘ég
. ¢ "\ . r
hls overall satlsfactlon was: X ~ i

'Hav1hg the opportunity to put intciperation some of

the educational philosophy and teath g approaches
_that I have felt will beneficlaggih promoting

auality education, P 15 '

and a city elementary principal stated What his overall : <:"
satisfaction was dé@ived from: . . - :

“w. Having the authority and responsibility to effect
changes in the educational process which are .
beneficial to both students and teachers.

~ . {

Autonomy ; . : /

Respondents emphasized freedom for indepeﬁdent‘action

and freedom from the 1nterference by outside authorities.

'/ -

Personal freedom featured in the comments of a town, \

elementary-Junlor high prlnClPal=¢ - | ) »

We are given almost complete freedom to carry out
ideas amrd plans that have been dlscussed and agreed

1
arem mn el Bl T mciamn mko OO
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e
A town elementary principal favored:

Limited restraints in curriculum and program
pkanning - I like to make these decisions at the
school level.. -

A rural‘ elementary school principal further commented
on: L .‘ ' : ) ) )r, iy

% RN

- Flex1blllty of time , Scheduling in maﬁlrg myaelf
available to assist in curriculum design and
Eprofe381onal develOpment
: Ve

- Freedom from outside interference featured in a

number of statements. The‘following, from a rural elementary
principal is, representative;
. Sw

.Not¥ too much unwarranted 1nterference by the School
Board in day to- day operation of tne‘school

A 01ty senior hi gh prlnolpal reflected the feellngs
of many respondents: N

It is a position in which your scope of activity «
is only llmlted by a person's energy and 1mavlnatlon.

Relatlonshlps w1th Teachers .

A city elemenuary principal derlved satlsfactlon fron

a

the "high degree of profe551onallsm demonstrated by the staff.
A rural Junlor hlgh pr1n01pal added that "

K I enJof the companronshlp and educatlonal growth
associating w1th staff personrel of the school.

'Teachers as a source of satlsfactlon .are also reflected in
- the follow1ng ‘comments of two 01ty elementary juriior high
principals: .

The Opportunlty to work with dedicated, humanistic
teachers. There are a great number of fine people

in the teachlng profess1on

" Positive 1nteract10n with staff in a variety of .
) educatlonal and dperatiohal conderns.
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3
Further, a city elementary-junior high principal

related his source of overall satisfaction to the attitudes

sl
W

of teachers:

The co-operation of staff in carrying out aCu1v1t1es -
whether planned co- operatively or initiated: by
admlnlstratlon : S

Some pr1n01pals such as one city eleméntary Driﬁc*pal
derived satisfaction from "worklng with staff and stuéents
To correct problemo and plan programs." .In a>51mllaf
statement a rural K-12 principal nOted that his source of
satlsfactlon was relatea to "co- oneratlon of people 1nvolved -
" . teachers, students, parents and‘oentral office."
' A city K—Q;principal notéé: ‘
The relationship with all individuals, pupllS, stqff

parents, administration, is usually positive and
satlsfylng : M :

T

A 01ty‘elementary principal summed up j%he sources of

satisfying feelings in this category:
. G- g
/

My relablonshlp with my immedifte super i
Cffice Personnel) and my rela ionship wi:
students which enables me -t be of servi
and to0 assist them .to meet
'expectatlons

sors (Central
M staff and
e to them

Facets contrlbutlng to overall dlssatlsfactlon. " The

EN

most. commonly mentloned facet personally 1dentlf}ed by
' respondents as contrlbutlng to overail dlssatlsfaction;éwaﬁ'
Admlnlstratlon ang PQllCleS (44 2 percent) & ThlS category -
whlch was mentloned by ai‘most a half of the respondents-as

. & source of dlssatlsfactlon was related to dlssatlsfactlon ﬁ

'fw1th the. procédures and’ practlces of central office (18 6

.‘ ,
cif i
w e
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oercent), the 1eadersﬁip by and atti%tdes of the local board
(15.5 percent),fa;d the po}féies andvmethoos of policy
implementation (é.b percent). A related category, Constraints
in the Overall System of Educational Administration (18.5
percent) contained references to policies.and procedufes “
| oeyond the local digtrict level. |

A second group"of categories mentioned.b& at least
a third of all reSpondents, was related to the tasks of
principals; and - included Amount of Work (22ﬂ4 percent),
and Challenge of Work (11.9 percent). Sources of dissatis-
Pactlon were also a55001ateo with Relatlonshlps with Parents
(16.8 percent), and Attltudes of Soc1ety (16.2 percent)

' Other facets mentloned by at leastoz percent of the
respondents were Relationships with Teachers (13.9 percent),
Physical Context (13.5 percent), Student AbtltUdeS and
'Performance (8.3 percent), Job- Related Stress (6. 9 percent),
'Superv1sory ‘Responsibility (6.6 percent), Autonomy (6 3
percent), Impact on Home Llfe (4.6 percent), and ®ay and
lBeneflts (2.3 percent). The frequen01es and percenuage ﬁ*
distribution for the facets identified as contributing to

overall dissatisfactior”are reported in Table 13:' B

Insichts intd sources of overall dissatisfaction.

. N pr?
The following comments by, principals amplify the discuséf%n
. of facets thch made the most contrlbutlon to overall dissat-

1sfactlon From.all avallable responses,,a representat;ve

selection has been 1ncluded for elght facets.
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Table 13
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Frequency and Percentage Distribution of Facets Personally

Identified by Respondents as Contributing Most to

Overall Dissatisfaction With the Principalship

(N = 303)* S
Facet Frequency Percentage
Administration and Poligies 13k NI
Amount of Work : ' | 68 224 - v
Constraints in the Overall System.3F. . . { “
of Educational Adminiétratigéwﬁ“ P56 '\I§.5
Relationships with Parents ' y{'ﬁ’»ﬂ“ggl 16.8
Attitudes of Society. Y kg 16.2
.RelafibnShips with Teachers : L2 ,i3.9 .
Physical'ConteXF , L1 13,5
Challenge of Work 36
,Student‘Attitddes and Performance 25
Job-Related Stress - 21 - o~
FIUuDE sory Responsibility L 20 S
! : TEEEE ) ' . ‘9 N
on Home Life 14
“and Benefits 7
dbgnitfbn and Status 5
-§ense‘of Accomplishment 5
Self-Development and Talent o L
Utilization ﬁ o 2 0.7 T
Totals . . ' ) L : \
: . 595, /:\\ ‘ M///
\

* This means that 303 of 327 respondents named one or

" more facets contributing to their overall dissatis- / -

faction.

n
4
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The principals made a number of comments about

aspects of the job which contributed {to their ové:all
dissat}sfaction.. A representétive selection of tHgvfree

v - . \‘

" responses is included. ‘ ‘ } .
. _ . !
Administration and Policies

. , e ! /
Principals provided statements whiéh identified the
Board, Central Office personnel and district procedures and
policibs’as sources of dissatisfaction. The following
.’ ' ‘ » SO .
examples relate specifically to the Board and local Board
members. | N
Rural elementary-junior high' principal:
. Apparent lack of interest by our Board member in
. this school. I wish he would drop in and discuss
“ .school with me.
\i_fCity elementary- junior highzﬁrincipalr
,.Boaﬁd memBers who'become,involved in administrative
matters. They could serve a more useful purpose
dealing with policy natters. ‘ ‘ ’ /-
Board procedures were noted in the following examplas:

 Rural elementary principal:

. Having to comply with questionable board policies
without-having the opportunity; to provide input
\ in the formulation of these pdlicies. ,
. (l' . N - '
\ ~  Town'elementary principal: ' -
: v * -
Jﬁx School Board high handedness in decision-making’
S " They do not request nor want advice from the
A . people they employ. :

} A city elementary principal criticized:

it The growing trend tQWard,withdrawal of the autonomy

// ~enjoyed by individud} schools and principals, and -

- the centralization of the powers of decision-making
~atithe distrigt office level.
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The superintendent's actions were featured as a

source of overall dissatisfaction in some statements.
Town senior high principal:

Lack of leadership by some superintendents because
of poor or weak practical background. Two years
"experience as an elementary school teacher plus a
master's -degree in educational administration does

not make an educational leader.

City juniof high principal*

perlntendent who pays attention to complaints
x phoned in by anonymous adults

elementary—gunlor high principal:

Senior administration has had to expend so much
energy with\the elected -board that they have no : -
time for us t in the field.

Some respordents related their dissatisfaction to

\\éhanges brought about by central office personnel.

City.junior high principal{

\\ The changes in phllOSOphy and aims of education or
A\in school system policy which occur when central
fide administrators change. Sometimes younger
péople come into such positions and they insist
on ‘heading intoc disasiters which more experienced
people would av01d

Dissatisfaction with central office procedures was reflected

“in the follow1ng statement&

plty senior hlgh prl cipal:

Very little feedback on ﬁhe job\I am doing.

City elementary-juﬁior hi h principal:
Lack of proper communication with central offlce -
little or no consultation yet decisions made which
withdraw a tremendous amount of administrative time,
teaching and clerlcal energies from daily teachlng
tasks.

N 9

7/
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.City elementary principai: " L
y\ . ; . N
T To be evaluated by people ﬁgo do.not uynderstand

children and have never taught elementary grades.

Constraints in the Overall System of Educational Administration

A number of prlnc1pals referred to aspects of the
educatlonal system as sources of dlssatlsfactlon.

A rural X-12 principal described as his sonrce of

/

overall dissatisfaction: . o )

The apparent indecisiveness of governments at all
levels to take a pos1t1ve stand towards educatlon,
i.e. by settlng goals and objectives. - 7 &

In the following two examples, flnan01al restralnts

were related to dlssatlsfactlon in a number of statements

-

A rural K-12 principalr

‘Lack of flnanCLal support from provincial government
~ percentage spenaing on education reduced since 1970.

s

Town elemértary principal:

~The 1lack of mo&gy avallable to education in general
leads to ‘staff {ustratlon and larger teacher-pupil
ratios. J\

L]

Teacher preparhtlon prov1des an - example of a number
of educatlonal pract}ces’that were identified aifiources

contrlbutlng to overall dlssatxsfactlon.

A ci unior high principal stated t
. ty j eh princip h)atk)

Teacher preparatlon for new teachers is totally

inadequate. They either have inborn abilities

or none.to speak of. The principal Spends too

much time with the incompetent first year teachers.
- Obviously, preparation for teaching.must be glven

more attention.

The Challenge of Work and Amount of Work

Many principals described some aSpec@s of their

work as sdurces of dissatisfaction.
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City elementary principal:
Satisfying the bureaucratic dkmands of a large systen,
e.g. data processing requirem%nts, attendance forms,
questionnaires, etc. ‘\
City elementary-junior-higﬂ principal: ’
' ' : .
Continuous escalation of "paper work" which tends to ’

-~ make the principal more of a business manager th%&\”_,dxf
a&heducational leader. : : o

} City elementary-junior high principal: -1

The increasing time-consuming activities of a business
managér. The expectation that principals should be
educational leaders is becoming a rather large farce.

_- The amount of teaching load was a source of dissatis-~
faction to some priricipals.

Town elemehtary—junior high principal: . v

The situation that exists when the prihbi~22)mﬁ3t
assume assigned teaching duties - ‘the ganflict

- between operating in these two roles ig overwhelming.

©

Rural elementary-junior high principal:

- Insufficient time provided for overall-supervision

of the school program. I teach over 80% of the time,
making it"impossible to supervise and assist teachers
as much as would be ideal. b :

-
3 ~—

Town eleﬁentary'principal:

The principalship of a small school is very demanding
in-terms of allocated time to instruction of pupils,
preparation, supervision of insgruction), administrative
tasks, etc. R :

-7

Other ég;ﬁents.relate SPecificaIly tb*job demands.
Town elemehtary-junior high principal:

The additional little tasks that’aré-expected by‘the‘

© Board, the teachers and students, and the community.
There are not enough hours in a day. - ‘ :
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City elementéry principal:

- The-continually increasing workload and degree of
responsibility, .without corresponding increases in
available human resources. : P

)

Relationshipé<wi%h Teachers
‘The unfavorable and qncqoperatiQe attitudes of’

teachers were sources oﬁ diésafisfaction for some principals.
Rurglvelemenéany-jﬁhiqy high principal; | h/f’**\

Attitudes of some teachers which causeswthemvto view
all administrators and administrative suggestiors with
suspicion or open -opposition.

I : Ny

City junior-senior high principal:

Teachers' unwillingness to take on tasks not related
~directly to their classroom teaching.

Rural elementary principal:

An increase of teachers who ho longer lcok at

teaching as a profession demanding some dedication -
"and responsibility. It has become & " job" from- R

9.00 - 3.30. This type of teacher is difficult to ‘ :

work -with. a

Relationships with Parents

Three axampigs«of dissatisfaction resulting from
parent¥relationships follow.

" Rural elemen%ary-junior high principal}
Ffequen&y of parental complaints, generally well-
intentioned but of a trivial nature, and parent

. eomplacency with serious educational concerns.
City elementary principal:
A large group of parents are apathetic as to what
goes on in the school. The few parents who are
interested concern themselves with petty little
things which waste administrative time and energy.
Rural élementary-junior high prihcipal:

Frustrations which occasionally occur when parental
co-operation is nil. \ :
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Many principals expresséd dissatisfaction with the

Attitudes of Society

attitudes(of society’towards education and teachers.
Rural K-12 school principal:
The negative attitudes of society to education - the
constant criticisms of education which influence the
attltudes of students and teachers in a negatlve way.
‘ / } , _
: Clty elementary prlnCLpal
- The expectatlons that the public have of the principal,
i.e., they expect that one should be avallable at any
time. °
City: elementary junior high pr1n01pal
Derogatory comments on education written by unrealistig

individuals and capitalized upon by the media as
sensationalism. Constructive criticism is good.

Physical Context -

A number of respondents referred to the lack.of suppoft
staff, the absence of essential matefiéis’and the‘inadequacy
of tne buildings. d

Town eleméntary-junioruhng\z;dncipal:
We need more staff, more equipmen®, greater access to ..~

consultants in special educatlon, testing, etc. s
Town genior hlgh pr1n01pal

The human resources are here. The lack of adequate
physical facilities for science, band, drama, ; -
physical education, extra-curricular act1v1t1es j
mean a loss, of efficiency which is frustratlng./ '

;

Contribution of fabets t0. overall satlsfactlon and

[

overall dissatisfaction. An analy51s was undertaken to

determlne the relatlve contribution of each facet to both

overall satlsfactlon and overall dlssatlsfactlon The

. : S
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'Binomial Test (Siegel, 1956:36) was used to'measure the
.probability of obtaining the obeerved results. No statisti-
,caliy significant differences between the contribution of a
variable to eifher49yerall satisfaét@on and overall dissatis-
faetion were obtainea at the .05 level for five categories,
Challenge of Werkj‘StudenEJAtti%udes'and Performance, Pay ;
and Benefits,_Self-Developmenfvand Talent_Utilrzation, and
Relationships with Central Office. Of the remaining

- fifteen facete; sereﬁ’ceptributed more to overall satis-
faction than overall dissatisfaction. Table 14 presente a
‘comparison of each 1item, distiﬁgﬁishing between its
contribution to 6verall ‘satisfaction and overall‘dissatiS-‘q\
factiopn. The two categdries which figured moet:prominently'
in principals" responses were Administration and Policies,
which was a source of‘overali dissatisfaction and ?elé?iﬁh—
ships with Teachers which contrlbuted to -both overall
sat1Cfactlon and overall dlssatlsfactlon In contrast to the .
tenets of the two-factor theory, two-categories, Relationships
with Teachers,land Interpersonal Relatlonshlps in the Work
env1ronment 6e?\¥1buted more to overall satlsfactlon than
overall dlssatlsfactlon. |

Two additional analyses of the data were undertaken “to 7
.assess tﬂe relatiye contrlbutlon of facets to overall
satisfaction or dlssatlsfactlon. Data were grouped to form
two factors, Motlvator and Hyglene, in one analy51s,band

three factors, Intr1n31c, Interpersonal and Extrinsic, in fhe

other. | o | B
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: S Table 1k

U

Frequency and Percenfage of Each Facet Contribufing to

Overall Satisfaction-and Dissatisfaction

i .
i

:
[ ' '
|

- Frequency of Mention

AS a . As

a

. as a satisfie
significant at
¢ Differences of perc
as a satisfier and a dissatrs ¢
significant at .05 level. owever,
pare frequencies of less tham 0 p
percent, the resulffjpéﬁuﬁfé cau

level. o

o~

.Pecause th
nt with
ous interpre

Facet ) OSatiSfier Dissatisfier
| (N = 312)a (N = 303)a
1 » T % f %
*Relationships with Teachers 94 BOhlg C k42 13.9
Sense of Actomplishment Y 89 28.5b 5 1.77
Responsibidlity : 81 26.0° 7 20 6.6
Interpersonal Relationships ‘ oy _
'in the Work Environment 77 Zh.?b - -
Autonomy . o 70 22 .4 19 6.3
"Student Attitudes and : _
Performance o 51 16.3 25 8.3
Challenge of Work L1 13.1, 36 "11.9
Recognition and Status 28 9.0 5 1.7
Importance of the Work 24 7.7 - -
Relationships with Central ' :
- Office ' 1z 3.5 r -
Self-Development and Talent -
‘ Utilization o v 7 2.2 2 0.7
Administratiop and Policies 10° 3.2 134 opn oD
. Amount ofsWork— - . - - 638 R
Constrainis-in Overall System -~ L o
eipf/%éﬁi-Administration .- - 56 18.5b
‘Relationships with Parents 22 - 7.1 51 16.8b
Attitudes of Society - - 49 16.2y
Physical Context 5 1.6 RS 13.5,
,Job-Related, Stress - - 21 6.9C
Impact on Home Life - - 14 L.6
Pay and Benefits 6 1.9 7 2.3
Totals B 616 : 595
a This means that 312 apd 303 of the 327 respondents
named one or more facets contributing to their overall
satisfactiqg/pr dissatisfaction respectively.
b Differences percentages between facet's recognition

d a dissatisfier were statistically

/ T
en. facet's recognition
e e statistically
ese com-

zero
tation.
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In the first analysis, categories 1, 2, 3, 4, 5, 6,
7, 8, agd 21 (éee Chapter 3) were groured as a Motivator
factor (Herzberg et alf, 59) while the rémainder\composed
a Hvgiene factor. The relgtionship between the twovféctorsu
in their contribution to satisfaction and dissatisfaction
wés tested using t@e chi square statiét&c. As presented in
Table 15, a chi square value of 178.18 was Bbtained which was
‘significant beyond the .01 level. To examine “the Strength? O
the rﬂlatlonshlp, a Phi coefficient of».38 was calculated.
This statistic suggests that the relationlship was in the:i'
medium—high range in terms of strength (Guilford & Fruchter, ~
1973; Schmidt, 1976). The Mdtivator factor contributed more
to overall satisfaction than overall dlssatlsfactlon, while

the Hygiene factor contributed more to overall satisfaction

than overall dissatisfaction.

The data were regrduped to qum An In rperséﬁal Lo
Factor that includéad all facets deallng with relationships -
with Slgnlflcanu others The Interpersonal Factor was

composed of categories 9, 10' 11812, 13 and 14 (Chapter,3)

while categorles 15 through 20 comprlsed an Extrinsic Factor

B

The Intrinsic Factor and Herzberg S Motlvator Factor of the

~previous analysis were identical and contalned the ‘same

categories. The reSal ts of the analysis - aré shown in  ~'fffV
Table 16. A chi. square ‘value of 400, 42 was 51gn1flcant below

©

the .01 level. A contlngency coeff1c1ent of - 50 was

}f‘ ,«ﬁﬁ, i
v

calculated to test- this relatlonshlp DuB01s*{1965:38)

observed that in a3 X2 table, C has a maximum valhe of .?37

-
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N

The correlatlon value of .50 was in the high range in terms
: oz strengtb Both IntrlnSlC and Interpersonal factors

contributed more to overall satisfaction than overall y

ssatlslactlon while the Extrlns1c factor contrlbuted more .
to overall dlssaolsfactlon than overall satisfactlon The
Intr nsic factor contributed more to overall satlsfactlon but

s

less™ to overall dissatisfadtion than the Interpersonal factor.

Sub—Problem 1.3

"To what extent do facets 01 the JOb personally
selected by pr1n01pals as leading to their overall satis-

factlon and thelr 0verall dlssatlsfactlon vary in relation

]

to principals' characteristicsor ‘ . {;//
. : ¢ 7 .

Data provided by respondents in whlch they personally
jldentlfled sources of their overall satlsfactlon and overall

dlssatlsfaCtlon were grouped for analysis in this Sub- Problem

. into Motlvator and Hygiene factors u51ng the comblnatlons

of categorles descrlbed in Sub- Problem 1.2, In Sub Problem

1.3, an attempt has been made to ascertaln 1f the two factors.
of the Motlvatlon—Hyglene Theory ‘vary with personal soc1al
‘profess1onal and organlzatlonal variables }n thelr contr1~
butlon to overall satlsfactlon or overall dlssatlsfactlon

In each analy81s the chi- square has ‘been computed to
determlne statlstlcal 51gn1f1cance, and the Phl coeff1c1ent
or Contlngency coefflclent calculated to index the. strength a

of the assoclatlon between the varlables.



leferences on two of these, type of employlng authority and
career experience, were related to the choice ofS?ﬁttors
contributing to satlsfactlon, whlle differences on five
others, community settingﬂ sex, rvanlzatlonafWlee, marltal
status, and Locus of Control were related to the mh01ce of
factors contrlbutﬂng to dlssatlsfactlon Reported in Tables
17 and‘18 are the results of inter-group comparlsons for
51x of the.varlables (with +the exceptlon of Locus of Control)

on which significant olfferences were obtalned These tables

contaln the frequenc1es and percentages for the. two- factors

Y -
M

in tne&rlcontrlbuulon to either satlsfactlon or dissatis-
faction, & chi square statistic and probability, and a
measurement of the association between.tne variables (Phi
Fcoeleclent or Contlngency coeff101ent) In ~each case, the\\
computed chil square was slgnlflcant beyond 05 level but the?
‘relatlonshlp between the demographlc variables and ch01c§;of
two-Tactors was in. the low range in terms of strength. | 354:7‘1

On Locus of Contr@l chi square tests of s1gn1f1cance
revealed that there were. no- statlstlcally 31gn1flcant

dlfferences among the Internal group, theiﬁfternal group and

the Intermedla%e grOup on the contribution of MotLVator and

Hyglene factors to overall satlsfactlon. Howev : statlstl— {%\

cally s1gn1flcant differences were found between the Internal

;‘,

group. in comparlson with both the Intermediate énd External

groups in personal 1dent1f1catlon of Motivator and Hygienei

¢
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factors contributing to overall dissétisfaction with the job.
No difference was found between the External group and the
Intefﬁediate groub. On only one category was there a
diffefence between the Internal, the Intermediate and the
External groups with a raﬁge'of more than 10 percent. 'Thisn}
cétegory,'Administfation and Policies; was égleéfed és a
source of dissafisféctioh by 59 percent of‘tﬁe Interﬂal group,
which was higher than 40.2 percent of'j?@ Intermediate group
and 49 percent of the External group. ]

In comparing the Internal and External groups, 8.6
pefcent of fhe Internal group identifiZd M%ﬁivator factors
as contributing to their overall dissatisfaction whereas 25.5
percehb’of the External group ﬁid iikewise. There-is'a
tendehcy for the Ihternal group to focus almost éntirely oﬁ
Hygiene factors as sources of dissatisfaction while the
External group identify Motivafor factors more frequently as
sources of their diésatisfaction.‘ Table \19 preéents‘the
compagison between the Internal, and the External groups;
‘the chi square éfatistic, the associated probability and

the associated Phi coefficient.
: /

/

. PROBLEM 2: ITEM SATISFACTION
N i

Sub-Problem 2.1

"Which items of the job-contribute to principals' job
S ' ‘ ‘

satisfaction?"
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Data used in the assesement of the extent of item -
satisfaction and in the determination of satisfaction factors
were obtained from responses to the 45 i%ems included in
the gquestionnaire in Section D, Item Satisfaction.

() -
Overagll Distribution of Responses to Satisfaction Items

The response categories for each of the h5 items
were collapsed to a‘dichdtomous ”satisfaction/dissatisfaction”'
scale. ' Table 20 presents the 11 items‘for which more than
90 percent of respondents indicated that ‘they were satisfied.
The percentage satisiied with remaining items was:

between 80—89 percent satisfied -irﬁ'items

between 70-79 percent satisfied - 11 items

o betWeeq 60-69 percent satisfied - 5 izems

,;;\,bejween.50—59 percent satisfied - 3 1tems
LL percent satisfied - 1 item. L K“ss_

#

The percentage freouency distribution for the six response
categories, the percentage satisfied (assessed by collapSing
categories 4-6) and the mean score for each .of the forty—five
1tems, are included in Appendlx C. The two LtemS‘Wlth the.

" highest mean satisfaction levels 1nvolved relationships with
teachers and students, whiie the lowest aean satisfaction'
level related to consultation between the board and teachers'

concerning workingoconditions.

Factor analysis of'the item satisfaction instrument.

T%e‘data were factor analyzed, using varimax rotation (Harman,

<
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v

1960) dnd an eight factor. solution provided the greatest
degree \of meanlnéxa\mable 21 contains the factors and factor
loadlngS\for the#L5 fﬁems For each factor, those ltemE.with
loadings of .40 aod grpater have been used in factor
interpreta ion. -Two irems, Your sense of accomplishment,

and Your physical working conditions, loaded on more than one’

factor ﬁﬁlle another two items, Opportunities for useful
in-service ‘education fo;‘you and<ﬁrovision\of'custodial and
maintenance .services for your\school, did not load at or above
the .40 level on any of the eiéht factors. The eight factor
solutlon accounted for 56 53. percent of total variance.

The eight factors are desctlbed below:

Factor 1. Liaison at District Level related to the
interface between the prlnclpal and dlstrlct administration.

The pr1n01pal s autl des towards central Offlce are related

ito his part101patlon in the development of district pollc:iilv,
and his reaction to procedures adOpted(ior dlStr‘Ct pollc.

e /
1mplementatlon. A realistic appralsal OI the nature of

principals foster the-relatlonshlpS'b

the board and central,officé.

Factoriz. Pr1n01pal Teacher Work Involvement refers
to the 1nteractlon in the work env1ronment betweensthe
principal and teachers.v The co-operatmve attltudes of
teachers, theﬂquality of their services and interpersonal

.relationships with the principal are the main features of
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¢40r 3. Responsibility and Autonomy related‘toe
the nature of the principal's work in the school. As éﬁi
educatlonal leader, he has Opportunlty for independent action
%”nglch affects the instructional program of tgg school. The
h characteristics of the position include’ authorlty,

responsibility &nd accounﬁaoility.

i Factor 4. Status Becogni%iqn is associated with the
eoccopational status and prestigé of the principalship. The
principal ﬁas acnleved a position OF prestige in the commun-
ity and is recognized vy others, including parents and
members of other professions. . |

Xf‘Eagjgg_jgf Task Demands relates to the workload of

. the principal and ﬁo tﬁe%nature of ‘the jbb he perfornms.

<

The prlnClpal S JOb feellngs are assoc1ated with his peng\
ceptions of the balance both. between the profe851ona1 and

-:managerial aspects ‘of his work and w1th “the amount of
variety he experlences ;n hlS JOb. The time :\ken to

‘complete the varlous JOb act1v1t1es may requlre tha%//

addltlonal amount of time be prov1ded outside of school hours

and ét the expense of personal and family llfe . //A}

N4 }

(

)

’

Factor 6. Salary and Beneflts refers to the

compensatlon avallable on tﬁe job - retlrement beneflts,
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»

’ . . o
sabbatical leave, salary and iﬂck leave.

Factor 7. Resource Adequacy is related' to the ™

adequacy and availability of staff, facilities and materials.
, o ‘ | ) N }

A oo N
’ \

Factor 8. -Rapport with Students reflects\the>

—-—L_____.

,prlnclpal s relatlonshlps with . students and an evaluatlon of

\ (.

the- 1nteractlon between ctudents and teachers in the school

environment, _ - - - o \\gaﬂ _ g

 Sub-Problem 2.2

Bight factors were: 1dentlf1ed 1n Sub Problem 2. 1, .

‘o

Llalson at Dlstrlct Level, Prlnclpaleeacher WOrk Involvement,

;,

Respors1blllty and Autonomy, Status Recognltlon, Task

kN

Demande, Salary and Beneflte, Resource\Qquuacy, and | '

-Rapport w1th Students. Thesevelght veria lés wére"used in

i
>

fe the best oredlctors

”stepw1se regress1on analy31s to determl
~ of -the crlterlon variable, overall ‘3 asatlsfactlon. The ,
results of this analyeis are su rlzed in Table'22. fhisb
table shows the criteri varlable, overall JOb satlsfactlon,
the elght pred' tor varlables the s&gnlflcance of the
1cpred1ctor var ables” the percentage of varlance accounted
‘for by eaoh predlctor Varlable, and the cumulatlve percé@t-

age of varlance accounted for by each predlctor varlable.

~
B
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The beé; predlCtO” of overall JOb satlsfactlon, as shown in .
Table’ 22, was. ReSpOnSlDlllty ‘and Autonomy However, it

was ass0c1ated w1th only 14 .0L percent of the variance

i: *vall job satlsfactlon. When combindd with Principal-.
Too T, Work Involvement the two variables 1n comblnatlon ‘
© were Sﬁsoc1ated w1th 19. 59 perCent of the variance. Theee

two varlables together ‘with other 51gn1flcant predlctor

. variables (p & 05), Llalson at Dlstrlct Level, Task

Demands, and Status Recognltlon accounted for 30.56

percent of the variance.

SUMMARY

r

satisfactioﬁ;and the soaroes_of overall jobisetiSfaction
In the first analy51s, more than 90 percent’ of respondents
1ndlcatea *hat they were satvsfled on . each 1tem of the
Overal tlsfactlon Instrument. ResPOndentédaersonally
1dent1f1ed facete‘gf the job leadlng to their overall
satlsfactlon and overall dlssatls;actlog Flndlngs related

L4
to the analy31s of thefresponses were as follows

(1) the most 80mmonf§ réportéﬁ Eacegs contrlbutlng to
‘overall satlsfactlon were a58001ated w1th Relatlonsh;ps

N with Teachers, Respon31blllty ‘and Autonomy, and Sense of

Accompllshment,

(2) - the most commonly reported facets contrlbutlng to

&

overall dlssatlsfactlon were Admlnlstra ion and POllCleS,

;o
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Amount of Work,vConstraints in the Overall System of
Educational Administration Relationships w1th Parents, and
Attitudes of- SOClety, “

(3) seven facets contributed more to overall satisfaction
than overall dissatisfaction, elght factors contributed more
to overall dissatisfaction than overall satisfaction whiLe

- five did not differ significantly in their contrlbution to
either overall satisfaction or overall dissatisfaction

.....

(4) two facets dealing almost entirely Wi th relationships
with teachers, were found_to contribute more to overall
satisfaction than overall 1ssat1sfaction,

(5) the Motivator fac‘ T contributed'more to overalf

satisfaction than overall dissatisfaction, while the Hygiene

factor contribut re“¢OIOVerall dissatisfaction than

overall satisfaction,
6) group differences v
variables on the extent ﬁo i ) Btivator angd Hygiene '/,/F/

faCtorS'contributed to ov »dﬁt“sfaction or &Yeralln

. i }
a4 .
[3 . N .

<\.‘
TeprNy

dissatisfaction p

Problem 2 related ho the extent of satisfaction/WLth
satisfaction items, dthe determination of satisfaction factors
and the contribution of sa‘lsfaction factors to overall JOb
satisfaction /I}em analys1 indicated that on only one

\Variable were more than fifty percent of respondents dls-‘
satisfied. For 25 items, more than 80 percent of all
respondents indicated that they were satlsfled o

-

Eight satisfactlon factors resulted from the Factor

L]



S

_Analysis of the Facet Satisfaction Thstrufent. The eight
:facfors were labelled, Liaison at District“Level;}Principa;— ’
Teacher Worr Involvement, Responsibility.and Aufonomy, Sta%us_
_Recognftiun, Task.Démands, Salary and Beneflts, Pesou”c§a 
AdeQuacy, ahd Rapport with Students. A stelese regresslon‘
analysis indicated that five of the eight facfors;were.
51gn1flcant predictors of overall job satisfactlon. The

first predictor, ReSpon51blllty and Autonomy accounted for ’
just more than one th;rd of thevtotal var1a§ce.\ The \\\
cumulative peréentage of variaﬂce accounted for ﬁy the fi?e

. predictors was 30.56 percent.

: *
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' ANALYSIS OF THE DATA: INDIVIDUAL VARTIABLES

: RELATED TO JOB SATISFACTION

Chapter 6 contains the warious analyses‘bééformed on

~the data for Problems'B-and L. These investigated differences

between groups classified oh'personal,~social, professional

- and organizational;vari%bles, in the extent of overall job

Y

’satisfaction-and satisfaction with factors of the job.

,(derlved

Groups used in the analyses were reported for each 1nd1v1dual

variable in- Chapter ¢. The overall job satlsfactlon scores

¥
: s
and satisfaction factor scores of rESpondents were obt br

” .%nggh;}

as follows: , .
_ 6 e
(1) the 1nd1v1dual s ‘score on Ttem 4 of the Overx

¢ ’ % o ? I

Satisfactlon Instrume 1t was used as

job satisfaction,

(2) the 1nle1dual S" score dn'ea »the elght factors

Inétfume "was computed with the Factor Scores program.
This program welghts the ln\lv1ﬁual 'S «score on ‘a. partlcular

item by the loadlng that the 1tem has on the fﬂiﬁ@r for Whldh

°

the score is belng calculated. The mean,for'edﬁh factor‘was

‘“set at zero and the standard deviafion éﬁfonei. Analy31s of

ivarlance us1ng elther the t Test for two groups or an F Test

,follpwed by h»Sch@%fe Multlple Comparison of Means for threev;

3

- Or more groups, determlned whether the varlatlon from the

..ﬁ . .3 oo 2
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mean for each group of scores wasufufficiently greét to be
statistically signifioant leferences between mesns were
judged %o be statlstlcally s1gn1flcant beyond 05 level of
probablllty  The .10 level was employed in uslng the Scheffe

procedure (Ferguson, 1971#2741).

 PROBLEM 3: OVERALL JOB SATISFACTION AND PRINCTPALS'

HARACTERISTICS

Bl

" To what extent are differences in the leveléof
overall ﬂOb satisfaction of pr1n01pals éSSOClated with

.». personal, s001al, orofess1onal and organlzatlonal var&ablés\" .

3 i

LSub—Proolem 3 1: Personal Varlables( ; “”*&
. S
" Age. With respect to age, the F value G%‘% .70 w1t

an ass001ate§mprobabllltj of .03 1ndlcated thatfqhe dlfferences
between the means were statlstlcally 81gn1flcant “%he Under ’
Lo yearsvgroup'mean,‘4.89, was s1gn1flcantly lower than thap

-

of footh the 40-49 years group, 5.15, and the 50 years and %
o : ) o ' o S
over group, 5. 18 Thus, younger prikcipals were less satis--

fled with thelr JOb in’ all its aspects than wére older
prlnc;pals -“The. results of the analysis of variance of over-

all job setlsfactlon scores Between groups and the Scheffe ' Sﬁ"
- multiple comparison of means, are, contained.in Table 23.

»
,
A

AN

////k Sex. With resﬁeot to sgx, enalySiS‘of variance
lndlcated no statlstlcally 31gn1flcant dlffere?oes between :

N

e v L o 47 . ’ ‘ @f
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the groups on overall job satisfactiom. ‘ ’ -

"Locus of control. There were no significant diff-

erenbes on overall job éatiefaction batween the Internal and
External group categorized by the median split,. However,

é statiStically significant difference was revealed whéﬂ'the
Internal and External groups formed by the standerd deviatgon
split were comparea The Internal group seored significantly
ihlghef on overall - job satisfaction than the ﬁxternal group.
}As Table 24 1nd1cates, for overall job. satlsfactlon, Internals

- -

had a mean score of 5. 21 and Externals, a mean score of b 76.

The dlfference was<stat;stlcally significant .05
level. » ' , .
‘ N \ J};ﬁ*%' 7};“,;1 » »
R vy
- s - Table 24
ﬁg"w;.
leferences in- Ovhx; 1 Job Satlsfactlon between PrlnClpalS
Classified as Yernal and External Locus of Control
' (Stan ag' Deviation Split) | »
B o ,‘\. .
Locus of | L; Mgan 0.,S. Standard
; S b . . . .4 s . . .
Control Number (Score;)tv Dev1aﬁlon D ? ;T o)
Intérnal 39 \§*g1ﬁi - 0.73 . 86 _ ;.06 . o0l
Externaf?; b9 b,?é' -~ ,1:20 |

* Modified by Welch T Prime Adjustmen§ of t‘Tests.//'
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Supb-Problem 3.2: " Social Variables .
N - .

7

Marital status, employment status of spouse and

community setting. Analysis of variance indicated no

51gn1flcant dlfferences on overall JOb saulsfactlon betweep
groups for marital status, employment status of spouse and

L]

communi ty Settlng.

)

Sub-Problem 3.3: Professional Variables

Careep experience. Career experience as a principal
/

was selected as the measure of experience because of the hlgh

1nter-—corre1 tlon with other experlence varlables. - Pearson
proauct momeﬂ?‘éorrelatlon coefflclents between career |
experience and experlence in present school, and career
'experlence in present jurisdiction indicated a close and
ubAstatlstlcally 31gn1flcant reiatﬂonshlp The values are:
career/experlence with experlence in present school, .70,
end career experience with expgrlence in present Jur;sdiction,
.88, ' g '
The probablllty of 001 of~ obtalnlng an F ratio_of
L, 7ﬂ rnﬁybated Rat at least one significant dlfference on‘,v

'_£ satisfaction’ occurred between the pairs of means

. of gr pPS on career experience. Further. 1nspectlon of the
© Sche fe test revealed that: the mean ‘of pr1n01pals w1th

10-19 years' experlence, 5.33, was 81gn1flcantly higher than - )
that of pr1n01pals with 2-4 Years'-experlence, b.77. Table
25 presents _the dlfferences between ‘groups. on career experi-

‘ence. This result indicdted that principals with.10-19
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years' experlence were more satisfied with their job in all
1ts aspects than were principals with 2-4 years' experience.

- v ' . ’
Educational level, and involvement in professional
| -

and community ‘activities. No statistically significant

, differences on overall job satisfactioﬁ,were indicated.by
‘analyses-of variance between groups on educational level,
measured by the number d; yearswdf post~Secondery education
and graduate work in educational administratieﬁ, or on

involvement in professional and community activities.

Sub-Problem 3.4: Orgahizational Variables

B Type of employing authority. An examination dbeable
26 shows that at least one s1gn1flcant dlerrence occurred
‘ between the- pairs of means of the seven groups. Thef%btalmed
F ratio, 2.83, ‘had an a88001ated probability of [01- The
Scheffe test revealed tnat tne SLgnlflcant dlfference %-4
. occurred at .09 level betWeen City A mean score, 4.60, and
the mean score, 5.32 of Dlstrlcts. Thusp the principals in
vthenD;surlcts,were more satisfied with fhe jobv;n all its ‘
o

aspects than those-in City A.

w

'g Organlzatlonal size. The lnformatlon presented 1n

Table 27 dlsclosed that the obtalned F ratlo of 3 17 had an

-

assoc1ated probablllty of 02 and therefore at least one palr

of means was 31gn1flcantly dlfferent. An lnspectlon of means“

revealed that- both the Large and Small groups had the lowest

"o ' \/
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; . o - ) . ’
means, 4.87, while schools with 20-39 teachers‘had the
highest. However, the Sche fe test-indicated that the mean

;blethe éroup of resoonoenus frem schools with 5-19 teachero,
4,97, ;as SLgﬁlflcaprly lower than thau of the group of.
reSpondents From schools with ZOi;Bmweachers, 5;26.‘ Thus,‘
prlnc1pals of sonools with 20- 39 teachers were elgnlxicartly

more satlsfled w1th the*g jeb in all 1ts aspects than

‘principals of schools¥with 5—19 teachers.
y .

Teaching assignment. An examination of Table 28

revealed that the obtained .F rat'io.,-?3.57, hag an asso’c;ia{:ed,
probability of :03. Further investigation o; fheﬂscheffe
test revealed\thau the mean of., the Low Teach1n5 Workload,/‘
group, 5.21, was s1gn1flcantly hlgher than the mean of. thelﬁ
Medium Teaodlng Workload group, 4.88. Thus, prln01oal
who taught from 0 to 5 hours per week were found tohoe’
significantly more satlsfled with the JOb in all its aspecoo:

than pr1n01pals who carrled a heavier teachlng load

Admlnlstratlve a331gnment and . budget deClSlon scale

No statistically 81gn1flcant dlfferences on overall JOb
satlsfactlon were revealed by analyses of Vaélance between

groups on admlnlstratlve a851gnmenu and Budgeb De01510n Scale.

.

Summary

Presented in Table 29 is a Summary of flndlngsv’

related to differences between groups on overall job satis-
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)

faction. Adalyses of“the<exfén% to which respondents

T -

experlenced overzall jab SatleaCthD indicated" that differ-

ences in overall JOb satlsfaculon were associated with ‘age,
' A

it

Locus oF Control, career‘experlence, type of employing
authority, organizational size and fEaching assignment. An
examlnatlon of 1nd1v¢dua$ characte“lstlcs revealea that legs

satlsfactlon was ., experlenced by pr1n01pals who were un@er.

-

forty yéars of age,  of external orlentatlon and with more

than one yeéar but less thap five years ‘career experlence.

. ' '
— K

Grgahizationai chafacteristics were found to be related to

0

| dlfLerences in overan “Jjob satls¢act1®n.:*Pfincipals in.
schools w;th 20-39 teachers, qra pr1nc1pals who taught five -
. " I 1

hours per week or'less, expe*lenced more overall JOb satls-

flndlngs also. quggested Tbau there qu a

PROBLEM ﬁ; SATISFACTION FACTORS AND PRINCIPELS} .
CHARACTERISTICS_ L Nt
"To what extent‘aré differehces~in’the level'of
priﬁcipal’satisfaction with‘jOb fact@rs associated with
personal, social, proiessiona} gndvofganizétional variabieé?i

The eight factors used during analyses were Liaison

g

.at District Level, Principal-Teacher Work Involvement,

\§\§§es§onsibility and Autonomy, Status Recognition, Task Dé&mands,



L0/
< .
Salgrxwand Benefits, Resource Adequacy, and Rappoqi with

Students. o - )
¢ - —

Sub-Préblem 4.1: Personal Variables

. Age. An-inSpection{of the‘means of the data reported
“in Table 30 revealed that the 50 and over group was more

satlsfled on‘siy of the elght JOb factors. Slgnlflcant /

v/
Hlfferences between groups on age were ev1dent for two

factors, Prlnelpal-Teacher Work Involvement, and.Resource V.
Adequacv Cn Prln01pal Teacher Work. Involvement, an F ratio
}of 3.93 (p = .02) 1ndlcated that the dlfferences between ‘
the. three groups “Were Stat;StICallj significant for at least
one pair of means. Further 1nvest1vatlons revealed that the

under 40 group scored s1gn1flcantly lower than the 40 L9
. £ oo
years' group - - : . h
On Resource Adequacy, the probabllk«ty level of " .00~

fdr the obtalned F ratio of 9.66 1nd1cated that dlfferences

petween groups were.statistically significant. A significant

difference between the mean score'of the under ho'group with

’coth the Lo-k49 years"group and 50 and over group were

s

revealed by the Scheffe test.

Therefore, on twﬁffactors of the JOb Pr1n01p“}

-

Teacher Work Involvement and Resource Adequacy, prln01pals .

'under 40 'years were less satlsfled than other pr1n01pal groups.

- . : ’ . 'u

vy

Sex. An examlnatlon of~® Table 51 dlsclosed that a

e

’s1gn1flcant dlfference between @he mean scores of Males and
FAIE 5 LA
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Females occurred on Salary and BEHEflta (t = 3,10, p = .00).

Y

Female Dr1n01ﬁals were more SEu‘Sled w1th alary and

Benefits than were male principals. t\\\  -

i

s " . Table 31 ,

Differences between Principals Ciéssif{ed by C/"\~
- Sex on Salary and Benefits, '\

Il *\,S
I}w
,-Jgf * g}

} . 1. Female = - 2. Male Kﬁtfﬂstfﬁ

(n = 30) . " (n-- 297)

X

Factor Scores  Factor Scores g
Factor " Mean SD. Mean SD T D
Salary and - . A , o
Benefits 0.53 1.04 " -Q.05 0.99 3.10 .00

e

Locus of control. With respect to Locus of Control

pfincipals claS§ifiedf§s Internal on the medi split were

fouﬁd to be significantly more satisfied with Ralary and

~ Benefits (t ='3.18, p = .00) but signfficantly SSs - tisfied‘ 

with Resource Adequacy (t = 1.98, p = .05) than prindipals '
classifidied as External. No stétistical differehces were ¥

found on éﬁyvof'thé dther factors. A feport of/ the analxsis)

using the.median split is céntained in Table : |
. When Internal and Externai groups forped by Fhe

standard deviation split were compéred, étatistically~

significant differénces were found onAthree'féctors, :

. . ; ’ : N ) “
Principal-Teacher Work Involvement (t = 1.97, p = .05),

]
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Status Recggnitionl(t 2.72,'p'= .01), and Salary and

Benefits‘(t = 2.42, p = .01). In each~case, the mean of the

<

Internal group was higher than the mean of the External and
1nd1cg¢ed that the Internal group was more satlsflea A
report of the analysis u31nv the standard dev1atlon split

lS contalneo in.Table 33.

“i Y
p s
Sy

Sub-Problem 4.2: Social Variables

Communi ty eettingu On community setting, four factars

-

© - were found on which there were statistically significant

| differences vetween the megns‘of the groups. An inspection -
*of .Table 34, revealed that significant differences between»

- groups were found for Liaison at istfict Level, Princ¢ipal-

Teacher Work Involvement, Salary d Benefits;fénd Resource

'Aaequacy.‘ For thevfactor, Ll iso .at District Level the
‘ obtalned F ratio of 12.17 had é%\a35001ated probablllty of
.00. The mean of the City group\WEE Slgnlflcantly lower
than the means of both the Rural and Town groups.

‘ However, on Principal- Teacher Wbrk Involvement,

where the obtalned F ratlo was 6 66 Wlth an a55001ated
/

A
e

probability of .00, the City mean ‘was hlgher than the means
of ooth other groups arid 31gn1110antly dlfferent to that of '
the wan group.

\; ' Statlstlcally 51gn1flcant dlfferences on Salarj and
-Benefits (F = 5.57, P = .00) occurred between the Clty group,
.which had the highest mean, and both Rurar/and Town groups.

On Resource Aaequacy'(F ="26.64, p = ,00), the mean-

e
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130

W

Of the Kural croup woo oboerved to be lower and glgnificantly
different from that of both other Jroups.

In conclusion, wnile City principals were most
satisfied with regards to Princlpal-Teacher Work Involvement,
salagy hﬁd Benef'l ts, and Resource Adequacy, they were least
satisfied with Liaison at District Level. When comparea
with City principéls, both Rural and Town principals were
more satisfied with Liaison at DistrictrLevel Qut less
satisfied witﬁ Salary and Benefits. Town principals were
less satigfied than City principals with Princip;l—Teacher
Work Involvement while Rural principals were the least

satisfied group with respect to Resource Adequacy.

Employment status of spouse. Statistically
“significant differenpes were found on only one of the eight
factors between principals classified by employment status
‘of spouse. Data presente& in Table 35 show that on the
factor, Task Demands, an obtained t ratio, 2.70, had an
asgociated probability of .01. The mean of respondents
whose spouses were»eduéators; was significantly higher than
 that of respondents whose spouses worked full-time but not
as‘educators. Thué, principals whose spouses were educators,
were more satisfied with Task Demands than Weréiérincipals
whose spouses worked full-time in other occupatfons. |

B

_’/-

5 - e

‘Marital status. Analysis of variance indicated noy

-statistically significant differences on satisfaction with

3
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DU eronces dn Sotbofne Loy wi by Toe Demnrnds be bweon

!
Irincipals Clacsified by Hmployment Stotwe of Spoge
‘ /
1. ﬁi,lpuu::n 2. Upouse ‘
not an an. o
educator educator
(n = Lh) (n = 59)
Factor Scores Factor Scoregs
Factor , Mean ., 3D Mean 5D t D
Task Demands -0.20 1.1h 0.31 0.753 -2.70 LO1¥

LA

* Modified" by Welch T Prime Adjustment of t Tosts.

of marital

Ul
e
61

factors between groups classified on the ba
§

status.

Sub-Problem 4.1; Professional Veriables

Career experience. Presented in Table 36 is a one-

way analysis of Variance of satisfaction with job factbrs
among principals classified by career experience.
Statistically significant differences were found among the
gfoupgﬂon three, factors, Responsibility and Adtonomy, Task
Demandgb'and Resource Adeqﬁacy. .On Responsibility and
Autonomy,'thé obtainea F ratio of 3.52 had an associated
prbbability pf'uOI. Statistically significént differences
occurred between the group of principais with 20 and more

years' experlence and each of the other career experience

& ’ '
groups. The mean of the 20 and more years' career -experience
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group~Wwas lower and indicated that they were less satisfied

on this factor. | . ) "7§'
- On Task}Demands, the obtained F‘ratio of 3.13 had an
associated probability_of .02. An investigation of the
mgans.indicated that th First year career expérience éroup
hgd the iowest’mean sScere on t%g/factor.t The Scheffe test
showed“ﬁhaf there was a statié;ically significanf'difference
between-the group of First year principals and @hevgroup With
10-19 yeérs{ career experience. Thus, First year principals
were less satisfied by Task Demands than were principals
~with more' than 10 years' experience. -

Thé Pirst year caréer experienoe group also showed
significant differences on Resource Adeéuédy With two other _
groups, IO—19.yea£S’ career experlence and 20 and more years
career experience.k The obtained F ratio on Resource Adequady,
4.13,_had an assoclated probability of .00. An inspection of
the means iﬁdicatedfthaf the First yéér group was least
satisfied with Resource’AdeQuacy.

In summaryf\lessfsatisfaction oﬁ Responsibility and /
Autonomy was expressed by senior prinéipals with 20 and |
more years' career experience, while less satisfaction with

Task Demands and Resource Adequacy was indicated by the

First year career experience group.

£ ’ , oo

Educational level and involvement in professional
N 4+

and community activities. No statisticélly significant

-

differences on satisfaction with job factors were found by




L

"Level, Task Domands, and Resource Adeguacy.

184

O
w

analyses of ,variance between groups on graduate work in

/ieducational administration or on involvemen®t in professional

*and commOnity activities.

da

Educaticnal level. Ampng principals classified by

years of post-secondary education, statistically significant

e

‘ differences were found on ‘three factors, Lii?son at District

The results of
the analyses are shown in iTable 37. On‘Liaison at’District
Level, the obtained F ratio, 3.23, had an associated
probability of-.Ohi Significant differences were found
between the mean score of the 5 years groub and that of,the

6 years group. The latter was found to be less satisfied

“on Lialson at District Level than the former. On Task:

Demanos (ﬁ = 3.22, p =..04) and Resource Adequacyi(F = 3.66;
D = .03), the L years groop was the 1east~sati$fied. There
was a statistically significant differenoe'bétween the means
-of the 4 years group and 3 years groﬁp onﬁﬁdsk Demands, and
the means of the 4 years group and 6 yearé groué on.Resource
Adequacy.

in conclusion, principalo with the greatest number
of years of postjsecondary education were shown to te-more
éatisfied with Resource Adeouacy but less satisfied with
Liaison at District Level. Principals with 5 years of post-
secondary education weré found to be more satisfied on
Liaison at District Level, and Task Demands, while prinoipals

with L years of post-secondary education were less satisfied
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“on Task Demands, and ResourcefAdequacy.

. .
. LT
a %
RPN
> .
a .

 Sub—Prdblém L, 4. Organlzathnal Variables

Type of emoloy; authorljy As shown in Table 38,

. analjsesgof variance reveaWed that +here were differences
. -,
g +he .means of the various types of employ;ng authorlty

o,

catedories on six of the elght factors These were Liaison
at Diktrict Level, Prlncmpal—Tegcher work InvolVement,ﬁ |
"Responysibility énd Autonomy, Tésk Démandé, Salary and
Benefids, and RéédufcéfAdéqﬁacy. On Liaison at District
Level, the %btgihed ? value of 23.22 had an aséociate@
‘probabillty of .00. ‘Differeﬁces ‘were found betWeeh the
means~vf/both City A and Clty B and each of)the other five
groups.- Principals in both Clty A and City B were.
‘\agnlflcanily less satrsflnd on’ this factor than the g%he“
groups. In addltlon, the mean of oﬁz of these group,
Districts, was found to be significantly higher than that of
the Counties and theNDiVi‘sio.ns. Thus, prineipals in the
Districts were the most satisfied grouvaiﬁh Liaigon”at \
DlstrlCu Level. ' u
The probablllty level of OO for the obtalned F ratlo
indicated that algnlf;cant differences occurred for at least |
one pair pf‘means on'Principal-Teacher quk'Invé;vementf
‘Further inveétigation shoWedrthét'the mea; of the Ci£y B
'waéfsignificantly higher than that‘df the_Céunfies. Thus,

principals in City B were found to be mos+ satisfied with

_fiﬁponsibility and Autonomy.
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On Task Demands, the F value of 2.44khad an

b i - ‘o

'assooiated probability of .03, ‘Hoﬁever, an'invos%igatioq bf
toe Scheffe test faiieo to re?eai.a.éignificant difference
between ary palr of means. ' ’ A

- . For the fa tor,. Salary.and Bénefits,Jan obtéinod =
value of 3 33 w1th a probaqillty level 01 .00 indicatéd that

there was at least one significant dlfference oetweeo the *
i

pairs of means. Further lnvesblgatlon showed that_thé\ﬁagg
of City B was significantly higher than fhe means of both

Counties and Divisions. Thus, principals in City B were

significgﬁtly more satisfied with Salary and Benefits.

-

A similer result was bbtained for Resounce -Adequacy.
The obtained F wvalue bf'5.59 had a probability level of L 00.
Principals in City B were found to be significantly more

satisfied with Resource Adequacy, than those in Counties

o P t- -

or Divisions.

1A

In summary, City'B principéls were found to bé’mosf ,
8 ‘ i ‘ ) o '
satisfied on Principal-Teacher Work Involvement,

Re8ponsibility and ‘Autonomy, Salary‘aﬁd Behéfits; and
Resource Adeguacy although théy wére.least'satisfied on -
Liaison at District Level. Findings for City A principals .

A

‘indicated that they were less satisfied with both%ﬁiaison at

Dlstrlct Level, and Respon81blllty and Autonomy ~ The most

»

asatlsfled prlnCLpals w1th Llalson at Dlstrlct Level were' .
‘those in the Districts. However, this group of principals

indicated less satisfaction withiReSponsibility and Autonomy.’

C

While principaié in both Counties and Divisions were
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significantly less setisfied than fffﬁeipals in Districts
wgth Liaison at District Level, they were more satisfied
with this fectof than priﬁeipals in Citybgfbups. Principals
in both Counties and Divisions were less‘satiS}ied with
Sala}y and Benefits, and Resource Adequacy, while those,1n

Counties were also less satisfied with Principal-Teacher

Work Involvement, and Responsibility and Autonomy. ,

<

Administrative assignment. Contained in Table 39
are the result§ of one—wéy analyses J; variance of work
satisfactions among the means of the deinistrative assign-

[y <«

Jeéma13435£§geries.f'olﬁnlflcant alfferences were found on
e -
four factors, Llalson at District Lev@l Prln01pal Teacher
Work Involvement Status Reoognltlon, and Resource Adequacy.

‘“On,Llalson’at District Level, the'F value of 6.06

héd an assovlated probability of .bo. The-'mean of the.
‘Elementary group was found to be significantly lower than
“that of both Junior High and Senior High groups. Thus, the
Elementary group was less satisfied on this faetor than the

Other groups..

On’ Status Recognition, uhe F value of 3. 88 was

statlstlcally 31gn1flcant beyond the .05 level. The Scheffe -

uest showed thau there was a staulstlcally s1gnlflcant
,\‘
dlfference between the "mean of the Senlor High Group and the

2 L3

means of both the Elementary and Junlor High groups. The
mean of the Senlor High group was 81gn1f1cantly,lower than

- elther of the other twd groups indicating that they were the

Y



190

W/

stedtoutad Suoure sJ030BJ ULTM UOTIOBISTIBS. JO 9OUBTIEBA JO

¢

66 9TaBE

»

“ o
- 60 gh'Z L1'T - 0z70-| L6'0 €0'0-| €6°0 210 S3U9PN3 S
. . . i ’ _ UM qaodde;
A" 00* " T6°% 1650 20°0 €60  TZ0-= 40T AT'O foenbapy ooanoss;
- Lt 94°0 TT*T "T1'0-} .G6'0 200~ @yo.ﬁ .No.o s} TJousd pue AaetTe:
- 18" LL'0 70T  €0°0- #6°0. €010~ 70T 40°0 spuBWe YSE
£'e , - -
€'1 20 88°'¢ 411 1€ 0- 201 G0°0 88°0 - 60°0 ' UOT3TUS009Y snyes
= . : @ e
- "85 450 68°0 80°'0-{ +$8°0 L0'0 9¥*'T €00~ Kuouolny
, . . ' - . . pue A3 TTTqTsucdsey
€1 NAK 492 00°1 te* 0= oo%& 00°Q 00°1 TT°0 - |3USWSATOAUT HJIOM
L ) . ’ Jsyoref -TedTOUTI,
M.,_” 7/ . %
21 00*- 909 16°0 410 [=-%£8°'0 810 €T-1T  12'0- ToaeT
4~ . . 310TILST(T 3B UOSTRT
sdnoahn d — ] as ues| as | uesp as UBSN
- usemiaq . S91005 J030BJ |S£01005\J0308J |S8I00S J03984
. e8ueo (59 =u) | (61T = W C(EHT = w)
-TITUSTS USTH aus *€ USTH Jup = Arejusws 19 T e Jd02.084
. ?ﬂ
. . . @ »/ﬁsﬂﬁu.hﬁa
’ &L “ quswuSTSSY m>%PMMPmHQHEU< Lq peTITSSBID .
. sTsATeUuy Kem-aup



Y.

1

A

~least satisfied group with Status Recognition.
The probabllltJ of .00 of obtaining an F value of
4,91 1nd1cated that SLgnlflcant "differences occurred between
groups on Resource Adequacy. The mean of the ElementarJ
eroup was found to be significantly higher than that of the
Junlor ngh group, who were less satisfied with‘this factor.
Summar1z1ng, the Elementary grcup wasfgouhd to be”
~the most satlsfled group w1th Resource Adequacy, but was the
least satlsfled group w1th respect to Liaison at District

Level. _The Junior High group which lncluoed many ‘K-9 schools,

was less satisfied on Resource Aoequacy while the Senior ngh_

N
?/
©

Organizational size. . Differences between groups

group wa;/the least satlsfled groun with Status Recogrltlon

according to organizational size were observed for Task
Demands and Resource Adequacy. Table L0 shows that an F .
value of 3. 05 on Task Demands had an ass001ated probablllty
-of 03‘ A statlsulcally s1gn1llcant dlfference was found
between ,‘the Small (1-4 teachers) schools and schools with
20539 teaohers.f The mean of the latter was significantly
higher, indicating that this group was more satisfied with
. Task Demands.“ N o~ |

On ResourcelAdequaoy, the F value of 7.98 had an
associated probability of .00. . The Scheffe tegt indicated
that both Small: schoggs and schools with 5-19° teachers were

s1gnlflcantly less satlsfled than the two other groups,

schools with 20- 39 teachers and Large {over 40 teachers)
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schools. - . ‘
Therefore, the findings,on organizational size
. -
indicate that principals of Small schools are less satisfied

with Task Demands and Resource Adequacy.

=

Teaching assignment. As revealed in Table 41,
differences among groups on teaching aééignﬁent were found
on three factors, Lialson at District Level, Salary and
Benefits, and Resource Adequacy. An F value of L.o7 with
an assoéiated'prbbability of .01 indicated that there was
a difference between meanslpn Liaiscn at District Level.
Observation Qf_thé'meansoindicated that the means of the
Low Téaching\Wbrkload group and the Medium Teaching Workload
group were significantly‘lower than the mean of the High
‘ Teaching Workload group. Thus, the Low and Medium ggac ing
 Worklohd groups were significantly less satisfied with pe
Liai on‘at Distfict Level. Observation of the means of\the
Low and Medium Teaching Workload groups suggested that the
- Medium Teaching Workload group was the least satisfied;~

On Salar§ and Benefifs, the F value of 8.00 had ‘an
associated pfobébility of .00. Statisfically signifiCanf \ﬁ
differences. were found between the mearli of the High Teaching
Wo;kload group and the means of both the Low Teaching Work-
load and(MediumvTeaching.WOrkloadvgroups. The High.Teaching
Workload group was significantly less sa%isfied with Saiary

and Bémefits than the other two groups.

In an analysis of* Resource Adequacy, the F value of
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19.63 was ascoclated with o 1\1‘()t3;11)1 Lity lovel of 200.  The
Low 'FuLtc}li{kq; Workload group wan round to be significantly
ynore satisfied than both o thﬁer groups on Resource Adetuacy,
while the High Teac¢hing Workload group wns the least catbio-
fied.

Iﬁ conclusion, the Low Teaching Workload group wass
found to be the most satisfied group with Reéource Adequacy
and more satisfiéd with Salary and Benefits tﬁan the High

4

Teaching Workload group, but less satisfied with Li%ison at
District Lev;l. Tﬁe High Teaching Workload group, {hlch
was thé least satisfied ‘group with resﬁect to both Salary
and Benefits, and Resource Adequacy, was most satisfied with
\aiy\;lalson at District Level. The Medium Teaching Workload °
ggggérQ;s tﬂéfiéé;%fg;%;:lled group with Liaison at '
District Level but the most satlsfled group with Salary and

Beneflts

Budget decision scale. The only significant

difference among groups formed according to scores on the

Budgei Decision Scale was on the facuor Recpon51blllty and

- Autonomy - Table 42 presents the obtalned\F value of 3.10 and

‘its associated probability of .o4. A Statlstlcal1j Dlg—‘
nificant differénce was found between the means of the
Centralized and Decentralized %roﬁps. An inspection of the
means indicated tﬁat thé Decentralized group was mdst
-satisfied with Responsibility and Au%onomy while the Cénéral-

ized group was the least satisfied.
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‘Summary of Findings Related *o Satisfaction Factors
t

In Tabple 43, a summary With respect to work
satisfactions, is presented +to indicate significant find-
ings among gategories of pereonal,'social, prefessignal

o .
and organizational variables. _In-the following section,
differences found between groupsﬁfor each of the eight |
dependent Variables, the job factoqs, are reviewed.“ bn
one factor, Rappor®t with Students, no,signifieant diff-
ereﬁces between groups were found on any individual varizble.
Wolcot®t (1973) pointed out that the principal works on
oehalf of the students and has responsibility to deal with

H

aproblemq aQSOClaued wvth the student body, obut has few

-

opportunities for personal interaction.
bifferences in Satisfaction with Liaison at Distriet
Level were found to be related to coﬁmunity setfing,
educatiéagl level type of employing authority, admini—
strative aQSignment and teaching aSSignmenb. In general,
groups of principals who were found to be less satisfiéd
with this factor, indicated that they were located in City
A or City B, had 6 years of post-secondary educatlon, were
principals of elementary schools and had a low or ﬁedium
teaching workload. fhe more satisfied groups of principals
With this factor were found to have employment in ocnool
Districts, five years of post- secondary education and a
vhigh teaching wquload._ The comments of one elementary
school prinCipal summed up the feelings contained in many

responses:
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If a principal could have regular consultation
periods with teachers, central office personnel,
Board members, maintenance personnel; the whole
efficiency of the school could be improved.

: H

g Comments by respondents related particularly to
actions of central office, participafion in district
de01olon maklng and percevved quallty of Board leaderchlp

/

Some fu“ther exqmples follow: \

A CLty K-9 school principal %oted that “elatlonshlps
with "downtown are hlghlj unsatlsfactorj" because they -
~ "don't know what's happening, out on\|the front."

One city‘elomentary prinoipal observed that "I feel:
principals'have vér& little meaningful input re decision-
makingffwhile.a‘fown'junior high pringipal noted that "a
principal is often a voic in the wilderness, seldom heard
and even more seldom a*tended to." ’
| A ryral K-12 pr1n01pal 1ndﬂcated that

o

In four-years, nelther of my two Yocal representatlves
nor any other Board member has been in my school other
than as a speetator'of an activity. Thus local
problems must always be drawn to the- attentlon 0f the
individuals.

| A rural elementary‘principal considered that'Board
expeotatlons "only come to light when somethlng happens=
which was not according to thelr expectatlons,” whlle :
another elementary pr1n01pal, located in a town indicated
that "the Board spems *to take llttle lnterest in what is
actually happenlng in schools. They are more interested in

balancing the budget.

A range of criticisms was directed at Boards for

: " “
o AP VO L 0 e T VS IU S SOV, N S ) L - . . -~
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failure to 1n1t1ate pOllCleS, for sta*ements that present

L4 .
educators in an unlavorable llght for fallure to encourage
pr1n01pal DarolClpatlon in pOllcy development, and for
negitive attluude}\towards ecucators during collective
' . /
bargaining.

Less,satisfaction on the factor, Principal-Teacher
Work Involvement, was observed for prlnClpalS under 40 years,
ang for those w1th an cxternal Locus of Control (standard
dewation Spllu) In addltlon, Town pr1n01pals and
prlnClpals in Counties expressed less satlsfactlon w1’h thls
lactor In’ contrast grouos of principals expre551ng more
satlszactlon with thls factor tended +to be older, Internal
in Locus of Control orientation }%uandard dev1atlon Spllt),
and located in Clﬂ§ Jurisdiction.

Principals' comments reflected cn the time factor
required to interact with staff and on the varied attitudes
of staff members towards +the Job." A principal of a‘K-12
towrs, School noted: g

< :
my. staff prov1des both great: satlsfactlons and . :
frustration. 1In assuming my position, I inherited ~
a nucleus of permanent. staff members of advanced
~age whose attitudes are .difficult to change.
Generally, the younger staff members ar®& more aware
and sensitive toward the students and tend to
better meet their needs through individualization
and innovation. '

While some principals focused on "g small group of
staff who give little of themselves to the challenge "
others noted that staff w1lllngness was evadent through

commitment to partlclpatlve decision-making and willingness

LY
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~

to adopt innpovationse ~ ]

On ﬁesponsibility gnd.A tonomy, in éomparison with
other groups, less satigfaction Qas\gggéfiggced'by
Prinéipals with 20 an9/more yearé" careeﬁ\é&perience, and
by principgls who were employed in City A, Cguﬁtieérand
Districtsl In contrast to City A, principals of-Ci%yPB were
most satisfied with this‘facfor: -Those pri@pipalﬁ-who'sub—
mitted estimates on oply one of'fhé.itéﬁs‘listéd in the
éudget.Deciéion Scalé:were also less satisfied with this
facté; than those whq’submittéd estimétes on four or five
items. . A number of respondents noted that constraints orn
their freedom were related to policies restficting.staff
deployment, thé'availability of staff and finance, and the
adequacy of clerical asSisténce.\\ J ’ . .

Only two differences océur;ed on fhe factor, Status
Recognition. The less_satisfied'groﬁps wére thoge classified
as External Locus of Control orienfation (standard deviation
split) and Senior High administrative assignmeﬁt.” The

latter was significantly less satisfied than both Elementary

~and Junior High principals.

'

The groups less satisfied by the factor Task Demaﬁdé,
were’First‘year principals, principals with fou} years of
post—séconqary education and princiﬁais of Small (1-4 |
téachers) séhéols. In contrast, principals whé.were fﬁund

to be morevsétisfied,;had five years of post-secondary

education and 10-19 years' career experience, and were

principals of schools with 20-39 teachers. Principéls
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whose spouse was employed as an educator were more satisfied
than those whose spouse was employed in another occupation.
Many reSpondents commented on the long hours required of a
prinoibal."A,town junior-senior hiéh principal noted:

Due to the fact that our school 1is operating’ from
8.30 a.m. to 10 p.m. from Monday through Thursday,
in addition to weekend sports' programmes, my time
in school, and responsibility.along with i%, is
over 50 to 60 hours per week. 4
A rural principal commentéd: )
I am principal of a 4 teacher school with a class of
my own which I teach:full-time. " T do not get tlme
off for administrative work as conditions are such
in the community that relief teachers are unavailable.
to . take my class for the perlod of .time each week to
o which T am entitled (3 day). :

)

Many commented on the heavy teachlng load of a

'pr1n01pal and 1ndloéted that 1ts .consequences were a

o
o ) ,
reduction of profe881onal activities and interference with

—

e

home life. A'number of principals commented on the necessity
of dealing with'nreesing operational teeks:at the‘exPense'of
tasks such as supervision and professional assistance-to
. teachers. A rural Junior .high orlnclpal commented that:
Bus1ness management often consumes far more time than

educational decisions and policy directions. This
discrepancy should be nafrowed. T

Differences in satlsfactlon levels for Salary andv
Beneflto were observed for five varlables Females,
‘pr1n01pals grouped as Internal Locus of Control (both median
split and standard dev1atlon spllt), and Clty pr1nc1pals
were foundrto be more satlsfled with Salaryxand Beneflts.
\Jthle pr1n01pals grouped by type of employlng authorlty as

Counties and Divisions or who had a teaching ass;gnment

Y
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.involving a High Teaching Workload were found to be less

-

satisfied. Several respondents commented that in small

schools, administrative pay appeared to be tied to addit{cnal

hours required to do the job while they perceived that
principdls of larger»schdols were paid for extra
.reSponsibility

Elght dllferences anong groups were found on.

Resource Adequacy Groups that were less satisfied lncluded'

~the following: Undey 40 years of age, Internal Locus of
Control orientation (mediah split), R ural cOmmunlty settlng,
First year career expe%lence, four years of ‘post- secondary
educatlon,:groups of Counties and Divisions principals,
Jﬁuhior High principals (including K-9 rural schoolsy, Small
(1- 4 teachers) schools, and schools with 5-19 teachers, and
hpr1nc1pals wilth a ngh Teaching Workloac. Generally thesem
variables relate to younger and less experienced pr1n01pals

L]

" with less formal educaticn who accepted abappointment in a

‘required heavy teaching dutiesh\vMore

2

etter educated pr1nc1pals who had

rural location whi
experienced"older and
'pds1tlons in Clty scho lE, tended to be mbre satlsfled ‘with
. Resource Adequacy. Comments stressed the lack of adequate
facilities and staff to %aintain required counselling and
library services.

8 - . r-

e

Y4



= - - CHAPTER 7
f | .
N\ - . |
FURTHER ANALYSES OF THE SATISFACTION OF -
\SELECTED GROUPS OF RESPONDENTS |
L \,?\

The purpose of this chapter 1s t® report data
pertlnent to two problems. The first was related to‘
.differencee batwe respendents grouped according to
d&hether they assessed their satisfaction as being high or
low on owverall job eatisfactibn, aﬁé'Responsibility and

) Autonomy - In the eecond pfoelem an in;es%igation wasvﬁade

of the 1n$laence of two variables, Locus Control and

career e erlence, on the relatlonshlp be ween satlsfactlon
’ o Y
with JOb factors and ove”all job satlsfactlon Contalned

- in this sectlon of the chapter are the results of ceveral
stepw1se multlple regression analyses

-, ‘ X _ - p .
~ PROBLEM 5: 'FURTHER ANALYSYS OF. THE SATISFACTIONS OF

. . o
° - :

RESPONDENTS o

Sub-Problem 5.1 : o ‘/d

"What differences in individual and work variables
exist between respondentsfwho indicated high overall job

satisfaction and those who lndlcated slight JOb satisfaction

. or alssatls¢aotlon°”

The groups for analysis in this problem'Were formed

- .. 20k
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’ SN
on the basis of individual scores on Item 4 of the Overall
¢ | .

/ . as ! . .
Satisfaction, Ipstrument. The Most Satlsfled group consisted

of /90 respondents who indicated "6" as thei$ answer to‘the)
wtent of satisfaction they experienced wifh thelr job in
all its aSpeefs; The Least Setisfied grodp'consistea of
47 respondents Qho indicated "4" or lowef as,their sgore to

' the same questien.

[,

Table 44 presents the findings with reopect to thi
‘analysis. Only Varlables for whlch 81gnlelcant dlfferences
.between the groups were "observed, are reportee In this table.
Sigééficaqt differences‘between'fhe two groups were found on

three individual variables, three overall satisfaction items

~and six factors.

Individual variables Statlstlcally significant

‘dilferences between Most Satisfied and ueast Satisfied
- respondents. were found on age,,LOcus of Control and career
experience. The Most,Satisfied group Were found %orbe‘older —
and more lnternal 1n\Locus of Control orlentatlon and to

have more career experlence than the Least Satlsfleu g oup

~On age, the mean, .80, of the total group was

observed to be lower than the-mean of either group used in '
.analysis. .On career expefience, the mean of-theﬁtotal group;v'
2.36, was lower’fhan thet of the Most Satisfied group but
higher than fhat of the Least Satisfied group. Thus, Least
Satisfied re5pondents tended also to be older than the

v e
average age of all principals, but had less career experience.

/ | ‘ ’
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On Locus of Control, the mean f both group; used in
analysis was higher than that of the total proup, 6.62. Thus,
LeaSu Satlsflei principals tended to be more external in

uhelr orlentatlon than other prlﬂClpals

Overall satisfaction items. ‘Statistically

significant differences were found on the three variables,
hool Effectiveness, Social Relatiohships, and Use of |
Avilities. In each case, the associated probability was .00.
The means of the Most Satisfied group were found to be
wsignifiqantly Righer than the means of thiﬁpeast Satisfded
group. ‘Thé item, Use of Abiiities, had the' ighesf meanﬁof
ythe three items for the Mpst Sat?sfigd group,'bhtvthe:lo%ést
mean for the Least Satisfied gro&gl;//- : \\\<\

Satisfaction'factors _ StatlstlcallJ srérlflcant

ﬁlfferences were found on six factors, Liaison at Dlstrlct
‘Level, PrincipalATeaqher Work InvplveMent, ReSponsibility
and Autonomy, Status éecognition, Task Dedahdé, and Rapport
wi th Students No Slgnlflcant dlIferences were found for
Shlary and Beneflts, and Resource Adequ&cy Inépectlonyof
the means for each variable on which a statistically |
siénificant difference was -found, indicated that fho§e of

the Most Satisfied group were higher than those of the
‘Least Satisfied group. (}
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Sub-Problem 5.2 | | A R
“"What differences in indivilunl and work‘Variables

exist betweeﬁ respbndents who indicafed that they were most.
satisfied with the factor which was‘ﬁhe best predictor of

overall job satisfaction, and those who were least satisfied

v

or dissatisfied with this factor?"
. 'Because of the finding in Sub-Problem 2.2 that -

Responsibility and Autoﬁomy'WaSmthe«fipst predictor of

overall job satisfaction, this factor was selected for

—_further énalysis.' Respondents* were grouped so that those .

who scored one standard deviation above the mean formed ‘the

group, High on Responsibility‘and Autonomy, while those who
LN ? N
scored one standard deviation below the mean formed the group

" Low on Resﬁonsibilitx and Autonomy. The number of respond-
ents in each group was 45 and 47 respectively.

,-w,:;—‘\\\gtatistica ly significant differences betw the

. — . ’ , a -
two groups were found for four variables. Table ks presents

the group differences on only those variables er which they
were .statistically significant. On the Budget Decision-Scalé,
the mean of”the group, High on Responsibility and Autonomy,
was higher and significantly different ffom,the group, Low
oﬁ‘Respdnsibility and Autonomy. A sigpificaﬁt difference

was also observed on career experience.. In this case, the

’

mean of those Low on Responsibility and Autonomy was higher

than the mean of the High group, indicating that the group
. ‘.’- .\' ‘s 3 13 3 ) ’

least satisfied wlth Responsibility and Autonomy had more

-

)
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- V_ . ' B ) .
career experlence Por b0§p satisfaction with Use of °
\

Abilities and ove”a job satisfaction, significant

e

_differences occurted, with the mean of the group, High op
Responsibility and Autonomy, being higher than that of the

.’group, Low on ReSponsibiLity-and Autonemy. In each case,
the mean of the %total group fell vetween the»meaﬁs‘of the -

-~ two gfoups ﬁsed in_analysismf Thus, respondents who were

A Hig% on Responsibility and Autonomy tended to have less!

eereer(experience bd+ made more opefational deeisions within

the school 'as. measured by the Budget De01clon Scale. Also

these ”eSpondente experlenceq more overall job satisfaction

v
and were more satisfied with the use of their abilities.

.

2

. PROBLEM 6

ATIONSHIP OF SPECIFIC INDIVIDUAL |[VARIABLES

/

ON THE OVERALL JOB SATISFACTLON/SATISFACTION FACTORS

HVTERACTION .

Varlables Selected for Analxgls

" Two variables were used during this analysis, Locus
of Control and career experience. These variables were

selected for further analyses because they satisfied the
\ : N .
- following criteria: '

{1)" that the selected variables would be of a personal

-
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N
v

or professioral natufe,_
ﬁ?(é). that there would bélsignificgnt differences Dbetween
groups- on overa%¥ job-satisfaction, ang. |

(3) that therebeuld be significant differences between
Zroups on somé of . the satisfaction factors.

' Three varizbles were iden%ified as meeting these

criteria, Locus of Contfol (standard deviation split), age,
and career experience. ' Pearson produci-moment correlations

¢

tetween these variavles were as follows:

v

Locus of Control and age, r-= -.01
age and career experlence, Ir,= .63
Locus of Control and career experlence, r = .01.

Analysis of variance between groups classified on personal,
Ty w0

social, professional and organizational variables indicated

no statistical differences between individual variables on

¢
Locus of Control.s Followlng examination of these findings,
a decision was made %o use ,Locus' of Control and career

experience as variables for further analysis. Both variable%
have been of recent interest to theorists. Investigation of
the work satisfaétidns of fespondents grouﬁed according to
iocus of “Control, has been the fogus of studies by Evans

(197?) and Mitchell, Smyser and Weed (1975) . 'Theofists’such

-as Wild and'Dawson (1976), and Van Maanen and Katz (1976),

have investigated career satisfactions.. This study has
examined the influence of the iﬁternal—external Locus of
Control. and the different periods of career experience on

overall job satisfagtion, and on the relationship between
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satisfaction with factors .and overall jot satisfaction..

In the investigation of the‘ﬁroblem, the researcher
used stepwise multiple regréssion analysis. The rssults of
these analyses for d;fferen% groups (Locus of Control and
career experience) and an examination of *he standard partial
regression coefficients aré discussed“in‘Sub—Pfoblems 6.1

and 6-2. ‘ 7

Sub-Problem 6.1

Locus of control. The Internal, Intermediate and

External groups formed by the standard deviation split Qére
usea for further analysié. | w

. This Sub—Pgoblem was concerned with thee collective
relationships between éight factors, Liaisoq at'Diétrict
Level, Principal-Teacher Work Involvement,‘ReSponsibility énd

Autonomy, Status Recognition, Task Demands, Salary and

. Benefits, Resource Adequacy, and Rapport with Students, gnd

overall job satisfaction for respondents classified by Locus

of Ccntrol. Groups used for analyses were”Iﬁternal group

39), Intermediate group (n = 228), and External grdup
49).

(n

Y

(n

Internal group. Two prédictor variables, Principgl-
: Teaéher Work Involvement énd“Salary and Beriefits, togéther
accounted ,for 56.03 percént of the variance in overall job

satisfaction. The first predictor variable to Q%&rge,‘
N N 7" Pt

PrincipalATeaqher'Work\Involvement, accounted for 45.96

A"

k

{
./)
-



213
percent of the variance"vAﬂ\ébsarvation of the'correlation
of the cecord predlc+or vquabl Salary and Benefits, with
overall JOb SatlSIaCulOn, leWCated that it was inve%sely
‘correlated, -0.32. Thus, for the Internal graﬁp, those who
"were more satisfied with the joo inlall its aspects were less
sat;sfied-with Salary and Bgnefits.

A

External group. Four predlbtor variables, Prlnc1oal—v

Y_Teachér Work Involvement, Status Recognltlon, ReSpoa51bll Ty
and Au“corﬂomy,-anfq Task Demands, togethér accounted For
51.22 percent of the variance in overall job satWSfactlon
- The first three predictor variables accounted for
approximately equal percentagés of théavariance, and in

comMbination accounted for 43.23 percent of variance in

ovérall job satisfaction. In contrast.to the Internal group,

the g predicfor, Principal-Teacher Work Involvement,
&) .

accounted for only 13.25 percent of the' variance.

Intermediate group. Six variables were significant

\\\gggdicfors of overall job satisfaétion, accountingAfor 30.66T
. percent of the variance. The first predictor, Reag§@sibility
and‘Autonbmy, accounted for 13.21 pércent of the variance.
The other 81gn1flcant predictors were Lialison at District
Level, Pr1n01pal Taacher Work Involvement, Task Demands,
Status Recognition, agd Salary and Benellts. !

The results ofraﬁtempts to use stepwise multiple

regression analysis to determine the best predictors of

£
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overall job satisfection fof each group,‘ere reported in
,Table 46. This %able shows the criterionfvéfiable used, the
significant predictor variebles (p&.03), the first non-
significantvpredicter variable to .enter th; regression_
- analysis and theﬁindividwal and cu@ulative percentage*of
vaxiance accounted for by the predictorqvariableSu
Tabler47Agives the standard partial regreesion
'coefficients-between satisfaction with job fac%ors and
overall JOb satlsfactlon for each of tne t;;ee Locus of
Control groups. Attltudes to Liaison at District Level,
Principaereacher Work Involvement, ReSponsibility‘and
Autenomy, Status\ReCognition, Task Demands, and Sa l v and
Benefits appeared fo be affected»by“Locus of‘Cont;ol;
Principal-Tegcher Work Involvemeht was . the only factor
Nhlch was a significant predlctor of overall JOb satlsLactlon
‘ for each group. The strongest relatlonshlp_between this
;actor and overall,job satisfaction was found for the
Interhal groun,>although-it Was asso‘ciateH witﬁ overal1 job
satlsfactlon for both the External and Intermediate groups.
Whlle ResponSlblllty and Autonomy was the major predlctor of
overall JOb satlsfactlon for the Intermediate groap and the
‘predlctor contributing the greatest percentage of variance to
'overall job satlsfactlon for the External group, its “
contrlbutlon to the overall JOb sathfactlon of the Internal-
group was not significantly different from zero.

—Sétisfaction with Status Reeognition and Task Demands

. appeared to be associated with the/extent of overall job
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. ‘ < o 217 .
satisfaction for the External-group while Salary and Benefits
‘was associated with the overall job satisfaction for the
Internal group. However; the coefficient for this Variable
and for four others, indioated a negative relationship
'between Tnternal TLocus of Control, overall job satisfaction,
'and satlsfactlon w1th JOb factors For only the Intermediate

group was Llalson at District Level a significant predictor -

of overall job satisfaotion.

Sub- Problem 6.2¢ Career rxperlence

-

Five groups were formed for stepwise multlple

42), 2-4 years (n = 77),f
‘ S0
86), and 20 and more

regression analysis, First year (n

5-9 ‘ears (n = 90), loflé‘years (n
year (n = 32)."ﬁeported in this seotlon are:

(1) Satisfactionipatterns wipthverellrjob satisfaction,
(2) _factors of the job whidh\&ere the\Best preﬁictors of,
eVerall job satisféctiogufor differen£ gareer stages, and.//‘o

standard partial regression eoefficientsfto indicete'the
'relatienship of career stages on -satisfaction with factors
‘01 the JOb and overall job satisfaction lnteractlon ]
| Flgure 5 contains the satisfaction pattern with
\\\Tem b, Overall Job Satlsfactlon%afor prlnc1pals in
dlfferent career stages. Inspectlon‘of the figure?ihdi-
cates that the princiﬁals' level of overall jeb'satisfaction
deelined dur}ng the early career steges;following the -
initial year in'the job. ﬁo@ever, an upswingvin eatisfactibﬁ

occurred during 5-9 years on the jgb‘and eon%inued until the
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Figure 5. Satisfaction pattern for overall job satis-
faction for five career stages. :
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>
twentieth»year. Senior prinEfbals with 20 and mpre ysars'
experience indicated a sligﬂt decrease in their level of
overall job ssﬁisfaction, out the drop was small. With the
. exception of the 10-19 years group, the 20 and more career
.stage was found éo be more satisfied than e bfher groups.
A-stépwise multiple fégression anaiysis using eight
predictor variables with averall job s’atisfel’c:tion,~cyvé€
undéftakenﬁforneach sfage of career experience: The eight
‘Predictor variables were Liaison atsDistrict L§vel, Principal—ﬂe
’Teacher Work Involmement{ Responsibility and Autonomy,‘
Status Rscognition;'Tssk'Demands{.Salary and‘Benefits,
/Resburce Adequacy, and Rapport with Students. The resulfs
of attempts to detefmiﬁe the best predictors of overall job
sa+1sfactlon for five career stages are summarized 1n‘Table
48. Th¢s$table shows the criterion YarlabTe, the 51gn1flcant
predlctor variables (p( 05), the first non—s1gnlflcant
predictor variable -to enter the‘%egresslon analy51s, and
the individual and gmmulative percsntage of variance account-

kY

' ed for by the predictor Varlab;es.

e
First year principals.. The best predlctor of

overall JOb satlsfactlon for First year(f;1n01pals was
R{ln01pa1—Teacher Work Involvement. This factor which wids
the only predictor which was statistically significant,

accounted for 17.01 percent of the variance.
/-x, . ‘ ; .

il
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2-4 vear prlnc;gglq Three Lactors, ReSpOnolblllty

and, &u%onomJ, Liaison atzblqtrlct Levely and Prthlpal—
Teacher»W0pk Involvement, collectlvely accounted for 28.92
perceﬁt of the variance in overall job satisfaction. The
firsz predictc;, Responsibility and Autoncmy; accounted for
14.29 perceﬁt of the variance in overall job satisfcction,u
while the;secoﬁd predictor, Liaison at District Level; was

‘associated with an additional 10.435 percent of the wvariance.

o
Q

5-9 vear principals. Five factors acecounted for

[

“46.97 percent of the variance in ovegall JOb satlsfactlon

. o
The best predlctor for this career stage was’ Respon51blllty
and Autonomy, which accounted for 23.92 percent of ‘the %otal

. The.,other predictor factors. were Task Deﬁands,
%gﬁg;‘WE?KVInvolvement, Status Recognition, &nd
“District Level. - o S '

10-19 yvear€priricipals. Only 16.93 percent of the

Liaison

- total variance in 9¢verall job satisfaction for this céreer
stage was éccouhte for by,the t&o‘significant predictor
factors, Principal-Teacher Work Involvement and Rescon51blllty
and Autonomy. The first- predlcbor variable to emerge,
Principcl-Teccher Work Involvement, accounted forv12.79
percent of the variahce{

20 and more year principals. Two significant

~predictor factors, Principal—Teacher Work Involvement; and

’



“Responsibllity and ‘Autonomy, collectively accounted for
"40.34% percent of the Varianceuin overall jog satisfaction.
Principal—Teécher Work Involvgment, which was the first
‘factor to emersge, contribufed 22.17 percent of ‘the variance
“while Responsibility and Autonomy accounted for 18.17
percent. B
Table 49 contains the sﬁgndard partial regression

 coefficients for the eight factors‘obtained in the>stepwise
"multiple regression analfsis of overall job satisfaction for

ch of five cafeér stagesl The table presents the standard
parfdial regression coefficients for each of these fiée career
stagds to show the relationship between -each factor and
overall job satisféction. \

An inspection of the toefficients fo>‘each,£actor
p - - 0 3

: s L S O
across the career stages 1nd1cateﬁ'that Regpo_ﬁ‘blllty and

of First year principals but from <&here on, had a stronger

e .
4

relations Principal-Teacher Work Involvement alsé

appeared to be related to overall job satisfaction for
principals at all career stages although its assoéiation with

overall job satisfaction appeared to be strongest with |

I

s

pr;ndipals~with more than ten years' experience.
An examination of Ebe felationship of ther factors
i 3 .

with overall job satisfaction produced the following

obsérvations; Satisfaction with Salafy and Benefits appeared

RN . I N
A |
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to be related to overallvjob satisfaction only for First

. *year principals, while Liaison at District Level appeared
to be associated with overaL; job‘satisfaction for principal
up to nine years of experience.

v ) ’ — ' ‘...- \
To a lesser extent, btatus Recognltlon, and'Taskv

)

Demands apﬁeared‘to be related to overall4Job satisfaction
for principals with less than ten yeéars' experience. Nel the

ResourceiAdeouacy, nor Rapport with Studbnts appeared to be

@

associated with overall jobu satisfaction for any:stage of .

' ‘career experience when-controlling for other variables.

/\ o ~ SumMARY -/

‘ | | ”'\“’.\\‘\ - ) r £ ] '
. . .

A further lnvestlgatlon was carrled out in Problemm

ol

5 on the satisfaction of groups of” respondents 1dent1f1ed as
(1) hignhly satisfied or sllghtly satlslled and dlssatlsfl
on‘overall job satlstactlon, -and
.(2) High on ReSponslb llty and Autonomy (scores one

standard deVWatlon aoove the mean) ang Low on ReSpOnSlblllty

and Autonomy (scores one standard deviation below the wmean).

In oomparlson with Least Satlsfled respondents on
Vo

overall JOb satlsfactlon the resPondents 1n the Most

i

Satlsfled groun were found to be older more experlenced and
more lnternal in Locus of-Control.[ Those 1h the Least

Satlsfled group were found to- be more external in orieritatio:
"w?"

‘rthan other praﬁclpals and older than the average ‘age of the

total grouo, but with fewer years of career experlence On |,

N (
-three Overall sati Q‘F'ar\‘f'-l AN St Aamer R e o2 . v e oA
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Tactoers, stau1Suwcally 51gn1flcant differences were found.
'In eacgfoase, the mean of the Most Satisfied group was-
‘ greater than that of the Least Satisfieo grouv. . |
| The group ﬂlgh on ReSpOnolbllluy and Autonomy

experlenced more overall joo satisfaction and was more

Satisfied with the use of their abilities. 1In addition, they
tended to have less career experience and meke more oper-

- ational decisionsvas-measured_by the Budget Decision Scale. g

The relationship of ;nd1v1oual variables on the .

satlstCulon facbors/overall Jjob satlsfactlon 1nteracc10n

»

was.lnvestlgated in Problem 6. Differences were found in
predictor variables contributing to overall job satisfaction

for different gfoups, classified on Locus of Conﬁpol and

)

career experience. For Internal ILocus of Control, Principal-

Teacher Work Involvement was the major predictor of averall

L . . . . % co
job satisfaction, while the sec¢ond predictor, Salary and
: r _ . , v ‘

Benefits, was inversely correlated. Four predictor variables,

o

%y Principal-Teacher Work. Involvement, Status Recognition,

Responsibility and Autonomy and Task Demands accounted for

‘most of bhe variance in overall job satlsfactlon for External

.

Locus of Coéfrol . ) : .

- . . «

Career experlence groups showed Varlatlons in the
exfent of overall JOb satlsfactlon, wl;h satlsfactlon levels
tending to/rySe w1th increasing experlencen The relationship

between satlsfactlon factors and overall JOb satlsfactlon

appeareo to. vary with dlfferent Career stages, although ~
<

3 _
Pr1n01pal Teacher Work Iqu@@sment and ReSpon51b1l1ty and

a 3 27, %{&
‘ e & .
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Autonomy were the major prediétoré. iiaison at District

Level appearedgéo be“égsbciated with overall job Satisfactioh\
oniyvfor principals up %o nine yeafs' experience. - Other
findings sﬁch as the relationship between'Salary and

Benefits and overall job satisfaction'for First year career
experience, and between'Stétus Regogpition and Task Demands
and overall job satisfaction for principals up to 10 years'
vexperience.suggesfed that overall job satisfaction.was not -

static.
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\ CHAPTER 8 _
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\\ SUMMARY, CONCLUSIONS ‘AND IMPLICATIQN$M

'
'

The first sectlon of thls chapter contalns a summary

of the nature .0f the study, the Wnstrumentatlon and research

‘\.—4
methodology, the cample and major flndlngs Conclus1ons

drawn from the flndlngs and 7mpllcatlons are dlscusse
the~second sect;on.~ ' :/
' n \\_ a /

SUMMARY

Y Nature of the Study N 7 v//f
. ' : (
‘ The purpose of the study was to 1nvest1ga§\ the

_overall JOb satlsfactlon 0f school prlnClpalS in td Provénce

»

of Alberta, and to determine aspects of the D which

contributed to their job attitﬁdes The fra work developed

for this study resulued from the con51deratlon of the

v relatlonshlps among overall job satlsfactlon, satlsfactlon

w1th aspects. and‘clusters of aspects, and lnd1V1oual varfl:‘
ables Overall job satlsfactlon was conceptuallzed by’
j dlfferent theorists in the follow1ng ways:
: (1) the extent of ?ulrllment of an individual's higher
level needs (Schaffer 1953; Maslow, 1970; Porterlet ai.,
1975), ) ) _

(2) the“extent to which*“Motivator and Hygiene factors are

present 1n the JOb (Herzberg, 1959), and

228
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(3) the extent of satisfactioﬁ wi%h the job in all its
béspécts,(Lawler, 1953)-9 o | \

| " The following points(émerged from the literature
concerﬁing tﬁé\?;lationship°between overail job satisfaction
- and sétisfaction with aspects of the job:

(1) Yvoth overall job satisfaction and satisféction with
asnects of the JOb can be viewed in teTms*of the dlscrepancy
between ideal and actual states (Holdaway, 19ﬂ3b),‘

(2) overall job satisfaction is dete”m;ned by some
nomblnatlon of ¢eellngs Doout aspects of the JOb and

(3) 1ntr1nsic aspects of the job appear to contrlbute more
to overall JOb satlsfactlon than do- 1nterpersonal or extr1n51c

. , S KR

aSpects ‘ , ‘ ’ “ | S

'”rlnqividgal vafiéblés were included in Baner:s model
a5 a source of &ériationvin job attitudes. A number of
individual variables_weré‘identifieé from the literature and
were ciassified as personal, SbCialJ professional -and
organizational. The study investigated grodp differences on
the individual variéblés §Verall job satisféctibn‘and
for aspeéfs of the Jjob. "Further, followihg‘the épﬁfoach of
Wild and;Dawéon (1976), the study examined the relatiqﬁship 
‘betWeen-Specific.individual varlables On thé infegaction
between.satisféction with aspects aﬁajclusteré of aSpects,

and overall job satisfaction.

&
W

—r

Instrumentatisn and Methedology

\ -

4i§ta\w ré collected with a questioﬁhaire, Sources of
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Principal‘Satisfaction. The.instrnment, develoned for this
study, sought information;gertaining to personal character-
| istics;, overall satisfaction, lnternal—external Locus of
Control, item satisfaction and sources of job attitudes.
The Rotter scale was used to measure Locus of Control. A
six‘point’Likert~type scale was nsedvin the.sections relatingv
to the extent of overall satisfaction and item satisfaction.

. The questionnaire was,reviewed hy a'panel of graduate
students in educational administration ‘and pilot-tested with
a group gf Edmonton and Dlstrlct prlnc1pals. A stratified:

-random amg of 410 pr1n01pals recelved questlonnalres ana-
-a total o?vj:}\returns was recelved ol Whlch 327 Were usable.
The sample whlch was stratified on the bas1s of employlng

| authorlty, was found to be representatlve of pr1n01pals

2

throughout Alberta for admlnlstgatlve assignment.

' Review'of Major Findings

7 |
Findings- are summarized in‘this'chapter as they apply

to each of the six problems which were jinvestigated.-

»

Problem 1: Overail Satisfaction

Sub- Problem 1.1. "To what extent do prlnc1pals ‘

experlence overall job satisfaction?”

(1) On each of the four itens of the Overazdl
Satlsfaotlon Instrument, more than 90 percent of. respondents

- indicated that they were satlsfled The mean scores
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approximated the.réspoﬁsé category, Moderately Satisfied.

| N .
(2) The correlation of overall job satisfactl with
items in the Overail SétiSfaqtibn Iniﬁrument and Item

. - | . ) , |
Satisfaction Instrument, revealed that the two variables

\'with which overall jobisatisfaction was most highly correlated
. \
were Use of Abilities‘aﬁg Sense of: Accomplishment.

~

o

Sub-Problem 1.2. "Which féﬁétsAof the job are
personally selected by principals as leading to theilr overall

satisfaction and overall dissatisfaction with the job?"

[

(1) The five most commonly identifiéd facets of théf‘
job contributing to overall satisfaction were Relétiopshrps
with Tea@hers (30.1 percent)ﬂ Sehse‘of Accompliéhment (28.5
percent), Responsibility (26.perbént), Interperaonal
Relationéhips in the‘Work‘EﬁVironmenf (24;7 percent), and
'Autpﬁomy.(22;4 percen%). 'Approkimatelyiﬁalf of the

respondents identified one aspect as being associated with

relationships with teachers, and the other with.responsibility 

: 4
and autonomy. v I f

2) The major facet persohally"dentified by
respondents as confiibuting to ove:al -disSatisfac%ioﬁ was
Administrafiqn and éoliéies (bh.2 pércé t)l In addition, a
" relatéa categbry, Conétraints in'the‘O erali‘Systeﬁ of
Educational Administration (18.51?ercent)Vcontriﬁuted to
overall dissétisfag}ion. $ne third of respondents'identified
éatego:ies relatedlfo A@bunt of Work (22.4 peréent); énd

@ .
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Challenge of Work {11.9 percent). ' Im addition, approximately
r\\a third of respondentsjréf@rred to Relationsh;ps with Parents
\‘16.8-per§ent), or“Attiﬁu&es of Soéiety (16.2.pércent).

. (3) 'Ah analys%; of the conff}bdtion of facets to

overé%l'satisfaction_and overall dissatisfactionfindicated
“that é@xen facets contfibuted more to satisfaction tHéQ\ :
dissaﬁis?@étion, and'éigh% facets contributed ﬂqre to
dissatisfadtion than satisféction. - Five facets, ;ncluding
Challenge oflwdfk, Studenf Attitudes and:Performance, and -
Pay and Benegéks, did.not differ significanfly-in their ‘
contribution to | ither overall sétisfaction or overall
.. dissatisfaction. )
| (4)  Two faéetg deaiing mainly with rélationshiﬁs
with teachers, were found tolcdntfibute'more fovoverall‘
éatisfaction'than overail‘dissatisféction.‘

A(5) Categoriés were regrouped for'an;lysls tovform
Motivatér_and Hygiene faCtorsv(Herzberg, 1959) . ‘ihe |
analysis focused on the contribdtion of both fact&rS'to
overa;l,satisfaction and overéll.dissatisfactioh. Thé

Motivéto: factor was obsérved'to contribute.more fo overall
satisfaction while thé~Hygiene facfpf‘contributed more to
overall dissatisfaction. .

. (6) When.categories wers gioupéd tb form three
categories, Intrinsic, Interpérsonal'and Extrinsié, 5oth
Intrinsib and Interpersonél'categories weré’opserved to

/ contribute more to overall sat
s ST

)

isfaction than to overall
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dissatisfaction, while the Extrinsic category contributed

more to overall dissatisfaction than overall satisfactiocn.

Sub-Problem 1.3. "To what extent do facets of the
job personally selected by prinqipéls as leading 1o their
‘overall safisfaction and their overall dissatisfaction

vary in relation to principals' characteristics?" /

(1) Differences were found for groups classified on

the basis of type -of employing authority and career experience
- f . . 7 . / o . .
relatéd to the choice of Motivator 'and Hygiene factors

'contrlbutlng to overall satlslactlon

(2) leferences were found for groups cla581f1ed on
the basis of Locus of Control (sex, communlty settlng,
?arltal status and o*sanlzatloral size related to the ch01ce

of Motlwator and Hygléﬁe Lactors contrlbutlng to overall

.alssatmsfactlon.

’

4
Problem 2: Item Satlsfactlon

Sub—Proolem 2.1. "Which items of the job contrlbute

to principals' job satlsfactlonO"

(1) On 25 items, more than'SO pércent of principéis
’indiéafeq that they were satisfied. ©On only one item;
Consultatlon between the board and teachers concernlng
worklng condltlons, ‘was less than 50 percent satisfied.

r“(Z)b Factor analygLs of the h5 'items resulted in an

fa
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Bight factorvsolution which accounted for 56.53 percent of -
‘ihe total wvariance. The eight factors were Llal%pn at
District nevel Principal-Teacher Work Involvement,
ResponSioillty and Autonomy, Status Recognition, Task
Demands, Salary and'Benefits,/Resource Adequacy, and Rapport

with Students.

Sub-Problem 2.2.  "Which satisfagtion factors are the

the best predictors of overall job satisfaction?"

(1) Five significant predictor variables of overall
§0ob satisfaction Were‘identifiediby stebwiée multiple
regression'analysis. \Theseivariables, Responsibility and
Autonomy, Prin01pal Teacher woxk Involvement Liaison at
District Level Task Demanos, and Status Recognition,
accounted for 30 56 percent of the variance Three of the
factors relate to the intrinsic nature orf, the'work and two

Rk W

to interaction involved in the work setting. -

Y

(2) The first predictor, Respon31bility'and Autonomy,
" accounted for 11 percent of the variance, and in COmbina%ion )
with PrlnClpal Teacher Work Involvement accounted for 19.59

percenu of the variance in overall job satisfaction.

Problem 3: Overall Job Satisfaction and Principals'

Characteristics

Lo "To what extent are differences in the level of

overall job satisfaction of principals aSSOCiated "with

~
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personal, social, professional and organizational variables?"
y e N

Differences in overallﬁjob satisfaction,between
{
/

groups .were associated with two personal Varlables, age

and Locus of Control, a professional variable, career
vexperience, and thfee organizational variables, fype of
'emproying authority, organi;ational size, and teaching
.assignmegﬁ.. Less satisiaction wés experienced by principals
who''Wwere younger,. of'an external orieptation,(standard/
deviaticen split), énd with less than five years' career
experience. More~satisfa6§idg was experiénced by Disf}icts'
principals, principals_of 4¢dium—largé“schools (from 29539
teachers), and principals wﬁb faught’less thanm5;hours per

week.

v . .
Problem 4: Satisfaction Factors and Principals’ -

Characteristics d

PN

"To what extent are differences in the level of -
) N
'prlnplpal satlsfactlon with JOO faCuOFS associated with

pefsonal 3001al profe551onal and organizational varlables?”

T leferences between groups occurred on seven of. the
eight factor No.31gnlf1cant dlfferencgs wqre obse;vea for
Rapport with Students. The following statiétically
'Significant»findings related to sat}sfécfion with - job factors

~ -

were found:
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Personal variables. Age. Younger principals were

less satisfied than other principal groups with Principal-
Teacher Work Invol emént, and Reipurce Adequacy. -

Sex. Female prihcipals were more satisfied with
*

Salary and Benefits.

©

Locus of Control (standard deviation 'split). .The

Internal group was more satisfied with PrincI al-Teacher

Work Involvement, Status Recbgnition,'and Salary and Benefits.

—

Social variables. Community. setting. Le&b sdtis-

faction was experienced by City principals with‘Liaison.at
District Level, Town prinéipals with Principal-Teacher Work
Involvement and balary and Benefits, and Rural pr1nc1pa15k\d
‘with Salary and Beneflts, and Resource Adequacy'.

Employment statu§ of,spoase. Principals whose

spoube was a full-time educator were more satisfied with

' Task Demands.

Professional vaqgables ~Career 'experiericse.

Efverienced principals were leqs sat’sfled with Respons1—<

~

bility and Autonomy,

N

hile new pr1n01pals.were leSs satisfied

with Taskaémands,. d Resource Adéqdacy.
Educational level. <Principals with highest .
: S o : o
educational levels were less satisfied with Liaison at

District Level while principals with the lowest educational

level were less satisfied with Task'Demaqu, aﬁd)Resource

A
-

Adequacy.
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Organizational variables.  Type of employing duthority
: s

Differences were found on six factors for this variable.

City principals were more satis fled with Salary and Benefits,

but less satlsfled than all other groups with Llalson at
l Dlstrlct Level A dlffepsncszet een the City, grouosiwas

observed on Resoon51blllty and -Autonomy, with Clty A oelnv
less satisfied than City B. Principals in Dlstrlcts were tHe
most oatlsfled group with respect to Liaison at Dlstrlot Level
but were less satisfied with Respons101lltj and Autonomy
Prlncrpals in Counties were less satisfied with Prlnc1pal—
Téacher Worh Involvemen%:'and Responslblllty and Autonomy,
“and together with principals in Divisions, comoosed a group

.less satisfied with Resource Adequacy, and Salary and Benefits.

Admlnlstratlve ass1gnment Less satlsfactlon was

observed for Elementary pr1nc1pals on Liaison at,Dlst“uct
&
Level, Junlor ngh prlnolpals on Resource Aoequacy, and

Senior. ngh prlnoﬁpals on Status Reoognltlon 'ano Principal-

Teacher Work Invelvement. - 1

7 Organizational size. 1n01pals of smaller schools
}kvwere less satlsfled with Task Demands, and Resoﬁrqg Adequacy

©

H{:f . ‘Teachlng ass1gnment rlnCLpals wﬁo taught less than -

fgn hours p&; week were legf satisfied w1th Liaison at |

Dfstrict Level while' principals w1th a heav1er teaching

-

1 ad were less satlsfled with Salary and Benefits, and

Resource Adequang

Budget deo151on scale. The centrallze group was

less satlsfled w1th Respon81bllltj and Autonom§\¢han thg
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decentrallved gr@up

1

; An examination of these findings in rela “to ‘the
seven factdrs on whlch statlstlcally s17n1flcant differences’
were found led to the folleing conclu51ons

LlalSOn at district level. Less sat1s1actlon with

this factor was experlenced by prlnc1pals of large element-
ary schools.‘ Gene”ally,'these pr1n01pals were employed~1n
larger complex systems and.had more yeams of formal

deducatlon. 1 o ' .

C, Principal-teacher weork involvement. ‘Less_satisfaction'

@

~ewas found for younger pr1nc1pal and_fof;thOSe-with an

External Locus of Control orlentatlon " In general the-less
satlsfleo prln01pals were located in Towns and were employed v
by County jmrlS&lCulOnS; Clty prlnc1nals were more SatlsflEQV

%

with “this factor o nJ

Respons1blllty and autonomy Less.satisfaction was
reported by pnlnCLpals of more than twenty years" experience,
3
and by pr1n01pals who were employed in elther large,_complex

.

systems or in. small systems However, pr1n01pals/1n Cl vy B
and r1n01pals who were groupe& as Decenurallzed on, the . ",\ﬁ s
Budgiﬁ'Dec1s1on Scale were more sat1sf1ed>on this factor.

Status recognltlon Less satisfaction. was experl—

enced‘/y Senior ngh prrn01pals and by pr1n01pals class1f1ed A
as External Locus of Control orlentatlona

co

Task demands /less satlsfactlon w1th this factor

was found for Dr1n01pals w1th less formal educatlon, in-

charge—of small schools and for those in the: flrst year of

a
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career experience. Principals whosé spouses were employed
as educators were more satisfied with Task Demands than L

those whose spouses were employed in other 'occupations.

Salary and benefits. Females, principals grouped as

Internal Locug of Control) and City principals were more

<

satisfied with.this factor. Less$ satisfaction was found for

principals employed in Counties™and Divisipné or who had

teaching assignment in excess of 10-hours per week.
S . t ’

.Resource adeguacy. Generallj, less satisfaction with

_this factor was reported by younger and less éxperienced g
principals with less formal education who accepted an

appointment in a rural location which required a teaching .

assignment in excess of 10 hours per week.. , -

Problem 51 zFurthgr Analyses Qf the Satisfactions of

Respondernts’ | . . : _ S

/ '

\Sub-Prob%em 5.1. “What differences in individual and

\ work variables exist bétWeen respondents who indicated high :
¥ . . . ¢ ' . . : L . p
overall job satisfaction and those who indicated slight job -

9 -

¢

N
e AL RS N

satisfaction or dissatisfaction?" s

c L

/ i ) : - | . ' - . " . 4:
- 7 s . ) -' s o . . ) . s
o Statistically significant differences were observed

Iduierc o P CETRNSY

<

on age, career experience and Locus of Control. In com-

parison with“the'heéhs of the total group, both ‘the Most

Satisfied and Least Satisfiéd groups tended to be older and
» ” ) : > -ﬁ.‘ . ' o LT " .
more external in Locus of Coritrol orientation. However, the .

«

Most Satisf%ed group was more, experienced- than théitotal

[

.




group while the Least Satisfied group .was less experienced.
A comperison off both groups 1nolcated that the Most Satls;§bd

group was older and more experlenced than the Least Satiﬁlled

- group which was more external in LocuQ of: Contro; orleﬁ atlon.

otatlstlcally significant dlffererces were also found between

o

the Most Satisfied group and Least Satisfied group on three'

9

Overall Satisfaction items and on six fgctors. 1In eaoh case[

- the mean of the Most Sati§fieddgroup'was higher tnan.the mean
of the Least Satisfied group. Observation of gne'means of -
the Léasfﬁ Satisfied group indicated that less satisfaction
was experienceqwon Use of ﬁbilities,'on-Principal—Tea;ner g
Work Involvement, and ReSponéibility and Autonomy. These
:same variables provided the greatesf'extent.of satisfactiqn

for the Most Satisfied group.

Sub-Problem 5.2, "Whet differences in individual
andpwork variaoles enist between fespon dents who 1ndlcated ;
that they were most satlsfled with:the factor which was’ the
best predlctor of overall JOb satlsfactlon, and those who

were least satisfied w1th thls factoro"

o .. . . - ’ 7
- 7

S Statlstlcally 51gn1f1cant dlfferences between Thes

4
n‘ .

groups, High on Reapon51blllty and Autonomy, and Low-on
hRespons1blllty and Autonomy, were found on four varlables
Pr1n01pals grouped as High on Respon31blllty and Autonomy,
were found to be less experlenced more satisfied with the

©job in all its aspects and'more»satisfied with the use of
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abilities than those grouped as Tow on Résporisibility and

»Autonomy. In addition,‘the High group tended to make more
in-school decisions than the Low group, as measured by the
Budget Decision Scale. |

Problem.6: Relationship of Specific individual Variables

on the Overall Job Satisfaction/Satisfaction Factors

Interaction

"What is the relatlonshlp of seledted 1nd1v1dual
_variables in the interaction between satls tion with job

factors and overall job_satisfac}ion?"

- Two~ varlables,,Loous of Control and. career

Al

'experlence were selected for this 1nvest1gat10n Findings

K
4

;pertalnlng to Locdus of Control were:

(1) 'Princinal Teacher Work Involvement wasﬁthe first

3

predlctor of overall JOb satisfaction to emerge for both

‘the Internal and‘External groups. The factor contrlbuted

s

o 45 96 percent of the variance in overall JOb satlsfactlon

for the Internal group and 13.25 percent for the External

group. o _ ' ) "

\ -~

ox (2) Salary and Benefits was a 31gn1flcant predlctor of‘

overall JOb satlsfactlon for the Internal group, “but’ 1ts

correlation of -.32 suggested that for this group, the more

oo

'foveralh JOb satlsfactlon they reported the less. satlsfactlon

- Y

they experlenced with Salary and Beneflts. ¥

(3) Respon31blllty and. Autonomy was a 51gné§10aﬁt predlctor

\

iy
rn -R ’ - Q«:‘ ! :

Vel
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of overall JOb satlstactwon for the External and Inter-

medlate groups but‘not for the Internal group-.

,??7

(4) StatuS‘Recmgnltlon and Task Demands were predictora

of overall,job satisfaction for the Extarnal group {in
-addition to the’two factors alreadyfmentloned) and
contxibuted more to the)varianoejin overall job satisfaction
~for thix
(5) i

determined .

group than for elther of the other two groups.
prgdictors of overall job satisfaotion were
r the Intermediate group, accounting for 30.28_
‘percent of the total Varlance . |
4 Flndlngs_pertalnlng to career experience'were-///
't(lj Overall satlsfactlon was found to vary over the
*'stages of career experlence Overall satisfaction decllned
after the first year, but fromith flfth year showed an
upsw1ng Wthh tended to contrﬁge with 1ncreas1ng experlence
(2) Pr1nc1pal Teacher Work Involvement was a 51gn1f1cant
predlctor of - overall job satlsfactlon for each stage of
career experlence ’
'(3) Respon31blllty and Autonomy also was a major predlctor
of overall job satlsfactlon except for Flrst year pr1n01pals.
| (%) Satlsfactlon w1th Salary and Benefits appeared to be
related to overall job- satlsfactlon only for Flrst year

‘principals. o

<

’ 7(5) ~Satisfaction with Liaison at District Level' Status
-;Recognltlon, and Task Demands appeared to be related to .
overall job satlsfactlon for prlnc1pals w1th less than ten

years' experience. ig:
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CONCLUSIONS AND IMPLICATIONS
ry

\

Relevance of the Findings to' the Literature on Satisfaction

In this section, specific findings of the study are
discussed in relation to the géneral literature on job

‘Satisfaction which was reviewed in Chapter 2.

Overall satisfaction. In éeneral, principals'were.

found to' be satisfied with the Job and with’aspects of the
Job. Princinals who reported the ieast overall job.satis—
faction exper;enced less need fulfllment than other
.prlnc1pals This was ZV1dent for both the measure of lower
order needs, Social Relatlonshlps and the measure of higher .
order needs, Use of Abilities. There was less fulfilment of
higher order,heeds than Oof lower order needs. - In contrast
principals w?o reported the most overall Job saggsfactlon,
experlenced a high level of fulfllmen\.of hlgher order needs,
.even more than of lower order needs.
The follow1ng conclus1ons relate findings from thls
.Study to the two-factor’ theory of Herzberg. Flrst thel
.theory as stated in the rev1ew of the literature 1n Chapter 2,
that all motlvators eomblned contribute more to overall
Msatlsfactlon than to overall dlssatlsfactlon, and that all
hyglenes comblned contrlbute more to overall dissatisfaction
than to overall satlsfactlon held true in this study.

Second, vln general pr1n01pals derlved their overall'

1satlsfactlon from thelr work, relatlonshlps w1th teachers,
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¥ .
responsibility and autonomy in the JOb content and a
personal sense of accompllshment. In general, thelr-overall
dissatisfaction was derivedvfrom,administration and policiesﬁ&
the type and amount of work, prevalllng socletal attitudes

,towards educatlon and parental attitudes towards the school.

B \,

%. Third, in contrast tofgerzberg S Theory and to <

. ﬁ@ndings reported 1n Chapter ﬁ#zlnterpersonal relatlonshlps
w1th teachers were fgund to’ contrlbute more to overall satls—
factlon than to overall dlssatlsfactlon Interactlon in the
work env1ronment particularly with co-workers w1thln the
school was descrlbed in®the literature review as a key .

| component of principal acthlty and was personally identified
by pr1n01pals in the study as a source of overall satls-
factlon: Findings related to Pay ang Benefits, Challenge

of Work, and Student Attltudes and. Performance, 1ndlcated

/that these three areas were not 51gn1flcantly dlfferent 1n
their contrlbutlon to elther overall satisfaction or overall
dlssatlsfactlon. o S L | \ S

Fourth, in thls study, dlfferences 1n the cont/;butlon :

'of the. MOtlvator and Hyglene factors to overall satlsfactlon

.and overall dlssatlsfactlon were‘found to-be assoc;ated with
seven individual‘characteristics;, In'each case,‘the ¥

irelationShip was of lowbstrenéth' -In general, with some

ke

modlflcatlon for variations found in the 1nterpersonal

s

aspects,

the overall satlsfact;on and overall dlssatlsfactlon L
prlnclpals-tended-t§ follow Herzberg's two-factor

[ S
gk
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Satisfaction with aspeets of the job. Factor

' analys1s of the 45 satlsfactlon items revealeaﬁflght under-A
'lylng clusters of aspects assoc1ated wfth prlnCLDal job
Sa.blS.LaC't;LOn, | These were r?lated tcﬁ the nat‘ type and
amount of work, status ard prestlg work interaction with
district administration, teacgkrs and stndents, salary and
benefits, and availability of resources. 1In relation to
factors discussed‘in Chapter 2, two'aspects, variety and \‘f
amount of work, COHCGDuuallZed as part of the Work Itself
and Working Condltlons reSpectlvely,\comblneo in the study s
to compose the factor, Task Demands. In‘addltlon aspects
of the JOb related to negotlatlons 1oadea on Llalson at
District Level L |

-

Overall satlsfactrpn/ltem sat1s¢act*on 1nteractlon.

The Iactor relatlng 1o the Work Itself was found to haVe the
hlghest relatlonshlp w1th overall JOb satisfaction. 'In
‘general. lntrlns1c aspects of the job relating to nature{

t and amount of work, and status, as well as 1nterpersonal

tS’relatlng to work 1nteractlon with teachers and the
district adnlnlstratlon, were found to be s1gn1f1cant
vpredlctors of overall job satlsfactlon, although accounting
for only 30 percent of the total varlance. S A comparlson of -
~ the free—response and scaled—reSponse answers of respondents
1nd1cated that in both approaches work 1nteract10n with

teachers»and the nature of the work, reSpons1blllty and

autonomy, were the asPects of the Job.%ontrlbutlng most to
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P

'overall job.satisfacfion. In both approaches; sﬁatus was
identified as a source of overal%wsatlsfactlon but nelther
salary and benefits nor 1nteractlon with students was .- found

tto contrlbute s1gn1flcantly elther to- overall satlsfactlon

or overall dissatisfaction.

Two'aspecﬁs whlch predomlnated in free—response e

- answers as sources of dlssatlsfactlon, namely admlnlstratlon
and. p011c1es -and workload ‘were found on scaled-response
answers to make a 51gn1f1cant contrlbutlon to overall |
sgtisfaction. However, %nalys1s of scaled-response answers
for both aspects, revealéd that there were dlfferences
‘between groups on the-extent to which they experlenced

overall satlsfactlon — | - (/“7
) .

L3

RelationShip>of Individual Variables
Conclusions pertaining, to the individual character—
lstlcs of respondents used in the study are dlscussed in the .

&N

“follow1ng’sectlon.

3

Personal»Variables

4

Locus.of-control. The finé;ziz/féat the g%oup“of'w.
Internal respondents was more'satis I with-the¢job ih all

its aspects than the External group was in agreement with

research, 01ted in Chapter 2.+  In addltlon, prlnc1pals who
derived the least overall satlsfactlon from thelr job were
found to be external in orlentatlon. However, respondents‘

who experienced the most overall job satisfaction were

>

.
e,

2

-

=
%

£
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.neither strongly intérmal nor external. - An eXpectanc- that
one is ungble to xert influence on the env1ronment and that
outcomes are- cont olled by outside forces/affects the .j
potential. of the Jindividual +to experlence high levels of"
,JOb satlsfactlon w1th aspects of the job.

*
The maJor factor contrlbutlng to the overall JOb

satlsfactlon of the Internal was work interaction w1th
teachers. fThis aspect would be the major area in which the
,principal could influence school outcomes. Another finding
was that the most internal €roup of principals derlved ll%tlef
overall satisfaction from respons1b111ty and autonomy. The :
orlentatlon to control the work env1ronment may provide |
an in-b®ilt sense pf respon81b111ty For the lnternal
interactlon with teachers in the accompllshment of work

tasks is an 1mportant source of JOb satisfaction.

Salary and Beneflts also was a factor ass001ated
with satlsfactlon»for 1nternals Although the”’ 1nternals-
percelved their present level of salary as adequate, the
group of most 1nternal respondents indicated that the level
was . inadequate compensatlon for their work efforts. For

¢

these respondents, a negatlve relatlonshlp between overall
eJob satisfaction, and salary.and beneflts may be assoc1ated
with their- 1nab111ty to influence thelr own level of salary
because of methods used in salary determlnatlon. In regard
to personally 1dent1f1ed sources of dlssatlsfactlon, the'

‘Internal derlved dlssatlsfactlon from dlstrlct admlnlstra-

tion and pOllCleS, an aspect of wonk over whlch he hTS less
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. control and which restricts his own personal decision-

: . . " . S L) . )
making and activity. ° ¢

v (

Ty

With respect to the external group, overall job
satlsgaetlon was derived from the nature, type and amount
of work, work 1nteractlon w1th teachers and recognltlon
by others. '.Thefolusters of aspects contrlbutlng to the
external's job attitudes were more aiveree than for the

internal, but were also associated generally with in-school
. . 3 //\.J -

T . - ‘ ~

-

experiences. ' : : .

Age. Yohnger principals-were less satisfied with
the job in all its aspects, and with 1nteract10n with
teachers in the work env1ronment. In general the level of
satlsfactlon rose w1tﬂ increasing age. However, this
flndlng must be modlfled by flndlngs that, pr1nc1nals who

assume the p051tlon later in-life, experlenced a decrease in

satlsfactlon w1th age,

.
s
]

§gg. Femal prln01pals were more satisfied with
Salary and Beneflts. This finding was in agreement wlth
«aresearch cited in Chapter.2. However, the sample of women
‘priﬁcipals was. small. ‘

Social Vériab;éS'., o

Marital Status. ThlS varlable was not related to

dlfferences in the JOb satlsfactlon of prlnclpals.

o~
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Employment status ofvspouse. he full-time employ-

ment of the pringipal's spouse as an edycator rather than in
some other occupation was related to higher levels of . .

‘s understanding

o cqﬁplete

tasks associated with the'principalshiﬁ may oartly explain

satisfaction with Task Demands. The spous

and tolerance of the amount of time require

this finding. - o ' ~

~

Communlty settlng The work settlng rather than

/

community settlng tended to be a powerful determlnant of

job satlsfacilon. The communlty settlng may interact w1th
other Varlables such as the type of employlng authorlty to

produce less favorable SLtuatlonal factors. Ty

- -~
0

£

Professionable Variables : SR '\L

Administrative expefience. ‘Changes’ in the extent of

joh satisfecfion . were Observed throughout the principal's
careef. These wer° ev1dent for overall job. satisfaction
iand for satlsfactlon w1th aspectsvof the JOb- Generally,
the trend was.for overall JOb satlsfactlon to 1ncrease with
increasing career experience. Although factors contributing
to. the overzll job:sat;sfaction of First Year princ}pals
accounted for only,a small pergentage of variance, the-major
predictor of overall job”satisfaction was work interaction
with teachers.. During the first year, the principal is

—.concerned w1th the type and amount of the work 1nvolved w1th
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the position and with the édequacy of resources, /j“ g
. o z*/,"

In the following %lgh%‘YéﬂTﬁj ppincipals derived - -
satisfaction frcm*lnmgractlo with dis \fét manage t and

R : \._\___‘_, * .
status. 1In later career stages, primcipale derived o
satisfaction from the -nature of the job cdntent and from
‘interaction with teachers. Pr1nc1pals with more experlenn

“were less satisfied w1th the level of 1ntr1n51c content in

their work.
. -

>

-

Educational level3 Dgg;2Yences between groups on

thls category were evident for a number of aspects of the
job. Principals with more educatlon tended to be more ’
\/\——\/ )

critical of thelr 1nteractlon with district management while

§

pr1n01pals w1th less education tended to° be more dlssatlsfied

7

with their JOb demands. In the latter case,(e%her variabl
< ﬁ\,‘
such as eachlng a851gnment organizational size, and

admirfistrative experience may interadt with educational
~ level to produce'less-satiéfaction'with the type and amount

L

of work.,

InvolVement in profess1onal and communlty acthltles.
~ ‘
\ These varlables were not as3001ated wlth dlfferences 1n

- the extent of overall job satlsfactlgn or satlsfactlon W1th

aspects of the Job. ¢ : L | o
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3

AdministEQ%iVe assignment. This variable wae nbt Q&

e B ‘ -
T . ‘
<e&associated with difTerenc S in the extent-of overall job

b

1 =4

7sat1sfaetlon. However, Elehentary prlHCLpals tendedu$o 2

'kp -

be l%§§msft15fled Wlth 1ntenee¢ions at dlstrlct level, Nhlle()
Senlor ngh pr1n01pals were less satlsfled with both work _—
1nteractlon with teaohers and sté%us In large - enlor hlg@ !
Schools, prlnc1pals tend to have less opportunity to’ work i

closely with 1nd1v1dual teachers or initiate changes in

" School act;v1t1es, and may *be less visible to their varlous

lfpubllcs. "The avallablllty of Tesources was a concern - to_

pr1nc1pals of. the Junior ngh group which - 1ncluded pr1nc1pals ~
. e
of many rural K-9 schools

Type of employing authorlty Thisf;arlable was

v

assoc1ated with dllferences betwéen groups class1f&ed ' .&§

accordlng to the type of employlng authorlty on voth overall
job satlsfaculon and Satlsfactlon w1th aspects of the job.
EV1dence was found that pr1n01pals in the complex 01ty

dlstrlcts and in County Systems,ewere less satlsfled-Wlth/ 3
k' : ' ‘,J

Organlzatlonal Slze. In medlum-large schools (2Q—

thelr Llalson at Dlstrlct Lev@l

"39 teachers), prlnc1pals experlenced more overall job
satisfaction. than pr1n01pals of smaller schools. In regard

to aSpects of the JOb prlnc1pals of small (1 4 teachers)

5
ef’ < »

5 1.5 N . | \ 9 ’:’,/,‘_/
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schools were -satlsfled w1th the nature and amount of

~

N\
\.

- . e\
. o , s : \
4 : . . . \

worK and avallablllty of resources.“

¢ \ #
Teaching assignment The amount of teachlng ass1gn—
i \

ment- was found to be rerabed to the extent of overall job

satlsfactlon ‘and to saolsfactlon w1th aspects of the Job.~

More " overall job- satlsfactlon was ev1dent for resp ndents

LA

with a teacnlng ass1gnment of less tnan one day per week

Because teacnlng ass1gnment is relateg to a number of othet
[

organizatlonal varlablesu thls‘warlable may contrlbute to .,

Y ?

. ,./ Y . v T . - .
less Favorable attltudes_on a numper,. of satlsf;%%;on factors.
N - D.-_- . ] / ‘ﬁ - ) . , - /!.

Budget decision scale. Respondents ho. wére found

'/

\.‘. -

’ to make more operatlonal deClSlOnS at the school lewel were

more satlsfled w1tb the nature of their work.
! . {4“ . Th . ‘ - : .,

Relatlonshlp of Ind1v1dual Varlables on Overal},Satlsfactlon/

Item Satlsfactlon Interactlon .

A Tth_reSearchchas'lndlcated’that attembxsﬁtoqdevelOP
a Simple sbatement-of the relationship'between aspects of ..
-the job, overall : job satlsfactlon and’ 1nd1v1dual varlables
-are not fea31ble. In general the nature of the. work and
>1nteract10n Wlth téachers were found to be assoclated w1th
rthe overall Job satlsfactlon of principals. However, an

vassumptlon should not be made that these 'two aspects make N

,the maJOr contrlbutlon to overall JOb satlsfactlon for all :

¢
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..respondents. For example, for'respondentsngrouped"as
Ihternal ’ f:Jof Control or as First Year princip 15,
Responsib;‘ vy and Autonomy was not s1gn1f1cantly rela+ed

vt

Lo _ to overall Joﬁbsatlsfactlon Pr1n01pal Teacher WOrk

J

for *hese two groups and for principals w1th more than
/

Involvement contributed more to ove;;;l -job satlsfactlon

20 years' experlence The strength of the relatlonshlp
between aspects of the job and overall: JOb satlsfactron

varied with Dersonal and profesS1onal characterlstlcs 'Thus,

overdil _Job satlsfactlon derlved from aspects of the job -

o was found to change w1th varlatlons in individual character—.
blSthS- ‘The attltudlnal bases of overall Job satlsfactlon
were fpund to be dependent not only -on work varlabIes but also
upon 1nd1g1dual varlables These flndlngs p01nt to the
comp&ex1tyvof ‘the concept, Job satlsfactlon by 1ndlcat1ng
that 1t is contlngent upon dlfferent comblnatlons of t

‘ 1nd1v1dual and work varlables. o |

«

_‘ IMPLICATIONS e
> %‘:’”’W o h,

B

Jol

Implications‘for'Educational Administration

=

Impllcatlons which may assist ln maklng the work of
the pr1n01pal more congenlal relate SpeCLflcally to.; '
(1) work varlables 1dent1f1ed in the study as sources of
JOb attltudes and " . A q »
q§(2) differences amoﬁg groups,onipersonai; profeSSiOnal

-
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and or%anizatiqnal variabvles. -
The following implications are pertinent to |

educational admlnlstr:tors who work in close llalson with.
'prln01pals.

1. Attempts to make the work of prln01pals'more challenglng

by des1gnat1ng addltlonal respons1blllty and autonomy in

the job contﬁﬁt would make a contribution to the fulfilment
‘ of their hlggerjyevel needs and to their feellngs of

accompllshment and overall JOb satlsfactlon A maJor

souré% of overall satlsfactlon was Iound‘to be the oppor-

~

tunlty to make independent decisions about the school program
‘and bperations. Decentrallzatlon of de0151on-mak1ng to- the

“kschool level R measured by the Budget Dec1s1on Scale
contrlbuted to satlsfactlon w1th this aspect for some
'pr1n01pals However, one must note that for many prandpals,
espe01ally for those in small rural schools, an 1ncrease
in the varlety and amount of work may not enhance satls?
faction w1th reSpon51blllty and. autonomy, but may result ‘
in decreased overall JOb satisfaction. Already, long hours .

-~ are requlredsgﬁ’complete the workload . Dlssattsfactlon
mlght be reduced by removing many of the restralnts whlch
pr1nc1pals perceive to be placed upon thelr autonomy by
dlstrlct admlnlstratlon and by prov1d1ng additional

o t

’admlnlstratlve ‘and clerlcal aSS1stance

Educatlonal admdnlstrators ought to be aware of the

'}VlGWer levels of satlsfactlon expressed by mature pr1n01pals

*?.;.
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with their responsibilityfand autonomy, espécially‘int
f educatlonal program develoPment. In general, these

prlnClpalS deSLre to work with staff in development of the-

ot

| school program ,

2. Interactlon with teachers was the second maJor area

[

Tw

related to the overall JOb satlsfactlon of prlnc1pals.-'
Concern was expressed with the quallty of profess1onal
services’ and attltudes such as dependablllty and cooperatlon.
Less satlsfactlon w1th this aspect of the job was reported

\

by younger pr1nc1pals in towns and rural areas of the

!
province. Thelr teaching load left little tlme for them to
mekt with teachers 1nd1v1dually and collectlvely to discuss

. matters related to the ‘Operatis

of the school ‘programn.
Provision of extra admlnlstratlve time by decreas1ng the . . vi
teachlng load may 1ncrease sat1sfact10;~' ’
relatlonshlps. A sensitive prok em -=ﬁg$ned by'some\

: pr1nc1pals resulted from the acceptance of a pos1tlon in
whlch\they inherited an entrenched and often unchanglng

\staff v Over time, pos1t1ve relatlonships with. “the central
office may prov1de the feedback and recognltlon sought by the
prlnClpal and reduce feellngs of dlssatlsfactlon w1th the -
“job.

' 3' Another recommendatlon concerns the pr1n01pal S
relatlonshlps w1th central office. Many pr1n01pals commented‘
that central offlce staff ought to be sensitive to thelrv

Fl

concerns and to the-;nd1v1dualpfeatures of their school.
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Other comments suggest that‘prlncipals feel alienated from
the.decision—making.and’communication processes.of-the |
district or are dissatisfied with policy’proceddres. There.
4 may be'advantages'hoth to the jurisdiction and  the school
from improved principalfcentral office/Board relationships’
such as_through:regular'opportunities-for consultation7 - In
large systems, sOme principals,with'higher'educational ”
qualifications,nelementary school assignments, or.
approximately 5 years' career eXperience,vmay’deriVe more’
'personal satisfaction from making a contribution to the
educational deveIOpment of the district‘as'for example
through participation on spepial: committees. The role ,of

the pr1n01pal as "the gatekeeper" between central offlce‘

F

and staff may be ov oke@ by some admlnlstrators.

¥ ‘
Consultatlon with and’lnvolvement ofj¥§1n01pals may foster

vcongenlal relatlonshlps. N #& _ _v" o,

'4. The express1on by prlnclpals of hlgh levels of dlSS@%lS-
faction with the attltudes of s001ety a%d parents tﬁgards

educatlon and teachers, must contlnue to be a matter of |
.concern to educatlonal admlnlstrators.u Although no‘
q

: ievaluatlve materlal is yet available, feellngs were expressed
by several prlnclpals that- developments in thelr schools
towards establlshlng commdnlty sdﬁoollng had created closer _l
llnks between the school and parents, and had resulted ine
"very llttle personal hassle" between the communlty and.
school ‘There may be galns through the 1mplementatlon of

thls or other approaches to 1ncrease the)lnteractlon between:

N



'.con51dered before the level oﬁ»dlssatlsfactLon affects th

7qua11ty of educatlon. _ L‘? N o ;7
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the ‘school and community e

5. Herzberg (1976) 1nd1cated that hygiéne factors should

'

be prov1ded "for. wnat hurts " General concern was

expressed by prlnc1pals partlcularly from rural areas

. (i.e. Counties and DlVlsaons), about:

(a?i the avallablllty of staff fac1llt1es and
_equlpment . v h
(b) the amount of work 1nclud1ng a heavy teachlng
| 'as31gnment and, | é. i :
(c) the Salary dlfgerentlals 1n comparlson w1t?
"'01ty areas., ' ‘ ‘ ;%b |

Steps “to decrease dlssatlsfactlon in these areas ought t-A

togn

.

Implications for Prebaratiod Programs arkc

T An emphas;s on developmerit of skl”’

nature of thefkv and to interaction ~with teachers may

further contrlbute to pr1n01pals' pOS}the Job, attltudes.‘

, Technlcal competen01es Ought to. be related specxflcaﬁgﬁwto .

‘the assessment of operatlonal and human needs; the . ﬁ‘

establlshment of prlorltles, “the utlllzatlon %§~staff and

. resources, and the SupeerSlOn and evaluatlon of staff and

programs. . iﬁe« “@ﬁﬁ . »*;f'

.The princlpal is. malnly concerned w1th relatlonshlps »

lw1th teachers"and w1th educatlonal admlnlstrators at the”

vdlStrlct le el._ Tlme %s spent 1n rqﬁpondlng‘fo the range

T
> P

. ﬁ G g
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"of demands made by these groups. Knowledge of the SOClal

e

and pOthlcal nature of the school and school 'Sys em,'asﬁ
well as skllls of delegatlon, consultatlon and dlagnOSlS

may a851st the principal 1n 1n. ractlon with others.

Knowledge of personnel admlnl tratlon woukd,appear essentiai.”

in the task of using the abilities of staff +to achiete school

goals, :
N . ot -
The organlzatlon and dellvery of the 1earn1ng

»experlences for the further preparatlon of nr1n01pals ought

to recelve furtﬁer cons1derat10n. Approxxma%;ly forty

percent of prlnc1pals had no tralnlng in educatlonal

o

-t

&%admlnlstratlon and many of these were located in areas of .
5 AN .

, the Provlnce where personal contact with the: unlver51ty

,was not ea311y poss1ble. ThlS problem presents a cha”“ghge
to bOth unlver31tg$%uthor1tles and .to local admlnlstrwfbrs /(’
S k h“ - : Y

' Implications'for Further Study T A

(1) The modlflcatlon of the sgallng technlque may result
1n a relatlvely norma%}dlstrloutlon. Thls\may be achleved
1.1f two categorles of 81x were used to measure dlssatlsfactlon.
The skewed dlstrlbutlon may 1ncrease dlscrlmlnatlon between
ﬁ levels of satlsfactlon by ﬁg&l utlllzatlon of the six p01nts
on the scale,' ' ' . '
(2) "This study could be extended by an - examlnatlon of the |
relatlonshlps between overalr\satrsfactlon and Satlsfactlon

tW1th aspects of the JOb for prlnc1pals in other prOVlnceS

""or for superlntendents in Alberta and other prov1nces.



Such” studies migh% incl&de Other'individual rariables (e.g.
.personal variables), as possible sources of variation in
job attitudes. Researchers might also focug on the s
v‘ relationship ‘between the JOb satLSIactlon of the principal -
(both overall and with aSpects of the Job) and his effective-
ness. as- an educatlonal leader. | ) }
| (3) .Further research might focus on the develoPment\o$ \ !
a. saiisfactlon 1ndex approprlate for determlnlng the
_satlgfactlon of prlnClpalS w1th1n a school d1v1s10n _ The job
factors found 1in this s*udj could prov1deé%he bas1s for thls
%gndex. "In addltlon, the use of ah evaluatlve response mode
héa “such . as the sem%gtmq@ﬂlfferentlal mlght be examlned | |
.&Q) Future research mlght focus on. the followlng 1ssues i;
1dent1f1ed from thls study - o ST . ;

i, L,
" (a) What are the consequehces’TOr in- school '

y
i
* i

: ' 0peratlons of the lower levels g% satlsfactloﬂ
observed w1th 1nteractlon at dlstrlct level’>
" (b) What factors conterute to the dlfferences

between Clty A and Clty B in the level of sa+lsf

a8

factlcn w1th Respons1b111ty and Au+onomy¢ To
what extent are dleerences in the lactors

c\contrlbutlng to Respons1blllty and nutonomy

relaged to school effect1veness°i
e (c) Whaiiiactors contrlbute to the JOb satlsfactlon .

f%%%yu‘ o of‘older educators app01nted to their first

’73§E§:LF. ;o.zxprln01palshlp°' Are'theSe factors different

from those ass001ated W1th the sat;sfactlon-\of
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youngef,educators appointed to their figst
principalship and to those of expéfienced
pr1n01pals transferred to a new school? An'
ethnographlc study-of principals may be usefully

employed to 1nvest1gate ‘these relatlonshlps.

—
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CQUESTIONNATRE,

SOURCES&OF PRINCIPAL SATISFACTION

SECTION A: PERSONAT, DATA

| OOOm

CHECK the correct .answer. - . O0fficial
‘ ¢ ‘ Use Only
©¢/c
# . : . .- .
1. Which of the following best descrlﬂas the ,
situation of your school?_ ;N ' :
1. rural v g
2. town . . A . 6
3. city © o : “ 1 .

.2, Which one of the following best describes thé
grade organization of your school? '

—
-

Elementary (Grades K-6)
Elementary-Junior High (K-9)

D>

- Elementary-Junior-Senior Highr(K~125
Junior High (Grades 7-9)

Junior High-Senior High (Grades 7-12)

)

Senior High {Grades 10-12)

~J o n -?‘\,0
- .

‘Other (please\Spébify)

~—

-

3. How many full-time equivalen
- in your school? (Inelude Princi
Principal(s).)

tificated :Lachers
al and Vice- N

1. 4 or less
2;‘,5—9;
3.'-10-»9

4, 20-29

5. -30—3.95‘ -




N

(a)

"y,

(o)

" For how many of- the follow1ng 1tems do you

} 16-20 hours - S o

. . o 279

3

. . ’ : . i . \
Do you have a regular teaching assignment?

Yes | : - 2. No

o . : - | ‘ . '
If yes, which of the Following best,describes
your average weekly teaching assignment?

0~-5 hours
a 6—10Ahour§'

£1-15 Hours

L

21 or more hours. ) ;

L )

submlt budget esklmates to central office,

(a)
(b)
(c)
(d)
(e)

purchase of textbooks, |
purchase of audlo visual~ materlaTS,\
malntenance and repalr of equlpment and

transportatlon for students on field trips,

i

reglst“atlon fees for staff attendlng conferences9

Check ONE only.

. What-
_1.ﬁ

1 . ’, & . v | 5 .. L‘, R ,."2."
7
L .+ 5

is your sex?

Female - 2. Male

t was your age on January 1, 19777

Under 30 . . T
30-39

Lo-4y

50-59

60 and over

B

10

SRR b R

12
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8. How many years of experience do you have' as -a princi-
pal? (Count the present year as a full-year,)
, T ;
(a) Total number of years

1. 1 By | BT 10-1L .
2. 2- - . 15-19 '
gH— o
3. <j5_9 6. 20 or more '
D) In’yqpf present school
1. 1 L. 10-1k
L R N 5. 15-19
"3, -5=9 — 6, .ZO”or'mpre -

(¢) In your present distei

1. 1 b 10-14
2, 2-L 5. 15-19
3. ‘5—9 : 6. 20 or more

9.. Number of completed years of Post-Secondar
Education (as assessed *for salary purppses{a

1. 3 yeérs

2. 4 years )
3. 5 years
L

. 6 years

10, Have you taken graduate courses in Educational

Administration?_ »
1. No grfaduate coubses R
. Some graduate couxses

« Diploma ih EduCational~Administration

2

3

L. M.Ed. in Educatidnal Administration
5

. Ph.D. in Educational Administratioh

P
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ii@ How many activities sponsored by the Couhcil on
Schbol Administration have you attended within
the past two years?

S

B T . L&
3. ’ 2 . i ' . - ' | . 19."
L"n 3 o )
5- L}’+ . i ) ) ) . . ‘ ! ' ¢ (
412, To how ﬁény organizations 4o you belong? (fork
example, Lodges, or Serviée Clubs, Labor unions,
church or synagogue, community associations, sports
-and athletic clubs, ‘political groups, professional
associations, social groups, nationality groups,
etc,) . .
1. 1-3
2- 4—6 ;
: ' R 20
3- ) 7—9 —————
4, 10 or more - - ,
13.- (a) Does your spouse work full-time? T e
1. No ' o S
2. Yes | e 21
3. Not married
(b) If "Yes", is your spouse also employedjas”
~an educator? ' : .
1. No - ____;*__q ‘ . ' | : .

‘2. Yes



SECTION B: OVERALL SATTSFACTION N

Rate your degree of satisfaction. - . N
L'CIRCLE the selected numbe_f". . N o ""{ X
" »
R} R
e 1o ot
() oo W
A Y e O :
UL BN ) S I IR
T @ A | © oy
C [T I 1 £ un n
} SR R T IR S 7 P w
3 G4 @ |2 Y NS
R a wPrTe 9 ol
. o o] o %
- ? T .-:3’ 2 r:—>f s
1 N0 S5 0 -
e e > RY4
S 4 oele g5 c/e
. ,&) o o] a).0 & :
o 2T K BRI, o =)
USRI ‘"t O |~ O .H
T Enin s o
To wh¥Z? extent are you satisfied with
each of the following? v :
1. The effectiveness of your school in ’
educating students who .come to it A
(compared with other schools known 6 5 ki3 21 23
1o you). ‘ _
2 Social'-r‘e.lationshipns in 'yogr work, 6 5 413 2 1 24
3..The chance to do something that _ ! e o,
‘ makes use of your abifities. ' 6 5 413 2 . 1 25
gggr overall sat-1§factlon WJ:th your E 6 5 4|3 2 1/h 26
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‘case. as far as -you're concerned. Also try to respond to edch

- o | S | 283
W . : - \ )

SECTION.C: TI-E SCALE .

INSTRUCTiONSﬁFoR THE I-E SCALE .

B

 This is a questiqnﬁaire\fo find out the way in which

vcertaln important events in our speiety affect, different people.
Each item consists of a palr of alternatives lettered a or b,

Please gelect ®the ONE statement of each pajr (and only one)

 Whkch you more strongly believe to be the ease as far as you're

cyncerned., Be sure to select the one you actually believe to be
true rather than the one you think you should choose or

one you would like to be true, This is a measure of personal
bel ef;‘obviously”there;are,no right or wrong answers, . g

- Please answer these items carefully but do not spend too
much|time on any one item. -In some instances you may discever
that you believe both-statements or neither.one. 1In such cases,
be sure to select the one you more- strongly believe to_beé the-

item independently when making your choice; do not be?influenced
by your:previous -choicgs, - ' : : ;

Circle, your selected answer.

THE I-E SCALE

Y -

a

1. a, Children‘'get into trouble because their
parents punish them too much. -

g

o
o

b. The:trouble with most children nowadays is
- that their parents are too easy with them,

2. a. Many of the ‘unhappy things in people's
lives are partly due to bad luck. ,

b. * Péqple's misfortunes result from the -
mistakes they make. : :

is because people don't take enough’

3. ‘a. One of the major reasons‘WHy wéﬂnave wars o '
interest in politics, Q;

b.. There will always be wars, no matter how - .
hard people try to prevent them. o



=

In the long-run people get the respect. .o

they deserve in this world.

Unfortunately, an individual's- -worth often

passes unrecognized no matter how: hard he
tries.

‘The idea that teachers are unfair tQ‘_'

students i nonsense.

Most studerts don't realize the extent -
to which their grades are influenced by

accidental happenings. ‘ .

Ty
N
-

Without the right breaks one cannot be .
an effective leader.

Capable people who fail to become leaders
have not taken advantage of their
opporuunltles._

-

No matter how hard you try some peojle
just don't like you.

.People who can't get others to like them

don't unde
others.

tand how to get along with

Heredlty plays the major role in
determining one's personallty

v experiences in life which .
determine\what they're -like, -

I have often found that what is g01ng
to happen w1ll happen. - .

Trustlng to fate Hgs never turned out as

~well for me as making a decision to take
- a definite course of action.



10.

15,

12,

14,

. "b,- Mahy times we might just as,Weli‘decide

1 285

a. JIn the case of +the well-prepared student
there 'is rarely if ever such a thing as
an unfair test, _ . ‘ '

0; Many .times exam questions tend %o be .o
unrelated to course work that studying
is really useless. ' ' :

‘ A

-~

. ~

a. (Becéming\a‘success is\%_matter:éf‘hard\work, ‘ o
luck has little or notHing to do with it. t \—Sﬁﬁﬁ ’
. a »

b. -Getting a good‘job;depends mainly on béing
in the right pPlace at the right time.

.
[ 3

a. The average citizen can have an influence in .

government decisions.,

CaN n e -

L . s o : a”
‘b. The world is run by the few people in power,
and there is not much the little guy can do
about it. .
a.” When I make plans, almost certain 'that
- I can make them worfk. - o
. b‘ , " . a
b. It is not.always wise to plyn tod far ahead
begause many things turn out to be.a matter
of good or bad fortune anyhow, = - - ‘
a. There are certain people who are just no
good. ° R ,
L e - | a
bs - There is some good in, everybody. .
- \
a, Inmy case‘getting what I want has little .
or nothing to do with luck. . :
-~ a

what to.do by flipping 'a coin. -
o -~ Y ) )

4



-

17.

16,

2o

a.

.who was lucky enough tdxbe in the right

“upon ability, luck’has little or nothlng fo.

Who gets to be the bos ozten dépends on '
place first.

\

Getting people to do the right thlng depends

-

do with it. _ s !
- | | h

? R -
As far as world affairs are concerned,
most of ys are the victims of forces we o
can neithHer understand, nor control., . . : |
K a b

-By taklngran active part in polltlcal and

soclal affalrs the people can control world
events. .

Most people don't realize the extent %o
which their lives are controlled Dy
acc1dental happenlngs. r
/7 - : <
There: reaWIy 1s ‘no such thlng as- "luck",
BT

B <m

9 Une Should always be w1lllng to admlb

21,

22,

1b.

mistakés., | . ' =

- It is usually best to cover up one's -
'ymlstakes. :

*

It is hard d\know whether or not a person °

,_really llkes Y OU.

b - a b
How many friends you have depends apon how
nice a person you are,

—

In the long run the bad thlngs that happen

. to us are balanced by the good ones, ’

Most mlsfortunes are the result of lack of N -

, ablllty, ignorance, laziness, or all three. .

!

With enough effort we can w1pe out °
political corruption. :

It is difficult for people to have much

control over the thlngs politicians do
in offlce. , :
\




\ '—_//

23,

24,

25.

26.

27.

AN

28.

29.

Sometimes I feel éhat I don't have éﬁough
taking.

arrive at the grades they give.,™ " .

There is a direct connection between how -7
hard I study and the grades I get. o

A good ieadef expects people to decide for
themselves what thexyshould do. -

A good leader makes it clear to everybody
what their jobs\are.

o

Many times I feell that I. have little ;
influence over the things “that happen to mgW?
It is impossible{ for me bo believe that s @
chance or luck plays an important role in -y
my 1life. . ' ' . :

Peéple are lonely because they dpn't try to
be friendly. : -t .
There's not much use in tryhng o6 hard to

please people, if they like you, they like
you. ‘ ) -

There is too much emphasis on athletics in
high school. S o
Team sports are an excellent'Wayﬁgo build
character.. ) '

What happens to me is my own doing.

control over the direction'my life is

Most of the time I can't understand why
politicians behave thg way they do.

In the long run the people are responéible .

for bad government on a national as well
as on’'a.local level,

. | z%ar\z

Semetimes I can't understana..howhtééchers~
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SECTION D
Rate your degree of satié?éb'@ion. "d‘ ~§
R o) D G
CIRGLE the selected nufber. o o r
\ Agla e o I
oW o | © Gy : ..
Q4 P ouon Official
—A P ®m g u .o f
o O oA | 0o P Use Only
n un g o .
b g %‘Oh @ /
! A -*g -—:? R B K cre
n o0 ™ O T
+ —~
| ZEEIEE A
R e 2Dsg OO
WORKING CONDITIONS 2 S dld s
1;..' The way in which. teacher/board . :
collective bargaining is conducted E 5 4|3 2 1 6
~ 1n Alberta. ' , ‘ ~A |
2., The way in which consultation b&tween , : ,
board and teachers concerning working 6 5 413 2 1 o
conditions is conducted during the ' .
school year.: ) - -
3. Salary you receive. 6 5 4L |3 2 1 '8
k. Retirement benefits provided by 6 5 413 2 1 )
the Teachers' Retirement Fund. . ;
5. Provisions for sabbatical leave. 6 5 4|3 2 10
6. Provisions for sick leave. . |6 5 4302 11
- 7. Provision of custodial and mainten- . . :
ance services for your school,™~ - 6 5 4_ 321 12
8. The number of hours a principal is _ ) EPUP
expected to work., . 6 5% 321 13
9. Your' physical working conditions. 6 5 4|3 2 1 "1y
10. The portion of timd devoted to - _
operational duties, : . 6 5 & 34_ 2 1 15
Do you have COMMENTS on any of the ,2(’66%)é‘*~§matters‘?
If so, write them here:- S . ’
- . L ] -
d .
L



Rate your degree’of satisfaction.

CIRCLE the selected number.
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20, Methods used in reporting pupils' .
" attitudes and achievement % .p'rents;

o
: o
o
S, D
[} o n o
o~ &~ -+ O
o O | 32 A
= 0 .~ R B I
D H =P o0 ow
e - P on g w A
R i B R
h w P w9 o
o~ o i [}
’ I B
. (/' N0 5 s 0o o
¢ 1l ® 8215 % 5 c/c
28 c(e &3 u
, o o Wl o o
. ’ . W g oA | o W
PERSONNEL-RELATED MATTERS 2 23 0a S
hd o ¥
11, Your relationships with teachers, 6 5 4 |3 2 1 16
1239Tﬁe-willingness of téachers to - v
adopt a principal-initiated 6 5 4 13 2 1 17
innovation.
13, Phe competence of your .staff in ° -,

. coping with day-to-day problems. _6 5413 2 1 18
14, The opportunity to help teachers 6 5 4 |3 2.1 '19
- .s0lve their professional problems,: T ,
15, -Your relationships With students. 6 5 L. |3 2 1 20 '
16, GBZeral attltude of students ' L o

towards staff, : . 6_ 5 k1321 21
17. Your freedom to.organize special - §
provisions for student 1nd1v1dual 6 5 4 |3 21 22
differences. -
18. AVallablllty of counselling
services. : 6 5 & 321 23
19, SuspenSLOn and expu131on pro- :
cedures. 6@,5 lP‘ 3 2 1 ?4
6 5 4|13 2 1

25

Do you have COMMENTS on any of the above matters?

" If so, write them here:



Rate your .degree of satisfaction.
]
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resources.
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CIRCILE the selected number. T 13 Y o
- 23098 3
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55 5k
: n o 5 > 0 T
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' 24 sle &3 c/c
_ S O Wil o g
. W g eHd | T D
SCHOOL~RELATED MATTERS e 22 aln s g
21. Your freedom to seek out new ideas :
+ and introduce them into the school 6.5 4 {3 2 1 26
program. ’
22, Your freedom to allo ate teachlng '
assignments, , é\ 65 4321 27
23. Responsibility associated with the ;
principal's position. 6541321 28
24, The consequences of partLCLDatlve - . ~ .
staff decisions. 65 413 Z/j; 29
25. The itudes of your staff towards 6 5 4 |3 21 —\~ 36
, . curricylum change.
26. Your guthority over budget ; 4
prepatration. 165 5.3 2 1), 31
27. Principal's accountablllty for
success of ‘school programs. 6541321 32
'28. Availability of clerical personnel ; . y
, to assist you.: 6 5 b > 21 33
29, Access of your students to llbrary 6 54 |3 2 1 3L

Do you have COMMENTS on any of the above matters?
“If S0, write them here: _
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Rate your degree of satisfaction.
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Do you have COMMENTS on any of the above matters? .

If so, write them here:

4

o
‘ o S 0
CIRCLE the selected number. g o w o
‘ Moo e A @
T N R E R
Lo T BT I I
O A Ul oW
- P nld n A
G & o |0 oA P
nw oue o o o
T a0 2 A
N O 5S> 0o o™ :
, £ Il A P
A = A
S0 W oo <2 o
| e S s e g
- DISTRICT-RELATED MATTERS L E n jln =&
30, Your relatlonshlps with central 5 ,
office. 6 5 k3 ‘“rl 35.
31. Your anolvemen%;ln decision- ’
‘making in your district/division/ 6 5 4 |3.2 1 36
county. ,
32, Availability of useful ’advice to
assist you with problems you 6 5 4 {3 2 1 37
encounter. ' ,
33. Opportunities for useful in-service y
education for you. 65 %43 21 ‘3§’
34, Expectations of the Board for you ’ ‘ ' :
4 as a prinecipal. ‘ 4 65 k)3 21 39
35. The way policies of the school . ) . .
system are put into practice, &5 413 21 40
36. Evaluation of principals. 6 5 4L 13 2" 1 41
() ‘f,—\‘



Rate your degree of

CIRCLE the

satisfaction,.

selected number,
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arts, etc.
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OCCUPATION-RELATED MATTERS T2 n|n 2@
- ]
37. Attitudes of parents in your
.. community towards education. 65 ki3 21 4z
38. Your sense of accompllshment jas an. .
administrator. ,H\ ~\6 5}Jf 2“?;\ 43
39. Recognition by others of your wqu. 6 5 k|3 2 1 Ll
40. Your social position in the ' " . ,
community. : 6 5v‘¥o 3 21 , 45
41. The amount of recognition given the ; .
principal by members of other 6 5 4L 3,2 1 L&
professions. |
‘42. The variety. of tasks you work on as ;
_ part of your regular duties, & 5 %& 321 b7
43. ‘The authority associated with an~ -
‘ administrative position. 6 5 % 321 48
L., The effect of the job on your : 3 '
personal or famlly ljfe. 6 5 Lﬁ 321 59
Lg, Avallablllty of facilities in your :
: community for recreatlon, fine 65 4|3 2 1 50

Do you have COMMENTS on any of the above matters?
If so, write them here:

: Q )

bl
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SECTION E: SOURCES OF JOB. ATTITUDES . E] mim)sl
. , ST _ ‘ Official
_ ; ' ' Use Only
o [ ] "\f- 7 ' c/c
Which two factors cont@xbute most to youf overall S "[] ]
satisfaction with the pr1n01palsh1p°
=
1. s 6=7
[}
2, |
, 1% 8-9

7
jn

Whlch two factors contrlbute most to your overall

dissatisfaction with the principalship? . = .
" - 10-11 -
/ - //
- ‘v
12°13
@ (
THANK YOU FOR YOUR CO-OPERABION | i

WOuld you please return your ‘questionnaire 1mmed1ately after
comntetian.
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. co :
-Questionnaire Items

-
o

Itemé In Section D of the Qhestionnaire have been
grouped w1th1n five categories:
1. WORKING CONDITIONS
" (i) Salary and Benefits
(a) Salary, actual amount recelived
(D) Securlty in retlrement |
{c) Provisions for job absences, sick leave and |
study leave  / - !
(iij Working Conditions | |
(a) ‘Colloctive bargaininvvprocedureé e
(b) Consultation over -working conditiorns |

(¢) Workload
| é@ff- (4) Schoolvphysicalvconditions

\V}
;;;v (1ii) Serv1ces
) (a) Custodlal

(b) Maintenance
2. PERSONNEL—RELATED MATTERS
| (i) Teachers
(a) Relationships with teachers
(b) _Attitudes of teaohefs |
(ci Their'competénoé in solving problemsi
. {d)  Their w1lllngness to accept change
(e)  Their 1nvolVement in school declslon-making
A{£) OConsultatlve a831stance - |

({g) Professional dlSCUSSlonS with teachers

. o
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(ii) Students
| (2) Relationéhips with students
(b) General attitudes towards staff
(c)u Parentalvcontact N
(dY Discipline issues
(iii).-Services ’ o L ; \
| (a) Counselling
3. ' SCHOOL-RELATED MATTERS
h (i) Job characteristics T
» (a) Autonomy and responsibility
(b)w Variety of tasks |
(c) 'Accouﬁtability» .
(ii) Supervision
(a) PrbgramVQevelopment: adjusting eXistingvprograms
to meet pupil needs |
(b) Prograﬁ deveIOpment: ihtroducing new’ideas.into
' the school | |
(c) ’Budget preparation
»(d)v Assignment of duties
(iii) “Services |
(a) Clerical personnel
(b) ZLibrary resou}cés
4. DISTRICT-RELATED MATTERS
| '(f) Policies |
' : (a) Procedures for poiicy implementation
(b)' Involvement‘éf priﬁcipalé injdistrict decisioh_l

making.
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(éj Evaluation gf princiﬁals
”(ii) Rappo?t .
" (a) Relationships with central office
(b) - Provisions for consultation |
(c) EXpeétations of Board: view of e_prinéipalshf;
(iiid Services '
(é) ‘Ipservice for principals
5.  0CCUPATION-RELATED MATTERS
| (i) Job Characteristics
(a) Acgomplishmént
{b) Recognition
(c) Authprity .
(ii) Status -
(a)  Social stagg;;;'in the community
(b) Attitudes of p;rents in the local communi ty
(c) Professional status: - as viewed/py,educators‘
(a)l ﬁrofessional:status: asﬁviewéd by professionals
(e) Impact on family life
. (iii) Services |

(a) 'Recreation facilities,
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A.W. Rice :
Department of Educational
- Adminis$ration

s ‘Educatipon Centre
The Unikerdity of Alberta

] «

Edmonton,\ Alberta

~ T6G 2G5 , o
/ ~ May 13, 1977 | -

°

Dear Qolléague, N : ’

The staff and students of the bepartment of *Educatidn-
al Administration at the University of Albertahave undertaken
a number of studies of the satisfaction of Alberta teachers.

... These studies have raised a number of concerns which have '

required further examination by educational authorities. -

‘You have been réndomlx selected to participate in a

provincial study which is to obtain an overall description of
the satisfaction of Alberta principals. Although there are

numerous demands on your time, will you take a few minutes
to complete the enclosed questionnaire, Sources of Principal
Satisfaction. Your evaluation of various aspects of your -

work environment will be . of assistance in shedding light on

-the ‘current situation,of school priqgipals across Alberta.

‘ , S : 3
The questionnaire is being sent to a sample of 450
principals throughout Alberta. T hope that you find the

questions interesting and that you will comment on any aspect

you would like to draw to my attention.

- Please enclose the completed Guestionnaire in the
stamped, addressed.envelope. I would appreciate ceiving
your completed return at your earliest convenienc®. In order
to ensure confidentiality, all data will be grouped and identi-
fication of Individual questionnaires will not be possible. .

"Thénk yoq veri‘much for'youf'help.,

Yours sincerely,..

- A.W. Rice :
- Department of Educational
- Administration = = . _

University of Alberta e

AWR/pk : e

Encl. .

P.S. Distribution of this questionnaire has been approved by

the Research Directorlgggthe'Edmbnton Public School System.
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A.W. Rice
Department of Educational
Administration
Education Centre
- The University of Alberta
Edmonton, Alberta
/ . T6G 2G5

Dear Colleague,

, On May 13, 1977, I requested that you complete a.
qlestionnaire, Sources - of Principal Satisfaction. To da ‘te,
completed returns have been received from a substantial”
proportion of principals approached throughout Alberta.

»E I you. have already returned your completed question-

.—MNaire, please accept my thanks for your co—Operatlon and '

// assistance.

If you have not jet completed or returned it, would
you please do so as soon as DOSSlble.~ *

Yours sincerely,

o ’ A.W. Rice ’
: Department of Educatlonal
Administration
University of Albe®ta

-

AWR/pk
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APPENDIX C
_ » Table, 50 .
. Percentage Frequency'Distribution of Reéﬁonses

for-45 Satisfaction Items
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