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The purpose of this study was to 1hvest1gate the job satlsfactlon
experlenced by the Flmther Educatlon Coord:l.nators in Alberta More, ’
speclflcally, the study sought to deternune the level of overall job

' satlsfac‘tlon, the aspects and’ facets of the job as con‘b:'lbut:mg to jOb |
satlsfactlon and dlssatlsfactlon, the 1mportance of the job. facets to o
‘satlsfactlon, and the PElathﬂShlpS among the persona1-5001al _ ‘:f

'»profe531onal and organlzatlonal characterlstlcs of the COordlnators f .
le'th ]ob satlsfactlon In addltlon, the deg*ee of consn.stency of the

study f:.ndmgs Wl‘th the dual factor theory of Satlsfactlon developed by .
J _

!

Hertzberg was mvestlgated
Seventy—elght coordn_nators employed as of Novanber 2 1982
| comprised the study populatlon Slxty—four useable que’stlonna.u‘es were ‘
J .

" peturned froit the 74 questlonnal.res that were malled ‘The sample

populatlon, including the pretest partlclpants, cons:Lsted of 68 further

eduCa’tlon coordlnators “"*'“f" CoTm T
) Data were collected on the J_nd1v1dual characteristics of the
respondents, the ratings of overalkyjob satisfaction, the satisfaction
associated with and the importance attached t‘o the 32 joh facet items,
and the aspects of the job identified by the' respondents as sources . of
job satisfaction and dissatisfaction. The data were subjected to
appropriate content analysis and stat:.stlcal analysis procedures.

7 The fJ.ndJngs indicated that coordinators generally experienc

moderate overall job satisfaction. The job facets most assoc:Lated
'satisfaction and considered most important .to job satlsfactlon werg' .

related to the interaction with the council. The freedom to introduce

. . iv



| new 1deas to the counc:.l ~the relatlonshlp w1th council members,, and
the w1llmgness of the councn_l to accept coor'dlnator-lmtlated
J.nnovatlons were mdlcated as the most sat:.sfylng and. 1mpo t facets
of the ]Ob Least sat:LsfactJ_on was expressed with the facets of the job

,

' that J.nvolved s@.ary rnatters and the accessn_blllty to cle,rlcal
ass:.stance. . o
The analys:.s of var'lance statlstlcal procedtme revealed that

coordmators w1th postsecondary J_nstltutlons as de51gnated local hosting

authom.tles were more. satlsfleq w1th the ]Ob in all 1ts aspects than were '

'coordlnators w1th school autlnritles as demgnated local hostlng {‘
authorltles It was fux*ther :Lndn.cated that coordlnators w1th a year or
less of adm.uusu'atlve experlence were more satlsfled w1th the working °
condltlons than coordlnators with flv: to seven years of admlm.stratlve
experlence. Coor'dlnators w:Lth a high level of partlclpatlon in community
organlzatlons (seven or more organ:Lzatlons) were found to be less
satlsfled than were the other groups with fewer organ:tzatlonal commit-

g ments on t’he nature of the whrk. :mvolved and those activities associated
with the des1gnated local hostlng authority. The group with the fewest
organlzatlonal com%rents (one to three orgam_zatlons) was revealed to
be significantly less satlsfled than the group with a mddle range of
commitments (four to six org:anizations) on those activities involved ‘
with the designated local hosting authority. .

The content analysis oF the open-responses identifying the
sQurces of.'job satisfaction and disse¢i\sfaction indicated that satis-
faction was most related to the recognition and .responsibility aspects *
of the job.. Dissatisfaction was most attributed to ‘.the aspects of the

job associated with salary matters, administrative policies and .
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INTRODUCTION

There has been coﬁéiderable research done in the area of ‘job
satisfaction fé de;érmine how workers feel.about their jobs. The
studies have attemptéd to correlate job feeli%gé witﬁ such criteria as
age, sex, education, incame, occupatién, and level of worker. Some

. ' .
objectives were to examine means by which to increase employee morale
and productivity and tq reduce turnover ana absenteeism. A number of
' studies have examined the workers' feelings of overall satisfaction and
feelings towards specific.éspects of their‘jobs iﬂ a variety of work
situationd and occupations: Howeéir, fe& studies ha&e focused on the
job éttitudes of adult educators in general of more specifically
Further Education Coordinators. . |

Given the phenomenal growth of adult education as a field of
practice, it is sufprising.that so little attention has been given tb
adult education research. As Campbéll (1977) described, there is mo
greater issue or topic of débate than that of tﬁé paucity of research
in the field of adult education. Campbell (1980) made the observation
that though the needs and the role of the adult education practitioner

are changing, there is but sketéhy descriptive data available to assess

e o

'wéﬁe'ﬁgture and emerging needs of the adult educator.

: 0\;;$he interest and participdtion of the public in adult education
oy \ ; :

fave ngpessitated change and innovation in the structure and

[
S,



organization of adult education. The establishment of the Further
Eduoation Councils is an illustration 5% recent developments to the
organization of adult education in Alberta. The councils, composed of
various public and private institutions and agencies involved in adult
educatlon program act1v1t1es, were created to facilitate the admini-
stnatlon and coordination of these activities at the cammunity level.
The formation of the councils emerged from provincial government policy
designed to "facilitate involvement in fhrther education by adult
Albertans, and encourage systematlc 1nter-agency communloatlon,
cooperation, and coordlnatlon in further education programming"

(Further Education Policy, 1981). To assist councils in théir work:
provision is made for the employment of part-time salaried coordinators.

The. role of the Further Education Coordinator is to prov1de

leadershlp and administrative support services on behalf of and for the

council. The leadership activities are those that involve inter-agency
communication and cooperation in the area of program planning and
development and the 1dent1flcatlon of social and educational needs of
adults';n.the community. The administrative functions typically include
theﬁfollowing.activities: bookkeeping, forms completion, and general
clerical support. However, in reality, the tasks do not appear to be
clearly 'delineated obscuring the role of the coordinators and the
relationship with council members.

As Byrne (1981) observed in an examination of several Public
policies relating to the provision of adult education in Alberta,
coordinators are often involved in activities nornally assumed by local
hosting authorities represented on the council. At the same'time, Byrne

postulated, coordinators contribute a prodigious amount of time to what

1
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is essentially a part-time job and are remunerated far below their

worth for the tasks that are performed.

The relationship between pay and job satisfaction has been
examined in a number of studies and will be referred to in greater

detail in the review of the literature. The gdequacy of pay for the

| coordinators was aqgressed in a study of the professional development

_ rieeds of coordinators. ° Konrad, Elliott, McNeal, and Sonoda (1982)

.

‘ind#Bated that the coordinators did not feel their pay was adequate for

- the work that was required. This is consistent with the views brought.

forvard by Byrne (1981).

| The Konrad et al. (1982) study also examined the turnover rate
of further education coordlnators The relationship between job turn-
over and job satlsfaction will bewexplored further in the literature
review.‘ The'study’determined'tﬁetFQS percent of the respondents were
employed’as coordinators for less than three years, and that women
experienced a higher turnover rate than men. It was suggested that the
turnover rate was of sufficient significance to warrant spe01al
attention.

. Whether or not the views or findings of Byrne. (1981) and

Konrad et al. (1982) are contrlbutlng to the job satlsfactlon of
coordinators is, at present, uncertain. Howeyer, an examination of the

overall job satisfaction and the satisfaction . towards specific aspects

" of the job may foster an indreased understanding of the feelings towards

the job and the problems encountered in the work 31tuatlon for the

coordinator and other adult educators in similar positions.



PURPOSE_OF THE. STUDY

The purpose of this study is to explore the joB satisfaction

-of further education coordinators in Alkerta. In this regard, the -

\\study will examine the overall satisfaction experienced by the coore

dinators, and the facets of the job with respect to thelr influence on
»
satlsfactlon and the attached importance of each to the job as reported

t

by the coordinators. In addition, the study will investigate the
relationships among o&erall,job satisfaction; satisfaction with groups

_ of job facets, and the individual characteristics of the COordinetors.

) . 0 -

STATEMENT OF THE PROBLIMS

T2

Problem 1: Overall Job Satisfaction

Sub-Problem 1.1. To what extent do further educatlon coordine-

ators experience overall job seflsfactlon7
)

Sub-Problem 1.2.” Which job aspects are selected by coordinators

- as contrlbutlng the most as sources of overall job satlsfactlon and

e e om0

dlssatlsfactlon°

[l

Sub-Problem 1.3. To what extent are the findings for overall

‘satisfaction and dissatisfaction with the Job aspects consistent with
the dual-factor theory of satisfaction developed by Hertzberg,

Mausner, and Snyderman (1959)?




" Problem 2: Facet Satisfaction and importance

Sub~Problem 2. l Which job facets are identified by the

coordlnators as contrlbutlng most to the feeling of jOb satisfaction?
)

Sub-Problem 2.2. Which job facets are identified by the

coordinators as contributing most to the feeling of job dissatisfaction? _'

Sub-Problem 2.3. Which job facets are identified by the

~ coordinators as being most impcrtant‘to the feeiing‘of job satisfaction?

Problem 3: Overall Job Satlsfactlcn and Coordlnator Characteristics

Sub—Problem_B.l. To what. extent are differences in‘the level of

oVerall.job satisfaction between sub-groups of respondents associated
with the personal—social characteristics: sex, age, other employment,
-

population of communitys location by region?

e

Sub—Problem 3.2. To what extent are differences in the level of :

overall job satisfaction between sub-groups of respondents associated
w1th the professional characteristics: coordinator experience,

administrative experience, level of schooling, attendance at

professional development/continuing education activities, membership and

participation-in community organizations?

Sub-Problem 3.3. To what extent are differences in the level of -

overall job satisfaction between sub-groups of respondents associated
with the organizational characteristics: primary area of involvement,

hours per week employed as a coofdiﬁator, salary level, type of



designated local hosting authbrity?

-

Problem 4: Satisfaction and Job Factors

Sub-Problem 4.1. Which job factors contribute to coordinators'

overall job satisfaction?

Sub—Problem 4.2+ Which job factors are the best predictors of

overall job satisfaction?

Problem 5: Satisfaction Factors and Coordinater Characteristics

.

Sub-Problem 5.1. To what extent are differences in the level =
of satisfaction.felt by coordinators towards job factors associated with
the personal-social characteristics: sex, age, other employment,
popuwlation of eomﬁunit&, location by region?

.

Sub-Problem 5.2. To what extent are differences in the level

of satisfaction felt by coordinators towards job factars associated
with the professional characterigtics: coOrdiﬁator experience,
administrative experience, level of schooling, attendance at profess-
ional development/continUing education act1V1t1es, membership and

lpart1c1pation in community organizations°

Sub-Problem 5.3. To Qhat extent are differences in the leyel

of satisfaction felt by coordinators towards job factors associated
with the organizational characteristios: primary'area of invoivement,
hours per week employed as a coordinator salary level, type of .
designated local hosting authority°



DEFINITION OF TERMS

For the purposes of this study the definition of terms are

as follows:

1

Job Satisfaction

Job satiéfaction is defined as the attitudes or feelings an
1nd1v1duai~;;é about his or her work situation. The notion that job
. satisfaction is a function of the 1ndlv1dual's attitudes withlasbects
of the work situation has been adopted in various research studies.
Smith, Kendall, and Hhlin (1969:6) defined job satisfaction as
ﬁaffective.responses to the facets of the work situation". -Porfer and
‘Steers (1973:169) expreséea‘similar views and defined job satisfaction
-~ as the "sum total of a person's hgt eipectations to the work

situation”.

Job Pacet Satisfaction

Thls tenn refers to the level of contentment felt by the

~

coordinators wwth the aspects of the ]Ob pPOVlded on the survey .

questlonnalre

Job Satisfaction Factons

The job satisfaction factors are groups of weighted satisfac-
tion scores (satisfaction x importance) derived fram the factor

analysis of the 32 facet items contained in the survey questionnaire.
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«

Adult Educetor |
An adult educator is defined in the manner as suggested by
Charters (1978:6) as "any individual involved at some level in the

d90151on—mak1ng process concernlng pollcy and/or’the pnactlce of adult

- education”.

FurthervEducatioh Coordinator

A part—tnme salarled employee of the deslgnated local hosting
authorlty vesponslble for the prov1slon of leadershlp and admini-

strative suppqrt services to;the further education cOuncil; -

Further Education Council

This term refers to a communnty—based organlzatlon composed of
publlc and pr ivate agencies and 1nst1tutlons responsible for the
prov151on of At education servxces The member agenc1es and
institutions are 1d°nt1f1ed as Local Hostlng Authorities. ' The De31g—
nated Loca] Hosting Authorlty is a member of the council a351gned to

provide the a‘mwnncrratlve and leadershlp support serv1ces for the

houn01l

LTMITATIONS AND DELIMITATTONS

1. 'This-studv is subject to the limitations imposed by ‘the
instrumentation used. The degree to which the facets of thehjob
indicated in the questionnaire address the totality of the work

situation has not been examined previously.

T
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2. This study 1s llmlted to the populatlon involved.  The

‘ "ﬂfpﬁgenepallzatlon of the findlngs Should not be done ‘without cautlon

. ™

é.‘ The populatlon of coordinators is dellmlted by v1rtue of
the exclusion of s1x.further educatlon coun01ls from the study.
The organlzatlon of theSe counClls dlffer to the extent that. coor-
dinators are not ‘employed to perform tasks in a manner of the ~coor-
' d;nators 1n the study population. The differential in tasks was
addressed by ¥orrad et al. . 1(1982) who suggested that much of the
dec151on—mak1ng relative to the coordinative functions in the excluded
councils occurred through counCll connmitees

k)

ASSUMPTIONS

1. The questicnnairevreturHS‘were completed by the coordin--

ator's to whom they were addressed and wereidone so in good faith.
2. The valuathn of jOb attitudes, as prov1ded by the:
respondents, was an accurate reflectlon of satlsfactlon to the work

situation.

3. The 1nstrumentatlon, as initially developed by Rice (1978)
and modlfled to suit the study Population, was a valld and rellable‘

measure of thé/satlsfactlon varlables



T " CHAPTER ‘II
REVIEW OF LITERATURE

The literatdre‘in this review proVides algeneraidbackground

to the study. This chapter is organized 1nto three sectlons The L
first section provides theoretlcal frameworks for the study of job

satasfactlon, The .sécond section deals wlth the research related to

the job satisfactlon of adult educators. The last sectlon examines

job satisfaction research in areas other than adult education.

J THEDRETICAL FRAMEWORKS FOR JOB SATISEACTION

w

- e

Munford (1972:4) referred to job satisfaction as a nebulous
concept with iittle'consensus on theidefinition7or explanstion ofbthe
term. An-examination of job satlsfactlon definitions revealed the use
of a dlver81ty of terms and approaches to explain the concept. Given
thls diversity, it appeared necessary to develop a theoretical frame-
work for the rev1ew of the job“satlsfactlon literature.

: It is not surprising that a variety of methods to cla531fy job - -

satisfaction research have been used. Three distinctive approaches to

the construction of theoretical frameworks for this concept were

- - v
N R .

,T_Q&gorlzatlonhpfljpb satlgfact;on‘research was estapllghed by Mumford (1972)‘ s

A

on,the ba81s of the varlables or factors that influence feellngs about

- R R A

developed by Mumford (1972), Lawler (1973), and-loeke (1969) CA cate-- ... TR
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the work situation. Mumford (1972:4) :Lden‘tlfled the follown_ng variables
to develop the theoretical frameworks: psychologlcal need, leadershlp,
effort-reward dlfferentlatlon, management values and practlces, and the
1ntr1n51cmaspeets of york. Thls mbdel, to a large extent, focuses on-
joe satisfaction as an outcome of the job context or the extrinsic
aspects of the job. |

é

Lawler and Locke generally vied'ipb satisfaction as a person's

N

affective or%entations to the work situation. Lawler (1973:65)

estabiished four conceptual frameworks for the study of job satisfaction:

(1) Fulfillment Appnoaeh —_researchers view job satisfaction as a
func¢tion of the.measdred outcome an individual receives from the work
situation; 62) Discrepancy A@proaeh - researchers view job satisfaction
as determined by the differential between received outcome and other
outcome levels; (3) Equlty Approach - researchers view ]ob satlsfactlon
as determined by the relationship between the received outcames of the
job and the effort put into.the job; (4) Two-Factor Approach -
researcﬁers view job satisfaction aS-aﬂfuﬁctioﬁ;df‘tﬁe'motivator and
hygiene factors of the work. situation. The feelings4about the
motivator facets of the job can result in satisfaction but not.diSSatis—
factlon, and the feelings about the hyglene facets of the ]ob can result

in dlssatlsfactlon but not satlsfactlon

“ Finally, Locke (1969) addressed the development of theoretlcal “"

frameworks for jOb satisfaction due to the lack of- theory statlng the N

G

| cause for Job attltudes Though researchers have not dlarlfled’tﬁe )

causes of job satlsfactlon, Locke (1969:309) . 1ndlcated that the

dtheorles of jOb satlsfactlon can be categorlzed on the basis of the

'll‘.
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apéroach to the detenninants; (1) The Subjective Approach - that the
determinants lie wholly in the worker's mind; (2) The intrinsic
 Approach - that the determinants lie wholly in the job itself;
(3) The Interactionist Approach - that the determinants lie in the
interaction between the worker and the work enviromment.
Given its seope, this study will examine representative theories

of job satisfaction through the categorical framework developed by
Locke (1969). '

The Subjeéctive Approach

‘Maslow's (1970) theory of human motivation has been widely
researched in its relatioﬁehip'with job satisfaction and has’been-
selected as representative of the subjective approach to the study of
job eatisfaction. Tt is indicated in the subjective approach that the
determinants bf(jobvsatisfactien.are grounded' solely within the _
individual. }

Maslow developed the well-known hierarchy of needs for the
Treatment of mental disorders. However, as Clay (1977) stated many
researchers have adepted the cohcepf of needs satisfaction for
application to the work situafion»

”4 - fhe basis of Maslow s hlerarchy of needs are the flve basic

’ ﬁeed‘levels (Maslow, 1970). The hlerarchlcal arrangement of -the need
' levels Ffrom thé lowest to hlghest are phy81ologlcal safety,
'belonglﬁghess, esteem, and self—actuallzatlon According to Maslow
-(1970) hlgher level needs emerge and become the strongest motivators

of behavior as the lower level needs are respectlvely satisfied.

Howevef, as Lawler (1972) cautioned the order of needs should not be

R O
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viewed rigialy as beingfthe,saﬁe for all individuals. .

The application of Maslow's hierarchy of needs to thé work
.situation appéérs appropriate given the poténtial for the prediction
‘of ogtComes of organizational decisions and policies. As Lawler

f1973;29) described organizations should recognize that with the
satisfaction of.needs through pay increases, job security, promotion,
and the like will emerge higher érder needs. it is implied in Maslow's
theoretical framework thatvworkers may not achieve complete job
satisfaction.

Porter” (1961) examined the applicability of the needs hierarchy
to populatibns of bottom and middle level managers. He noted a
differential in'met needs between the two groups and concluded that the
hierarchicalVfrémework was a viable approach to the study of job
satisfaction. Paine, Cafroll,'and Leete (1866) completed a study of °
needs satisfaction on field and central office government managers.
They reported that field managers experienced greater job satisfaction
"than the central office managers. The finding resulted from the
reduced exposure of the field managers to the bureaucratic structure
which Paine et al. contend impose limitations on the satisfaction of the
higher order needs. The study results confirmed the acceptability of
fhe hierarchy of needs to measure job satisfaction.

Other studies have failéd to validate Masiowfs hierarchy of
neéds as anmeans to measure job satisfaction. Schneider and Alderfer
(1873) conducted three studies of needs satisfaction in organizational
settings. They examined the satisfaction of nursés, bank employees, ©
and life insurence employees using in each study population different

means of measurement to determine the convergence of results,
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The qonclusion%-of/the studies did not support Maslow's hierarchy of
needs and as Schn%ider and Alderfer (19%3:503) reported, was due to
the difficulties iﬁ cperationalizing the need categories to the '
organizational setting and Yhe reality that the theoretical framework -
was not originall& intended for applicationvto'the organizgtionali' 
setting. Clay (1977) sought to validate Maslow's hierarchy of needs on
college instructors. In this study, the hierarchicalAframewérk Y
presented poor explanations of the interrelationships betwéen need
levels and of the ppedicfabil%ty of satisfaction and behav;or. Ciay
(1977:23) rééommended thaf other more valid theoretical frameworks Se
adopted for the study of satisfaction.

Maslow's (1970) hierarchy of needs has beén much repiicated as
a theoretical- framework for research on job satisfaction. While there
is some support validariné~the framework, there is also considerable
criticism of its inability to identify vaiid-interrelationships in the
work situation. However, the review of the iiterature indicates that
in spite of the limitationé the theoretical framework has been useful
in satisfaction research and that further efforts be put forth to adapt

the needs hierarchy to the work envirorment.

The Intrinsic Approach

The dual-factor theory of job satisfaction and motivation as
developed by Hertzberg, Méusner, and Snyderman (1959) has been selected
as a representative theoretical - framework for the intrinsic’ approach
to the study of job satisfaction. Locke (1969). claimed that in the

intrinsic approach the determinants of satisfaction lie wholly in the
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job itseif The. dual factor framework is based _on the individuals'

affectlv reactlons to the work” 1tself and the env1ronment in which
they work. ’
Hertzberg et al. (1959) examined the work motlvatlons of

englneers and accountants through a process of 1nterv1ews which

requlred the respondents to recall incidents whlch produced satlsfactlon
~ard dlssatlsfactlon They detennlned that job attltudes were unj- . .
1d1men51onal and 1nd1cated that certaln varlables Gnotlvators) produced
: .satlsfactlon but not dlssatlsfactlon, and another set of'varlables
(hyglenes) produced jOb dlssatlsfactlon but not satlsfactlon It was -’

additionally found by Hertzberg et al. (1959:59) that the motivators

were related to the jOb content or J_mrlnsa.c ]ob _ﬁaetors e The - v v el ey

-1ntr1n51c ]ob factors Were 1dent1fled as recognltlon, achlévement
responsibility, advancement ‘and the work 1tse1f Thefh9giéﬁe?f"
variables, on the other hand, were related to the job context or
extrinsic job factors which were described as working conditions;
interpersonal relationships, supervision, personal life, salary,
organizational policy, and job security.

A considerable number of researchers have examined the validity
of the dual-factor theory as a theoretical framework for the study of
job satisfaction. The job characteristics of the motivator and hygiene
variables were studied by Friedlander (1964). He concluded that there
were significant dlfferences between the ]Ob characteristics that were
related to the satisfier and dissatisfier groups of variables. The

results supported Hertzberg's contention with respect to the 1ndepend~

ence of the motivator and hygiene factors and the unldlmen81ona11ty

of job attitudes. Similar results emerged from a study doEE)bngenters.

B
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‘and Bugental (1966) in attempting to determine the intrinsic and
extpinsic motivators in different occupational groups. Their
predictions that higher level occupationslwould be motivetedwinfrinsic-
ally and lower level occupations extrinsically were confirmed.

The major cr1t1C1sms of the dual-factor theory were outllned by

House and Wigdor (1967:371) and were based on the folloWlng @) The'

. theory is bound by its interview methodology. Ewen (1964) argued that

other netnods ofemeesurement mnstfbe employed tosfest the theory.;
(2) The research upon which the theory is based is insufficiently
gnounded.' House and Wigdor (1967)‘oautioned that rater'interpretetion
in 1nterv1ews could lead to ‘the contamination of results. The
HOtlvator and- hyglene dlchotomy was not supported ‘in research studles
done b;'éwen (1964;’dnd Burke (1966) the laIter also 1nd1cat1ng the

. oabsenceAof.un;dlmenslonallty of jOb attltudes‘ Ewen (196u) also

- questioned the narrow range of oocupatlons (englneers and aooountants)
examined by Hertzberg and associates.; (3) The lncon51stenc1es with
evidepce derived from previous research.. The dual-factor theory
Supports the notion that productivity-is a function of sgtisfaction
which is contrary to the research evidence, according to House and

Wigdor (1967).

The Interactionist Approach

According to Locke (1969), the determinants of job satlsfaotlon
in the interactionist approach lie in the interaction between the
worker and the envirorment in which he or she works. Locke (1969:319)
further proposed "the prediction of job satisfaction necessarily requires

an. interactive-approach . -.-i.because of the nature of man and of the

16
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evaluation proceeé".' The key elements appear to be the individual's
.ability ES'EEIE‘Dq;ue judgements and to establish relationships
between what he sees and what he values. Lawler's (1973) model of
facet satlsfactlon Wikl be further examlned as an example of the inter-
actlonlst approach |

~ lawler (1973) stated that job satisfactidn ie a state of
equilibrium between what satisfaction an individual feels he should
receive and‘reports ‘that he actﬁally receives. | The distinction
between facet satlsfactlon and overall satlsfactlon was nade by. Lawler

‘(1973 su) who stated "facet satisfaction refers to worker's affectlve.

reactlons to partlcular aspects of the 1ob whlle overgll satlefactlon -

refers to worker!'s affectlve reactlons to the total work 31tuatlon”
In.Lawlen S. (1973) model thepe are 1nd1cated to be a humber

of variables that 1nf1uence the worker s view of what rewards are‘

o recelved -and the view of what the reward level should be The reward

level recelved is affected by the present outcome level, the vlew of
vwhat the ”referent others" Pecelve and the psychologlcal differences
between individuals. The view of what the reward level should be is
influenced most significantly by the worker's gvaluation of the inputs
that the worker brings to the‘job The lnputs were described by *
" Lawler (1973: 76) as the "Skllls abllltles,-apd;traanlng a worker:
brings to the job and his behavior on the jeb". In addition, the view'
of what the reward level should be is influenced by the job expect-
ations. The greater the expectations of the job, the more the worker
will expect to receive.

The interactionist approach as ev1denced by Lawler's (1973)

model of facet satisfaction, attempts to explain the complex

17



: relatlonshlp between the wquer and hls or- her work env1ronment 1n

-~

1ts lnfluence on job’ attltudes.

. s

| The categorles of the theoretlcal frameworks as developed

'_by Locke (1969) have examined the major approache5~to the study of -

.

4 ]Ob satlsfactlon. ‘Mogt research to datewon flndlng/the detennlnants o r-
of satisfaction has concentrated on relating Satisfactioh“to'thé
1nd1v1dual (subjective approach) and to the ]Ob (1ntr1n51c approach)
That satlsfactlon is perhaps a function of both the worker and the
work environment (interactionist approach) appears to be gaining o s
-con51derable prominence in 1ts attempts to prov1de an explanation for P : :

‘.the 1nf1uences and relatlonshlp of the 1nd1v1dual and job factors to

\]ob satlsfactlon . | '

. PR - L T, N
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JOB SATTSFACTION RESEARCH WITH ADULT ETVCATORS

An adult educator was described by Charters (1978:6) as "any
individual involved at some level in the decision-making process with i
respect to the policy and/or the practice of adult educatlon"

p~The descrlptlon encampasses a broad spectrum of the dlffepent types

ramiealer s e S

:,.and groups of adult educators but at the” same tlme peeognizes the

f,iconmon commltment to the educatlon of adults. ACCOvdlng to Charters

o e 1Y,

(1978), all adult educators have similar roles and responsibilities

i, s

and have, perhaps 1n.varying degree, cammon characteristics uniquely
focusing on their field of endeavor.

A study done by Charters and Hilton (1978) examined through

5 \Naf;&" . ‘iﬁll&‘&‘\ ERN

interviews what adult educators report that théy do, and what they

think and feel about what they do. The subjects were full time adult



school boards, 1ndu5try, and nonproflt serv1ce agenc1es ) f ,-,;% -

~
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educators primarily involved in program adwunlstratlon in their
rESpectlve organizations. They represented a varlety of lnstltutlons
and agencies from dlfferent levels of government un1vers1t1es,~

:

" The determinants of satlsfactlon were derlved from a single

‘ questlon asklng the respondents to descrlbe a typlcal work day The »~.‘ e

POy

’ rflndlngs, as descrlbed by Charters and.Hllton (1978) 1nd1cated that - ..

' The job aspécts which ellc1ted the greatest degree of, satlsfact1on were

Tlerney (1977:413) referred to ‘role congruence as the administratdr!'s

.

respon51blllty, challenge, varlety, and congenial relatlonshlps The

the respondents were generally very enthu31astlc about the importance
and value of their work and received considerable satisfaction from
theirlsense of mission té adult edueation An addltlonal _source of -
satlsfactlon emerged from the service to the students though :|.nterest-~~ o :
lngly many respondents did not view the contact w1th or the service to
the students as a source of satlstactlon

‘Solmon and Tierney (1977) studied the determinants of job
satisfaction for 211 college administrators. They'specifically examined

the job satisfaction that evolved fram the relationship between certain -

aspects of the job and organizational role congruence. Solmop and

view of the conflict 2¥ween the organlzatlonal reward structhire and

s, T

strators were‘”Cery satlsfled" w1th 13 of the 19 job aspects examined. | S

Nz it i w e

admlnlstrators were "not satisfied" primarily with those aspects of the

R e P

job that were seen to be constrained by the lack of time Greatest

a3

....

o

dlssatlsfactlon was expressed with the opportunltles for 1elsure time



T .

aetivities,vfor family oriented activities, and for the pursuit of

scholarly activities. N
A

In terms of valued behav1ors and role congruence influencing

e

4']Ob satlsfactlon, the admlnlstrators Pplaced greatest value on”the
7”1nterpersonal SklllS of thelr‘subordlnates Interpersonal skills were
7 valued in 12 of the 19 relatlonshlps studied. As Solmon and Tierney
(1977:u24) descrlbed "the admlnlstnaUmmiexperienced more satisfaction
when their subordlnates were encouraged to improve thelr abllltles in
* dealing- w1th people”.’; ' | | N .” |
‘An -examiration df the Yiterature relevant to the job satis-

faction of adult'educators suggests a naucity of research particularly
on the pobulation of adult eduéators who are neither employed by a
postsecondary institution or as an instructor. As Campbell (1980)
described, there is a general- lack of information available on the

personnel structure and- the 1nd1v1dual characterlstlcs of adult

: 7teduqators in Garada

»

JOB SATISFACTION RESFARCH_IN AREAS OTHER_THAN ADULT EDUCATION o

" Research in Other Occupational Areas

The jOb satisfaction of 78 secondary school admlnlstrators'wasﬁ

'-assessed by Schmidt (1976). He concluded that the administrators
achieved the most satisfaction from the fulfillment of the needs for
recognition,-achievement, and advancement, Job dissatisfaction was
assoclated with salary, interpersonal relations, policy and admini-
stration, ‘and supervision. Paine, Carroll and Leete (1966) studied

‘the job satlsfactlon of fleld and central.office government managers

20



and administrators They determined that the field staff experlenced
more satlsfactlon than their central office colleagues partlcularly in

the area of the higher order needs of self-esteem, autonomy, and

s

self—actuallzatlon.

Research in Job Withdrawal

~ Various studies have attempted to relate job satisfaction with
different forTs Qﬁ’jgg withdrawal' VWaters and Roach (1971) examined
the relatlonshlp between job satlsfactlon and the pennanent (termin-
ation) and temporary (absencts) forms of job withdrawal. They
reported that both forms of withdrawal were related to job satisfactien
and that withdrawal behavior was a possible consequence of dissatis-
faction. It was additionally.indicated,that termination behavior was
significantly related to the 1ntr1nslc facets of the Jjoh. . \

Hulln 21966) studled the job satisfaction of 350 female

clerical workers and at intervals of 5 and 12 months after the admini-

stration of the QQestfohhaire attempted to relate levels of satisfaction

to termination.  He repotted that at and after the 12 month period

there was a significant relationship between the initial safisfactiqn
ratings and turnover. Those who had remained with their employment
reported a greater level »f satisfaction on the questionnaire than

3

~

those who had terminated.

Research on Selectedhgpdividual Characteristics and Satisfaction

Sex of worker. As Hulin and Smith (1964) suggested, that
given the prevailing notion that women are paid less and at a lower

job level than men, that women would experience less job satisfartion

21
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than men. They determmed in a sample of male and female plant workers
" that the females expressed less job satisfaction with their jobs than

the males. The limitatiors with respect to pramotional opportunitie's

were consistently an area of dissatisfaction. However, the females ‘ {
'repor'fed greater satlsfactlon with their pay than the male workers.

Hiulip and Smith (13964) made a final' point that the removal of the many
variables that Covary with the sex of the worker (eg. job level,

pmmotlonal oppor'tumtles, pay) would likely result in negligible

Aif Femnces in the reporting of sati sfaction between male and female

mvberg,

In 1966, Centers and Bu,qenta_l researched the job metivator's
for different segrnenfs of the working population. They determined& that

fhere were no significant differences between the males and females

#~

with respect to the valuag placed on the mtrln51c or extrinsic: facets
of the job. ”vw‘.ve’r‘ *her*e were differences accountable to the sex oa
the mrker in the social and self—expressmn factors of the jOb

The females exper‘lenced greater satisfaction than the males with the :
eomal factors of the job; that is they placed greater value on the 4
relationships with co-vnricer*s. At the same time, the females received
less satisfaction than the males on the self-expression dimension of ' ‘

the job. They placed lesg valia than the malés on the opportunities to

demonstrate innevation, talent, and skill in the job. “
Pay of worker Early #search has demonstrated that job factors é
other than pay have an 1mpm"tant role in the job attitudes of workers. : p.

Yet as Opsahl and Dunnette (1974) described, there continues to be

considerable signjficance placed on pay as a means of rewarding and




P B

 Hertzberg et al (1959) in their conceptuahzatlon of the |
dual~-factor theory of satlsfactlon described pay.as”ar” extm‘:ns:.c job
. factor. They asserted in their ;%s1t10n with respect to the umchreet-— B
-.-‘-:Lonallty of job attltudes that pay could result in :]ob dlssatlsfactlon
but would not contribute to job satlsfactlon. E\«ven Hulin, Smith, and
I.ocke (1966) examined the mﬂuence of pay on job attitudes in the
context of testing the dual-factor theory. They concluded that pay does
-vnot mease the satisfaction of workers who experience low satlsfactlon
with “the J.ntrmsa.c job factors but it does 1ncrease worker satisfaction
for those who expressed satlsfactlon w:Lth the mtr'lnsn.c job factors
Pay is seen as a useful motlvator for those who are. already satlsfled
with their ]obs

Opsahl and Dunnette (1974) suggested that the manner of

adm:lmstr'atlon of flnancml rernm;ratlon is llkely to have a 31gn1flcant
effect on ]ob attitudes. ’I'hey felt that the pay r’ange the secrecy in
salary. matters, how pay is determ:ned and the worker's pay history

R

contribute to the attitudes toward one's pay.

Age of worker. The age of the worker is generally viewed as

_being positive;Ly jfelated to job’ satisfaction. The relationship was
implied by Porter and Steers (1973) who suggested that age was J_nversely
‘_assoca.ated with . ]Ob tur'nover' 'I'ur'rnver, in this case, had been V
esta.bllshed as posﬂm‘ly related to dlssatlsfactlon The relatlonsh.lp
of ‘age and satisfaction was determn.ned in a study done by Solmon and
Tierney (1977). In.an examination of the determinants of satisfaction

for college 4admi'nistr-ators", they found that age was positively related




\

" to"several fatets of the jobt The age of “the administrator was a

factor 1n the expre331on o? saflsfactlon f:o asPecfs of ‘the ]o‘b as power,

a_nﬂuence, and lQ,'LSUI”%‘tJJIle In add;tlon, hoth studles Jgnplled tha't age :

and leng'th of serv1ce were closely assoc:ated and would prov:Lde snmllar
predlct:l.ons of” ]Ob satlsﬁactlon S
The-review of the literature reveals tha't the concept of: \]Ob
satlsfactlon has been the sub]ect of oor151derable research ‘Though
this has J.ncr'ease,d “the’ understandmg of the concept it has also brought
¢ to llght 1ts compl.ex1t1es Job ;;atlsfactlog Jpust, _be copsidered as. ‘Logke
x(;»asgl desez;@bed ‘as. the comglex and dynam:Lc interrelationship between

the J_nd1v1dua_1's emotions and values and the envmmmnt

2
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- - CHAPTER ITI
RESEARCH METHODOLOGY

This chapter will examine the research methodology employed in
the study. The three sections will respectively report on the

research instrgment; pilot testing, and data collection.

S am r PR . -4 - . U T B Y . -

THE RESEARCH INSTRUMENT

The questionnaire formaf‘was used in this study for the'
;collectlon of data relevant to the ]Ob satisfaction of the further
education coordlnators The approach was adopted to facilitate data
collection from a geographically dlspersed populatlon within the context
of the cost and time considerations. Anonymity was a factor in the |
de0151on and as Moser (1958:177) described "people completlng question-
nalres may respond to personal and perhape embarrass1ng questions more
willingly and accurately than if faced with an unknown interviewer!.
Finally, it was felt that the questionnaire format would allow the ‘
respondents to provide con31dered as opposed to 1mmed1ate rGSponses

The questlonnalre Sources of Job Satlsfactlon for Further *
Education Coordlnators, was adapted from instrumentation developed by
Holdaway (1978) and.Rice (1978) who respectively'spudied the satis—
faction of teacheps and school principals. Holdaway .(1978) examined 59
job facet: items and categorized ‘them accordingito fhe working

~conditions, teaching-related matters, student-related matters, and

25
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occupation-related matters. One item was included to measure overall
job satisfaction. Rice (1978) categorized 45 job facet items into
~ working conditions, personnel-related matters; school-related mattere,
districf—related-matfers,'and‘6ccupdtionéﬁeiated"matters. Overall
satisfaction wae meesured from responses to four items.

The following describes the sections included in the question-~
naire. Section A provided data on the individual characteristics of
the further education coordinators and was adapted from Rice's (1978)
‘'study. One"itém on thé adminiétrative*ané'1eadership activities of
the\coordinators was adapted from Onuoha's (1980) study%%f the
satisfaction of educators in Rehabllltatlon Medicine. The Konrad et al.
\.(1982) study prov1ded con91derable a581stanoe in the development of ;tems
specific to the study population. Items in this section were categorized
to reflect the personal-social, professional, and organizational.
characteristics of the coordinators. Section B provided the measures of
overall satisfaction and wes adapted from Rice's (1978) study. Overall
safisfactiqn wes assessed with four items which measured attitudeg fo the
affectiveness of the council, to the fulfillment of the higher and lower
Arvler npedq, and to the job in every aspect. . In the initial question-
naire, the rating scale included six response altermatives: 1 - highlv
dissatisfied, 2 - moderately dissatisfied, 3 - slightly dissatisfied,
4 - slightly satisfied, § - moderately satisfied, 6 - highly satisfied.
Section C: Working Conditions, Section D: Council-Related Matters,
Section E: Further Education Services—Relafed Matters, and Section F:
Occupation-Related Matters respectively categbrized the 32 job facet
items. These sections provided for the measurement of satisfaction to

the Jjob facet items and the importance rating of each job facet to job



satisfaction. In the iﬁitial questionnaire, satisfaction was scaled
from 1 - hiéhly dissatisfied to 6 - highly satisfied and the importance
;of the ]ob facet scaled from l - not 1n@ortant tQ 6 - extremely S
-unportant » The 1mpdrtance scaIe was adapted from Onucha’s (1980) study
The last section, Sectlon G: Sources of Job Attitudes, was adapted from
Rice's (1978) study. The open-response format provided the freedom to |
-the respondents- to -select, on their own, factors whlch they felt

contrlbuted to jOb satlsfactlon and dlSSatlsfactl ;_, c e .

a o - e
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PILOT TESTING
The questionnaire was pretested by four coordinators under the
conditions of the proposed approach to the administration of the
instrument. TIn addition, two graduate'students and a former manager
with Alberta Advanced Education and Manpower who had background

'»n..

: know?edge Af the rnTe oF the coordinators prov1ded a aritical analyele

of‘the lnstrument' The, individuals involved in the pretesting were.
asked to evaluate and comment en the content and format of the
questionnaire, the adequacy and appropriatenesg;of the items aﬁd
response categories. and the clarity of the questions. |

The comments reaulted in the implementation of various changes
to t%e questionpaire. Clarity was addressed in the amendments to the
wording of 15 items. The word "please" was inserted in the comment
sectioﬁs. The response categorles for the question on age were changed
to reflect equal intervals in eachacategory Under Section B, the
response category of "no opinicn" was inserted into the rating scale

and assigned the rating value of 0. It was felt that "mno opinion” was

I,

»
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necessary to facilitate the possibility of neutral responses. A similari_‘ 

rationale was used to insert the "no- oplnlon respohse category to the
satisfaction and J.mportance r'atlng scales in’ Sectlons C D E “and ‘F- of
-the questlonnalre As previous, the "no opinion" response category was
' assigned the Patlng value of 0. Flnally,_ln the 1mportance*scale the
Pespohse category'"quite important" was.deleted It was felt this was
an unnecessary interval between the "moderately 1n¢ortant" and ”very

1nmtmnant" response categorles o ThlS‘IEQULred amendments to rat;ng

a -

1 . v T a o e

categories to 4 and 5 .respectively.

DATA COLLECTION

A

'I'l'le . le 4 : R ."’,‘rm.
" - The names of coordinators for‘this_stcdy weﬁ; AQLiQed froﬁfa o
master list of council staff updated to November 2; 1982. The listing |
. _far the. 83 councils_waSﬂprovidedfbyﬁFUpther Education Services, .,
Alberta Advanced Education and Manpower. Six councils ‘were excluded
from the study who, it was determined, either did not employ coordln—
\ators or emplo; coordlnators on the usual part-tlme basws In addltlon, .
the four coordlnators who had partlclpated in the pllot testlng were not
readministered the questlonnalre. A total of 74 coordlnators Pepresent—

ing 73 councils were sent questionnaires.

4
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Approval for fhe dlstrlbutxon of” %he~questlonna1res was .

T obtalned from Further Educatlon SerV1ces On Vovember 8 1982 the

-

questlonnalres with stamped self-addressed envmlopes were dlstrlbuted
The cover letter 1nd1cated a cutoff date of November 29, 1982 and

the assurance of anonymlty to the codlng procedure used in' the study

to monlror returns Follow-up procedures were initiated on Wovember 29,
1982 with the re—dlstrlbutlon of - questlonnalres and stamped self-j

addressed envelopes to non—respondents A cutoff date of December 14,

T A e e
3

1982 was - 1ndlcated in the COVer*letter Appendix A- eontalns the. .

questionnaire used in the study and Appendix B the letters of

;LReturns

-

Sixty-five returns had oeen received by December 21, 1982
providing a'return rate of 87.8 percent. However, one questionnaire

was returned unanswered with an’explanation that a coordinator, as

. such, was not employed in that jurisdiction This provided 64 useable

"returns for the study. In addltlon, 1t was decided that the four

questlonnalres completed in the pre-test phase of the study would be
1ncluded in the sample prov1d1ng 68 useable returns. It was- felt that
this would be acceptable since no items were added or deleted nor any

major chahges implemented.

N



* DATA ANALYSIS

The purpose of this chapter is_té report ‘the characteristics’
of the sample population of coordinators and the results of the data
analysis procedures used in conjunéfion with the problem sta%gments
presented in Chapter I The first section provides a descrlptlon of
‘1the respondents on the bas1s of the personal—soc1al characterlstlcs,
H"profess1onal characterlstlcs ~and organlzatyonal characterlstlcs » L

The second sectlon addresses ‘problem statement 1 and provides
the statistical analysis related to the extent of overall job satis- :
ifactlon experlenced by the coordlnators | In addltlon, this section
reports on the jOb aspects personéiiy 1dent1f1ed by the coordlnators;
as contrlbutlng most t3 overall job satisfaction and dissatisfaction
and on re}ationship of the gxouped data to the dual-factor theory
deveioped by'Hertzbefg et al. (1959).

The next sectioﬁ focuses on problem statement 2. The ]Ob
facets 1dent1f1ed by the coordinators as contributing most to job
satisfaction and dissatisfaction are examined. As well, the analysis
of data concerned with the importance of facet items to job satisfaction
Aare reported. |

Problem statgment 3 is dealt with in the fourth section. The
purpose of this section is to report the differences between groups to

the level of overall job satisfaction experienced. The investigation

30
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cep mean PR - PO

o orgamzat:.onal charwag:teq:'lstlcs of the coord:mators ' ' ..

2
The fifth section addresses problan statement 4 and reports on

the seven job factors extracted from the factor analysis of the 32
weighted job»faeef iteﬁs; The contriﬁution of the respective job
factors to feelings of overall satisfaction is examined. In addition,
the relative strengths of the jaob factors to predlct overall satlsfactlon
is investigated.

The last section reports on the investiéation of problem
Statement 5 " The degree to whlch the level of COOI‘dJ_natQI’ satlsfactlon -
with the job factors is related to dlfferences between groups classified

cr"or'dJ,ng to the pereona.l—-socnal professional, and organizational

-

ﬁharahterlqtth is r@porfej < . . S

- SECTION 1

DESCRIPTION OF RESPONDENTS

The first section of this chapter provides a description of f
the 68 respondents upon which this study is based. The sample
popiilation js described according‘to the personal-social, professional,

and arganizational characteristics.

Personal-Social Characteristics

The frequency and percentage distributions relevant to the
personal -sorial variables of the respondents are shown in Table 1.

Sex. - Almost 9 out of every 10 respondants were female,

P



‘.-.'_‘ * 4 ‘ | ' o .. . . '_ " ,’ ’ 32v.
.. Pemales - accounted.for 88.2 percent of the sample populatlon ccmoared i

: 'tO 10-3 percent for males _ B ’4T~r? . o
< .- .. . % . - :

" Age. Fifty—three percent of the'fesﬁdndents wefe 35 years of
age and younger, 29.Y4 percent were aged 36 o 45, and 16.2 percent were

46 years of age and older.

Other empioyment. Approximately 40 percent of the sample

population was employed in other areas while serving in their capacity
as coordinators, There were 58.8 percent of the respondents who

indicated sole employment as coordinators. ..

Population of community. 0ver two-thirds of the respondents

were cnordinators from commpnifies with populétioﬁé'efllo,OOO or less.
There were Q5.6 pevcent from ~communities of 5,100 or less and 26.5
percent from crmmunities with populatlone from 5, 001 to 10,000.
Approximately 13 percent of the sample populataon came from communities
with 10,001 to 15,000 people and 16.2 percent from cammunities wi th
popu1a+1one of 15 001 and greater

The Dopulatlon data does not addresd the dellmltatlon to the
‘study with respect to the- -excliusion of six COUDCllS from the studv
To a large extent the excluded councils reoresented communities with

popilations of 20,001 or greater.

P N T UL TAPRFE

Location by region. All regions of the province. as designated

for regional meetings of the councils, were represenfed by the respond-

Shde s

A ]

ents. An examination of the data reveals that 14.7 percent of the
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Table. 1l _ .
PERSONAL-SOCTAL CHARACTERISTICS OF RESPONDENTS
i . ~{n'=68) ) ’
CHARACTERTSTICS | , . : FREQUENCY PERCENTAGE
.- T ] R -

Sex - ‘ _

Female _ 60 -88.2

Male 7 10.3 -

No fesponse to item 1 1.5
Age S *

25 or less | uy 5.9

26 <35 - /32 7.1

36 - 8§ s | 20 29.4,

H6 - 55 ‘ 10 4.7

56 or older . . 1 1.5

No response to ifem _ 1 ‘ 1.5
Other employment

Yes | . - 27 39.7 '

No w0 58.8

No response to item | 1 1.5
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Table 1 (Continued)

(-
| CHARACTERTSTICS FREQUENCY PERCENTAGE
Population of community
5,000 or less 29 . 42 6
5,001 ~ 10,000 1 26.5
10,001 - 15,000 9 Py 13.2
- 15,001 ~ 20,000 6 8.8
20,001 or more 5 7.4
No response to item 1 1.5
Location by region
Northwest 10 4.7
Northeast 1‘3 22.1
Yellowhead 12 17.6
Central 12 17.6
South 17 25.0
No response fo‘i‘tem 2 2.9

RN i ko 3 b . e L T



"r*eépondénts were from'the nortiwest region, 22.1 percent the northeast
region, 17.6 percent from each of the yellowhead and central regions,

and a quarter of the respondents from the south region.

Professional Characteristics
\ Table 2 provides the frequency and percentage distributions of
the items related to the professional characteristics of the respondents. .

-

, Years of experience’ as coordinator. Over two-thirds of the

respondents stated that they had been employed as coordﬁmators for less
thaﬁ for vears. There were 36.8 peréent who had one year or less
experience ag a coor‘dinafor"'and 30.9 percent wit,‘_n more than one yem
but less than four years axparience? T‘weﬁty—ei.ght percent. of th~
rvsbondents had indicated more than three vesre ~f exro.r'lw' enre as A

coordinater:,

Years of administfati_ve- exper*iénce in _educational setting.
A majoritv, R3.3 per‘cer{’t,dbf' the respondents indicated fewer than five
years of administrative experience in an educational setting.
Approximately 31 percent of tl;xe sample populatién had a year or less
of administrative exper‘ience. Tn addition, over a third of tfue )

respondents, 35.4 percent, indicated five or more years of adminj-

Strative experience in an educational setting. /
4
. / o

Highest level of schooling. Approximately 29 percent of the

‘
/
s

respondents completed high school or attended a high school program.
Almost nine percent completad technical or vocational training

programs. However, a majority, 60.3 percent, within the sample
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Table 2 ' -

PROFESSTONAL CHARACTERISTICS OF RESPONDENTS
* (n=868) - -

CHARACTEPTSTICS FREQUENCY PERCENTAGE

= e iy st e ot e

Years of expsri=~n~c  coordinator
1 or lrge 2§ 36.8

7 -3 : (Al 30.9

o Yoy ora ' 8 11.8

Mo response to item 3 : U,

Yerrs of admiristprative evperienae
in education ' cotting

lor 1« 21 30.9
5~ 7 , 15 721

11 ~r mare 5 7o

Ne respenge to item : Tl 1.8

e e— - . : b
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CHARACTERISTICS FREQUENCY

Highest level of schooling

| Some high school

| ;High school cdmpléted
Technical-vocational traiﬁing w
Somg university

UniVePSify'degree |

Graduate degree o a

. o= v
No response t& item ~-

-~

30.9.

7 25.0

Number of professional development/
continuing education activities attended
-0

1

. X .
A . . B
4o, 2 S , ¢,

B . . . K . c
3

4 or more

No response to item

11

.21

15

-

16 .

7.4
16.2
30,9
22.1°
23.5

-
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Table 2 (Continued). :
CHARACTERISTICS . | ~ FREQUENCY PERCENTAGE | 4
Number of organizations with coor- K\\'
dinator membership and participation \
0‘ 0 0 )
1-3 “u0 58.8.
4 -6 21 30.9
‘7.9 s ' *
10 or more o ! 1.5
No response to item , 1 1.5 .
{
g;
— ;



population have attended university courses. Approximately half of
_this group or 29.4. percent of the total number of respondents have
fulfilled degree requ1rements either at the undergraduate or graduate -

level.

Professional development/continuing education activities
attended. The interest i the'develcpment of personal and professional
: skills was measured t the attendance.at professional development/
continuing education activities over the period of the past &ear,
The largest number of respondents or 30 ® percent were in attendance at
two activities over the year. Approximately seven percent of the
respordents had not attended any‘activities.v The remainder indicated .
their attendance over the year ‘as one.activity, 16.2 percent; three

activities, 22.1 percent; and four or more activities, 23.5 percent.

Membership and participation in organizations. Involvement in

community affairs was measured through the membership and participation
in various community crganizations. All respopdents belonged to and
actively participated in at least one cammunity organization with the
majority, 58. 8 percent, being involved w1th one to ‘three organizations

Almost 31 percent of respondents had active 1nvolvement with four to six

organizations and 8.9 percent with seven or more organizations.

Organizational Characteristics

The frequency and percentage distribution data for the items
describing the organizational. characteristics of the respondents are.

reported in Table 3.

T et A AL Wit 22 e er e e = e e L
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Primary area of work involvement. The focus of the work

act1v1t1es for the respondents was examined through the number of hours
per week devoted to the administrative and leadershlp functions of theJ_r'
]obs The respondents 1nd1cated the degree of actlylty 1_n the respective
y“'job functions according to the rating categories of nil heurs per week,

i to 5, 6 to 10, 11 to 15, 16 to 20, and 21 orvmor'e hours per week,

Over 709 percent of the respondents stated 10 or fewer hours per’
week as being devoted to the administrative aspects of the job.
Approximately 15 percent of the respondents spent 11 to 15 hours per
week on administration and the remainder, 11.7 percent, 16 or more hours
per week | _ _ '

‘On the leadership diJnenSion, 41.2 percent of the respordents
spent 10 or fewer f’hours per weekkperfom‘ﬁ_ng the related tasks. Over
half, 57.4 percent, devoted 11 or-r‘nor*e hours per week o'n’the.leadership
component . of the position. .

4

- Hours per week paid as coordinator. The formalized time

cammitments to the job were measured through the determination of theg
hours per week for which the respondents received payment. Twenty-four
r*espondenta, 35.2' per‘cent,_ .were paid to work 15 or fewer hours per week.
A majority,_ 63.2 per'eent; of the respondents r'eceived payment for 16 or
more hours per week on the job. Thus most respondents were retained
for two or more days per week to fulfill the respons1b111t1es of the

p031t10n

o

ol
.

Salary level. A large majority, 89.7 percent, of the respondents

received an annual salary of $10,000 or less. The remainder, 8.7

%,



Table.3

ORGANIZATIONAL CHARACTERISTICS OF RESPONDENTS

(n = 68) '
CHARACTERTSTICS FREQUENCY PERCENTAGE
Primary area of work involvement
Houys_pgr week for administrative
acfc1v1t1es : '

1 Nil 3 1 1.5
.1 -5 18 26.5
6 - 10 29 42.6

11 - 15 - 10 I
16 - 20 . 6 8.8
21 or more 2 2.9'
No response to item 2 2.9
Hours per week for leadership
activities
Nil 0 . 0
1 ; 5 11 16.2
6 - 10 17 25.0
11 - 15 20 29.4
16 - 20 I 20.6
21/or* more 5 7.4
ﬁo responsé to item 1 1.5
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Table 3 (Continued)

CHARACTERISTICS , - FREQUENCY = PERCENTAGE
g ' S

Total hours per week paid as coordinator

5 or less : 2 2.9
6 - 10 ' 9 13.2
11 - 15 , - 13 - 19.0 -

" l6-2 26 - 38.2
21 or more v ) %7 4 25.0
No response to item 1 1.5
DA 3 _'fo**

. Salary level

$5,000 or less 15 o 22.1
$5,001 - $10,000 _ 46 67.6
$10,001 - $15,000 2 2.9
$15,001 - $20,000 | 2 2.9
$20,001 or more {? | 2 2.9
No response to item 1 : 1.5

Type of designated locai.hosting

authority
School authority | 53 : 77.9 ‘
Postsecondary institution 12 ’ 17.6
Other ' v 2 ' 2.9
No resﬁonse to item ‘ 1 . 1.5
\
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percent, was compensated $10,001 or more per annum.

Type of de51gnated local hostlng authority. Almost 78 percent

of the respondents indicated their designated local hosting authority
to be a school authority. POStsecondary 1nst1tutlons comprlsed the
other major group and were identified as designated local hosting

authorities by 17.6 percent of the respondents.

Summary

" The first'section of this chapter on the analysis of data
provided a description of the respondents according to their personal-
social, professional, and organizational characteristics. The data will
be used for further study of the job satisfactiom of coordinators.

To sumarize, ‘it was revealed in the personal-social dlmen51on

that a large majority of respondents were female and sllghtly over-half
‘were 35 years of age or less. Approx1mately 6 out of 10 did not have
other employment and close to- 70 percent of the respondents re51ded in
| cammunities with populations of 10,000 or less. "Respondents emerged
from all regions of the prov;nce with tne south region having the
largest representation, 25 percent. and'the northwest, region the
smallest with 14. 7 percent of the total number of respondents

- The professlomal characterlstlcs of the respondents were exam;ned ;
“through their experience as coordlnators, administrative experience in
educational settings, level of schoollng, attendance at profess1onal
development/contlnulng educatlon act1v1t1es, and part1c1patlon in
ccnnmnlty organizations. Over a third have had a year or less experience

as a coordinator and -almost two-thirds of the respondents had less than

-

e sz s
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five years administrative experlence in educatlonal enV1ronments

On the level of schooling, the majority, 60.3 percent, stated that they
had attended university with about half of ‘this grouﬂ completing
~undergraduate or graduate degree requlrements Over three~quarters of
the respondents attended two or more professional development/cont1nu1ng
educatlon activities in the prev1ous year, Approx1mately 90 percent
indicated their membershlp and part1C1patlon in six or fewer communi ty
organizations, in examining the community involvement variable.

Four variables were.used in this study to assess tﬁe orgariz—
ational characteristics of the respondents: primary area of work.
involvement, hours per week ﬁaid as a coordinator, salary level, aﬁd
type of designated local hosting authority. On the primary area of )
work involvement, a large majority, over 70 percent, devoted 10 or
fewer hours per week to the admipistrative functions of the job.l At the
same time, over'half, 57.4 pereent, of the respondents indicated they
'spent 11 or more houts per week on leadership activities. It appears
that the leadersh_m aspects of the posn.t10n are viewed as the pm@y
area of work 1nvolvement “Almost two~th1rds, 63.2 Dercent were pald
for two or more days per week as a coordlnator and a vast majority,
almost 90 percent, recelved an annual salary of $10,000 or less.

. School authorities were identified by most respondeﬁts,\%?.g percent,,
ds their designated local hosting atthowity.

O
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SECTION 2 ' s

FROBLEM 1: OVERALL JOB SATISFACTION
b2 |
Section 2 repofts on the analysis of two criteria employed to
assess overall.@pb sastlsfacﬁom F‘JI'S't it examines the degree to
"~ which the respondents J_ndlcated feel:.ngs of oVer*all job satlsfactlon

through four items in Section B of Ihe »questlormazre, and second the

¢

job aspects personally 1dent1f1€d»%e .respgndents as connlbutlng

C % .
» 7« - to overall satlsfactlon and dlSS&‘tleaC'thﬁ¢ In addition, the ]ob R

vy ‘

aspects regrouped as motivator and hygiene varlables m to be assessed

in their cansistency with the dual dimensions of job satisfaction as

proposed by Hertzberg et al. (1959).

.oy
b

| R4

Sub-Problem 1.1 .

"To what extent do fm:'ther education coordinators experlence

{

overall job satisfaction?"

Section B of the questionnaire provided measures of overall
-job sa-ti‘sfaction‘through the rating of four items. The response
categories for the four items are. collapsed into two categories denoting
overall satisfaction and dissatisfaction Tespectlvely Rice -(1978)

- followed thls procedure on the premise that the results would not
significantly unpaj_r' the reliability or validity of the items. The
response categories: slightly, moderately, and highly satisfied with
rating-values of four, fl\ie,' and six respectively are collapsed\"\'t‘o form
the satisfaction eateéofy. Table 4 contains the percentages of respond-

ents who rated their overall satisfaction and the mean values for each
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of the four items.

~ On three of the four items the percentage of respondents

» indicating satisfaction was apDroximately 90 percent in each case.

The Dercentage exceeded 90 percent with the 1tem addressing the effect-
iveness of the counc11 1n«meet1ng the adult education needs in the
oqmnunlty The meéan values of three of the items exceeded 5 0

prqviding an approximate level of noderate'satlsfactlon in relation to

the response détegories. On the basis of the means, greatest satiSv‘

faction was derived from the social relationships in the work. The

item assessing overall satisfaction was révealed to have the lowest .
mean value providing an apurox;mate level of sllgnt satisfaction.

Overall, the requggents indicated to be moderately satisfied w1th the

jor in all ite aspects.

Sub~Problem 1.2  °

-

. "Vlhich job aspects are selected bv coordinators as ~sntributing
the most as sources of Averall job satisfactiqg and di%safisfacfign?"

« Section G of the questionnaire, through the open-ended format.
peovided the respondents the apportunity to identify two job agﬁecre
which eontributed to overall job qaf1sfactlon and two ]ob aspects
which contribitel to overall job dissatisfaction.

Responses in *he two mategories, satisfaction and dissatis-
taction, were grouped according to common thémes in the feelings to
various aspects of the job. Frequency of men;ion was employed to
tabuiaté the reéponse§ into distinguishable job aspects.‘ The aspects‘

of the job‘idehtified by the respondents as contributing most to job
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satisfaction are included in Table § and thoée-contributing most to job

dissatisfaction in Table 6. ) e O
As shown in Table 5, the respondents.identified 17 aspects of

the job which contributed té the feeling of overall job satisfacﬁionn
The most frequently mentioned job aspect was the "freedom associated
with the job" which accounted for 24 .24 perdent of the total responses.
The camments reflected on the satisfaction derived from the flexibility
in the determination of working hours and'thé’autonomy provided the
bespbndent.l¥0ne coordinator stated:

I work out of my home which is ideal when thefe are young children

involved and my hours are my own. I like the flexibility and feel
*#§ am responsible enough to ensure that the job is done.

The next job aspect viewed as contributing most to joba,
satisfaction was the "contact with people'. %his job aspect was
indicated in 18.9u percent of the responses. The relationships with
rerple as a source of satisfaction were described by a coordinator:

T enjoy knowing and meé%ing people in the cammunity and finding
their talents that they could Possibly share.

The third most frequently mentioned Sob aspect identified as a
surce of job satisfaction was the "sense of invelvement and contrib-
X
ution” derived fram the position. Tt was indicated in approximately

18 percent of the total responses. A ~oordinator described:

I enjoy working with adults to bring them new learning situations
¥ to help them expand their knowledge in many different ways.

The three job aspects described above as contribpting to
overall job satisfaction represent approximately 18 percent of‘thé 17
job aspects identified by %he respondents but over Gi pergent>of the
total mmber of responses. It would appear that the selfedetermiﬁatign

in the hours ~f werk, the people contact, and the perscnal -satisfaction

&
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* Table §

FREQUENCY AND PERCENTAGE DISTRIBUTION OF JOB ASPECTS -
IDENTIFIED AS CONTRIBUTING MOST TO JOB SATISFACTION

(n = 132)%

JOB ASPECTS FREQUENCY PERCENTAGE
Freedom associated with job R 32 24,24
Contact with people 25 18.94
Sense of involvement and contribution 24 18.18
Variety in the job. - 9 6.82
Working to help the community 9 6.82
Support of council 7 5.30
Availability of supervisory assistance 5 3.79
Responsibility given the coordinator’ 5 3.79
Making use of my abilities , Y 3.03 -
Excitement of the field of adilt education 3 2.27
Salary ' ) 3 2.27
Administration of salary 1 - 0.76
Ease of doing the job Y 1 0.76
Personal growth . : 1 0.76
Rapport between hosting council and agencies" 1 0.76
Successful campletion of courses L 1 0.76
Support from predecessor 1 0.76
Totals 132 100.00

* total number of responses

L *‘Q‘%
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'
derived from pr*ov:.d:.ng the éervices are contributing most as sources
of overall job satisfaction. |
The frequency and\percentage distribution of the job aspects
seen as contributing gost as sources of job.dissatisfactién are inc%gded
in Table 6. There were 20 aspects of the coordinators' job that were -
identified as sources of job dissatistaction thch were several more |
than fhe numbery, of job aspects viewed as é;ntributing to f&b‘satis- Cl
faction. Four respondents indicated that they could not idéhtify any
aspects of the job whiéh'contribufed to job dissatisfaction: . They
reported sétisfaction with the job in all.its aspects. “Inadequate
salary" was the most frequently mentioned job aspect contributingépost
to dissatisfaction and accounted for 15.18 percent of the total nﬁmber
of responses. A ~cordinator stated: | "
I do not. like to ask my éouncil to increase my pay although I*feel '
I deserve it. Its hard to ask volunteers for a salary even though
the hour’s involved are longer tban any. full-time job I've had.
The "lack of council sypport” and "problems in the admini-
stration of f ir\nnr:es"f- were the next most frequently referred to job
aspects leating to jobﬂdiS§atisfaorion. The two job aspects Qére_
mentionat equally as job dissatisfiers and in each case represeﬁted
Almost 13 percent of thé responses. The further educationAoouncil,
through its member organizations,’.is viewed as an important element in
the provision of cnordinated adult education programming in the
Onmmﬁnity. Th~ crmmitment to this end b; the councils was questioned
bv a number of re-~pondents and consequently viewed as a source of
dissatisfaction. The feeling resulted from ééfén coordinator

. _ ~_
described: =~

'The Jack of willingness of organizations to offer prograhs.
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PREQUENCY AND PERCENTAGE DIS'IRIBUTIO’\I OF J OB ASPECTS IDENTIPI]EID
AS CON'I’RIBUTING MOST TO JOB DISSATISFACTIO. _ :

Y

(n = 112)*

JOB‘,ASPECTS_ § o . .- FREQUENCY - PERCENTAGE
Inadequate sala.ry _ e 17. ' 15.18

* Lack of councu.‘suppor't ' 1y ‘ '12.50
Problems in the administration of flnances o 1y . 12.50
Effect of job on personal and- family life = | 100 - 8.93
Amount of time spent on- job ‘ 8 7.14
Attitudes of community ' - ' a: o TU

- Lack of” workshops for coordinators ' 7 PN 6.25
Lack of access: to course facilities - 5 ' 4.46
Lack of clarity as to role of coordinator 5. 4,46
Lack of coordinator orientation = b 3.57
Relationship with designated hosting authority 4 3.57
Lack of recognition for coordinator efforts ' 3 2.68
Relatlonshlp with Purther Educatlon Serv1ces 3 2.68 -
Boredom in the job : : 2 1.79
Inadequacies in skills to do the job . 2 1.79

- Lack of office facilities - -2 1.79
Administrative focus; not. getting at communlty ,

problems s - 1 -0.89

No opportunities for distance le ) 1 0.89
Isolation of community; can't hlre 1nstructors 1 0.89 .
~Instructors overly-dependent on coordinator 1 0.89

| Totals - | ‘ Uk 2 ©100.00

* total number of responses

o
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Related to 'thlS concern was th&overall view of the respectlve roles
of the coordlnator “and the mémbers of the council in regards to :

Prog‘armu_ng A coord:mator expressed dlssatlsfactlon with: -~ =« I _' -
pa

i niovan e M eim e e e e s

The mlllngness of some council menbers to have me do all of
their progranmu_ng for them.

~ The "problems in thg administratiqn of fJ.nances" emerged as a source
of dlssatlsfactlon from the d’ifflll

tles encountered at the different : Cd
stageﬁ of - the adm:lmstratlve process POllCleS with respect to the Ct

b

specific pre-—dete:rm:_ned allocatlon of funds ‘and procedures on how . . A

financial resoxmses- are to be allocated_were the main areas:of concern

On pOlle, a coord:.nator stated _
I feel I am restralned by our limited budget and would like. to see
our. grant monies lumped as I can apply it to the areas I feel it
is needed the most.

One coordlnator conmented ‘as fOllOWS on the admlmst*atlve procedures

as a SOUPCe of dlssatlsfactlon

TR ONERES

AR TP WS S. 3 S T

The admms&*atlve procedures demanded by both Furth
Services and the local counc:.l are not sn’eaml:med

The "effect of the ]Ob on personal and fam:Lly llfe" was the
. fourth most frequently reported job aspect wha.ch contrlbuted most as a
source of “job dissatisfaction. Approxnmately nine percent of the
responses proyided an 1'.ndicat_ion of the :Lntruslon of the., job into | ‘ B
personal and family life. The even:mg and. week-end work were cited as |, ‘
the main concerns and as one coordmator described' '

‘T have to be ava:.lable to the public at all times dum_ng the week
I resent people who phone my home ore spec1al holidays and Sundays.

“Though the responses 1dent1fymg the job aspects as resulting
in dlssatlsfactlon were spread more evenly through a greater number of

job aspects than the category of satn.sfactlon, it would appear that the

inadequate salary the lack of counc:.l part1c1pat10n, the problems

-
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associated with the administration of the financial-resources;“and
the effect of the ]Ob on personal and family life are contrlbutlng most

to overall job dlssatlsfactlon

Sub-hoblén 1.3

"To what extent are tne findinga for overall satisfaction and
dlssatlsfactlon with the job aspects con31stent with the dual-factor
theory of satlsfactlon developed by Hertzberg, Mausner and Syndennan;

: (1959)7" ; L Lo IR o
s |
' An additional analysis of the data which emerged from the
 content analysis of Section G of the questionnaire was undertaken to
deternine the'degree to which these findings are consistent with the
theoretlcal framework dev1sed by Hértzberg and aSSOCLateS (1959)
The dual—factor theory (Hertzberg et al. 1959) was based princ¢ipally
on thelprem;se that job attitudes could be categorized accordinglto‘a
-motivator/hygiene dichotomy. Hertzberg et al. (iQSQ'Hﬁ) deterndned
fhat the motivator variables: achlevement recognltlon, work 1tself
advancement and respons1b111ty could result in job satlsfactlon but
not dissatisfaction. They also found that the»hyglene variables:
_salary superv131on, 1nterpersonal relatlons, phy81cal worklng |
condltlons, pollcles and admlnlstratlve practlces, p0531b111ty of
growth status, personal life, and jOb securlty could produce job
dlssatlsfactlon but not satisfaction. | o
To fac1lltate analysis, the job aspects personally 1dent1f1ed
< by the respondent ‘as contributing to jOb satisfaction and dlssatls-

fact;on were re ped as motivator and-hygiene variables as described

(’




by Hertzbefg. Thepe:were,‘howevér, no job aspects identified by<the
respendents thatﬁcould be pleced with the advancement, status, and
job security variables ahd were consequently not used in this study.

The statistical analys1s employed to determine the relatlonshlp
of the study findings with the dual-factor theory~1nvolved the
-comparison of the percentage contrlbutlons of the job aspects te overéll
satisfaction and dissatisfaction regrouped as motivetar-and hygiene
variables. This approach was used, as well, by Armann (1981) who
examined the job satlsfactlon of Dlreétors of Nur81ng The contribution
of the job aspects regrouped as motivator variables to overall ;
satisfaction and'dissatisfaction aée reported in Table 7. As. motivator
, variables, these job aspects accounted for more than 85 percent .of the ’
job satisfaction reported and approximately 21 percent of the job »
dissatisfaction. The motivator varLables were 1dent1f1ed by the ‘
respondents as sources of satisfaction oyer four times more often than
as sources of diséatisfaction. The regrouping of the job asﬁects as
hygiene variables and the percentage contribution of the job aspects
to satisfaction and dissatisfactidn are shown in Table 8. The data
1ndlcates that the respondents 1dentif1ed ‘the hygiene variables as
sources of dissatisfaction mope.than five times more often than as
sources of satisfaction.\-The job aspects as‘hygiene variables provided
for 79.46 percent of the dlssatlsfactlon and 14.40 percent of the .
satlsfactlon reported. ’

It was also observed that in relationship with the motivatof and
hygiene\variahles the respohdents'experienced greetest satisfaction with

the recognltlon and ‘the respons1b111t1es a58001ated with the JOb\iéEEi

Two varlables respectlvely accounted for 37.12 and 28.03 percent of the
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Table 7

-

!

PERCENTAGE CONTRIBUTION OF JOB" ASPECTS REGROUPED AS MOTIVATOR
VARTABLES TO OVERALL JOB SATISFACTION AND DISSATISFACTION
’ ‘ : .

PERCENTAGE

MOTIVATOR VARIABLES * AS SATISFIFR AS DISSATISFIER

Achievement _
Successful completion of courses 0.76
Ease of doing the job ' - P76
Recognition , -
Sense of involvement and contribution © 18.18
Contact with people 18.94 . o *
Lack of recognition for efforts . 2.68
. Access to course facilities , ' k.46
Work Itself " ) T
Variety-in the job L 6.82
Help the community R - 6.82 _ .
Excitement in adult education 2.27 !
nity attitudes . ' 7.14
Cammunity isolation; can't hire :
instructors . 0.89 M
Boredom in the job , 1.79 -
Overly-dependent instructors 0.89
Technology lacking for distance education R 0.89
Skill inadequacies - e ' 1.79
Making use of my abilities - 3.03
Responsibility e -
Freedom in the job S 24,24 -
Responsibility given the coordinator - 3.73
Totals 20.53

.




Table 8

PERCENTAGE CONTRIBUTION OF JOB ASPECTS REGROUPED AS HYGIENE
VARTIABLES TO OVERALL JOB SATISFAGTION AND DISSATISFACTION

: PERCENTAGE
- AS SATISFIER  AS DISSATISFIER

HYGIENE VARTABLES

Salary . - e . . e
Inadequate salary - : , 15.18
Adequate compensation : o C2.27 .
Supervision - I -
Relationship with designated hosting
authority . ' . , ' . 3.57
Relationship with Further Education g% _
Services o s 2.68
- Availability of sUpervisory assistance 3.79

InterpersbnalfRelations E '
> Lack of council support ' 12.50
Rapport between council and agencies 0.76 - '

Support of council - e 5.30
Support from predecessor " % 0.76

Working Conditiohs- - .
Lack of office facilities s 1.79

Policies and Administrative Practiéeé . :
Problems in administration of finances ' 12.50
Administrative focus: not getting at

community problems . B 0.89

Lack of coordinator orientation ' 3.57

~ Amount of time spent on job ° 7.14

- Lack of coordinator workshops 6.25
Lack of role clarity for coordinator - 4.46
Adpinistraticn of salary ' 0.76

Possibility of Growth
Personal growth ’ 0.76

Personal Life - , .
Effect ‘of job on personal and' family life 8.93

Totals o 14.40 79.u6
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satisfaction reported. Greatest dlssatlsfactlon was indicated with the
pOllCleS and administrative practlces (34.81. percent of the reported

dlssatlsfactlon), salary.(15.18 percent of the reported dissatisfaction),

and interpersonal relations (12.50 percent of the reported dissatis-
: <

faction).: )

Though the job aspects identified in Sub~Problem 1.2 could not

be categorized in the advancement, status,'and job security variables,

the results indicated that the study findings were consistent with the

dual-factor theory. The motivator variables were a source of job

satisfaction to a large extent and the hygiene variables a source of job

. dissatisfaction.

Problem 1: Overall'Job~Satisfaction has been examined in
Section 2. it was measured from the responses to four items in Section B
of'the_questionnaire and the open-response item in Section G where the
respondents were able to persona11§§§e1ect aspects of the job as sources
of satisfaction and dissatisfaction. In addition, the job aspects
identified by the respondents were regrouped as motivator and hygiene
variables to detennhm:the'oongruenoy'of"the results with th@sdual-factor
theory (Hertzberg et al., 1959). ‘

The respondents reported moderate overall job satlsfactlon in
relation to the response categories employed in the four items measurlng

overall satlsfactlon The greatest percentage of respondents, 97.1 p

vpercent experlenced overall satlsfactlon with the effectiveness of the

council in meeting the adult education needs of the community. Slightly.

below 90 percent of the respondents indicated, in eaoh case, overall
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satisfaction with the social relatlonshlps in the work and the chance
to do somethlng that makes use of one's abllltles The smallest
percentage of respondents, 89.6 percent reported overall satisfaction
with the item spe01f1cally measuring feellngs topards the job in all
its aspects. A

Three job aspects out of a total of 17 identified by the
respondents acesunted for more than 60 percent of the responses
indicating the aspécts of the job as sources of satisfactien. The.
freedom and'flexibility associated with the job contributed the most to
overall satisfaction with over 24 pereent.of the responses. The aspects
of the coordinators' job which previded contact with peoble and the
sense of involvement and contribution‘were viewed as significant sources
of sstisfaction with each respectively associated with 18.94 and 18.18
percent of the total responses. \

Overall job dissatisfaction was most related to the‘inadequate
salary paid to the coordinators’ with over 15 percent of the responses
addressing this aspect of the job.v"The lack of council support and the
problems associateé with the administrationvof finances were viewed as ;j, \
other 1mportant aspects of the jab leading to ]ob dlssatlsfactlon Each
of these job aspects accounted for 12 50 percent, qf the total responses.

The flndlngs from the.regrouplng of the 3ob aspects as motlvator

four times as much to overall satisfaction than

-
N

~ b
The hygiene variables accounted for over 79 percent of §

the reported dissatisfaction in comparison with 14.40 percent of the job

satisfaction, or contributed approximately five times more often to 1
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dissatisfaction than satisfaction The motivator varlables generally
behaved as satlsflers and the hyglene variables as dlssatlsflers which
were consistent with and supportive of the dual-factor theory as

developed by Hertzberg et al. (1959).

SECTION 3
PROBLEM 2: FACET SATISFACTION AND.IMPORTANCE
Section 3 provides the findings on the job facets which are

identified as contributing most to job satisfaction and to job
dissatisfaction. In addition, it will report on the job facets which
are considered as most importantlto'the feeling of.job satisfaction.

“ The responses,to the items-centained in Section C: Working
Conditions, Section D: Council-Related Mattefs, Sect}on E: Further
Education Services-Related Mattefs, and Sectign F: Occupatioh—Related
Matters provided;the data for the analysis of item satisfaction and
_importance. - -

3

Sub-Problem 2.1 &\a .

r

"Which job facets are identified by the coordinators as

contributing most to the feeling of job satisfaction?"

To facilitate the analy31s of the job- facets whlch cpntrlbute '
most to-job satlsfactlon, the response categorles for the 32 facet
items were collapsed into a "satisfaction/dissatisfaction" scale.
“The determination cf satisfaction to a facet ifem'inVolved the collapsing

of the response categories indicating slight satisfaction, moderate
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satisfaction, and high satisfaction. The facet items with which at
least 90 percent of the respondents indicated satisfaction ere reported
in Table 9. The items are ranked accofding to the mean satisfaction
ratings obtained. The facet items associated w1th the four highest mean
satlsfactlon ratings obtalned involve those facets of the job that
relate to the further education council. The highest mean satisfaction
rating emerged from the freedom to seek out new ideas and to introduce
them to the coﬁncii,‘ The relationship with members of council obtained
. the second highest mean satisfaction level and was associated with the =
highest percentage of respondents indicating satlsfactlon. Almost
99 percent of the respondents’ indicated s;tlsfactlon w1th this facet . -
ltem The facet items with the third and fourth hlghest mean satis-,
factlon levels focused on the councils' willingness Jo . accept |
coordlnator—lnltlated\1nnovations and the involvement of the~coordinator

in council decision-making.

Sub-Problem 2.2

"Which job facets#are identified by the'coordinators as

contributing most to the feeling of job dissatisfaction?"

The assessment of the job facetvahich;were repofted to contri-
bute the most to job dissatisfaCtioﬁ requireé the collapsing of the
response categorles associated with the ratlngs of sllght dlssatls—
factlon, noderate dissatisfaction, and high dlssatlsfactlon Table 10

'presents the facet items with which more than 20 percent of the
respondents reported dlssatlsfactlon The items are ranked from.the |

. highest level of dissatisfaction reported and in the asoending order of

o

>
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Table 9

61

ITEMS FOR WHICH THE HIGHEST PERCENTAGE OF SATISFACTION WERE OBTAINED

PERCENTAGE

JOB FACET ITEM SATISFIED MEAN

Freedom to seek out new ideas and introduce

them to council 98.¢ 5.59%

Relat%onéhib with members of council 98. 5.47

Wi%l%ngnesg,of councii‘to acéept éoordinator; .

initiated innovations ' S Sy, 5.43

Involvement in council decision-making 97. 5.38

3'j_‘Responsibility associated with position 97. 5.24

-Physical working conditions él. 45;03
. Sense of ‘accomplishment v 95. 5.02
‘  Accountability for success of programs 91. k.99

J

-

(1) * Ranked according to mean values.

(2) TItems with at least 90 percent of respondents reporting

satisfaction are reported:

Ll el W



Table 10

ITEMS FOR WHICH THE HIGHEST PERCENTAGE OF DISSATISFACTION WERE OBTAINED

PERCENTAGE

JOB FACET ITEM DISSATTSFIED MEAN
Way salary is detgrndned 33.8 | 3.78%
Access to clerical personnel for assistance 29.3 3.90
Salary received 33.8 3.96
Level of resource allocations 29.4 4.08
Opportunities for professional development and’ .
inservice education ‘ 28.0 4.15
Recognition given coordinator by other
professions ) ‘ . 2375 4.16
Community facilities:fqr fine arts, récreatioﬁ 28.0 4.18
Effect of 5ob on ﬁeréonal and family life 22.1 .40
Nuﬁber of hours expecfed to work 25.0 b.46
‘ 5 4.60

Access to program facilities and . equipment

»

20.

(1) *Ranked according to mean values.

(2) Items with at least 20 percent of respondents reporting

dissatisfaction»ére'reported. :

. o

\

N
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P 4

mean satisfaction levels. Most dlssatlsfactlon was 1ndlcated with the ‘ )
way that; salary is determined. The item achleved a &ean satlsfactlon

level of 3.78 and was seen by 33.8 percent of the respondents as

contributing most to dissatisfaction.. The second highest level of
dissatisfaction was related to the access to clerical personnel to

’provide assistance to the coordinator. The salary recelved was the

next 1tem in order as contributing most to job dlssatlsfactlon

.AMatters involving salary, the level and the process involved in its
‘deternunatlon, appear to be seen as major contrlbutors to job

dissatisfaction. ' - . | o

/

Sub-ProBlem 2.3

"Whlch job facets are 1dent1f1ed by the coordlnators as being

most unportant to the feellno of job SatleaCtIOn?" K

;W ‘§___
A further anmalysis of the 32 facet items was undertaken to '
determine the importance attached to each facet item to the feellng of

job satlsfactlon Table 11 provides the facet items which were

e RS A AL Lo e ek e b ekt

associated with mean importance levels greater than H.O ThlS indicates -

SPIORPNNE

that the facet 1tems reported. are, in relationship to the response

. categories employed, considered to be very 1n¢xm¢ant to the feeling of
job satisfaction. According to the mean 1mportance values obtained,

the three job facets reported as belng the most 1mportant to. the feellng

of job satisfaction were a35001ated with coun01l—related activities.

2 G s L ki e e S

The relationship with members of the council was con31dered to be the
most . ] t job facet and was accompanied with a mean 1mportance

rating of 4.43. The next most important job facet was indicated to be




~Table 11

ITEMS FOR WHICH THE HIGHEST MEAN VALﬁES OF IMPORTANCE WERE OBTAINED

.

- JOB FACET ITEM

R o

] . N ‘ w7 . ’
Rela‘t:ionship with members of council 4.43.
Freedom to seek out.new ideas and 1n’moduce them to counc:.l; © b3y
W:Llllngness of council to accept- coordmator,—lmtlated : |
innovations 4.31
_Sense of accomplishment .24
Access to program. facilities and equipment 4.16
Experience with community attitudes to adult education 4.16 .
Level of resource allocations . 4.15
Responslblllty assoc:.ated W1th position 4.13
Avallablllty of useful advlce to ass:Lst with problems 4.13
Council expectations of the coord:.nator 4,07
Effect of job on personal and family llfe 4.07

4.03

‘ Involvemen‘t in counejil deca_s1on-rraklng

<

2

Items with mean importance levelg greater than 4.0 ‘are reported.

64
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: ¢

the freedom to seek out and :xntroduce new 1deas to the councll The
wn.llmgxess of the counc:Ll to accept coorndmator—mltlated umovatlons
‘.'was repor'ted to be the thmd most unportant job facet to the feel:mg of

‘_ ]Ob satlsfactn.on and was assoc:Lated w:Lth a mean Jmpor'tance rat:.ng of
4. 31

o

Sectlon 3 has prov1ded the analys:Ls of thgdata relew?ant to ;'
' Problem 2: Facet Satlsfactlon and Impor*tance “To fac1l:.tate., the

analysn.s of the 32 Job facet 1tems contamed in Sectlons C D E -and F

‘, f the questloman.r‘?e in terms of the contm.butlon of each item to
e :Lngs of job satasfactlon and dlssatlsfactlon, the response _
cate f:Les wer'e collapsed into a’ d:r.clx)tmnous "satlsfactlon/ dlssatls- '
vfactJ.on" scale. In addatlon, the mlpor'tance of the jOb facets to.

9,
. feellngs of job satlsfactn.on was’ reported

£

R 'I'he thr.r‘ee facet ‘items that the r*espondems:s 1dentlf1ed as

| oontm.bt.rtJng most to jOb satlsfactlon focused on the act1v3.t1es
:anolvnng the furvther educat:.on counc:Ll At the same tlme the respond—
ents de.cated “that the thr'ee most J.mporrtant jOb facets to feelings of

| 2 ‘-'Sa'tlsfaC'tlon were assocmted wrth councu-related aC‘th:L'tles. . 'I'he -
.' relatlonshlp with members of the council the freedcm to seek out and
llntnoduce new ldeas to the coun01l and the w1lllngness of the counc:l

'to accept cooxdumator—mltlated 1nnovatlons were the jOb facets ) ' ¢

-
<

s ﬂldentlfled as contrq.but:ng most to jOb satlsfacta.on and as’ most 1mportant

» .

to feelmgs of Job satlsfa.ctlom »
. ‘" An exanunatlon of the facet 1tems contr*lbutlng most to, feel:.ngs

P

B of ]Ob dlssatlsfactlon revealed that matteps mvolvn.ng salar'y were . -
L. N . - . ‘r “ C B '

;%,_'

-

o
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- adjacent to the dlSCl.lSSlOﬂ of each varlable

i repor'ted to be the sotxi’cesv-of‘.nbst 'dis'satisfa’ctio"n The. amount of

salary recelved a.nd the way that salary is detemuned were two of the

three ]ob facets :\_ndlcated as contr*lbutlhg most to ]Ob dlssatlsfactlon
. SECTION 4 | ,

. PROBLEM 3: OVERALL JOB SATTSFACTION AND COORDINATOR CHARACTERISTICS

e

i L v

'I’hls sectlon of the chapter on data analy31s repor'ts on the

dlfferemes between gmups to the level of overall job satlsfactlon

B J_ndlcated on Ttem' 4, Section B of the questlonnanre The investigation
Wlll examn.ne the dlfferences between groups categorlzed accordz.ng to the

kpersonal—soc:Lal, professmnal and orgam.zatlonal character:.stlcs of the/

.. : S

‘ _;r‘espondents on overall jOb satlsfactlon R R .

Analys:.s of var:t.ance was employed to determ:me wh:Lch gnoups,

categorlzed on-the bas:.s of the coorda_na‘tor’ characterlstlcs, r*epor'ted
Statlstlcally s:.gm_flcant }ver*all job satlsfactlon._ Tables 12 to 28
contain the r'esults of the analys:.s of. varn.ance and are reporrted ‘

=

—_—

” "To what extent are dlfferences in the level of ovesr'all jOb

‘_‘satlsfactn.on between sub—gmups of, respondents assocn.ated w1th the |

4

pa*sonal-socml char-acter‘:\.stlcs- _ sex, age, other employment,
p0pu.latlon of commmn.ty, locatlon by r*eg:.on’ L

‘z“

Sex Table 12 Analys:.s of var:.ance mdlcated no s:.gnlflcant

":dlfferences between males and females on overall jbb satlsfactlon. _'

[

ot

"Sub—Pr'oblem 8.1 o o ' . "»;4 T : v
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Age: Table 13. No statistically eiglnificant differences on

R T

' overall job satisfaction were determined by the analysis of vtir*lance ~

~

between groups categorlzed by age. o . L.

e A e o

Other employment: Table 14, Analysis of variance indicated - o |

no significant dlffepences on overall job satlsfactlon between groups

Categorlzed on the basis of whether other employment was held

Population of conminity: Table 15. With respect to the

popula‘tion of the community, the F value of 1.38 @ith an assdcmted

probablllty of 0.26 J_ndlcated that there were no s:.gnlflcant

‘dlfferences on overall jOb satlsfactlon between ; theg categories |
employed in the-study. |

, . . | ‘ o o 4

Location by region: Table 16. No statistiéally significant
differences -on overfall Job satlsfactlon were indicated by the analys:.s" J

of variance between . gnoups class:.fled accordlng ta the location of the :

e

counc:.l in one of the five regions in the province.

B L L S

: Sub—Ppoblém-”B 2 -

. : .
"To what extent are dlffer'ences in the level of overall job =

, satlsfactlon bet}zeen sub-gr'oups\ of r*espondents assoc1ated w1th the
professmnal characterlsti.cs. : coordmator expem.ence, adnumstr'atlve
experlence, level of school:mg, attendance at pr'ofess:Lonal development/

"contlnu.mg educatlon act1v1t1es menibershlp and parf?cn.patlon ln

v

Oamruru‘ty or'ganlzatlons""?’ L N




CoordinatorJexperiencezt'Tabie l7.vJAnalysis’of variance .

indicated no significant differences on overall job satisfaction

between groups based' on the years of exﬁérience as a coérdinator.

L .
1
‘ A}
]

nAdministrative’experience: Table 18 Analysis of variance on

overall job satisfaction indicated o s1gnificant differences between
the means for groups categorized according'to the years of admini

strative experience in educational settings. e

-
Level of‘schooling: Table 18, _With respect to the levei of

schooling, the F value of 2 37 with an associated probability of 03\
indicated that there were no 51gnificent differences on overa}l job")
" satisfaction between groups. ' . S \\\\

—

Attendance at professionalAdeyelopment/continuing education

activities: Table 20. No significant differences on overall 3ob~ : ‘ i

satisfaction were indicated by the analySis of variance between groups
based on the number og professionaX development/continuing education

activ1ties attended Co ‘ B v ,

A s e e

Membership and part1c1pation in community organizations

Table 21 AnalySis of variance _indicated no 51gnificant differences
on ovenall job satisfaction between groups classified by the number of

organizatngns with coordinator membership and part1c1patlon

Y

- S .

I
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"satlsfactlon between sub—groups of re

: organizatlonal characterlstlcs prlmary e

-

Sub-%blemas R =5

- "o what extent are’ dlfferences

.

j thehlevel of overall job'”

ents assoc1ated with the

of. 1nvolvement hqdrs

.per week employed as a coordlnator, salary Aevel type oﬁ‘geslgnated

‘ .

local hostlng author1ty°"

C

Prlmary area of 1nvolvement hours per week on admlnlstratlve ;&u

act1v1t1es Table 22 There were no significant dlfferences on

overall jOb satlsfactyon determlned by the. analy51s of varlance

-

between groups categorlzed by the mumber of hours per week devoted to

the administrative functions of the job.

Primary area of involvement; hours per week on leadership

N\

activities: Table 23. With resnect-to the'number of hours"per week ’

spent on the leadershlp functlons of the job, ho statisticakly. -

~51gnlflcant dlfferences were'lndlcated by the analy31s of variance,

between groups on overall jOb satlsfactlon

.

P

: Hburs per week pald as. coordlnator Table 24, Analy31s of

varLance on overall ]Ob satlsfactlon indicated no s1gn1f1cant

»dlfferences between groups cla351f1ed accordlng to number of hours per

week paid as coordinators.

Salary level: Table 25. No eignifiCant differences on overall

Jjob satlsfactlon were 1ndlcated by the analy81s of variance between

groups categorlzed on the basis of annual salary level.

cad

.

\ .
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Iype of designated local hosting authority :lable'26 4‘With

respect to the type of de31gnated 1dbal hosting authorlty, the two-tail
probabillty of -001 of obtaining a T value of -3.70 ind ted a
)

smgniflcant dlfference on overall job satisfaction occurred between the

means of the groups 1dent1f1ed as school authorities or postseeondary
.institutions It was revealed that the postsecondary instltutions'
‘mean §core of 5‘50 was 81gnif1cantly different than the mean score of
'_ 4471 dssociated: w1th the school authorlties This indicated that the -

» .
-respondents with postsecondary 1nst1tutions as des1gnated local hosting

Ay [ °

.

authorltles were 51gn1ficantly more satisfled w1th their Job in all its

aspects than were’the respondents w1th school authoritles as des1gnated

loaal hosting authorities ) ,
i s b . L . -

-

o Analysis of the differences between grdups on overall job
'satisfactlon revealed that significant differenqes in satisfaction with
_the Job_in all. 1ts aspects were associated with only the type of

de51gnated local hosting authority ' It was indicated that coordinators
w1th school authorities as designated local hosting authorities
experienced s1gn1ficantly less overall job satlsfaction than coordin-
ators with postsecondary institutions as de31gnated local hosting

authorities

'~,§5.



| . SECTION 5 < Cor
o | PROBLEM 4: SATISFACTION AND JOB FACTORS |

3

Sectlon 5 reports on the flndlngs of the factor analy31s of the

32 job facet items. Factor analysls was undertaken for _the pool of 32

{

1tems in order to reduce the number of 1tems into fewer, more ea81ly L

£ Y v

1nterpretable factors underlylng the concept of job satlsfactlon.

'Tb determine the. commonailty betweeh the job facet 1tems, a factor

analy51s us1ng varimax rotation was performed. The procedufe of using
”

we1ghted satlsfactlon measures for each job facet ‘was adapted from

: Onuoha's (1980) study. ThlS requlred the multlpllcatlon of the.

respondents' rating of satlsfactlon by the respondents ratlng of the
1mportance of the job facet to satlsfactlon.n : o

| In add;tlon, stepw1se multlple regression was applied to the

o .. p)
data to determine which of the job factors, .as predictor variables, -

was associated with the greatest percentage of the total variance in

overall job satisfaction.

Sub—Problem 4,1 -

"Which job factors contribute to coordinators! overall jOb
satlsfactlon°" .

A factor analysis of the weighted satisfaction measures
provided a seven factor ution which gave- the greatest degree of
meaning. Job factors were 1dent1f1ed by the facet items which were
associated with loading values of .40 or greater. The seven job factors,

the percentage of the variance accounted for by each factor, and the



’
facet items associated with each factor with loading values of .40 or
greater are reported in Tdblé é?} The seven factor solution accounted
for 67.7'percent of.the total variance. One facet iten,'yotr“involve—
- #nt in council decision—making, loaded en th?ee factors. It was
determined that five facet items loaded on two factors and .were as
'follows ‘way in which consultation w1th the de51gnated local hostlng
‘authorlty concerning worklng conditions 1s conducted responsibility
assoc1ated w1th.position; your accoyntability for success of programs;
level of resource allocations; and the authority associated with the
posatlon One facet item, councll expectatlons of you as a coordinator,
did not load gt the .40 level on any of the factors. - °

The descriptions of the seven job factors are as follows

Factor 1: Liaison with Coun01l The liaison with coun01l refers /

- to the 1nteractlon between the coordinator and the further educatlon 4
council. The-respon51blllt1es provided to and the acceptance of the
capabilities of the coordinator by the council are infldential to the
relationship between the coordinator and the council.

«

S v
Factor 2: Liaison with Further Education .Services. This

~describes the interface between the coordinator and Further Education
Services. The degree of interest and appreciation shown by central
office to the difficulties encountered in the field, to a large degree,
determine the rggorted relatlonshlp with FUPther Educatlon Services.

1

Factor 3: Working Conditions. The working conditions for the

coordinator are characterized by the salary considerations, the number

" of hours expected to work, and the time devotdd to the operational/

. .\87
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' Table 27 , '
SUMMARY OF FAQTORS EX‘IRAC'I’E‘.D FROM FAQ‘IY)"R: ANALYSTS -~
T  *  PERCENTAGE
FAGTOR - o JOB FACET ITEMS+ LOADING OF.
v Lo . VARTANCE* .
1. Liaison with  Freedom to introduce new : ' - .35.9
Council . ' idgas to council .94 o
Wil)lingness of council fo . _
fhaccept coordinator ideas .70 '
Relationship with members of . N
council .60
Authorlty over budget .
preparatlon : o . o4
~ Sense of accomplishment . * .50 |
"Accountabﬂity for success
of programs - .50
Involvement in council _ )
. decwlon—ma]q.ng _ . .46
' ; Phy31cal mrklng c0nd1tlons " .L6 A
Respons:lblllty asgoclated .
with position , - .43
e



¢

Table-27~(Continued) .

L Voo S PERCENTAGE
~ FACTOR “ ©.  JOB FACET ITEMS . LOADING - OF
S ‘ VARIANCE
2. Lidison with  Relationships with Further 8.3
. Flrther Education Services -, .78
Education
Services Way policiesrof Further
Education Services are put
into practlce . : -.65
Level of;resource allocatiohs .53 u
Effect of job on personal or
family life - .49
Availability of useful advice .47 - e
Opportunities for profess- :
ional development oWy
Authority associated with
position ' .40
3. Working Salary recejved = .88 7.2
Conditions ' . | ,
Way salary is determined ) .69

Number of hours expected to
work .55 ‘ A

-

Portlon of time devoted to
operational duties ‘ .53

Level of resource allocations LUl

~




EOR

\

Table 27 (Continued)

, » - © ~" PERCENTAGE
FACTOR JOB FACET ITEM [:0ADING -. OF
' ‘ s ' VARTANCE
4. Recognition * Reciogng’.tion by other . ~5.1"
‘ professions = . .78 -
Social position in oonmm:.ty 63 .
\ . . ”
Feeling of‘_jéb security .51
‘Recognition by others 48
X Consultation with designated
- hosting authority regarding - ’
working conditions 85
Authority associated with '
position 40
5. Coo;dinator— Access to program facilities 4.1
Community Work and equipment .63
Involvement ’
Community attitudes to adult -
education .54
‘ hAccountability for success of
programs. e .52
Involvement in council ..
decision-making ‘ .45
Evaluation by designated :
hosting authority .45
Sense of accomplishment 42

30



" Table 27 (Continued) -

B ' , , CL ' ‘ o PERCENTAGE o
FACTOR K - JOB. FACET ITEMS . - LOADING- OF
- o o . I VARIANCE
6. Work Demands Respon51blllty a58001ated : © 3.8
N . with position _ - .65 - :
. "‘ Pt . ‘ "
' Facilities for recreatlon ard ..
: le1Sure . <60
K ) .
Variety of tasks , .50
Involvement in.council - : .
. de01s1on-mak1ng 49 B
7. Liaison with Consultation with de51gnated ' 3.3
*  Designated hosting authority regarding C
Local Hosting working condltlons 47
Authority"
- Access to clerlcal personnel :
. for a581stance ' , 41
o ¢ , [ 3

+ Items reported are assoc1ated w1th loadlng values of .40 or
greater. .
* Total variance of seven factars = 67.7 percent.

- .
-



& 92

>

adrxunlstratlve aspects of the job In addlt:non, the level of resource
allocatlons 1s mcluded in thJ_s factor to the extent that ‘it enables”
the developmental work of adult educatlon act1v1t1es in the COnmumty

Factor 4 Recogm.tlon“ 'I’he recognltlon of the coordJ_nator is BT

related to and a functlon of the acceptance shown thet coordlnator
. It is the status that J.S ach:Leved through one's work with peers,

superlors, other profess:.o and the comnum.ty o ; :

[

. \’ L‘ ) . : : } ‘
' Facto“r“S" Coordlnator—c\oﬁnwuty Worlk - I.nvolvement Th.'LS

descrlbes the :Lnteractlon in the work mlleau between the coordlnator

and the conmuruty 'I'he fostem_ng of a p051t1ve relatlonshlp w:Lth the

v oormmnlty is an ;meortzant aspect of the: pos:.tlon and the degree to wlthh
it is attained is employed .as" a measure of success in the work * The ‘
relatlonshlp with the comnunlty is reflected by the att:.tudes of therv '

i

conmunlty towards adult educatlon, the accessiblllty to program e

facﬂltles, the successful completlon of cotmses, the 1nvolvement J_n
oouncﬂ dec1slon—maJ<J_ng ‘and the sense of accompllsl'nnent felt by the
| coordJ.nator . : _ . - :

' - .o . !

FactOr B: Work Demands. o The work dema.nds of the coord.:,nators

pos:.tlon are assoca.ated w1th the nature of the jOb that is performed &
It relates to the coord:.nators view of the r‘espOl’lSlblll‘tleS and “the

varlety in task demands ‘which characterlze the pos:.tlon < In addltlon,

!

the work ,demands :Lnﬂuence concerns with respect to the ava::.lablllts’l of \

approprlate facilities for lelsure and recreatz.onal use.’ Y-

¢
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Factor 7: ' Liaison with 'Des’ignated Local Pbst'in;g.Authority.

.This refers to the interaction in the work envirorment between the
‘boordanator and the de31gnated local hostlng authority. The relation- -
Shlp is influential on the worklng ‘conditions for' the coordlnator and

the avallablllty of clerlcal personnel - to prov1de a331stance

Sub-Problem u* 2

' .
'Wthh job- factors are the best predlctors of overall Job
sat1sfact10n°"
The factor analysis of the weighted satisfaction measures
associated with~the'32 job facet items resulted in a seven factor

solution The seven factors were'ldentlfled as the Llalson w1th

Counc1l Liaison with Further Education’ Serv1ces, Wbrklng Condltlons,

o Recognition, Coordlnator-Communlty Work Involvement Vkmk:Demands, and

Liaison with the De81gnated Local Hbstlng Authorlty The stepw1se

" multiple regress1on procedure was next employed to determine which of +-

the seven varlables would provide the best prediction of the criterion
varlable overall job satisfaction. Table 28 reports on the results
Of the analy31s through multiple. regre551on The table contalns the
criterion variable, the seven Dredlctor varlables, the s1gn1flcance
associated w1th the predictor varlables and-the-lnd1v1dual and

cunulative percentage of varlance in overall job satlsfactlon accounted

.

‘.

for by each predlctor varlable
bb As indicated in Table 28, the best predictor of overall ]ob
satlsfactlon was the varmable Coordlnator-Communlty Work Involvement

However, the percentage of variance in overall ]Ob satlsf\ctlon

2
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aceountee for by the variahle was only 3.11 percenf. The seven
variables coliectively were associated with only 5.86 percent of the
variance and none, were indicated to be significant predictors of
overall jOb satlsfactlon Ihough not slgnlflcant the predictor

~variables, Liaison with Counc1l and Liaison w1th Further Educatlon

Serv1ces, respectively accounted for 1.07 percent and 0. 52 percent of .

the variance in overall job satisfaction.
Sumary

Problem 4 related‘to'the identifieation of the joﬁ factors
contributing to the everell 5obosatisfaction of the cgordinators and
the determination of the job factors prOV1d1ng the best predlctlon of
overall job satisfaction. The factor analys1s procedure provided
seven job factors and were identified by the job facet items with
loading values of .40 or greater. The seven factors were Liaison with
Council, Liaison with Further Education Services, Mbrking Conditions, -
Recognition, Coordinafor-cemmunity Work Involvement, Work Demands, and
Liaispn*with Designated Local Hosting Authority. A stepwise multiple:
regreséion analysis indicated that the ecmbinatiOn of the seven job
factors accounted for only 5186 pereent of the variance in overall job
satisfaction. The best predictor of overall job satisfaction was
determined to be the factor, Coordinator-Community Work Involvement.,
thch accounted for 3.11 percent of the Variance. The analysis also
revealed that none of the factors were_sigrificqnt.predictors of

overall job satisfaction.

4
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SECTION 6

~

PROBLEM 5: SATISFACTION FACTORS AND COORDINATOR CHARACTERISTICS

The last section in the ctapter on data amalysis addresses
problem statement 5 and reports on the degree to whlch the level of
coordinator- satlsfactlon with the job. factors is a85001ated with
differences between groups categorized according to the pewsonal-

social, professional, and organizational characteristics of the

coordinators. The investigation is based on the seven job factors
that emerged from the factor analys1s of the 32 welghted job facet
items. Analysis of variance, T Test for two groups anhd F Test for
three or more groups, was employed to compare the mean scores assoc-
iated with the different groups. Significance between mean levels was
establlshed at 05 level of probablllty In addition, the Scheffe
procedure was used in conjunctlon with the F Test to determine the »

groups with statistically significant mean values at the .10 level.

Sub-Problem 5.1

"To what extent are differences in the level of satisfaction
feIt by coordinators towards job factors associated with the personal-
social characteristicsz sex, age, other eﬁploymeht, population of

community, location by region?"

Table 29;reports the results of the analysis of varisnce
between groups classified by the personal+social characteristics oh
satisfaction with the seven job factors. |

Sex Analy81s of variance indicated no significant dlfferences"

&
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on satisfaction with the seven job'factors‘between males and females.

)
ég No statlstlcally 51gn1f1cant dlfferences on satlsfactlon

with the job factors were determined w1th the analys1s of variance

between groups classified aCcordlng to-age.

Othen.émployment.‘ In terms of whether otheb employment was

_ held, no significant dlfferences were fhdicated between groups on

satisfaction with the seven factors

| Population of community.  Analysis of the data revealed no

significant differences between groups of respondents classified on
the basis of the population of their communities on satisfaction with
the job factors. ) . 4

, . S
Location by reggon; No statistically significant differences

on satisfaction with the job factors were indicated by the anélysis of
variance between groups classified according to the location by region

of the council. v

Sub~Problem 5.2

"To what extent are‘differehces in the level of satisfaction

L
‘felt by coordinators towards job factors associated with the profess-

* ¢ lonal characteristics: coordinator ekperience administrative

N & ¢

experlencé level of schoollng, attendance at professional development/
Q\x \Z .
contlnulng educatlon activities, membershlp and partlc1patlon in

communlty opganlzatlons7"

%;,

98



The results of the anaiysis of variance between groups
classified according to-the professional characteristics on satis-
faction with the job factors are provided in Table 30.

Coordinator experience. Analysis'of variance indicated no

significant differences7on satisfaction with the seven job factors

between groups classified by.the years of experience as a coordinator.

Admlnlstratlve experience in an educatlonal settlng

Statlstlcally 51gn1f1cant dlfferences were found for one of the seven
job factors between groups categorized on the basis of the years of
administrative experience in educational settings. The data provided
in Table 30 indicates that with a probability level of..05 respondehts
vwith one year or less edministrative'experience were significantly more
satisfied with Working Conditions than were respondents with five to

seven years of administrative experience in educational settings.

' Level of scrcolirg ”;There were no significant differences on

»satlsfactlon with the job factors between groups .classified according

to the highest level of schoollng attalned

- Attendance at professfonal deveiopmeht/continuiqg educafion
activities. Analysis of dafa indicated that no significant differences
existed on satisfaction w1th the job~ factors between groups classified
by the number of pmofe381onal development/contlnulng educatlon

activities attended in the prev10us year,

99
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MembErship'and participation in‘community_organizations. HWitn
respect to the nunber,of community organizations with coordinator
membership and participation, two job factors were found on which there
were statistically Signi}icant differences between the means of the
groups. An examination of Table 30 indicated that significant '
differences between groups were found for Work Demands and Liaison with '’
Designated Local Hosting Authority. The ]ob factor Work Demands, was
aSSOCiated w1th a 51gnificant probability level of .03. An inspection
.of the mean scores revealed that the mean, of respondents who indicated
membership and participation in- four to six community organizations was
significantly higher than the. mean for respondents With membership and
. participation in seven or more comunity organizations. Thus,‘coordin-
ators with membership and participation in four to six community
organizations were mone satisfied with Work Demands than were coordin-
ators with memberéhip and partiCipatlon in seven or more communi ty
organizations . |

However, with Liaison with Designated Local Hbsting Authority’
whiCh\was associated with a probability level of .02, an examination
of the means of the groupsAindioated that the mean level for the

group with membership and panticipation in four to six organizations
. was significantly different to the mean scores. with the groups
indicating one to three and seven or more organizations. Therefore,
coordinators with membership in and commitment to four to six
community organizations were significantly more satisfied with
Liaison with De81gnated Local Hbsting Authority than were the groups -

ass001ated with one to three and seven or more community organizatiOns.

102
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Sub-Problem 5.3
o "To what extent are differences in.the level of satisfaction

 felt by coordinators towards job factors associated with the organi-

zational characferistics:"primary area of involvement, hours per week

employed as a coordinator; salary level, type of designated local

hosting authority?"

- -
\

Table 31 reports the results of the analysis of variance between

groups classified according to the organizational characteristics on

satisfaction with the seven job factors.

-

Primary area of involvément§ hours per week on administrative

activities. Analysis of variance between groups categorized on the
basis of hours per week devoted to administrative tasks revealed no -
significant differences on satisfaction with the job factors.

~

Primary area of involvement; hours per week on’ leadership

activities. There were no significant differences 6n satisfaction with
the job factors between'groups olassified according to the hours per

week devoted fo;leadership_taSks.

Hours pértweek paid as coordinator. With respect to the hours

per week paid as coordlnator, no stathtlcally 81gn1flcant differences
were found by the analysis of variance hbetween groups on satlsfactlon

with the job factors. ‘

Salary level. Analysis of data revealed no significant differ-

ences on satisfaction with the job factdrs between groups classifieq on
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the basis of annual salary. -
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Type of designated local hosting authority. Two groups were

formed comprising those respondents who indicated theif deeignated local
- hosting authorlty to be a school authorlty or a. postsecondary 1nst1tutlon
authorlty -Analysis of variance between the two g:oups revealed no:

etgnlflcant d1fforences on satlsfactlon with the seven job factors,

Sumary
Section 6 of the data analysis chapter examined the extent to _
which the level of coordlnator satlsfactlon w1th the ]ob factors. was
associated w1th the differenceg between groups formed on the basis of
the personal social, professional, and organizational characteristics
~t the coordinators. 7The seven job factors, determined through the ' f
factor analysis of the 3?2 wplghted job facet 1tems were identified as \\\
LlalSOD with Council, Liaison with Further Fducation Serv1ces, Working ,
Cond;tlons, Recognition, Coordinator-Commi ity Work Involvement, Work
Demands, ani Liaison with Designated local Hosting Authority. ~The
apalysis ~f “ariance procedure was employed to test the significance . e
of observed mean ”ifferencee between'gnoups on satisfactionlwith the
h-ijob factors
On the personal--soma1 ~haracteristics of the coordinators, the
analy81s of variance procedimre reveaTed ne slgnlflcant dlfferences‘on
satlsfactlon with the job faotorq between groups assoc1ated with the
-five variables in this category. That i=, in terms ofihex, age, whether

other employment was held, p~pilaticn of ~ommunity, and location by

region it was concluded fhat theve were fw significant differences on

1
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two groups assocn.ated with one to three and seven or.more communlty

. number of pmfesslonal development/ contmu:ng educatlon act1v1t1es .

- satisfaction' w:Lth the iséveﬁ job factors between groups.

With respect to the ‘professional charactem.stlds of the coordm—
.ators, it was found that significant dlfferences on satlsfactlon ex:Lsted

with Working Condltlons, Work Demands, and L:.alson_ with De51gnated Local

: Hostlng Authorlty The dlffer‘ences on sa‘tlsfactlon with WorkJ.ng

Condltlons were determined to be. r'ela'ted to: the years of adnun:.stratlve

experlence 1n educatlonal set'tlngs It was found that the g,roup of.

' coordn_nator's w1th a year or 1ess Olf adrmnls‘tratlve experlence was more

Sa'tlsfled w:Lth thlS factor than was the group with five to seven years
of admnlstr'atlve experience in educational settlngs-. The variable,
number of commum_ty organilzation;wi.th coordinator membership and

participation, was indicated to be associated with the differences on

- satisfaction with Work Demands and’Liaison with Designated Local Hosting

Authority.: The group ‘of coordinatbrs with .membership and paftici’pation
in four to six comrmmlty organlzatlons was s1gnlflcantly more Sa‘tleled

w1th Work Demands thaﬁ the group w:Lth at‘tachments to. seven or more

communi ty organlzatlons.’- The group compm.sed of coordlnators with

membership and participation J_I'l four to s:.x oonmmuty orgam.zatlons was
also more satlsfled with L:Lalson with Des:\.gna‘ted Local Host:mg Authority.
In th:Ls case, the group was Irbre sa’tlsfled w:.th the factor than the other

Fa

organlzatlons There were no 51gm.f1cant dlfferences on sat:.sfactlon

. w1th the, ]Ob factor’s between groups class:.fled by the professmnal .

r-"

~~“«vaitr*lables years of coordlnator expem,ence level of schoollng, and
< :
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seven job factors found between g*oups assoc1ated w1th the organlzatlonal
| characterlstlcs of the coor’dmators Thus there were no s:.gruflcant
dlfferences in the level of satlsfactlon to the factors related to the
hours per week spent on adnu_nlstr'atlve tasks, the hours per week devoted
to the leadershlp tasks 'tzhe hours per' week employed 8s a coordlnator,
the annual salary, and the type of designated local hostn_ng authority.
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CHAPTER V
"0 . SUMMARY, CONCLUSIONS, AND TMPLICATTONS

The final c:hapter contains a summary of the study relative to ,
its purpose, instrumentation and m?‘search methodology, and major
findings. In addition, the conclusions which emerged from the study

findings and the implications of the study are provided.
SUMMARY

EE:ESG

The pur*pose of the study was to examine the extent to which
further educatlon coordinators in Alberta experlenced job satlsfactlon
The :mtent -in this regard, was to J_nvestlgate the overall jOb .
satisfaction of- the coordlnators a.nd to 1dent1fy the facets of the job
that contributed to" job" satisfaction and dlssatlsfactlon ~In addition,

the importance of the job facets to ]Ob satlsfactlon was also assessed

. The measurement of overall job satlsfactlon :mcluded a.n open—response

”personally 1dent1fy aspects Qf the ij contplbutn.r}g to over'all ]ob S e

_questlormanre item whlch pr'ovn_ded the respondents the oppor*tum_ty to

k)

P R N T o =0

satlsfactlon and dlssatlsfactlon The results of the content analysm_ »

.....

"..'were~exanu_ned in relatloh to an ex:Lstmg theoretlcal frwamewo k for 3obﬂ ’

’satlsfactlon A fur-ther objectlve of the study was to mvestlgate the - T

"relatlonsh:l_ps among overall jOb satisfaction, satisfaction w1th -groups

of job _facets, and the lndlv:f_dual characterlstlcs'of the. respondents,

e SRR
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A review of the literature revealed that much of the research
'in job satisfaction focused on workers from industrial, business, and
edueational (elementary andvsecondary) envirorments. A51de from some

Tesearch activity in the study of job satisfaction w1th personnel from

postsecondary 1nst1tutlons, there was revealed to be a notable lack of

relevant‘reeearch with adult educators. Given the phenomenal growth
of adult education as a field of practice and the general paucity of
research‘in the field, it was deemed relevant and appropriate to study

the fgrther edugation coordinators.

Instrumentation

The quesfionnaire, Sources of Job Satisfaction fer'Further
Education Coordinators, was used for the collection of data and was
developed with adaptations to instrumentation emplQyed in previous
research by Holdaway (1978) and Rice (1978). They respectively
examined Q%e job satisfaction of school teechers and school principals
in Alberta. The following briefly describes the format of the
queétiennaire.

Section A sought’denbgraphic'data relevant to the.persoﬁel-
5001ai, profe351ona1 and organlzatlonal characterlstlcs of the

~ coordlnatoﬁs sex, age other employment, populatlon of communlty,

locatlon by reglon, coordlnator experlence, admlnistratlve experlence,-

Tevel of schoollng, attendanCe at profess1onal development/contlnulng
‘“e&ucatlon actlvltles, membershlp and part101pat10n in communlty
-organlzatlon, prlmary area of involvement, hours per week employed as

. coordinator, salary level, and type of designated local hosting
'ﬁauthority.

109
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Section B S&ught fovdetefnﬁne the level of overall job
satisfaction experienced by the coordinators thmough the rating of
four items. | L

Sections C, D, E, and F were designed to elicit ratings of
satisfaction and importance to the 32 job facet items which were
considered to be characteristic of the coordinators' position.

Section G sought the respondents' own view with respect to the
aspects of the job judged as contributing to overall job satisféctioﬁ

and dissatisfaction.

Research Methodology

‘ The questionnaire was pilot tested with a group of further
“education coordinators and reviewed by graduate students in educational
administration as wellhas a former manager with Alberta Advanced
Education and Manpower. The instruhenf, with appropriate revisions,

was mailed to 74 coordinators in tHe province with stam@ed and self-
addressed return envelopes. The names and addresses of the coordinators
were obtained from Further Education Services, Alberta Advanced Education
and Manpower. Sixty-five returns were received with one unuseable,

representing a useable return rate of 86.49 percent.,

Data Analysis

' Apﬁropriate statistical tests were required to detérmine the
level Sf satisfaction and the differences between groups based on the
demographic variables on the satisfaction ratings. Statistical
procedures were used to determine frequency and percentage distributions

of responses, mean scores, standard deviations, analysis of variance,
o .
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and probablllty Analysis of variance was employed to 1nd1cate
significant dlfferences in %he mean levels between groups. The Scheffe
multiple comparison of means analy31s was used to 1dent1fy the groups
}w1th s1gn1flcantly dl?Terent mean levels and employed where the '
‘prev1ously determined F value indicated 51gn1flcance at the 05 level

of probablllty. Factor analysis was used to determine common themes in
"the responses to the job facet items. The multiple regressionyanalysis
was employed te identify which predictor variable would provide the bestv
prediction of the critenion variable, overall job satisfaction.

~

Review of Findings

The findings from each of the five problems investigated in the

smthaze summarized in the following section.

Problem 1: Overall Job Satisfaction

Sub-Problem i.l; To what extent do further education coordin-

ators experience overall job satisfaction?

Four items were employed to measﬁfe theyoverall job satisfaction
of the respondents. The percentage of respondents who 1nd1cated
satisfaction with the four items ranged from 89 6 percent to 97.1
percent. The obtalned ean scores associated with each of the items

indicated that the respondents were moderately satlsfled w1th the job 1n :

all its aspects. The overall rating was determined in relationship with ~v/’////

the response categories associated with the four items.
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Sub-ProBIem 1'? Whmch ]Ob aspeets.are selected by coordinators

as contributing the most as sources of ‘overall. job satisfaction and

L 4

dissatisfaction?

Section‘G of- the questionnairerprovidedjthe opportnnity for
respondents to personally‘identify aspects of ‘the job that contributed:
-~ to overall job. satisfaction and dissatisfaction o SRR

The respondents 1dentified 17 job aspects as contributlng to
.overall satisfaction, however, three of these ]ob aspects were found to
irepresent over- 61 percent -of the total number of responses The three
most frequently mentioned job aspects contributing to overall satis—

P

faction were; freedom a53001ated w1th the“job (2& Zﬁ perdént of T

n,.,.w,.-,.

: responses),A contact w1th.people (18 gu peroent of responses) and sense R

of 1nvolvement and contribution (18 18 percent of responses)

Twenty ]ob aspects were identified as contributing to. overall
job dissatisfaction, The four most commonly identified job aspects
conﬁributing to overall dissatisfaction were as follows: inadequate
salary (15.18 percent of responses), lack of council support
(12.50 percent of responses) 'problems in the administration-of finances
(12.50 percent of responses) and effect of job on personal and family

life (8.93 percent of responses).

Sub-Problem 1.3. To what extent are the findings for overall
satisfaction and dissatisfaction with the job aspects consistent with the
dual-factor theory of satisfaction developed by Hertzberg, Mausner, and

Synderman (1959)?

A T ek i B
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To facilitate the comparison of the' study results with the
dUal—fector.theory of satisfaction, the open—response'an3wers‘were
regrouped as motivator and hygiene variables. It‘was revealed that.the
job aspects as motivator variables contributed more to overall job

satlsfactlon than dlssatlsfactlon, and ‘as hyglene variables contributed

more -to overall jOb dlssatlsfactlon than satlsfactlon The. results were

found to be generally con51stent with the dual-factor theory of satis-
factlon as developed by Hertzberg and associates .(1959).
It was also observed that in terms of the motlyator and hygiene

varlables, the respondents experlenced most satlsfactlon with the

recognltlon and respon31b111t1es associated with the job. D1Ssétis-
¥

factlon was nost related to- pollc1es and admlnlstratlve practlces,

salary ‘and 1nterpersonal relatlons

A Y

-Problem 2: Facet Satisfaction and Importance

" Sub-Problem 2.71. Which job facets are identified by the

» coordinators as contributing most to the feeling of job satisfaction?

©

Over 90 percent of the respondents reported satisfaotion with
eight facet items.. The four items with which‘the respondents indicated
the most satisfaction were associated with the council. Ranked
according to the mean scores obtained, the respondents were most satls—
fled with: the freedom to seek out new ideas and 1ntroduce them to the
council, the relatlonshlp with members of the council, the willingness
of the council to accept coordinator-initiated innovations, and the

involvement in council decision-making.
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Sub-Préblem 2.2. Which job facets are idemtified by the

coordinators as contributing most to the’ feeling of job dissatisfaction?

Over -20 pereent of the respondents indicated dissatisfaction

- on ten 1tems Ranked accordlng to the mean scores,'the four items that

" were associated with the greatest dissatisfaction were: the way salary

is. determlned the access to clerlcal personnel for assistance, the

salary received, and the level of resource allocations.

. Sub-Problem 2., 3 Which job facets are.identified by the

coordlnators as belng most important. to the feellng of job satlsfacflon7
. ;»‘; tn'relatlon o the response categorles employed in the study,»
12 job. facet 1tems were indicated to be "Very Important" to job .
tt'SatleaCtlon The four job facets reported as most important to job
visatisfaction were : the relatlonshlp with- members of the counC1l the
" freedom to seek out new 1deas and 1ntroduce them to the council, the
¢

willingness of the council to accept coordinator-initiated innovations,

and the sense of accomplishment. .

- -
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Problem,3: Overall Job Satlsfactlon and Coordlnator Characterlstics

SubrProblem 3.1. To- what ‘extent are differences in the level of

overall job satisfaction between sub-groups of respondents aSSOCLated

with the personal—soc1al characteristics: sex, age, other employment,.

b
population of community, location by region?

N

There were no significant differences on averall Gah caticfamtian



determined by the analySis of variance between groups categorized on .
-the baSis of the" personal—social characteristics of the coordinators

o~

Sub—Protdem 3.20 To what extent are differences in the level

=3

of overall-job Satisfaction between subegroups of respondents aSSOCiataf
with the professional characteristics . coordinator experience,
'administrative-experience, level of aﬂxxﬂnng, attendance at profess— o
ional developuent/continuing education actiVities membership and
participation in community organizations? : -
No significant differences'on overall job satisfaction werebf‘
indicated between groups of respondents claSSified according to the

r
- L~ e

“ProﬁeSSional characteristics. = - R

~u

" Sub-Problem 3.3. To what extent are differences in the level of

overall job satisfaction between sub—groups of respondents associated
with the organizational characteristics primary area of involvement,
hours per week employed as a‘coordinator, salary level, type of

. .designated local nosting authorityé

One variable, type of designated local hosting authority, was

© found to have Significant differences between groups on overall ]Ob
satisfaction.. Tt was revealed that respondents from councils with
Postsecondary institutions as designated local hostiné authorities
experienced significantly greater overall job satisfaction than respond—
ents from councils with school authorities as deSignated local hosting

authorities

it 2 AN N e b o et



Problem 4: Satisfaction and Job Factors

SubeEroblem‘u.l. Which job factors contribute to coordinators'

overall job satisfaction?

Py
LY L
oo e —
e 1 .

;

The factor analy31s procedure applled to the 32 job facet 1tems

resulted 1n a seven factor solutlon whlch accounted for 67:% percent of"

the total varlance in overall ]Ob satlsfactlon ‘The seven factors were
1dent1f1ed as: ' Liaison with Counc1l Liaison with Further Educatlon

Serv1ces Wbrklng Condltlons Recognitlon, Coordlnator-Communlty Work

-fInvolvement Mbrk Demands and Liaison w1th.DeS1gnated Local Hostlng L

Authority.

e

Sub-Problem 4.2. Which job factors are the best pPredictors of

overall job satisfaction?

The stepwise multlple regre551on analys1s revealed that the

factor Coord1nator~Cbmmun1ty hbrk Involvement pmov1ded the best predlc—p

tion-of "the’ crlterlon varlable, overall job satlsfactlon fkmever,-

it was assoc1ated w1th only 3 ll percent of the varlance in overall job

116

"'satlsfactlon The analySLS fUrther 1nd1cated that the seven predlctor S

!”varlables accounted for only 5 86 percent of the varlance and that

none of the factors were. significant predlctor varlables of overall job

£
satlsfactlon

Problem 5: Satisfaction Factors and Coordlnator Characterlstlcs

Sub-Problem 5.1. To what extent are d;fferences in the level of

satisfaction felt by coordinatars towards job factors associated with

\
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: Ule'be'rsoml\gqaigl characteristics: sex, age, other employn;ent,
D@DLQatio? 0F Qutfity, location by region?

No QW}Q&UT dlfferences on satlsfactlon with the job factors
' W JJlleQ‘CQd bﬁWen g:roups of respondents categorlzed on the basis
rof tNe per‘sohal ARial characterlstlcs

¥

W To what extent are differences in the level
:o{ SQt:Lsfanloﬂ £\ El\t by coor*dinators towards job factors assocmted w1th
YN Drof essiQpAl wharacteristics: coord:mator experience, administrative
eybenience, ey} oF schooling, attendance at professional development/
atlnuing eQuegFion activities, membership and participation in
CAMpity OrRyNALIons? -

With wsfvt to the pmfessmnal characterlstlcs, s1g;mflcant

d\{/f f%p,nees M {fl(ilca‘ted between groups on sa‘h sfactnon with three

Job fgctors. ﬂwwl\den‘ts with one year or less of admuustratlve

e)(P@‘lenCe qﬂ @Qh;%tlonal settmgs were more Sa'tleled Wlth WOr}q_ng

s Cqﬁdl\t;onq tmﬂ M respondents wlth flve to seven years. of administra--
tlﬂe s;cper:Lerng\ *ﬂ\e group of respondents with membersh.lp and

P«i{‘tlmpa‘cmﬂ N A to- six community: organlzatlons was - found to be
W;oantly MrQ [wtigfied than their- colleagues in one or both of the

otyer goup& Op WK Demands and Liaison\ with Designated Local Hosting

Authonity, T gtlp with merﬁbership in four to six organizations was

moyt Natisfie) wity Work Demands than the group with membership in

. seyY op npre o@thions W1th an assoclated probablllty of .02, it

wag f&vealed t}ﬁt e group Wl'th membershlp in four to six organizations . .

IR e T T S S Sy
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was significantly more satisfied with Liaison with Designated Local
Hosting Authority than the other groups of respondents with membership’
in one to three and. seven or more cammunity organizations.

4

Sﬁb—Pnoblem 5.3. To what extent are differences in the level of

satisfection felt by coordinators towards job factors associated with
the organizational characteristics: primary area of involvement, hours
per week employed as a coopdinator, salary ievel, type of designated
local hosting authority?

There were no significant differences between groups classified

according to the organizational characteristics on satisfaction with the

job factors.

oy

CONCIIUSTONS

Relevance of the Study Flndlng§ to the therature on Satlsfactlon

.A discussion of the study flndlngs with reference to the
llterature on job satlsfactlon rev1ewed in Chapter II is prov1ded in .-
- the following . section. } ~

@

Overall Satisfaction 3

The responses to the four items designed to measure the overall
job satisfdction of the respondents generally indicated moderate
satisfaction with the job in all its aspeets | An exdmination of the
mean scores. associated with the items on the social relatlonshlps :

(lower order needs) and the use of abilities (higher order needs)

SeiwAAl AT a3 gl
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‘indicated that,greater satisfaction and needs fulfillment were derived
from the lower order needs. This suppotte Maslow's (1970)}contentions
with respect to'theeﬁrepdteQCy of;the lower order needs in the needs
hierarchy. However, this.may'also suggest that the job is less.
fulfilling in terms of the higher order needs .

The study findings on the free-response answers, to a large

extent, were consistent with the dual-factor theory of satisfaction

\developed by Hertzberg et al. (1959). The follow1ng are comments with

respect to this relationship.

(1) The responses regpouped as motivator variables generally
contrlbuted to overall ]ob eatlsfactlon and the responses regrouped as
hygiene varlables contributed to ]Ob dlssatlsfactlon

(2) Most satisfaction wes gained from the recognition and respgnsi~
bility aspects of the job._ At the same time, no responses could be -
placed with Hertzherg's advancement motivator variable. This m%be
due to the nature of the poswtlon and the assumption that advancement
is not roseible under dny civ ~um-tances.,  Seme disrrepancy was poted
with the variable ~n work ite=1¢ " i1 me. +n 3 degree, indicattd to be
a source of dissatisfaction.

(3) Overall dissatisfartion was met pelated to the policies and

administrative practices. aala vy mattersg, and interpersonal relations.

Responses could not be categ ri-sd under the status and job security

variables, presumably due tr ‘the part-time nature of the pOsition.

(4) The content of the job was revealed as a major source of satis-

faction and the context of the job as a source of'dissatisfaction.

The. independence of the job ~haracteristics in relation to job satis-

faction and dissatisfaction was supported.by Friedlander (1964).
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Slmllarly, 'the study flnd:mgs would appear to refute the COndJ,usa.on-“ -

brought forward by Ewen (1964) and Burke (1966). that the motz.vator/

,v.~-,'1r°

LS

hygiene dlchotomy does not exist. - S ol
e_ N . - A L . - -~ o~

Facet Satisfaction and Iﬁtporﬁ:ance : —_ .

A w1de varlatlon in the satlsfactlon w1th the 32 job facet 1tems

n

was mdn.cated everi though the respondents reported to be moderately

vsatlsfled with the ]Ob in all its aspects. Over 90 percent of the
respondents 1nd1cated sat:Lsfact:Lon on elght items but, at the same t:une,

.20 percent of the respondents repor*ted dlssatlsfactn.on oh 10 1tems

- In relatlonshlp with the motlvator/hyglene varlables, of the v

"'elght items with wh.xch satlsfactlon was most assoc1ated two were judged
‘hygiene varlables _‘Ihey were’ the reJat:Lonshlp w1th members of the _
council and phy31cal workmg condltlons W:Lth respect to the 10 items

most assoc:l.ated w1th dlssatlsfactlon, two 1tems were con51dered as

®
motlvator varlables. »The recog:m.tlon given the coordlnator by other :

‘professions “and the access to program facn_lltles were v1ewed by the ' 3

respondents as dlssatlsflers

Of the 12 Jjob facets the respondents :Lndlcated to be rnost

- Jmportant to job satlsfactlon, e:Lght were 1dent1f1ed as related to the

content ‘of  the job. It is perhaps notable- that the same three facet

~items which were associated with the most satlsfactlon were also rated

as most important to ]Ob \satlsfactlon Though some may suggest that

’ importance ._is i‘vlled in the rating of satn.sfactlon, Lawler (1973 77)

-

asserted that "a strong argument can be nade for welghtlng the scores

accordlng to thenr mporftance"
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Fac:tor Satlsfactlon
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A factor analy51s of the 32 Job fadet 1tems resulted *in-a seven - - -

x

The factops 1dent1f1ed the mter*actlon of the coordlnators w:Lth the

hd oo . — A . oo

: commm:Lty, the counc1l Fur*ther' Educatlon Ser'v:Lces, and the de51gnated

' local hostJng authorlty ln addition, they addressed the work:mg

condltlons the recogn.ltlon assocn.ated with the p051t10n, and the nature -

ok, the mr}é tha't 1s performed of the seven factors, six were judged to

@ be related to ]Ob content @hd one* to the context ¥f “the“’job’ S

C
4 et o s
s . b . ©
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 Satisfaction and Coordinator Charadteristics

s

Sex. Male respondents reported slightly more overall job
satlsfactlon than the females in th:Ls study, but the dlfferences were.

not 31gnlflcant ’I’hough the f:md:mgs are supportive of Hulin and SmJ.th'

'(1961+) asser*tlon that women experlence less job satlsfactlon than men,

the relatlvely small number of malé resporndents in this study must be
taken into consideration. Wlth regards to a statement made by Centers
and Bugental . (1966) that women expressed greater satlsfactlon than men
on relationships w1th co—mrkers, the study findings. revealed that
female respondents wer’e/ more satisfied with the relatlonsh.lps with

members of the counc:Ll than were the males, }n’wever the dlfferences were

¢

not 31gn_1flcant

o

Age. The study reported a nonlinear Eglationslﬁp between age
and satisfaction. The oldest group was more satisfied than the middle-
aged group but the youngest group was more satisfied than the middle-

aged group. The differences, however, were not significant.

. @.t factor solﬁ‘tlon * the ﬁndérstahd.mg of coordmatorv’ satisfact:.@n. s RO
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The study flndlngs did not suppor"t the views of Porter and Steers (1973)

- "who Implied a p031t1ve relatlonshlp between age and satlsfactlon

IS - -

Qther employment. Respondents with other employment experienced

more overall job satisfaction than respondents who did not, however the

O
differences were not significant.

¢,

Jﬂatlon of commmlty .Respondents from larger' cammunities

'(.10 001 or- greater) expemenced greater overall ]ob satisfaction than did’
respondents’ from smaller comunities. This may be associated with the
accessibility to cultural and recreational facilities. The related item
loaded ‘with the factor D\lork Demands, to whlch respondents fram the
"larger OOHIIIUI‘L'L'L'J_ES expressed greater satlsfactlon However, these -

dlfferenc_es were not s:.gru.fmant.

.

Locatlon by region. This varlable was not aS'SQC:LateLl with any
s:Lgn:Lflcant dlfferences on the satisfaction of coordlnators “There

appeared to be llttle variation 1n levels of satisfaction with respect

.

to location by' region.

Coordinator experience. There was no significant relationship

dfaw'n between satisfaction and the years of coordinator exper"f&nce.

The finding that jc':oordinator"s with a year or less of experience were ot
equally as satisfied as the other groups, dld not support So_lmon and

Tiermey.'s (1977) i:redictions that greater satisfaction would result-

fram lncr'easmg years of sé:m'i'ice. It was 'also .obser*yed.that well over

a third of the respondents had been in the position for a year or ‘less‘,

5 . \
- e e
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"overalI job satlsfactlon to 1ncrease W1th 1ncremental 1ncreases 1n

indicating a substantial turnover rate.

Admlnlstratlve experlence Respondents with a year or. less of

"admlnlstratlve experlence in educatlonal settlngs were more S&tleled

with Working Conditions than were the other groups. This may be due to

the less experienced having fewer expectations particularly with respect

‘to salary matters and consequently experiencing greater satisfaction

with this aspect of the job. However, there was a general trend for

w
- v PO

administrative experience, though these differences were not significant.

Level of schooling. There were no significant differences

between groups evident for any of the aspects of the job on this

variable. Although the differenoes in levels of satisfaction were not
significant, the group of respondents Qith some or complete high school
experienced greater overall job satisfaction than did the other groups.

Number of profe331onal development/contlnulng education’

activities attended No s1gn1f1cant differences were indicated between

groups of respondents on #verall satisfaction or satisfaction with
aspects of the job on this variable. However, overall satisfaction was
noted to generally increase with the greater number of act1v1t1es

attended.- ' | o~

Number of communlty organlzatlons Differences between-gfoups

on this variable were 1ndlcated for two aspects of the job. . Respondents

who were involved’ w1th seven or more communlty organizations were less

123



satisfied with Work Demands than the other groups of respondents with

fewer commitments. The degree of involvement with comrmmlty orgam—

.- zations at :this-level Tnay be in® confllct mth the r*esponSJ_bJ.lltles

" and th;a varlety of task expectarmons associated with the posrclon,

leading to reduced satisfaction to this aspect of the job. On those

' act1v1t1es J_nvolvmg interaction with the designated local hostmg #

authority, the same. group of respondents conm.rt‘ted 'to seven or. more.

. orgam.zatlons was less satlsfledwt-han ’the qthe’r Iess lgivb'.l,\zed gmups,.'

P © .y
;JM ’9"‘ E RSN ey 9

Given thelr a351gned respons:l_bllltles, designated local hostlng

' authorltles are significantly involved in the determination of the

working conditions and of the access ‘to: clerlcal personhel to’ pnov:.de .
assistance. As sueh, they are v1ewed as gpeatly influencing the degree
of J_nvolvanent with and the number of membershlps held in community
organizations. At the other extreme, the group of r'espondents with
manbershiprand pa;*tic_ipation in g relatively small nimber S} ccmnunity h
_'Opgaﬁizations.vzas less satisfied with the activities associated with
the désignated 1odal hosting authority than was the group with a middle

range of organizational commitments. Community participation is an

essential element of the position and the degree to which it is attained,.

as seen by the designated local hosting authority, may be measured by

~ the number of commitments to community organizations. Reduced satis-

faction on those actlvrtles associated with the host:mg authorlty may be
attrlbutable to the hosting authorltles ‘assessment of the coorda_nators'
relationship with the community thmugh the corrmtments to commmlty

organizations.

Primary area of involvement. There wére no significant

14
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o Athe adm:mstratlve and leadershlp task reun_r'ements.' It was observed o

dnfferences J_ndlcated between groups of r\espondents on overall satls- iv, .

factlon or satlsfactlon w1th aspects of the Job on the time devoted to

: that less than 30 percent of the respondents worked 11 or more hours

bper* week on adm:.rustpatlve act1v1t1es but that almost 60 percent of the

respondents devoted 1l or more hours per week to the leader*shlp tasks

> e e @

S gy

- -Hours _per. week as**ooord:znator 'I'h:Ls vama.ble was mot assocnated

. TS u EINP
with any slgm_flcant differences between groups of respondents on

~

overall satisfaetion or satisfaction with aspects of the job.

Annual salary. Slgm.flcant dlfferences between groups- of

K]

respondents were not evident on overall satlsfactlon or, satlsfeqtlon

~w1th the ]Ob factor's W'l'th respect to annual salar'y It was revealed

r‘!

»'however, that the respondents Teported” salary matters as hlghly

dissatisfying facets of .the job. In this regard the'concerns of the

= respondénts ‘with" respect: to the’ range of pay and:pay negot‘z.atlons were

supportive of the views of Opsahl and Dunnette (19714) who concluded

that these matter*s contr'lbuted to negatlve ]ob attltudes

‘!‘,»’

Type of designated locel hostlng aL;thor*lty The ér'oup of
r*espondents' associated with postsecond;ry l_nstitutions-as hosting
authorities experienced more overall job satisfaction than did the group
with school authorities as hosting authorities. It should be taken intp
consideration, howeVev, that the number of respondents -‘connected with
postsecondary institutions was relatively small. The significance may:-

be associated with the postsecondary institutions' understood role and



,,,,,

‘associated with the content of the ]Ob and jOb dlssatlsfactlon w1th

v matters.

.salary negotlatlons

' role of school alrthorltles 1n pzr:Lmary and secondary educatlon ‘ leen A

L these relatlonshlps, the- postsecondary mstltutn.on may be more supportlve ,

of the adult educatlon endeavors of the coorc«lmator. .

_ IMPLICATTONS

'Irr@llcatlons for Adm:n.m.stratlon .

“ e w

- Irr v1eweof othe ,study f:_ndnngs the followmg .unpllcatlons and

O . e o

recommendations are pertlnent o adm:m:Lstrators at local and provmc1al

levels who liaise closely with the coordinators. It may be useful to

?reemphas:Lze that the ]Ob satlsfactlon of the coordn_nators was most

“the context of the. job The follown_ng statem‘ents are intended to address

. areas of reported dlssatlsfactlon’ and the areas of the ]ob where

satisfaction may be enhanced . . _

(1) Attempts should be made to reduce the dlssatlsfactlon w1th salary
Though the salary received was revealed as a major area of
concern; there was considerable dlssatlsfactlon with the process of
Further Education Services ought to conslder the
initiation of formal mechanisms to maximize the lnput and participation’
of the coordinators in salary dlscu551ons

(2) Greater participation by the coordinators in the review of the
admlnlstratlve pollC1es and procedures should be con81dered The examr
ination should focus on the questions of budgetary flexibility and the

administrative procedures required in the allocation’ of resources.

The process may not fa01lltate change ‘much as foster better

WALt e e M e
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E understandlng and ccnnutment to the admlnlstratlve requlrements

IR ‘(3) A clarlflcatlon of the respecilve roles of the further educatlon

5 - -

programming should be undertaken ' Concerns were expressed that member
" agencies of the council were not assumlng their progrannung respon31- o

bilities and expected the coordlnator to initiate programs on their
behalf . Closer liaison and lnteractlon with member agenC1es of the
council should be consjdered with respect to this issue.

(H) The role of the coordinator should be deflned w1th more preclslon

*,

' The tasks goals and objectlyes should be clearly artlculated partlcu— ‘
larly as they relate to the,coumcll the desigriated Iocal hostlng -
authority, Further Education Servapes and the communlty they serve.’

' It is’belleved that the clarlflcatlon of the coordlnators role would

also serve to reduce reported dlssatlsfactlon w1th the-lmpact of the

.]ob on the coordinators’ persZ;al and family life, the amount of time

5

spent on operational activities as course registration, and community

attitudes with respect to program implementation and policies.

(5) The respective roles of the further education council and the
de51gnated local ‘hosting authority, should also be examlned in their
respons1b111t1es for the provision and admlnlstratlon of adult education.
3 The study findings revealed that counc1l—related matters were most

important to coordinator satisfaction, yet the open—response answers
1ndlcated that the lack of council support was an area of substantial

dlssatlsfactlon )

(6) The prov151on for clerical assistance should be examlned

J

This recommendatlon must be considered in its attempts to enhance the-

satisfaction of the coordinators through allowing them more time to do

Jp

P
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R  what is, most satlsfylng to them Coord1nat0rs experlence nost ;ob

’ satlsfactlon w1th the recognltlon and the PeSpODSlbllltles assac;ated

_wlth the prov151on_of adult educatlon services to the connnuujaﬁ o

..;(7) AItempts should be\made to 1ncreaseﬂbudget'allbcatiche‘fbr the

- administrative and Program grant support areas to more adequately serve
‘ communlty adult educatlon needs.

(8) Opportunltles for.professional.developmeﬁt/inservice education/“
orientation activities for coordinators should be expanded. Ongoing .
ili;ison with’the ceordinators in regards to the'identificafion of needs

,fbr,these.activities should be establishea .
'(9). leen 81gn1flcant dlfferences 1n satlsfactlon levels there -
should be further examination of

@) the reason that postsecondary institutions facilitated

greater overall job satlsfactlon than did school authorltles |

in thelr roles as designated local hosting authorities.

(b) the reason that coordinators with high levels of 1nvolvement
with community organizations (7 or more) less satisfied
‘with the mature of the work and interactions with designated
local hosting aﬁthor‘itieé.~ A better Aimders‘fanding should
also be sought in regards to  the dissatisfaction eipeyienCed
by coqrdinatofe who had low levels of organizational =

commitments with those activities associated with designated

hosting authorities.

(¢) = the reason that coordinators with greater administrative
experience in educational settings were less satisfied with
the working conditions.

(10) The provision of edditibnai responsibilities in the leadership
£
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tasks assocxated with the job would enhance jOb satlsfactlon and fulflll

pa—

&

the satlsfactlon of. the hlgher order needs

o

Implications for Further Research

(1) This study examined a very spe¢ific population of adult educators
in the growing field of adult education. A similar study could be
con51dered to examine the-satlsfactlon of chep groups in community/
adult education to facilitate comparison.

(2) Further research initiatives might focus on:

| (@) the reasons for and the ;onsequences of coordlnator
satisfaction and dlssatlsfactlon .

(b) the relationship of job attitudes to coordinator effect-

iveness in the performance of the job.

129
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‘ QUESTIONNAIRE K a
SOURCES OF JOB SATISFACTION

POR FURTHER EDUCATION COORDINATORS

Please answer all questions by cireling the number -

on the right of the moat appropriate response or by
providing a written.answer where required, R

[ SECTION A: PERSONAL DATA |

1. Wnlch of the following best dohc:ibel the population of
the community in which your souncil is located?

54000 OF 1088 +.uveeeeecncoecaoecencnosooccosnsennns
s 001 - 10.000 -.oo-o-}.-oco-o.to-nn-.ooa--npoo--.-o
10,001 = 15,000 o nenvernnnanneee
15’001 - 205000 ® 8 6080000900980 0000000000000 0000000c0
20’001 OQ.MOP. .o-.o.-ooo-o.nco---oo-uo-oo;onif-o.co

AW N =

- 2. 1In which région of the province (as designated for Further
Education Regiona)l Meetings) is your council located?

Nbrthwoat 000 v 0000 st s el eNORLIRIGIOBLOLOLAGOEOEOEOROLESE S
Hortheast . oiuiuiveuiceinioeoiocnsocoenannobonocnconsas
YellowheRd c..veeeieeccecnrorsstcnssoacacosccccnnnes
c.ntx“l ..........‘.I.‘..............‘......'.ll......
South ...;..-.o‘i-o--o;.ouyc'.--o.)ooco..-o;...ao-oa

3. How many hours per week of your employment time as a -
coordinator are spent on administrative activities
(1e. bookkeeping, processing of F.E.P.S. grant forms) and
leadership activities (ie. planning, coordination, needs
identification)? ‘'Please chéck one () in each of the 2

columns.
Adnministration ' ' Leadorﬁhip
1, N1 |
2. 1 to S
3. 6 to 10
L. 11 to‘js
5. 16 to 20
6. 21 or more
3

L. Which of the following best describes the total number of
hours per week that you are paid as a coordinator?

5 Or 1‘.‘ ll...l...mf.‘.l.'l;.";..I.'l..l-"I'.‘...
6 tO 10 .o-on.i}-\-o.-;oao..o'o'o-oco.-c-.oo.ooo.u.-
11 :o 15' o-o:'o-oofo-o.o-,o;wonooo-o.oo’-anon-noao.c

16 to 20 R A I O R T YU Y T N Y

21 br moTre oooqh-oaoﬂonooool{fooo;oo--t.of.t..o.-.l-

VFEWN =

~—— Coding to determine returns only.
To be destroyed to ensure anonymity.
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7.

10.

11,

12.

. $5,001 to $10,000 T .

Which of the following best describes your present
snnual salary as a coordinator?

’5;060 6’ 1..' {oo;.-oooo-oooo-og--.-.o...ooo.';;oo
0,001 tO '15.000 ..co.o-aaooo.-o;}o‘o-on,coo.c.oo

15,001 to $20,000 T
$20,001 or more O

NEwn -

Do you have a pald job other than that of further
education coordinator at the present time?

. Yb' .l..h.lo....‘l.....l.l.."....;l..l"a..l.l.... . 1

No -.;o.qqc%oo-o-.-&.c.-cn-.-ooo-‘{co.---n---ooo’.. 2

Hhiéh of the following best describes the designated

local hosting authority of your council?

A‘nchool’nuthority s s eieeuevesnaacecarannscacensas
A poataocondary Inatitution ...ieiiereiiinnenvonca.

2
Other (apecify 3

How many years of experience do you have as a coordinator?

‘1‘°r 1." .c..--o.o-noootvcnonooo-.n-ooo.o.(oo.-;.o 1
. v2 - 3 .o........o-.ououoo.outalotono'..lc&....DCO.. . 2
% - s .--.-o-.-oooo.-aooooo-.u-ccono-o.-.o-.-ooocco_ 3
or mOPO‘ .c.lofo’obQ.OQI.'..OCCOQ;'D.clh.t.l.l..'. h

How many years of administrative experience do you have in -

B

" an. educational setting? °

1 or less AR R R TR R PR PPN
g - T eI
- 10 o-ncot.o..i;ouoo;o-..-.oooao--v-oa.o.ooo.oo-

11 or more ..o.-.oio-n-oo.uo.&n.o.-.-coo-oooooo.-u-

Which of the following best describes your highest level
of schooling?

s°m° hish ’Ohool ;oo--a-von.-.0.00..-..-.--......0.
ngb qchpol QOMPIQth Peomscdenrtstncscsteovensrenn .
T‘chnie.l/voc‘tion.l tr.inins: CQO;OOOOQDOCJUOQ.:...
Some university or college ®seccsvesetssstasnsncses
Dhiveraity,degreo D I N
- Graduate (Masters/Doctorate) degree ...............

v

COEWN -

Your aoi iss

Fémale Q.‘-oo'-.'n-o.c...lo-onDD..O......OQ.‘J;;c;.

N-J

Male .o.oé.--o.-o-.n,-----o-.c(nnnao.;oacon.ii-n-oo

-

Your age 1::"_Y'

25 or lesa T S
26- ‘........".....“ ..Q........I".....’.....
36 - hs .l.-.c.ta.o;aono--uvvvf?..-..oo'ouo.umntoto
h6‘9 55 o.;.o..nny;-;i¢o:o--o.-o--ononoqn.-;’nn--onv

6 or greater S a s e ec et rereactateoecncteonaeennna

(LT WE

nNFEwnN -

] 10

1

12

13

14

15

16
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13. How many proreuvionu development/continuing education

activities (fe. personal growth, career advancement,
inservice) have you attended u~1f.h1n the past year?
0 ocu‘-‘-..cnoo--o.o.o.-.---oco-oto.a.o,-o.-ooo;.----c 1 17
1 co-o-aa.';.c--co.oonn'-o--.-oo.o-ou.'o.:b.oonooo_o._. 2
2 .‘.......O..Q‘..l'.lI."....l.'..'l.'.‘.....l...... 3
3 I.IC.I...‘.l...lll'.'..0..'.'"‘l....‘."...l'..l' h
h or more o-.-.-.oo--oo-'.oo-oooo--coo-uo--n-tn--.o 5
4. To how many organizations do you belong that require a few
hours or more per month of your time? (ie. lodges,
service clubs, labor unions, church or synagogue,
community associations, professional sssociations, sports
and athletie groups, politieal groups, pocial’grou‘ps etc,)
O ooooc-..-oa.-o‘unoo-.o.oov,c--coroqv‘co-o-o-t..o. J 1 16 = .
’ -_3 ..o.l.tc'o..o.'.'no..looo.-o'...lvo'-’.-..-oo‘;\c 2 -
L‘» - oc.-.oocoo-.n.o--.n.oo-.-..--.ocon--o..--.o.- 3
7 - 9 .o..--ouqn.-oo-.oo-..oo-.;oo-cnoo.o,-oncu.ocoo h
© 10 or more R
)
. | SECTION B: OVERALL SATISFACTION| <l | official
,@ © _ Use Only
: ’ . [, Lo ™ .
. : o | © | &)
Rate your degree of satisfaction. 30 ol KA c¢
- ' I AR RS
. . V| O etijt | & 6
O|vjeq|d |0l ®
CIRCLE the selected number, Slaelo|sisln
) lelwioia|d| e
i | - [ ]
Likinjolxolg
: elmmle|e]3
WalBE]e | 5
AHEEHEGS
CHEEHER
, Z|En|a|2] 22
b
To what extent .are you. satisfied with
the following?
1. The effectiveness of your council
in meeting the adult education "
needs irr your community (compared
¥ith other couneils known to you). [6{5(4|3]2]1]0 19
2. Soclal relationships in your work. 6[siui3]2]1]o0 20
3. The chance to do something that . ‘ _
makes use of your abilities. 6|5]u|3l2tijo| | 21
k. Your overall satisf ‘;:t‘ion with your
Job, ' : 6lslul3fafajo 22

Do you have any comments on the above mnttofa?
If so, please write them here. - .



SECTION C:
WORKING CONDITIONS

9

Rate your, degree of satis-
faction wWith sach of the
items on the first scale and
rate the importance of each
item to your job on the
second scale.

CIRCLE the selected numbers,

The salary you roceive.

The way in which your
salary is determined.

. The number of hourg you

are expected to work.

Your feeling of job
security.

The portion of your time
devoted to operational .

duties. (1e. clerical,

bookkeeping) .

Your physical working
conditions.

The way in which consul-
tation between the
designated hosting
authority and yourself
concerning working
conditions is conducted,

SECTION D:
COUNCIL-RELATED MATTERS

8.

’Your freedom to saek out
new idelf and introduce
them to_<yayur couneil,

Willingness of the
council to accept
coordinntor-initinted
1nnovationa.

Jou have any comments on the above mnttor-?

a0, plenso write them here.

Satiasfaction Importghcg
- .
o |
< © | 1o
3 o ::.z 3 2 5 »
S0l nle]la « »
'Uliv‘c-cl,g » ;.5.
Olet Il || @ e .0l
B R A I ol Ml
Gisia|| D alg j? ol
Ble P enigly Ele
-l LAE] " |4 .g 5
siritivimiale S | Llg
~lalo mlofm wlo
‘32:3”? -‘E.Oho«
P8I IL | @) g~ gva‘iﬂ.&-ﬁ
Hh.& Hled] A © ol a
ole CIH ) Lim|e|® o
:f'g :: ::‘g {5 Pl [ Tlw|p
2= (@65 |2 =2 & |2l2]|a1L]e
le s |u|3{2]1 |0 b3]2]1]o
6ls|ul3lalt]o s{u|3|2]1]o
HAERURER AR siyl3f211 (o
65 4[3]211:]0! S{k 32110
6lsiulzlz|r]o 5lui3{2|r]o
6(5iL[3 |21 |0 Slhi3jair]o
615(4{312]1 |0 Sk |3]2]1]0
6ls|uf3fzafrfo| “[slif3]2]1lo
6isju|3j2 |1 |o Stk {321 {0

0fficial
Usé Only

23, 24
25, 26

27, 28

29, 30

31, 32

33, 34

35, 36

’37';3Q’ -

39, Lo
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Satisfaction ,Ivinpo)rt'mco : ‘ 1

1
{. |= i
© 3
o bl
=4 2% |o 8 t ¥
Slolclale 5 8o o
| O] 0| et . > 5 s &
||t Wy o [ 3 7 b
Ol ||| 0]® 20 o|® »
. clelalalsls E.‘égga.,., -
CIRCLE the selected numbers, Slejslaicls < |37 BlE 1. i
. Slpm|njolne|s imelola %
o=t rtied | O KA M| O K
Slog|»imlololn [=EE-IK AN JIR-A R 3
O[] [~] Q| Elo|m E. = 2
mig|R|O]a]| |~ Elw|w|® -l
ﬂh-&ﬁézg 4 BlIEIT | &
B9 |4|wle|® el o R I "
ww| Q|| O] O é (- koS I -R K] %
xix|o[o|xm|= >|E|n{=|= 3
. @
10. Responsibility asso- 4
ciated with the coordin- w3
ator's position. 6[(5[ui3]2 1.'3 siki3(2]1]o0 L1, L2 ;
11.  Your involvement in~ . \ . .
- decision-making in your - .k ) R
councll, : 6|5|h{3|2}1]0 S{bf3|2(1]0] L3, Lk
12. Your relationship with ]
the. members of your , _ , '
council, 6(siui3i2f1io |5ia|3{2(1}o0 5, 46 -
13." Your access to program ‘
Tacilities and equip-
ment, ‘ 6|5|4l312]1]0 5iul3)2(1}o L7, L3
14. Your authority over ' :
budget preparation. . 6(5h(3]2{1]0 s5(uf{3]2(1}0 k9, S0 i
15. Your accountability for #
success of fuprther ; 3
education programs. 6(5((3{2{11}0 Sty |3f2|Y . %1, 52
16. Your .access to clerical . , ' '
" personnel to assist you. |[6|5|h[3[2]1 |0 Shi3f2|1]{o| 53, 54 .
: . §
17. Council expectations of 4 ;
You as a coordinator. 16151413 ]2]1 )0 s Lf3j2|1]o| 55, 56 :
18. Your evaluation by the :
designated local hosting o
authority, 161543210 Siy|3la(1fo} 57, 58 “

]

Do you have nny‘ comments on the above matters?
If so, please write them hers. -

-

-
SSRRAR AN AT
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o

Satisfaction . Importance

PR
SECTION B: ~=
FURTHER EDUCATION SERVICES

-RELATED MATTERS

~ & - .
. K
- e
w“ - D
E : ' )

CIRCLE the selected numberu.

official
Use Only

.C. C

deFately satisfied _

- || 811ghitly satisfied

F 2
Pt
Y o )

wm

ghly. satidfled .

e

Highly dissatisfied
_Foderately important
'81ightly important

" No opinion-
Extremely important

Very important

Not important
No opinion

Sy
Rasel

{311ght1ly dlssatisfied
§ Moderately dissatisfied

’

9. Your relationships with | [ | "
Further Education - T3
Services, 6(S

20. Your opportunities for
professional develop-
ment and inservice ) .
.edusation, 6/si4i3i2]1]0 15

21, The level of resource
allocatlons,  (ie.
program and administra- )
tive grant support) 6(S(hi3(211]0 5

22. The nvailaﬁﬁlity of
useful advice to assist - . )
You with problems you .
encounter. 6lsih]|3fal1fo S|ui3]2(1]0] 65, 66

23. The way policies of . N L
. Further Education -
Services are put into

practice. 6s|u{3f2]1]o S(L{3]2|1({0] 67, 68

SECTION F: ' T ' - -2
OCCUPATION-RELATED MATTERS

.24. Your experience with
the attitudes of the
people in your
community towards adult
education. ) :

25. Your sense of accom-
plishment as an :
edministrator,: 6|S[u|3]2]1]o 15(s)13]2{1]|0| 6, 7

Do you have any commenta on the above matters?
—. Il 80, pleass write .them here,

B LR

Nl e -nss'.»."\"- .



CIRCLE the selected ngmborl.a

26.

o 27.
28.
29.
30.
3.

32.

Do you have any corments on the

_ position,

* community-for recreation,

programming)

143

Recognition by others of
your work, . - :

Your social position in
the community, !

The amount of recognition
given the coordinator by
members of other =
professions,

The variety of tasks you
work on as part of your
regular duties,

The authority associlated
with the coordinator's

The effect of the job on
your personal or family

The availability of
facilities in your

fine ‘arts, ete. :
(for yourself, not for

Satisfaction Importance

%
- L- 2
hodl b-2 L B KA1 K] =4 5 +
“iojloleo|~ ] ey
O W |t | @] » ;.5
o n(e| af 0l 'Y
Y E|wla|e]n 1Bl 8o
HERC AR IR E Ei -
- |- o - | E 5
Binrinio! piaelg - AN
4L ~i= 10 ™10}~ | o
SN R AL EEHE
A IR IR I ] 3 P : :; % 5
218|818 55 e Pim(&lE|7 ] 2
CHEEHEIN BRI EINE:
SRR - R - R RS R
sik|3|2]|1]o [s{ui3]l2]{1]o] 8, 9
Slhi3|2j1]o S({kj3j{2|1]o} 10, 11
sik|{3]|2l1]o sik{3|2}1|o]| 12, 13
5|413(2]1 |0 S{k|3i2[1(0o]| 14; 15
S|k{3]|2]1]0 S5|4i3(2f{v|o] 16,17 _ .
sjul3la]1|o siui3f{2f{1{o]| 18, 19"
5(b|3|2(1 |0 5{413|2(1]|of 20, 21

If 30, please write them here.

above matters? =




-

LSECTION G: SOURCES OF JOB ATTITUDES |

Which two factors contribute most to your overall

satisfaction with your position as coordinstor?

1.

Uhich two factors contribute most to your overall

disaatisf‘ction with your poaition as coordinator?

1.

THANK YOU FOR YOUE COOPERATION
Kindly return immediately after completion.

ofriciil
Use Only

cceC

22, 23

24, 25

26, 27

28, 29

1y
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FACULTY OF EDUCATION
DEPARTMENT OF EDUCATIONAL
’ ADMINISTRATION

THE UNIVERSITY OF ALBERTA
" EDMONTON, CANADA
TeG 2G3

November 8, 1982 R

Please find enclosed a questionnaire designed to determine
possible sources of job satisfaction and/or dissatisfaction for
Further Education Coordinators. It is hoped that the findings of this
study will enhance the awareness and' understanding of those factors .
which'may influence the job satisfaction of ccordinators.

This study, with the approval of Further Education Services,
Department of Advanced Education and Manpower, is being conducted as
partial requirement for my Masters of Education in Educational

Administration. Although there are many demands of your time, I.am ®
asking that you spend about 30 minutes to complete the enclosed
questionnaire. : :

The data will be grouped to ensure anonymity and confidentiality.
The numbering code is being used solely for the purpose of recording
questionnaire retwns thereby reducing the prohibitive costs of
sending follow-up letters to all coordinators. I can assure you that
the list will be destroyed when the questionnaires are returned in
order to protect the anonymity of individual respondents.

. I wphld appreciate receiging°ybur completed quesfionnaire in the
enclosed addressed and postage}paid'envelope by Nov. 29, 1982. '
Thank you for your assistanééféhd cooperation. ' ' e g

Yours sincerely,

Vi,

v

N 3% | )
2
F.T. Sonoda |
ﬁ , S Department of Educational
' 5 Administration

N - University of Alberta

v
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THE UNIVERSITY OF ALBERTA
EDMONTON. CANADA -
T6G 2GS3

FACULTY OF EDUCATION
DEPARTMENT OF EDUCATIONAL
ADMINISTRATION

November 29, 19'8?2

s . ,

Seveéral weeks ago a questionnaire, Sources of Job Satisfaction
for Further Education Coordinators, was mailed to you. While I am
pleased with the initial response, it is important to the stfdy
that as many coordinators as possible camplete and return the
questionnaire. It would be greatly appreciated if you could arrange
‘about 30 minutes of your busy schedule to camplete the questionnaire.

For your -convenience, I have enclosed another questionnaire with a a&
’ stamped » self-addressed envelope. '
'IZhe numbering code is used solely for the purpose of r*ecofding-

questionnaire returns. All data will be grouped and will be treated
anonymously. ' : ,

Please complete and return the 'ques‘tj_'ﬁlonnajre by December 14,
1982, S TR S

If you have already campleted and returned the questiormaire.
Please accept my thanks for your cooperation and assistance: .

Yours éincerely,

-

| F.T. Sonoda
. Department of Educationatl
, Administration :
University of Alberta -

s

G S Sl SR




