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and recommend its acceptance. In support of this recommendation we present the following
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Mr. Tobiason has completed a rather complex dissertation that makes a
unique contribution to the measurement of persoanel dissatisfaction;
the measurement technique will be of most significance and interest to
educational administrators, as Mr. Toblason used the instrument on
teachers and discussed the implications of the study for further
administrative application and research.

Althouzh many investigations have been made of satisfaction and
dissatisfactions of workers, many of the measures have little diagnostic
value. Mr. Tobiason's dissertation departed from prior studies by

using an adaptation of Osgood's semantic differential technique fox
measuring dissatisfaction with certain orzanizational and extra-
organizational concepts. Tae factors that were found are suzgested as

being useful Tor diagnostic purposes, although that hypothesis was not
tested in this study.

Relationships between dissatisfactions with the orzanizationzl and extra-
organizational variables were computed o determine whether the instruzent
differentiated between concepts. The general validity of the instrument
was checked by correlations with more standard measuring devices.

The resulls of the study indicate that it is a discriminatinz device

that is valid vhen compared on over-all scores; further, it yields
factors that appear €0 be psychologically interpretable and useful.
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University of “ashingten
sbstract
THE MEASUREMENT OF TEACHER DIRSATISFACYION
by
Jehn Baymond Toblasen
Chatrmsn of Supervisory ‘ommittes: irofessor lale L. Bolten
College of [ducstion

The purpese of this study was to identify and measure dissatis-
faction percelved by teachere. Hine hypotheses were tested te determine:
(1) nreas in which teachers percelive a lack of congruency between Individual
need and role expectation, snd the meonitude of resulting dissatisfaction
perceived in aress where incongruency exists, (2) the relstionship of the
magnitude of dissatisfaction in various organizational areas to the magni-
tude of dissatisfaction in areas cutside of the orgenizstion, (3) the
relationship of dissatisfaction magnituds to mesmbership In subgroups
essigned on the haels of age, sex, perceived possibility of sspirstion
fulfillment in the present district, teaching level, and setisfaction
distribution, and {4) the feasibility of the "issatisfaction Magnitude
Scale {(DIMS) =s a dlegnostic instrument for the messurement of dlssatle~
faction,

The Dissatisfaction Magnitude Scale (DIM) wes developed as & part
of the study and administered o one-hundred classroom teachers selected
at random representing all grade levels in an 8,000 student suburban
school district. The DIKT Incorporated the bi-polar adjective desion of
the Semantic Uifferential utilized by Usgood, Sucl, and Tannenbaum in

the measurement of meaning., Ulssatisfaction wse measured on ten concepts



present in the arganizationsl setting (eeg., WY PRINCIPAL) and five con-
cepts presemt outside the ergenization (e.g., WHERE I LIVE) by having
participants mark an 5 for SATISFIED and an ¥ for NN on twenty seven-
step sceles with poles hounded by polar adjectives (e.9., good«bad,
strongeweek). The difference between the : for SATISFIED and N for HUS
marking was defined as dissstisfactlon,

four factora, FUTENCY, ~CTIVITY, CONBIBTEMIY ang EVALUATIVE,
identified through factor snalysis of the twenty bl-polar scales, 2dded
to the diagnostic strength of the DIRE, The fifteen concepts which
served as stimuli to which the scale marking was a terminal response
were (from greatest to least dissstisfaction): (1) PARENTS OF STUDENTS,
(2) PUSLIC EDUCATION, (3) Oul PRESEMT S2L0RY SCHEDULE, (4) TEACKINC &%
A PRUFESSION, (B) STURENTS IN MY 2CWOCL, (6) DISTRICT PERSONEEL PFRACTICES,
{7) CGUR FROFESEIONAL EIACATION ASSUCIATION, (B) MY FRESENT LDUCATICNAL
ROLE, (9} myseir, {10} CENTRLL CPFFICE £TaPF, (11) #Y PRINCIFAL, (12)
FELLO® TEACHER®, (33) wMERE I LIVE, {14) MY FRIESES, and (187 MY FiMILY,

Elght of the nine null hypotheses In the study were rejected,
There were significant correlstions of dissatisfaction scores between
organizational =:nd extra-organizational concepts, hHetwesen dissatisfaction
ard age, and between the Tlssatisfaction Magaltude “cale and each =f
three more standard alternate dissatisfsction messuring instruments.
There were significent differences in mean dissatisfaction scores agmong
the ten organizstional concepts, smong the five extra-organizationsl
concepts, and between subgroups assigned by sex, tesching level, and
dissatisfaction,

Findings included: (1) individuals tended to meintain & cone

sistent ratle of dissatisfaction hetwesn concepts present in end outside



of the organization, but expressed a lesser magnitude of dissatisfection
on the latter, (2) dissatisfaction decressed with incressing age,
{3) grester dissetisfaction was expressed by meles, (4) greater dicsetise
fasction wes expressed by those percelving filfty per cent or less of life
saticfactions coming from the crganizational role than those perceliving
over fifty per cent, snd (5) the Dlesatisfaction Magnitude Scale shared
equal validity with less disgnostic instruments commonly used {n measuring
dissatisfaction,

Further investigation of dissatisfaction using the DIMS waes
recommended including expansion of the scope of concepts used, loncitudinal
28 well as cross-sectional estudy, factor enalysis of concepts, and

selection of alternate scales to incresse the number of components of

dissatisfaction megsured by the inetrument.
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CHAFTER I
PROBLEM 2D FROCELMMES

Introduction
Through the centuries man's work has deen of concern to himself
and to others. ©ith the coming of the Iadustrial Fevelution, this
concern began to focus on man and his work ss 1% relsted o the gouls

af » visible erganization. Victor Vroom suogested:

The relaticonship betweon man and hiw work hae long atiracted
the attention of philasophere, sclentists snd novelists., The
interest of psychologiste in this problem dates back to the
garly part of the twentieth century and 1o reflected in the
emergence and develepment of sueh flelds of specialization zs
industriz] psvychology and vecaticonal guiﬁmn:l.l

Thoase responsible for divisiorn of labor have shown interest; in
varying degrees, in the reductlon of dlissatisfaction man sxperiences in

his work zole, therehy increpsing the possibility of zs2lefaction. In

thes twentieth century, systematic research has been conducted to determine
factors contributory to dissstisfaction and to satisfaction amons

employees, These varladbles have been found o exist in beth the indie

vidual and in his work eaviromment,

It wes the purpose o€ this present study to identify amd sessure

dissatisfaction among pudlic school teschers,. This dissstisfaction was

explored in both the orgenizations] roles of individusls end in their
roles outslde of the organization,

Uther studies have been conducted in s varlety of setiings seeking

lvtgw He Vroom, York and Motlvetion (New York: John Wiley and
Em' lﬂ‘ﬂlp lm}l Pl a'



data related to satisfaction and dissatisfaction, Investigators have
studied choices made by persens among work roles, the extent of sstls-
faction and/or dissatisfection with the chosen work role, determinants

of satiefaction and dissatisfaction, and thse relationship of satisfaction
and dissstisfaction to productivitiy.

Although the rationasle for much ¢f the reseaxrch on satlsfaction
and dissatisfaction, often termed "morale” research, has bpeen based on
the assumption that there is a relatively high positive correlation
between high morale and high productivity, the existence of such 2
relationship has we been clearly demonstrated 1n research stwiles. The
logical concluslon from this assumption, howsver, hes been that there
exists an environment which, when Jdefined, can be duplicated in any work
situation so that satisfaction and hich morale pmong workers can he
assured. ©hen this “"high morele state exists, productivity will bhe
high. #hen dlssatisfaction factors contaminate ¢he work environment so
that low merzle exists, productivity will be low.

4 theory of environment-determined morale and 8 high posttive

correlation between morale level and praductivity mey be gshown ss follows

in Flgure 1. ——
#i g
I v

Low

Figure 1
1 represents all work role incumbents, £, represents a work environment

that assures satisfaction, S. Ly, represents a work environment that



encourages dissatisfaction, [« I represents productivity, ranging from

high to low,
The environmentally determined model of man and his relstionship

to his work was subjected to many questions as investigators begsn to
recognize the significance of other variables., Fsychologists reported
that the need patterns of individuals differed, that the same necd was
fulfilled diffezently for different people, and that the same environment
fulfilled different needs for different people. "he individual became
an important variable. Uehavior beceme a function of the personality

of the individua' gnd his environment,

High
E’i — -— 1
I. i
TSNy | PR R l

Low

=1gh
—_— ,[
I .
b §
R — l

Moure 2
It 1s noted that in the mocel deplcted in Figure 2, environment
_i_‘ produced satisfaction and high productivity for individual 20
whereas environment i, was required for the same satisfaction and high
productivity for individual l,. Uther individuals would alse require
differing envirenments for the same satisfaction and productivity,

The models shown in Figure 1 and Figure 2 became suspect on the
basis of the relationship of satisfaction to productivity indicated.



Resesrchers found thet productivity could be high when satisfaction was
lew and low when satisfaction was high as well as high when satisfection
was high and low when setisfection was low. The important consideration
in the determingtion of the relationships emong individusls, thelr work
role satisfactions and productivity became the "mix" and interre¢lation-
ship of many varisbles. o proper mix could preduce satisfection and high
productivity for en individusl,
gelltiz, Jahoda, [eutsch, and Cook, In discussing cause ard

effect relationships, referred to "nececeary,’ "sufficleat,” "contingent,”
and “centributory conditions where 5 fellows », 4 nocessary condition
existe when & must occur in order that & may occour. / sufflcient
condition s one that is alwsys followed by the phenomenon of which it

is the cause. -~ contingent condition 1ls one under which a given varisble
is 2 contributory cause of & glven phensmenon, - contributory cone
dition i one that increases the likellhood that & given phenomenen

will occur, btut does not make it certaing this 1e because 1t is only

one of 3 number of factors that toocether determinege the occurence of the
phencmenon.? The contributory condition seems to best describe the
relationship between morale and preductivity. ‘leh morale may contribute
to high productivity, hut other variables may be substituted feor high
morale and produce the same result. High morale, however, may well be
the condition under which hich productivity otcurs which is most accept-

eble to workers and ssciety in general.

Some have not used the assumptien of high preductivity in

%um Selltiz, Marie Jahoda, Morton Deutsch, and Stuart .

Cook, Zegearch Me 15;32515_, Zelations (Mew York: olt, Rinehart
and ﬁmm' 951 ’ « B0=B1,



°

establishing a rationale for the study of satisfaction and dissatisfaction.
Sidwell suggested three other reasons for studying this phenomenon with
regard to teachers, recognizing the lack of clear experimental evidence
to verify a relationship between teacher satisfaction and teaching
effectiveness: (1) satisfaction of needs of teachers seems to he inti-
mately bound up with satisfaction of needs of students, {(2) the creative,
personal nature of the teaching process would seem to require a feeling
of satisfaction and positive ldentification with the echool on the
part of the teacher, and {3) the idminiitraiar has & mora! obligation
to meuwbers of hic staf! demending that he treat them with dignity and
g8 respect for thelr own goals and EEHCEIHE-E

Soethlisberger said that ", + « « “hat physical health is to &
physical organiem, worale ie to a cooperative svetem.”® In gtriving
for heslthy, cooperative organizations, managere have sought is determine
what the factors might be that centribute to the proper "mix" in their
organization resulting in the possibllity for 211 participants to
experience satisfaction and regulting high erganization morale. [ike-
wise, managers have been concerned with factors which micht detract from
satlsfaction, encourage dissatlisfaction, and bring about an organizational
state of low morale,

There have been numerocus stlempts tc verify snd increase a growing

body of kmowledge concerning satisfaction and dissstisfaction. Vroom.>

R

*Charles [. Zidwell, "Administration and Teacher satiefaction,”
¥h) Celta Lappan, 27:286, April, 19%6.

%, 1, Soethlisherger, Mansgement and (Cambrid
™ . - qe
“assachusetts, Harvaxd University Ffress, 1941), p. 192. ;

5%&@#‘ 2P« m:r; e 16204,



in seviewing o number of spproaches to the etudy of morsle, found that
attempts had been made to esieblish s csusal relatien between some
characteristic of 2 work rele and job satisfaction, focusing them on
only twn sets of varisbles. The results have pmmitted only eimplified,
gross gensralizations based on the assumption that job satisfaction ls
envirenmentally determined., COther Investigators have conslidered persone
ality varlsbles, sssumling that persons setisfled with thelr Jobe differ
systematically in thelr perscnslities from those whe are dissatisfied,
More recently, Vroom found studies considering numerous personslity and
work environment varisbles. The broasder approsch has appeared more
fruitful.

There are twe methods of conceptualizing the relstionship of the
independent varisbles conceraned with work rele and perscnality and the
dependent varisble satisfactions (1) satisfaction 12 & function of the
difference betwean the strength of an individual'®s need for some work
role atiridute and the amount of that attribute he percelved receiving
in the work rale, er {2) job satisfaction s z function of the preduct
ef a work role stiribute and the strength of an individusl's seed for
that atiribute, “room called the first a “subtractive’ model 2nd the
second 2 “multiplicative” model.® These approzches both permit cone
glderation of the work role and the individual.

The approach of the present study follows the subtractive mode],
measuring the degree to which an Individual does not percelve fulfiil-
ment of needs in the organizational role which he expects %o receive
there. The measured difference, dissatisfaction, is that which 1s
ﬁnmlm by the Individual and is stated in terms of the degres to which

S1e1g.



fulfillment of organizetional roles inadequately fulfills perscnal needs
of both a primary and secondary nature., The assumption is mede that
when an individual's personal needs are not fulfilled as he carries out
the demands of the organizetional role, dissatisfaction increases and

problems arise which may affect both the individual and the organization

negatively.
Investigators have encountered difficulty in ildentifying the

individusl's needs which are not being fulfilled within the organization
and in measuring the degree to which they sre not beling met. The abllity
to fdentify and to measure is essential in the application of all

theoreticasl approeches to undergtanding the relationshin of an individual

and his work.

Jarposes of the Study
A unigue measuring instrument, the Dissatisfaction Hagnitude
Scale (DIMB), was develeped in this study through (e appllcation 20 @
sample of 100 classroom teachers., The Ingtrument measured dlssatisface
tion in the present work role and considered hoth the Individusl and
the work environment, The data from administration of the instrument
were analyzed for the follewing purpeoses:

1. To determine satisfactions which teachers expect to recelve
in the srgenizational work role.

2. To determine the magnitude of dissatiefaction which (s
perceived by teachers.,

2. To determine the relationship of mognitude of diecatisfaction
of teachers in varieus traiu to glebal stetes of satisfaction-
dissatisfaction, to age, to sex, te involvement, and to
teaching level.,



The measurement instrument was devised 1o
1. Include many areas of possible dissatisfaction.

o, Mscriminate among the sreas of dissatisfaction,

3. Permit easy administration,
4., Ypet criteria of validity, reliasbility and cbjectivity.

An instrument meeting these criteris would be diagnostic, permitting an
adminletrator ta apply 1t in 2 local sltuation to determine sreas which
that staff perceived as deficient in producing expected satlsfactlons,

and to determine the mesgnitiwdie of these deficlencies.

flelevance of the Dludy

Managers ond administrators at all lewels have sought to identify
and measure varirbhles concerned with the nmeeds of the individual and
with the perceptisn the individuzl has of hie chances of meeting these
needs while working towsrd the goals of the arganization, he optimum
situntion enshles role incumhents to cerry out the organizstion’s role
expectation for him and mee? his own personal needs by tha same hehavior,
The purpose of such adalinletrative efforts has bheen o hHring about this
¢ongruence ef need satisfactlon ared role expectatisng 20 that the
indlividusls msy experience lncreased personsl sstisfaction within the
srganization,

“here congruence does not exist between neede snd expectations,
sdministrators heve sought to modify the role expectation of participants
through sdjustments In the organization or through adjustments in the
role incumbent's perception of the organizationsl demands for the role.
Similarly, sdministratore have sought to fulfill the unmet neede of
participants through restructuring of the need perception or through
substitution of avellasble setisflers. CTongruency of role expectations
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and need satisfaction, then, mey be increased through either modifice-
tion of role, need of both, ar through modification of an individual's
perception of role or nesd.

The alert administrator who deslres to bring about grester
congruence of need satisfaction and role sxpectation will find the
instrumsent developed as a part of this study useful in detecting ereas
of inconaruitly and in dizgnosing rather specifically the degree and
characteristics of that incongruity. The results which were cbtained
through application of the lnstrument to 2 sample of teachers for purpises
of this study and the technlgue which was used may provide clues which
will assist 2im in his attempt to bring forth a “"healthy” organization
where hoth individual needs ard crganizationel gezls are helng met.,

The “healthy” sorgenization where conaruence of personal and
srganization2] gosls exists correspomds to Mclregor's organization
managed by "objectives” rather than "controls.”

The eeseential task of menagement is to arrange organizational
conditions and methods of operation so thet people can aschleve

thelr own gozls hest by directing thelr own efforts towsrd
eraanizational oblectives, This 1&¢ 5 process primarily of

creating opportunities, releasing potential, removing abstacles,
encouraging crowth, providing guidannt.?

Hypathes oy
g scecomplish the purpotes ocutlined fer the study, the following
hypotheses will be tested:

Hy Fox teachers, no significant difference in magnitude of
dissatisfection® exiets smong ten concepts representing

"oouglas M. WcOregor, leadership and Motivation (Cambridge,
ﬁ:t;;fhul¢tt;: The Massachusette Institute of Technology ress, 1966),
Po -

awnituh of dissatisfactlon is the difference bhetween the present

meaning of a concept to an individual snd the mesning of the concept as
he wouild percelive 1t were he satisfled.
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the organizational setting.’

= For teachers, ne significant difference in magnitude of
dissatisfaction exists among five nagslptn representing the
setting cutslde of the srganization.

i3 For teachers, n2 significant correlatlion exlsts beiween the
dissatisfaction magnitude of concepts representing the
orgenizational setting and the dissatlsfaction magnitude ¢!
cancepts representing the extra-orgenizatienal setting.

Hy, For teachers, no significant correlation exists between
dissetisfaction magnitude and ege on concupts representing
both the organizational and extra-organizational setting,

Hen For teachers, no significant difference exists in dlssatic-
faction magnitude on concepts representing LHoth the

orgenizatisnal and the extra-organizaticnal setiling between
maleg and females.

Has For teachers, 20 sicnificant diffezence exlists in dissatis~
faction magnlitude on conceptis representing boin the
ercanizational and extra-organizationsl settling betlween
those who percelive the fulfillment of asplrations as possible
in the orcanization and those who 4o not percelive this fui-
fillment as possible 1o the crganization,

H‘r For teschers, no slgnificant difference #xists in dissetise
faction magnitude on Concepts representing hHoth the
organizational and extra-crganizational setiing among croups
compased of primary grade teachers, of intersadiate grade

tesachers, of junicr high scheol teachers, and of high school
t@achers.

He: Tor teachers, no significant difference exists in dissatis-
faction magnitude an concepts representing hoth the
organizational and extra-organizationral setting Letwesn 3
group composed of those parceiving fifty per cent or lese
of their total 1lfe satisfection coming from the teaching
position and a group composed of those percelving over

e b wdila

¥The tea concepts representing the organizatisnal setting were
selected from fifiy concepts prevaleat in the literasture concerning
teacher satisfaction. Tha ten concepts are representative of broad

aress of satisfaction as outlined in literature reviewed in (hapter 11
of this gstudy.

107he five concepts representing the axtraz-orcanizational setting

were selected from fifty concepts used in previous studies concerned with
ganeral dissatisfaction scores.
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fifty per cent of their total 1ife satisfactions coming from
the teaching position,

Hy, For teachers, no significant correlation existe in dissatis-
faction magnitude on concepts representing both the
organizations]l and extra-organizational setiing and the
magnitude of dissatisfaction as messured by three other
instruments: (1) "very satisfled” - "very dissatisfled”
scale, (2) "it's tops” - "it's completely unacceptable”
scale, and (3) Incemplete sentence instrument,

“rocedures

To accomplish the purpsses of the study and to test the hypotheses,
it was necessary to construct an instrument capable of measuring
satisfaction-dissatisfaction states of teachars in both the organizationsl
role and In the role of a participant in life. The instrument developed
was termed the D1lssatisfactien Magnitude Scale (DIMD},

An adaptation wes mwde of the Semantic Differentlial devaloped by
Usgood, Juci, and Tannenbaum, The Semantic “1fferential waes designed
to megsure meaning and tc locate that meaning in a2 "semantic space” of
sulti-dimensicnality., The lecatlon of the meaning of a cencept within
the semantic space was determined by 2 number of semantic scales, each
defined by a palr of polar adjectives. Fach semantic scale is assumed
to represent a stralght line function that passes through the origin of
this space. The greater the number of scales and the more representative
the selection of the gcales, the more sccurately located the cperational
meaning of the zoncept in the semantic scale.tl

A typlcal aspplication of the Semantic "ifferentisi has heen to

locate a concept In the semantic space for an individual or group, apply

llﬁhirlr: E. Csgood, Ceorge J. Suci, and Fercy Tannenbaum, Ihe
PM.FM of ¥esning (irbena, Illinols: University of Illimcis ‘rese,
957 r PP 25286,
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s trestment, and agaln locate the concept. Differences in meaning
between Time 1 and Time 2 asre expressed as a change in the meaning of
the concept due to such phenomenz &s treatment or contemporaneocus events,
Criteriz such ae (1) objectivity, (2) reliability, (3} valldity,

(4) sensitivity, (%) comparability and (6} utility have been applied to
the Semantic Tifferential in the messurement of meening and the results
have Indicsted greet promise for its uwse. The cyiterion of valldity
presented the greptest challenpe in soplving the Cemantic Differentiz)
design te the messurement of setisfaction,

In 2dapting the Cemantic ifferentiazl to the measurement of
satisfaction, twénty scples were used which were identified by palrs of
bi-polar adjectives, Thece scales were 2pplied to ten orvanizstienal
concepts or items and five extraz-organizational concepts or items. The
bi-polar adjoctive scales wére selected from the polrs llsted by Lsgood
2t represeating the evaluative, potency, sctlivity and stability dimensions.,
These were supplementsd with pairs selected from other sources, -~ total
Iist of eighty-three wss gathered and reduced to twenty in consultation
with five judges. (Each of the Judoes had extensive graduate work snd
the group represented a total of eighty-three years experience in public
school education.) The finsl list contained elght palrs from Usqood's
evaluative dimenslion, four pairs from the potency dimension, five palrs
from the stability dimension, snd three pairs from the activity dimension,

ihe twenty pairs used were:

valustive « good « bhady cooperative - unccoperatives successful -
unsuccessfuly wise -~ foolishg falr - unfair,
efficlent - Inefficient; pleasing - annoyingg valuable -
worthless.

roteacy - strong - wesk; direct - clrcultousy leading - followingg
formal « informal,
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Stability =~ stable - unsteble; organized - disorganized)
rational - emotional; predictable - unpredictable)

consistent « inconsistent,

hctivity - sctive - passivey dynmmic ~ statlcy progressive -
regressive,

The ten oreanizational concepts were selected from a list of fifty-
four representative of those found in the litera' ure cencerning
satisfaction of teachers, The five extras-organizetional concepts were
selected from a list of forty-elght used by seitz in his Tost of Ceneral
ﬂltilfﬁﬁtlﬂH¢12 The orgsnizstional concepts used were: (1) Parents of
students, (2) Students ia 8y School, (3) My Fellow Teachers, (4) My
Principal, (5) The Central Cffice Staff, (6) Cur irofessicnal iducation
Association, (7) dstrict Personnel Practices, (B8] Cur Fresent Lalary
Schedule, ($) Teaching as e irofession, and (10) My iresent iducational
"nle. The five extra~organizational concepts were (1) dyself, (2) Yy
Family, (3) My Friends, (4) shere ! Live, znd {5) iublic fducatiosn,

Csgood considered the most effactive scale for use in sepsratine
the adjective poles to he the sevenestep scale, He founs that with geven
elternstives, 21l of them tended to be used with roughly egual freguens
cles.)? The seven-step scale was used in this study.

#11 twenty scales were presented with a single concept on 2 single
page, but were randomly distributed with regard to order throuch the
use of three different patterns to insure the absence of a response set
due to placement. /4 fuzrther precaution against & response cet wrs taken

by roteting the seriz]l order of the concepts se that each had the same

12 J0s0ph veltz, "¢ “sglected CToncept in Setlsfaction Stwdies,”
fezsonnel rsycholegy, 3:201-208, iutumn, 1932.

lgﬂﬂw; Gpe m..: Pe BO.
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opportunity to appear at esch position in the fifteen page saries. The
final response set caution wes the reversal of polarity on six of the

twenty scales.
The one-hundred subjects included in the study were selected st

random from a pepulation of 300 full-time clsssrcom teachars in & schoel
district of 8,000 students, The entire population was assigned numbers
and the participants for the study selected through the use of randoem
tables.l? The instrument was administered te twenty-six primary crede
teachers, twenty~-six intersediste grade teschers, twenty-aeven juanior
high school teachers, and twentveone senior high school teachers.
Subjects werxe glven 2 chelce of thres administration sessicon datss
to avold unnecessary conflicts in schedules. The three sessions ware
held within 2 perliod of one wask to maintaln 2¢ much similerity es
possible smong the sessiens. The third session was held simultanesunly
in three locations., The tws sdditional instrument sdministrators for
the sessions observed other administrations, recelved training, and used
identical materlsls. 7o lnsure sccurste and consistent instructisns
among the administretions sessions, an overhead prejector and trans-
parencies were used, ~ll questlons were answered so that instructions
would be interpreted similasrly by all subjects,
The total instrument package consisted of the following:

le Cover sheet,

2o Instruction sheet,

S. Fifteen pages, esch with a different concept and twenty biepolar

adjective ecales,




4, Two pages of an slternate valldating scale.
*4 . Ome page concept importance ecale,

6. One page blographical data sheet.

Subjects were asked to mark 2n N for HUN at the appropriste place
on each of the twenty scales fer s concept te indicate how they feel 0%
concerning thet particuisr concept in thelr present teaching role for
oraganizational concepts and how they feel = concerning that particular
concept in thelr present life situstion for the extre-srgasnizational concepts.

tfter completing the X merking on twmenty scales for a concept,
the subjects were asked to repeat the precess for the concept but this
time marking an © for D TICFILD at the step on the scale which moet
nearly corresponded to thelr perception of how they would have to feel
ebout thes concept ir order to be saticfled. The terms "trreshhold of
satisfection” described the Individusl :t thie point of satisfaction
rather then the térm "fully satiofled.” desatisfaction wae interpreted
as the cdifference between the X for il ¥ and © for S/TISFISL merkings on
the seven step pcele,

rfter completing ¥ and © markings for all concepts, the subjects
completed sncther section using one of three alterngte forme. fach of
the forme used the same fifteen concepts a8 the "lssatisfaction Haoni-

tude Scale. Form | was & seven cholce scale as follows:
VARERTS OF STUDENTS (Ssmple Concept)

l« are tops
Ze BIE® good
3. are scceptable
4, should be hetter
S« should be much better
- 6. 8re almoslt unscceptabile

7. are completely unacceptable

*The deta gathered through uee of the concept importance scele
were not included as 2z part of the present study.
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Form 2 was a seven cholce scale as follows:
FARENTE OF STUGENTS

1, wvery satisfled

2. satisfled

3, somewhat satisfied

4, nelther satlisfied nor dissatisfled
%, somewhat dissstisfied

6, dissatisfied

7. very dissatiefled

Form 3 utilized an incomplete sentence for each of the fifteen concepts.
The sentence completion was rafed by competent judges.

The blographlical date shest wss completed at the beginning of
each aession anxl collected before subjecte responded to ony portions of
the instrument. The dete shovts were leter matched with the ingtruments
by means of ldentificetion nushers for the heypunching of dats.

#11 of the one hundred subjeci; selected for the siudy compietler
the instruments, The datez from one subiect was not useble and 2 poriion
of the data from snother difficult te interpret; therefore, the total
& for the studv wzs ninety-elght,

/dministretion of the instrumente reculred fres fifly minutes to
one and oae-half hours. The instruments were completed by one persen
in forty sinutes following ten minutes of instzuction and by snother
person in one hour and twenty minutes following ten minutes of instruction,
The medi:n completion time with instructions wmas one haur,

Following 1s a sample of the instrument™ with three of the scales
marked for the concept "Farents of “tudents,.”

PARENTE OF STUDENTS

1l rational . 5 9 s 4 5 emotional
2, G RO S B s B 1 unstable
1 m .“f‘" - z “Em_ ol e e I__,, bad

®See ippendix - for the Lissatlsfaction Yegnitude Scele in &
more complets form,
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The scales marked as shove would indicate that the individusl percelved

Farents of Students as siightly emotional, quite unstable, and slightly
good. To be satisfled, this individual would need to percelve Parents

of Students as guite rational, slightly stable, and very good. Dissatis-

faction (S«&) would be as follows: rational - emotional scale, 3; stable -

unstable scale, 33 good -~ had scale, 2.

The data gathered from administration of the instrument devised

for the study were transferred to 12K punch cards and submitted to

analysis through use of appropriate programs with the 1M 1620 computer.
Some of the programs were written in Fortran by the Ziometrics laboratory
of the University of California. The raw data censlsted of 20 scele

scores for each concept for esch subject, andd responses (¢ the alternate
measursment instrument and the item lmportance scale., Sicgraphical
information identifled sube~groups.

A scale score was assigned to the space marked 12_‘}7 the subject,

The space neareest a positive sdiective was assigned a welght of seven
and the space nesarest a negative adjective a welght of one. Harkings

hetween these two extremes were welghted from six through twe according

to placement,

initial treatment of the data consisted of factor analysis of the

twenty scales. This was done to determine if the scesles did, in fact,

group into the svaluative, potency, activiiy snd stability factors when

applied to the measurement of satisfaction as other investigators found
with regard to measurement of meaning.

After the establishment of factors represented by the scales, all
computations and enalyses of data wers based con mean dissatisfactien

scores by factors and by the mean of all scales. /ppropriate means,
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standard deviations, enalysis of varience, and correlations were computed

according to the applicable hypothesis.

Hypothesis one., This hypothesis was concerned with the cetermi-
nation of significant differences in dissatisfaction among ten concepis
present in the organizational setting. It wes tested by computing the
mean dissatisfaction magnitude for each concept by factors and by all
scales as marked by the subjects., FAnzlysis of varience procedures were
uged to determine the presence of significant differences, and the
significant differences between palirs of scores were determined through
application of the Scheffe test.

i - two, Thig hypotheels was tested irn & manner similar
to thet applled to the data for “ypothesls one. "he applicetion was
to the five concepts present in the extra-organizaticnal setting.

Hypothesis three. The purpose of Hypothesls three was to
determine the absence or existence of a relationship between the
dissatisfaction individuels porceive in the crganizational setting and
in the extra-orgenizational setiing.

The hypothesis was tested by computing & ‘esrson preduct-moment
correlation frem the mean dissatisfaction for each factor and for the
mean of all scales magnitude for each palring of the total of fifteen
concepts.

Hypetheses 4 , 4.9 4.4 4, ond 4 were concerned with the relation-
ships of certain Individual characteristics to dissatisfaction magnitude
scores. The characteristics were age, sex, perception of aspiration
fulfillment, teachlinc level, and role importance in the satisfaction of
needs,

Hypothesis 4., 2ge, was tested by correlating age with
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dissatisfactian for each factor and for the mean of 2ll scales on each

of the fifteen concepts. £~ Pearson productemoment correlation was come

puted snd checked for slignificance for each concept,

tiypothesls 4., sex, wes tested betweaen the subegroups male and

female. The dilssatisfaction maonitude means for esch group were computed
for each factor and for the mean of all scales for each of the fifteen
concepts. The standexrd error of the difference wee delermined, 2 t ratic

abtained, znd 3 two-talled test of signlficance applied,

Hypothesis 4., subegroup placement wae determined by a response
to 5 question about percelived potential for sspliration fulfillment within

the district. The procedure for teating the hypotheslis was the same as

that used for H4ﬂ.

Hypothesls 4., tests emong four subegroups: (1) primary crade
*sachere, (2} intermedis:te grade teackers, (3} junior high echoal teachers,
snd (4) high school teachers, in snalysis of wvartance wae conducted, on

F test appllied ts determine sionificance, snd 3 muitiple comparison made

among the groups on goncepts with glgnificant vertance.

Eypothesis 4., sub-oroups were determined by response to » request
that the sublect shade In the portion of 2 bezr which equsled the per cent

of satisfactions which the individual perceived as coming from hie

organizetions] rele, The difference in disgetisfactien megnitude for

each factor and for the wmesn of all scales betwsen high and low organiza-

ticnal satisfaction groups wes tested for sionificance as for

Hypothesie 4,. The differences were tested for significence on each

concept,

Hypothesis filve. The purpose of this hypothesis wes to test the

validity of the inetrument., The total group had an additional sectien

to complete concerning the seme fifteen concepts used in the besic
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dissatisfaction meassurssent instrument. Three alterncte instruments

were used snd each wes completed by one<third of the total group, The

alternate instrumente were assigned to the subjects at rardom,

Correletions were computed between the lseatiefaction Megnlitude
fcale and each of the three instruments on each of the fifteen concepte,
using the Fearson producte-moment coryelationm, Lach coyrelation wase
checked fov significance,

The dats 2re presented snd discussed’ in detall in subsequent

chapters.

Limitations of the tudy
The stwly 1s subject te limitatlens Incluwiing the followlng:

1. "n &x post facto design such ss used In the present study &id
not permit cause and effect determination, but rether the
sstablishment of relationships smong verisbles.

2. The population from which the sample wes drawn wes limiteds
theyrefore, generalizetions beyond the population itself must

be quaiified even when characteristics of two populations
appear similar,

3. & crose-sectional approsch such as used in this study may not

be as effective as 2 longitud nal study in establiehing

reletionships among varisbles considered in the study of

satisfaction end dissatisfsction.

4. Meny of the varisbles which msy bhesr upon the satisfection -

dissstlefaction state of an individual haeve vet to bhe identified,
The limited number of varisbles wnd intervelationships among

these variables which may be considered limite the ecope of
this study,
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5., Uate for the study were based on the perceptions subjects
have of themselves and of reality. Perception may be influenced

by many varisbles unrecognized in this study.

Mefinition of Terms

: number of terms require definition te enable the researcher
and resder to communicate most effectively. Theee terms include:
morale; job satisfaction; saticfactiony dissatisfection; needs; orvani-
sational roles extra-organizational role; glokal state of eatisfaction -
dissaticfactiong items and concepts,

Wuech confusion has resulted in attempte to differentiaste hetween
the two terms morale and job satisfactlon. Hlocker and Richardson

commented

The difference hetween the two, if any, would appear to be the
more encompassing nature of job satisfaction, wher=zas morale

tends te concern itself more svecificelly with persennel practices.
Any division of studies inte these two catsoeriee i bound to be
arbitrary and t¢ contain 3 considevable amouni of overlapping.iS

“ordonl® agrees that morale and Job satisfaction are used pe

synonyms in the literature and Fobinsenl” adde sttitude as ancther term

used interchangeably in the literature. There wis 2 genera! lsck ¢

specificity bDetween thege terms ane! they are used interchangeably in
this study.

I3C1yde £, Blocker and Richard C. Richerdsen, "Twenty-five Years

of Borale Tesearch: 3 Tritical Review,” Journg! of Iducations)
Mm’ 361200210, January, 1963.

16:anford . Tordon, "Uonditions of Employment and Service in
Clementary arnd Secondary Schoals,” feview of ducational lesesrch,
331381-3%0, Cotober, 1963,

ATy, slan Robingson, "Job Satisfaction Researches of 1958,
cersannel and Culdance Jeurnal, 27:672, May, 1999,
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- Satisfaction may best be considered as a psychological state of
being where the point of congruence of pereonsl need end degree of ful-
fillment of that need falls to elicit in the individual a desire to
bring about greater congruence. Such a state is indicated in this study
when an individusl marked an ¥ for 0¥ and an 3 for SATISFILD on the same
step of a seven siep scale bounded by polar adjectives concerning a
single concept or item, CLissatisfaction is interpreted as & psychological
state of being where the point of congruence of personal need and degree
of fulflilment of that need elicits in the individual & desire to bLring
about greater congruence, Uissatisfaction was operstionally defined as

the difference between the mark N for HUU and the mark 5

on & seven step scale bounded by polar adjectives.

Organizational zole referred to the behavior expectations perceived
by the participant as demendled by the formzl orcanizaticnal structure.
(rgenizational role was represented in this study by the individual'e

response to ten concepts or items present primerily in his job. The
| extra-organizational role referred te the individual's rele in iife ocut-
side of the organization and was represented in this study by the
individual's response to five concepts or items present primariiy cutside
of his job. Global state of satisfaction - dissatisfaction was used

indicate a total index of both organizational role and extra-orgenizational

role satisfaction or dissatisfaction and was representec in this study

by the total fifteen concepts or items,

The term goncepts was used to indicate a person or situation

relevant to the crganizational or extra-orgenizational setting of the

individugl. The concepis were constructed to produce a single or limited

point of focus for the individual to which he can respond in indicating



satisfaction or dissatisfaction,

Other terme were defined within the text material of this study.

rgsumptions Basic to the Significance of the Study
The significance of this study restz on the follewine sssumptions:

1. Teacher satizsfaction it desirable for hoth the individual and

the arcanization,

2. Crgenizational expectations fer teachers may be modified to

orovide for greater congruency with teacher need,

2, fercelved teacher nesds may be modifisd to provide for greater
concgruency with orgenizetions] expectatiens,

4, Oreater conoruency bhetween teacher need and croanizational

expectations yields creater satisfaction fer the individual

in the orcenlzational settino,

Sy

Elimination of dissatiasfaction amonge teachers, throuch eithsr a
modification in the organization, a change in the n&aﬁ_per:nptiﬂn of the
individual, exr koth, has been the goal of ﬂnny-ﬁdninistrlturl. Lome have
suggested that increased satisfaction can contribute to the mix of
personality and environmental variables that increasses preductivity.
Bince 2 consistent positive relationship between satisfaction and pro-
ductivity is not found in research literature, investicators have

considered such reasons as 2 moral responsibility of employers to their

employees as justification for studies designed to assist in the improve-

ment of satisfaction.

4 variety of instruments has bsen constructed te assist in

identifying and measuring dissatisfaction. This present study utilized
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a new approach in adapting the Semantlec Dlfferential bi-polar adjective
design to such measurement. This new approach extends previcus work in
the identification and measurement of dissatlefaction., The Dissatisfac~
tion Magnitude Scale hes particular strencth In diagnosis of problems)
such disgnosls ls ¢ssential in directing administrative efforts teward
elimination of dissatisfaction, The instrument consisted of twenty
bi-polar adjective scales applisd to ten organizational and five extra-
organizational items., It was administered to one hundred classromm
teachers teaching from kindercarten through grade twelve,

The data gathered from the administration of the Instrument to

the selectad populatlion was analyzed throuch use of computer programs

to test flve hypctheses. “lthough subject to several liwmitations, the

measuring instrument may be useful in subsequent studies and analysis 7
data may provide additional clues regarding the identificatisn ard

measuremen: of teacher dissatisfaction,

Craanization of the Thesis

Chapter 11 contains the review of pertinent literature concerning

man and his relaticnshipc to work. The review includes theorstical -on-

structs ss well as empirical studies.
Chapters III through ¥V contain the nresentatinn, intexrpretation,
and summary of data releted %5 the develorment and adminietration of

an instrument messuping teacher dissatisfaction.

Chapter VI contains the fins) summary, eonclusions, and
recommendations,



CHAPTER II
REVIEN OF LITERATURE AND RELATLD RESEARCH

L review of the literature and research on job satisfaction

revealed the existence of studles conducted in a varlety of organiza-

tional contexts. The majority of these have been conducted in the

past four decades, with greatest interest beginning in the early 1950's.

Concepts of the Hature and Needs of Man as Felated to iis vork

The need for rescarch and concern for the worker and his satls-

faction was not established until basic assumptions abcut man 23 2

worker, sssumptions held for centurles, changed. Hendix summarized

changing conceptions:

Throughout the course of medern industrialization the con-
venticnal 1deas about workers had been excsedingly simple.
They had been in bad repute. 4According to the furitans, they
were idle and dissolute and, hence, lacking in virtue,
Malthus had added to the conventlonal catalogue of thelr
vices the lack of foresight that prompted them to ralse
famlilies hefore they could afferd it. In the following
generation, Gricht and Zmlles shifted the emphasis from a
denunciation of vices to a sommendation of virtues. Spencer
and his followezs toeck up this theme, celebrating the virtues
of success in the struggle for survival, though alsc dencuncling
the vice of fallure. Uven Taylor was still heir to this
tredition for he could only distingulish between “"first class’
workers and those who would not work. For twe centuries and
more the worker had not “posed” &n intellectuzl prodlem for
the rich. Endless relteration haed confirmed the belief that
workers were poor out of the evil purpose of thelr hearts,

hence, poverty was a moral preblem and a proper subject of
soral exhortation,.l®

sendix continued his discussion indicating that the 1920's brought

18Reinhard Berdix, Rork in Industry (Mew York:
John uilw and m.:' 1M., 1?55 %
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a change in sppresch through new methods of human engineering which
brought concern for the individual worker:

These metheds reguired them to disoncse the aptitude of each
worker, to plan proper job plecements, and to provide the
material ss well as the seclial incentives which sould prempt
the worker to maximize his output., /ind teo do these things
1t became mors important o explein what wes on the worker®s
mind than to engage in moral condemnation.l?

The imerican Mansgement -~ssoclation recognized the lmportance of

considering the human factor through fts official statement of purpose
in 1923 which included:

The day when ‘mericen managemsnt can afford to treat the human
factor ps "taken for granted” has gone by and today emphasis
st be laid on the human facter in commerce and industry and
we must apply tc 1t the same caveful study that has been civen
during the last few decades tc materials and machinery.2C

Herzberg presented 2 comprehensive plcture of the various concepts
of man which had been held by Industry. These concepts included the
following in order of their historical sppearence:s (1) physical man,

(2) mechanistic men, (3} sconomic man, {4) soclal man, (%) emotional

men, 2ad (6) instrumental man.<l Herzberg, in this final mork of the

trilogy, Job Ittltudes: Ieview of Research snd Opinica, Notivation to
Zork, end Zork =nd the Hature of Man, suggested that:

Ferhaps the grestest contributien thet the hehavioral sclentiets
have m:de during the last halfe-century of research on the
industrisl scene has been to brosden the concept of the needs
and nsture of man from a solely economic organism to one that

encomparEees some of the more human aspects « the emotional snd
social nesds .22

*¥1big.
20:merican Management Review, 1215, spril, 1923,

2lprederick Hergber
. g ﬁl%g (Cleveland
The World Publishing Cmm;r, lﬂﬁﬁ"mm* b o

nmin; p. 43,
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Concern for the “human factor," attempts to explain what "was on

the worker's mind” and a broadened concept of the needs and nature of
man have resulted in numercus studies and a growing body of literature.

Some have criticized the present state of this fleld of study for its

lack of integration. Vroom sald:

There would appesr to be a pressing need for some kind cf

organization and integration of existing knowledge in the fleld
of work and motivation. A ceritical and comprehensive examination
of existing empirical evidence is reguired to show us where we

now stand in our efforts to find principles and generallzations,
and to indicete promising new avenues for research.4°

Hason Halre recognized the same difficulty in discerning motiva-
tional principles in industrial psychology, commenting that "unless there
is a8 real advance here soon, the very richness of the emplrical data
threatens to be overwhelming in its systematic unlntﬂlllgibiliw."Ed

Many serious attempts have been medes to organize the empirical

‘unintelligibllity to an Inteurated and understandable whole, The

approaches have varied as has the success.<v Many have built upon

previous work and devoted 2 majerity of their writing to the guestion

W

23¢ictor Y. Vroom, “ork and Motivation (MHew York: John "iley
angd Sons, Inﬁ-; 19&4}, Pe S

24350n Haire, "Industrial Soclal ‘'sycheleay,” in (.. [indzey,

editor, Handbook of Soclal Psycholegy (Cambridee, “assachusetts:
Addison-“esley, 19545, p. 1120,

“Sutstanding work integrating empirical studies include:
James U, March and Herbert A. Simon in tions; Frederick rerzberg,

Sernard Mausner, . U. Peterson, and Dora F, Capwell in Job :ttitudes:
Beview of Research and Upinieny victor Vroow in Work and Metivations
5;?61 h;tﬂlatk;r undﬂﬂ:a:mrd Co il:hlrdtun in “Twenty~five years of

raie Nesearch: A& Critical Review,” Journal of tducational Soclelegy
e Alan Robinson, Ralph ¢. Cenners and Ann H, Fobinsen in a series ;
reviewing job satisfaction researches, published anmusliy in FPeraonnel
and Guidance Journal.

..
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of man and his work and work role.2®

Few industrial, professional or government groups have been
excluded from study centered on the relationship of the worker to his
work in the organization. & large number of studies In recent years
have been conducted in educational organizations, with Robinson, Lenners

gnd Aobinson reporting forty per cent of the total number of studles in
this area in 1963,%7

Farly Studies of Teacher [ issatisfaction

Sophisticated research in teacher dissatisfaction was practicelly
unknown prior to World war Ii, with twe notable exceptions. Hoppock
surveyed five hundred teachers tec estimate the degree of satisfaction
they experienced with their jahi.ﬁﬂ The ocne hundred best satisflied,
determined on the basis of four simple attitude scales combined to glve
3 composite index of job satisfaction, and the one hundred least satie-~
fied were compared on thelr responses to sbout two hundroed questions.
Gifferences were expressed through such statements ss: the satisfled
were more religlousg the satisfled were teaching in cities above ten

thousand population; the satisflied felt more successfuly the satisfied

were 7.5 years older than the dissatisflied.

26‘:“1‘ Ji.rg'v_ri.’ ?gﬁ&l!t! m {,}!'E!ﬁ!!!tiﬁﬂ {“ﬁw York : lepfr
and Srothers, 1997); louglas McCregor in ; Side of Lnterprise
(Hew York: HeCraw-lill Book Ce., Inc., 1960);3 J. A, ~. Grown in The

Social Psycholouy of Industry (Saltimore: Penguin Hooks inc., 1954).

274, Alan Robinson, Ralph 7. Conners and “nn 1. Hobinsen, "Job

Satisfaction Researches of 1963," Fersonnel Culdance Journal, 45-
360-266, Cecember, 1964. ' -~ '

?8;0nert Hoppock Satisfaction {(iew York: Har B
S . B y Jeb t Harper end Brothers,
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Uappock sugoested the possibllity of determining specific job
satisfactions and dissetisfactions and halancing these agalnst each other
tn sryive st 2 composite eatisfaction index for the job as @ whole., His
definition of jJob satisfection, “a2ny combinaiion of psychclogical,
physiclogical, and environmenta]l clircumstsnces that cause 3 person truthe
fully to sey, *! am iﬂttlfiid,'gg z1lowed the ute of a scele with Intervals
1dentified by rethor obvioue aod straloht«forward terms, Hiaz scale for
global fob satisfactien cenvigted of sleves intervale from "7 hate 1t"
thrsuoh “Un the whele, T ke 1t,” %2 "1 love 12,790 loppock's approsch,
while lscking in subtlety, hos served ag the model fer = number of
subseguent studies,

MeCluskey syl Gtrayer continued lopoock's reseprch, developing
& teacher sltuation tlﬁt.al Tenchors ware aekod to wilite down experliences
that caused them extireme satisfection or dlssatisfaction. Tuch gn
approsch tended to incluwle all asspects of the fescher's pavivenment and
gxpsnded the concept of » muitlevaxriable spprosch to satisfaction
determination,

Chases? used a questiconalire administered 2a 1,782 teachers in
over two hundzed syatems In forty-three ctates to (nvesticate the ways
in which satisfaction with the system ia related to porsonal charactere

letics of toachers and 2o administrati. e polleiss and practices, Thage

WHI, b“ﬁ-ig Be 47,

ﬁM” Pe 49,

“liomard Y. ¥eCluskey snd Floyd J. “trayer, "Reactions of
Eilﬂhﬁtl to the Teaching Yituation:s & ftudy of Job Zat{sfaction,”

sghool Heview, 48:614, Tctober, 1940,
*2¢rancis 5. Chase, “Factors for ‘atiafaction in Teaching, "

£bhi Delts Fapman, 33:127-132, Hovember, 1981,
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made an attempt in his study to show relationships hetween the dependent
variable satisfaction and such varisbles as teaching experience, years
in the present system, annual salary, increase in salary, and superin-
tendent's ratings of teacher effectiveness. lle alsc sought relationships
with specific conditions present in the job sltuation such as freedom
to plan, administrative styles, and participation in policy making.
Stuiles from Hoppeck's in 1933 through Thase’'s in 1951 gquickened
the interest of adwinistrators in determining methods of providing
satisfaction within the context of the organizatien, iHowever, the
studies were lacking in design, preducing data permittine only the most
generalized statements. Typical studles employed questionnalres of
limited sophistication administered to 2 large population sawple, The

diagnostic value of the instruments used to determine satisfactisn was

low when applied to small groups.

Cifficulties in ldentlifying and Measurinmg ﬁisaayimflctimn

Srown discussed several types of instruments uveed tc measure
satisfaction, including the simple opinion survey, end listed diffi-
culties experienced in the use of this type of Instrument.5? le suggested
that the organizetion may object to sttempts to find out what employees
are thinking, feeling it is & sign of weakness and something with which
the competent employer who has adequate control over his employees need
not concern himself. A second organizational objection was that manage-

ment thinks that it 1s already aware of employees' feeling. 4 third

concern 1s that any findings may be inaccurate; employees may not answer

aaﬂm. 8P« ml. PP 169-171.
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the questions honestly or opinions may not necessarily correspond
closely with actions.
n1fflculties other than those suggested by Srown have been
experienced by investigatora in the area of satisfactlon measurement.
Tise 5f the most serious are selection of pertinent areas of the work
role for measurement and integration of the findings into a viable theory

permitting significant interpretation.

Individual Heed snd Crganizational Fole
Teacher role conflict was explored by Uet2els and Cubac® as a
possible cause of dissatisfaction. They used a seventy-cne iltem instru-
ment investicating conflict in soclo-economic role, citizen role, and
professional role, They found significant diffsrences in conflict
scores among four sub-groups selected on the basie of persconal charac-
teristics,

Juba aned Hlidwell sought to determine "certain effacts of adminis-
tretive behavior in the school situation upon teschers' effectivensss,
job satisfaction, and confidence 1ln adainistrative leacdership.3® The
study was based on the zssumption that a school may be perceived as a
soclal Institution which conelste etructurally In a system of roles,
each role holding an expectation which serves to define the behavior of
the role incumbent. [Lach incumbent brings 2o this role his unique

personality structure; each role therefore includes the aspect of

34 55cob %, Uetzels and fgon G. Guba, “"The Structure of Roles and
Role Conflict in the Teaching Situstlen,” Journal of Educational
Seclology, 29:20-40, September, 1953.

Bkgon G. Guba and Charles Bidwell, ; Relationships
{i;;;agnn The Midwest Administration Center, University of Chicago,
» Ps Lo
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{nstitutional or group goals and of individual need satisfactlion,

fyba and fidwell drew from the Cetzels and Cuba model of the
sccial system to indicate the relationship between the role structure
of the organization and the personallity structure of i1ts indlvidual
mombers , 36

The investigators precanted g model which defined the nomothetic,
transactional and 1dioagraphic dimensions of leadership. The nomothetlic
leader emphasizes the requirements of the institution snd the confermity

of role behavior to expectations at the sxpense of the individual

personality and the saticfaction of needs., The idiogrerhic leader stresses
the need structure ¢f the individual personslity. By contrast, the
transactisnal leader gttempts to provide for individual nesds within the
context and direction of institutional and groun goals., "ha feollowing

model 1ilustrates these three dimensions:o’

/ ?pr@ctatinﬂu\\(
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Flgure 2
in discussing the relstionship of needs and expectations, Luba

and Hidwell pointed cut the lack of conflict where perscnal and
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organizationsl demends are congruent. However, the unigueness of indi-
vidual personalities and need patterns precludes complete congruity as
an organization includes many such unigue individuals. The result of
administrative sttempts to relate these many individual needs to the
organizational goals may be in varying degrees of effectiveness, efficlency
and satisfaction.?®

The literature provided many sucgested lists of factors to be
considered in the determination of satisfaction and dissatisfaction.
The lists included such factors as: democratic leadershipt freedom to
pleny professional responsibility: volce in policy mekinog competent
leadershipg salariess oood working conxiitions: community supports
cerrection of gritvlntll-ag

Foss's factors yielded ceneral divisions and maintained oreat
consistency of scope among factors. The facters were teacher-bosre
relationship: administration and sdministrative policlesy profestional
attitudes; personnel policies and practices; teacher-pupil relstion-
ships; teacher-supervisor relaticnshipsy school plenty services and
equipment; teacher-parent-community relationships,

Lne of the most interesting presentatione was that of Yerzbherg

end his motivaetion -« hyciene theory ss developed in 2 study published

3 Ibide, pe -

*Chase, op. cit.

4gﬁllttr zugene hoss, "4 Study of rFersonnel F.ctors iffect . ng

the Morale Status of Teachers of Two Rural School Systems in New York
state and Including Comparison of Findings with those =f a Similar

Study Completed for & Wew Jersey Suburban School System,” Coctoral
Dlmmtlm. dew York University, 1560,
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tn 192670 and expanded in & further refinement In 1966,%2 e hypothesized

two sels of factors at work In any Job situstion:
In summary, two essential findings were derived from this study,

Firet, the factors involved in producing job satiefection were
end Slgtinct from the factors that led to Job dilesatls-

faction, “ince separate factore needed to be concldered,

depend ing on whether Job satlefaction or job dissatisfaction

wze Involved, it followed that these two feelings were not the

ghveree of each other., Thus, the cpposite of Job satisfaction

would not be job dissatisfaction, but rether no job satisfectiony

similarly, the oppasite of fob dissatisfaction 1g ne Job diesatise

faction, not satisfaction with one's job. The fact that job

satisfection 1t made up of twe unipoler tralte s nct unigue,

sut 1t remalne a difficult concept to grasp.4>

Herzherg termed the factors contributing to satisfaction "metliva-
tore” and thase centributing to dlssaticfaction or the elimination of
dissatisfaction "hyglene factore.” "otivatere included the following:
gchievementy recognition for achievementy werk itself; responsibilityg
advancements possibllity ef growth, The hyglene factors included:
suparvisiong compeny policy ard adeinistrations workling condi¢ionsg
interpersonal relstlons with peers, subordinster and superiore: status;
Job security; salzzy; personal 11fe
Herzbarg's “motivatore” end hynlene factors  appesred 2o

establish a hierarchy cimllar %0 thst cutlined by Yaelew, Spslow suge
gested the following clesseification of needs, arrenced in 2 hierarchy

of prepotency:

ﬂFreﬁt:!ck_ Hergherg, Lernprd Mausner, Sarbarae Plock “nydermen,
ibe Motivetion fo Sork (Mew York: John ¥{ley end Tens, Inc., 19%9),

2Frederlck Herzberg, Sork the Nature (Cleveland 2
The ¥World Fublishing Lompeny, 1966, -

ﬂmﬁ* r Po THeTH,
“4inid., p. 9596,
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1. fhysioclagleel neede tuch se food, sex, thirst.
2¢ “afety needs,

9. Delonglngness an?d love needs such as friends, sweetheart,
wife, children,

4, igtesm neads sueh pn the neod for a stable, firmly based,
usually Mgk evaluation of self, the need for self-respect or
self-pateen, 254 the need for the esteem of others., The self-
estoem needs Include 3 deslyre for strenath, achlevement,

adecuacy, mastery, competence, independdence, and freedow,
The atheregsteom needs ineclude desire for renutation, prestics,

statue, dominance, recagniticn, attention, impsrtance and
apprecistion,

%e “glfeactualizetion needs such ps the deglize te hecome wore anvd

more what one s and te become evervthing sne s capable of
becoming.

The hygleng factorz seem more clogoly related to the lower order
needs while the motivators tend toware the high order, It mavy bHe parti-
nant to considor the fulfillment of lower srder nesds, “erzherg’s
“hyglens factore™ to nermit the higher order neede, the motivators,
tn exert themselves wore fully., Follewing Herghere's theory, the slert
admialstrater seskinge s healthy srcanizption where thtﬁual& of the
organization and of the Individus! are to bocome connruent, may well
conglider Doth the "hyalene factors and the ‘motivators.” aclow stated:

s « +« « L ghould then say simply that a healthy man i puimarily
motivated by hie needs to develon and sotualize his fellest

potentialities and capacities. [f & men has any other basic

mwhm any active, chronic sense, he 1z sisply an unhealthy
nen,

Heuregor emphasized menagement by congrulty of crgenizaticnal and
personal goels and ladicated the value of emphasis on hicgher needs in
today's a2ffluent society:

iy #, unslow, uotival Farsenality (Sew York: i
and low, 1994}, pp. W frasasien e v ——
®1nis,, p. 105,
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"Management by direction and control - whether implemented by the
hard, the soft, or the firm but fair approach - fails under today's
comtitions to provide effective motivation of human effort toward
organizational objectives. It falls because direction and control
are useless methods of motivating people whose physiological and

safety needs are reasonably setisfled and whose soclal, egolstic,
and self-fulfillment needs are prﬁdﬂminlnt.'7

For purposes of this study, it is assumed that 1n our present
affluent society, teachers are experiencing, or have no reason connected
with the organization for not experiencing, satiefactlion of primary
physionleolcal needs. Therefore, thie study concentrated on the secondary

neede which derive from interaction with the envir-amsnt, These

secondary soclel needs are strongly conditioned by experlience, vary in
type and intengity amonc people, change within anv Individual, and work

in groups rather then alcne. Furthermore, secondary needs are cften

nebulous feelings hidden from conscloue recounitien rather than tancible

ldentities. ilowever, these are the significant needs which individuals

seek to fulfiil in the organizational role and must he considered in

order to study the full spectrum of the individual and his work,

impiications freom Research Studies for the “resent Ltudy

The approach of the present study was based on a consideration
of the Tetzels and Tuba model of the soclal system, exnanding the
definitisn of satisfactinn to include a broader need-fulfillment base,
The literature has indlcated an increasinc intersst in fdentifving

factors providing satisfaction and eliminating factors contributing to

diszatisfaction., Viriters have shown that these factors overate

differently for different individuals so that the possibility of

“Toouglas McGregor, %ﬁ;ﬂﬂ;g and Motivation, ed., varren <
Sennls and fdoar H. Schelng (Cambridoe, Massachusetts: ﬁ;nsnchuuettu
Iinstitute of Technology Press, 1966), pp. 14«15,



27

manipulating all role expectations to 2 state of congruency with needs
of role incumbents presents difficulty If not {mposei®ility. The trans-
sctiona] administrator, however, spproeches the task optimistically.
He attempts to increase the degree of congruency through 2 recognitien
of the hyglene and metivater factore and thrasuch an attempt to smodify
the environment, the aeed, or the perceptisns of the !Individfual role
incumbent to both decresse dissstisfection and Increase eatisfaction,
Trucial o the succere of the Tragnsectional 2dminietrator g the

evallablility of adequate toole with which %0 ssgese the decree of need
fulfillment of members of the orcanization, or the lack of nged fule
filiment and the dlaonoeln of the sress of deficlency, Inadequzcy of
precent toels wes underscored in 2 report presented hy toore, [eever
angd Hunnicutt pt 2 seminer held at ‘rizone tate nivaraity te develop
stataments identifyine techniques for Mrideins the cap and spetliohting
research nesds in sehool persennel administration.?® . meng the high
prisrity sreas was teacher morale end fob satisfaction research, The
grestert need speciflied for thie ares was the development of instyumants
for appraisz! of etaéf merale,

Une crucial ~oed in reseszrch is the development of new mwthode

olouy, tﬂlhnf.qum, ol t-gstrmnu to affactively megesure and

appraise teacher morale,

T™here is a need for more sophisticated instruments for ﬂiagm-ihw

Bitarald 7, Hoore, Merwin leever, snd Herold 3, iumnicute, ‘&

Aesearch and Development fctivity Related to High Friority Areas in
“ehool Yersornel Administration,’ Cooperastive “esearch Froject 034,
Arizona State University, Tespe, “rizona, June, 1965,

ﬂm-' Ps 37,
Wiste,, p. 130,
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The present study developed the Uissatisfaction Magnitude Tcale
for measuring teacher dissatisfaction and for ldentifying sreas of dise-
satisfactiion. The data gathered throuch use of the instrument were analyzed
to expand the concept of satisfaction ured in the Uetzels end Cubs model,
which related rele expectatione of the creenization to individual needs

of rele incumbents,

Summery

Many sturfiles, conducted inm a veriety of creanizations, have heen
desioned Lo investioate the relstionship of men and hie work. 7 large
pody of 1iterature hes boon developed explorirg the satisfaction and
dizscsstisfaction of men with his role in the organization, The emphasis
has been on both the man end the orgenlizestisen, Larly stwliesr considered
few variasbles but more recently the emphasis has heen on 2 wulti-varizole
approsch,

Teachers have been amonc the croups studied extensively In the
past twe decades. Forty per cent of the studies in 1963 were cornducted
in educational arganizetions,

Typlcal spproaches have intcluded the ssecsement of "morale” or
“satisfaction” statee of in ividusle comprising work groupe, folloming
the establishment of 5 catisfaction Index, s numher of verishles zre
examined in an sttampt (o 1dentlify rel:tieonshipe smone individusle,
aroups, syl the arcanizsation,

The work of hehaviorsl stcientists has contyibuted slonificently
te the theoretical base of the rresent study, The Cetzels and Tubas model
of the dimensions of leadership explicates the relastionship of organize-
tional expectations end individusl needs, The transsciisnal csdministrae
tor sesks to bring about conaruency of these two dimensions to ensure
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effectiveness and efficlency as well as satlsfactlion.

Maslow expanded the individual need dimension through his work
on need structures and the hiararchy of prepstency of needs. “hille the
physiological needs listed by Maslow may not be of major concern in
today's affluent soclety, other lower and middle range needs affect the
individual and hls work,

Herzherg ldentifled twe classes of factors present in the
organization: (1) hyglene or digsatisfaction factors and (2] motivation
or satisfaction facters., Yyolene factors temdd to affect the lower and
middle range needs described by Maslow while motivating factoxrs affect
the higher range.

The concepts considered in the present study corresponded more
closely with Herzberg's hygiene or dissatisfaction factors. It is in
this range that the administrator way fixst deal with dissatisfactlion
in order that the higher order motivators may be considersd sdvantageously
to hriﬁg about satisfaction.

A high priority for continued study of these problems in all
organizations ifncluding education still existe. iores sophlsticated
seasuring instruments are reguired toc enable the researcher to consider

an expanded numbeér of varilables simulianeously and in greater depth.



CHAPTER 111
ANaLYSIS OF SCALES AND RARKING OF CORCENTS

It is the purpose of this chapter to cutline the procedures used
in determining factor groupings for the twenty scales used in the study,
to present the data ardl the findings, and to discuss implications. In
eddition, material is presentsd concerning the rank erdering ¢f the
filfteen concepte used in the study en the basis of mean dissatisfsctien
scores. Thece were rank-ordered by each of four factors and by the

mean of all scales.

Anglyeis of >cales
tach of the flfteen concepts was presented to the subjects fer
evaluation using twenty bi-polar adjective scales. Un each of the seven
step scales, the subject indicated his feelings about the concept beth

HUW and e SATIAPIEC . Ulssatisfaction was interpreted as the difference

between the HOY and JATISFIED marking. The problem was to determine

the underlying fectors common to the scales which had been selscted,

The scalee were se¢lected to be répresentative of many guallties indi-
viduals would consider in evaluating any concept.

The original selection =2f the scales for the instrument was con-
sidered tc be of critical importance, Many studies were reviewed where
bi-polar adjective scales had been employed. From these studies, a
1ist of possible scales was generated and expanded through the use of
dicticnaries of antonyms. & tetal list of eighty-three possible scales
was compiled and submitted to six jJudges for the purpose of determining
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those icales with the greatest semantic songe when applied te concepts
in education, "he Jjudges eveluated them using four sample concépts.
The scales rated ae highly applicable by the Judges were reviewsd =ith
congideration belng given to the factor analyses of the scalegs reported
hy Osacod andt by tolton 2l The twenty scales selected for this present
study ware considered representative of the fouwr factors (1) evalustion,
(2) potency, [2) activity, =nd {4) stability.

12 wos determined that factor anelysis of the bi-polar scales
which were 2 part of the prosent study would (1) permit consideration
of fewer scalases in reporting findinge where common {actors emerged,
(2] assist in detormining the pessibility of reducing the number of
scales necessary for valid use of the instrument iLyseduction of the aumber
of scales would gregtly imprave the aase of administration,, .2) a2ssist
in detarmining the validity of the scsles used in the present study, and
(4) increase the disgnostic capabilities of the instrument thoough
prasentation of several well-defined rather than one generasl dissstise
faction magnitude Index,

heriinger suquested that factor analvelis could serve the cause
of gclientific garslimony:

Zensxally sperking, If two tosts measure the same thing, the
scores chtalned from thewm can be added together, If, on the
other hand, the twe tests do riot measure the some thing, thel
scores cannot be sided together., Factor anslysis tells ug, in

effect, what ltests or ﬂﬂ&*’iurﬁ* can be added and studled toueiher
rather than separately.><
It waes considered that the scales in this present study were "tests” in

the sense used by rerlinger,

| ®i0sg00d, 0p. cit., pn. 31-7%, Dale L. Salton, C in
.%gﬁﬁaﬂﬁﬁ . %gﬁa&ﬂ%%satfrﬂ in & (Cooperetive
areh Frotect 2619, University of Washington, 196%), pp. 1629,

S¥rped M, Kerlinger, Foundations ﬂ GRNEVIONS ) Mﬁﬁ {thew
York: Holt, Rinehart ang #inatﬂnp 1964), p. €50,




The vallidity of the scales used in the present study was cone
sidered of prime Importance. If the scales selectsd are representative
of several factors, then the valldity is Incressed over a single factor
and the entire instrument may be considered more valid for messuring
the total scope of dissatisfaction.

4 methodolegical problem was encountered in determining the set
of markings to be consldered in the factor analysis of the scales. In
reallty, three scale scores were avallable {nmcluding (1) the ¥ for gy

mark, (2) the & or JATISFILD mark, and (3) the [ or

score (5=¥]. Since the purpose of the analysis of scales was to extract
factors for the scales as spplied to all concepts, and since the

mesning of that concept tc the individual when he marked it “u" (HG#)

most nearly corresponded to the “emantic [ifferentisl messurement of
meaning, the X or N merk wmss used., Factor loadings were also oblainsd
for the { and the [ scoeres and these varled only siightly from the
loadings bhased on the ¥, It was determined that subjects perceived a simi-
laz factor structure among the scalew in terms of the present, the
cotinfied, and the disgstliefied state of affalrs.

For factor analysis purposes, the b sctore for each subject on
each scele was the mesn of scores on 2ll fifteen concepts. This sus-
sation over concepts ylielded a 20 by 20 Intercorrelation matrix of every
scale with every other sczle, £ ZiMed Factor ‘nalysis irogram was
adapted for use with the tweniy scales and was rotated and considerec
an the baslis of 2 sixe, five-, four-, and three-factor analysis.

Table 1 shows bigh loadings for the twenty scales on the four
analyses based on i for HUW msrkings summed over concepts. The positive
and negative adjective poles aze llsted at the left, the number of the
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TABLE I

A SIX-FACTOR, FIVE-FACTOR, POUR-FACTOR AND THREE-FACTOR ANALYSIS OF
TWENTY SCALES SUMMED OVER FIFTEEN CONCEPTS ON N FUR NOH MARKINGS

Factor Loadings On

Scales 3 4 9 6 Hii:::::Ht
Factor Factor Factor Facter

gond - bad 1 1 2 & 4
active - passive 2 2 2 2 2
organized - disorcanized 1 1 ! ] 1
coopsrative - uncooperative 1/2 3 3 3 v
successful - unsuccessful ! ! 1/4 14 4
leacding - fnllowing 2 2 2 2 2
rational - emotional 1 1/3 1 5 !
wise - foolish £ H 1 4 i
informal - formal 3 4 5 5 .
predictable - unpredictable 1 3 3 %3 3
flir - unfalr 1 1 1/4 1 1
strong - weak i 1 1 1 1
efficient - inefficient 1 1 1 1 1
dynamic - static 2 2 2 2 2
consistent - inconsistent 1 3 3 3 3
direct - circultous 1 1 1 1 1
pleasing - annoying 1 1 4 4 4
progressive - regressive 1/2 1 1/2 1 1
‘stable - unstable ) 1 1 1/4 4 4

N

valuable - worthless 1 1 A 4
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factor loading high for that pair shown in the center columns, and the
final factor assignment indicated in the column at the right. Tables 1I,
111, 1I¥, and V show actual high loadings by factors.

idjective pairs loading high on Factor I were organized-disorganiszed,
rationsl-emotionpl, wise-foolish, stwong-week, efficlent-inefficient,
and direct-circuitous.

#djective palrs loading on Factor Il were leoaded high on this

facter consistently through all analyses. ictive-passive, leading-

following, and dynamic-static consistently appeared to cluster around
Factor 1l1.

Cocperstive-uncooperative, predicteble-unpredictable, and con-

sistent-inconsistent clustered around Factor 111 throughout the various

analyses.

s¢cales clustering around Factor IV were gped-bad, successful-
uvnsuccessful, pleasing-annoying, and valugble-worthless.

The scales feir-unfpir, progressive-regressive, and slable-
unstable showed mixed loadings. They were assigned on the basle of over-
all high loadings as follows: falr-unfalr and progressive-regressive,
Factor 1; stable-unstable, Facter IV,

The edjective palr jinforsal-formal appeared atypical in two ways:
(1) the scale consistently loaded high on an independent factor with no
other scale loading high on the same factorp (2) the scale showed mixed
polarity, with informal considered peczitive by fifty per cent of the

subjects and negative by the ethers. The scale informal-formal was
dropped from consideration in the study.

Labeling of the factors was accomplished by reviewing the

characteristics of the adjective scales clustering sbout a given factor.
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TABLE 11

HICH LOADINGS Ol SIX-FACTOR ANALYSIS OF TWENTY SCALES
SUMMED OVER FIFTEEN CONCEPTS SCORED ON H = NON Ma8K INCS

Bcales Factors High
Fositive Pole 1 2 3 4 5 6 Factor
goed « 788 a
active <782 2
erganized 615 1
cooperative « 650 3
successful D22 504 1/4
leading 755 2
rational <325 %
wise 434 4
informal <952 é
predictable « 707 3
fair «571 ' 1
strong «B23 i
efficient 684 |
dynamic « 729 2
.€ﬂﬂillt!nt o 732 v
direct 696 i
pleasing 629 4
progressive « 620 i
stable « 365 4

valuable « 796 a

e o i i, il P e - T

e e e e i M T —— — e L BT I R e T
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TABLE I1I

HIGH LOSDINGS ON FIVE-FACTOR ANALYSIS OF TWENTY SCALES
SUMMED: OVER FIPTEEE CONCEPTS GCORED OR N = NS MARK IWCS

L B e B e e e L Tt

Scales

fositive Pole ! 2

good TS 4
active «TE7 2
arcanized . +630 H
covperative «HBT 3
sucecessful 520 + 532 i/4
leading o757 z
rationsal o 712 1
wige 65 H
informal . 938 <
predictadble o 748 X
fair eA%% < 425 ' 1/4
strong 377 i
efficient « 648 i
dynamic o T33 2
consistent « 728 3
direct 636 i
pleasing <661 4
progressive SDal avl 1/2
etable «473 o536 1/4

valuable o 734 4
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TABLE 1V

HIGH LOADINCS ON FOURSFACTOR ANALYSIS OF TWENTY SCALES
GUMMED OVER FIFTEEN CONCEFTS SCORED ON M = NOW MARK INGS

e e ey i eyl e S e, s b e

Scales Factors tilgh
rositive Fole 1 2 3 4 o 6 Factor
good « 730 1
sctive o775 2
organized 2639 1
cocperative e 549 3
successful 742 1
ieading 747 2
rationsl «471 o511 1/3
wige 663 H
informal «B6S 4
predictable « TSE 2
fair 8516 1
strong o TH2 1
efficlent o723 i
dynamic 736 2
consistent « 738 3
dirsct 532 1
pleasing E77 1
progressive 628 1
stable 872 i

valuable

4
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TABLE ¥

HICH LOADINCS ON THREE-FACTOR ANALYS1S OF TWEWTY SCALES
SUMMED OVER FIFTEER CONCEFTS SCORED ON N = HOS MARKINGS

Scales Factors High
rositive Fole 1 2 3 4 S 6 Faoctor
geod 672 1
active 809 $
organized 561 H
cooperative .433 . 510 1/2
successful 682 1
leading « 771 é
rationsl + 668 1
wise 714 i
informal « 754 3
predictable 306 1
falr 723 1
strong OB i
efficient T8 i
dynamic 776 2
consistent 573 i
direct +615 i
pleasing o725 1
progressive 543 471 1/2
stable 776 t
valuable «573 i

WW
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The scales identified as Factor I displayed characterlstics of both
rotionality and strength and were labeled FOTINCY. Scales in Factor Il
displayed activity and drive and were labeled :CTIVITY, Factor 111 was
labeled CONSISTENCY and Facter IV, similar to Csgoed's EVALU.TIVL
dimension was so labeled,

211 data in the balance of the present study are reported accord-
ing to Factor Scores and the mean of the nineteen scales., The All Scales
data, while less diagnostic than the data reported by factors, are
presented to permit consideration of & sinagle dissatisfaction index,

dlthough the factor analysis of the scales did not produce factor-
ing ldentical to that considered when scales were seiected,; there was
creat similarity,

Factors determined through factor analysis in the present study,

and the scales comprising the factors were as follows:

FAOTOR 1 - PFOTL¥Y
strong - weak

dirvect - Glrcuitous
rational - emotionsl
srganized - disorganized
wise - foolish
progressive - reégressive
efficlent -~ inefficient
fair - unfair
FOTOR I3 - ACTIVITY
active - passive
leading - following
dynamic - static
FACTOR 111 - CCHSISTERCY
consistent - finconsistent

predictable - unpredictable
coaperative - uncooperative
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FACTCR 1¥ -« EVALUATIVE
good - kad
successful - unsuccessful
pleasing - anneying
valuable - worthless
stable - unstable

Rank Ordering of Concepts

it was determined profitable to review the rank ordering of the
fFifteen concepts in terms of dissatisfaction magnitude. The mean diesatis-
faction score for each item as computed for Fector I, 11, 101, IV, and
#11 Scales is shown in Table vi. The grestest pessible Zissatisfaction
score was six. The actual range of discatisfaction means was from a low
of 4694 (MY FAMILY on the EVALU-TIVE dimension) to 1.95137 (i AReNTS OF
STUDENTS on the ACTIVITY dimensioen).

Rank ordering of concepts for each Facter and for 11 Lcales is
presented in Tables VII throueh *1 with iltems renked from createst to
lesst dissatisfaction, Table (Il summarizes the ranking for esech cone-
cept on each of the Facters and ill Scales. |

Createst dissatisfaction, The greatest dissatiefaction expressed
was with PARENTE OF STUDENTZ. Only on the LVaIU-TIVE dimension was
this concept replaced as number one (CUk VRESINT LALARY SCHEDULE was
nugber one in the DVALU/TIVE dimension). The second greatest dissatis-

faction expressed wes with FUSLIS LOLCATIUN, particulariy in the iCTLRCY

and COMSISTENCY dimensions,

Least digsatisfaction. The least dissatisfaction was expressed
for the concept MY FaRllIlY., Only on the YOTHICY factor was this item
replaced as number fifteen (MY FRIZNDS was number fifteen in the PCTENCY

dimension). The next«to-least dissatisfaction expressed was on the
concept MY PRIENDS followed closely by the concepts WHERE I LIVE, All
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TALE VI

DISSATISFACTION MEANS FOR FIFTEEH CONCEPTS
FACTORS 1, II, III, IV ASU THE MEAM OF ALL SCALES

w - i il i, i R e = B T e e, T

Concept Factor 211
4 11 11f v S“caies
i 1.42 1.81 1.41 1.21 1.41
2 1.34 1,36 1.2% 1.00 1.24
3 -89 2 o 76 78 84
4 54 1.11 -89 52 93
o) 1,00 V2 .04 .84 95
6 1.07 1.15 «¥3 1.24 1.10
7 1,20 1.12 1.18 1.04 1.14
8 1.27 L1.4% 1.08 1.39 1,30
b4 1.34 1.26 1.18 1,10 1.24
10 99 1.09 «84 2% 36
11 98 1.09 78 «54 .96
12 62 .81 39 &7 37
13 «61 02 ol «32 39
14 77 87 .73 .74 77
15 1.42 1.33 1.25 1.27 1.34
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TARLE V1I

RANK ORUER OF CONCEPY DISSATISFACTION: FACTOR I, POTEXCY

Rank Concept Meen Dissatisfaction
1 Parents of Students 1.43
2 "ublic Education 1.42
3 Teaching as s Frofession 1.34
4 Students in By Scheol 1.24
% Jup Fresent Salary Schedule 1.27
6 District Personnel Fractices 1.20
7 Cur Frofessional iducation /ssn. 1.07
8 The Central <frice LStaff 1.0C
9 ¥y Fresent iducaticnal liole » 59
10 Hyself 38
11 #y Frincipal q .94
12 Fellow Teachers «8G
13 there I Live o 77
14 v Family 62
15 My Friends o 61

WM-_J' st i - ——
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TABLE VIII

RANK CRDER OF CONCEFT DISSATISFACTION:

flank Concept

1 rarents of Students

2 Cur Fresent Zalary Schedule
3 Students in My Schosl

4 rublic Educatien

b Teaching as a Frofession

é Cur Professional Fducatlon Assn,
y Udstrict Fersonnel Fractices
8 ¥y Frincipal

Y Myself

10 My rFresent fducaticnal Fele
11 #y Fellow leachers

12 The Central Uffice Staff

13 ihere [ Live

14 ¥y Friends

15 My Family

FACTOR II, ACTIVITY

Mean Dissatisfaction

1.51
1.42
1,36
1,33
1.26
leld
1.12
1.11
1.0%
1.05
W92
o We
87
02

.61
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TABLE Ix

RANK ORDER OF CONCEPT DISSATISFACTION: FAMTOR III, COMSISTERCY

Rank Concept liean Dissatisfaction
1 Farents of Students 1.41

2 Public Education 1.2

3 Students in My School 1.29

4 District Personnel Practices 1.18
S Teaching as 8 Profession 1.18
6 Cur ¥resent Salary Schedule 1.08
7 The Central Cffice Staff 1.04
8 Cur Professicnal Education Assn, .93
9 My Frincipsl 89
10 My Present Cducational Fole .84
11 Myself « 78
12 My Fellow Teachers _ + 76
13 there I Live +73
14 My Friends 61
15 My Family 59

T R e T T T T T L T T LS ai oo
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TABLE X

RANK CROE® OF CONCEPT DISSATISFACTION: F2CTOR IV, EVALUATIVE

T T T S S iy M S ——————

Rank Concept Hean Dissatisfaction
1 Ouy Present Salary Schedule 1.3
2 Parents of Students 1.31
3 Fublic Education 1.27
4 Cur Frofessional Fducaticn Assn. 1.24
- Teaching as a Frofession 1.10
é District Fersonnwl “ractices 1.04
7 Students in My Schoel 1.00
8 My Present Lducaticnal Rele 95
® Myself + 24
10 The Central Cffice Staff .84
11 Wy Principel 82
12 My Fellow Teachers ~ 78
13 vhere I Live 74
14 My Friends D2

1% W Fi"ll? o A7

e ol T~ e i . S I W e Tl P S S T R e R et S e R, e iy
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TARLE XI

RANK ORDER OF CONCEPT DISSATISFACTION: ALL SCALES

e e e e e e et e St it i

Rank Concept Mean Dlssatisfaction
1 Parents of Students 1.41
2 Public Education 1.24
3 Cur Fresent Salary Schedule 1.30
4 Teaching as & Frofession 1.24
5 Students in My Scheol 1.24
6 Uistrict Personnel Fractlces l1.14
7 Cur rrofessional lducation Agsn, 1.10
C 4y Fresent ducatlional Fole .96
9 Myself « 30
10 The Tentral Office Staff «95
11 My Frincipal 93
12 ¥y Fellow Teachers .84
13 #here 1 lLive o7
14 #y Friends 59
1% My Famlly

57

M
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TABLE XII

RANE ORDER OF CONCEPT DISSATISFACTIUN
S FACTORS I, 11, IIl, IV &NL ALL SCALES

s s il ol g, W Py i i i g S . i S i S g T N e g . e s i v i W i IO

Item Factor #11
H il 11l Iv Scales
1. Varents of Ttudents 1 1l 1 2 1
2. Students in Ny ichoo!l 4 3 3 7 5
2., My Fellow Teachers 12 11 12 12 12
4, Ny i‘rinclipal il 8 G 11 11
5. The “entral offlce Ltaff g 12 7 10 10
6. “ur rrofessional iducation 'ssn., 7 6 B ] 7
7« Ulstrict rersonnel! ractices 6 7 4 & 6
8. Cur Fresent Zalary S5Schedule 5 z 6 | 3

9. Teaching as a rofession

s
i+
N
Lm
b

10. My rresent cducational role 9 10 10 8 8
11. WMyself 10 B 11 ¢ S
12. Wy Femily 14 15 15 15 1%
13. Wy Friends 1% 14 14 14 14
14, vhere 1 live 12 13 13 13 13
15. Public Lducetion 2 4 2 3 2

B e ket Sl R ——
T A . e . T W Y i g B e - S s P - s m




three of these concapts were smong the group of five sxtra-organizational

NGe The grestest consistency of
rankings was on the concept WHERE [ LIVE, ranking thirteenth on all
Factore and 211 Scales. 2lse showing consistency in ranking were the
concepts PARENTS OF STUDLETH, MY FELIOW TREACHERE, TEACHIHG 25 & PRUFLLe
SI0K, HY FagILY, ‘HU BY FrRICEDLE.

The greatest spread in ranking among
factors was on the items THE CENTRAL UFFICE STAFF pnd OUR PRESENT SALARY
S0 MULE, each with 2 ranking spread of five pisces. The concept CUR
PROFESSIONAL EDUCATION «SE(CIrTICH had 8 renking spread of four places
and the concepts ITULENTS IN MY SCMOCL, DISTRICTY FPERZUONNEL PRACTICES,
and MY FRIRCIVAL epch had 2 ranking spresd of three places smng

factors,

Findings

caiEdiG. Teachers parcelived the orestest
dissatisfaction with this concept. Only on Facter IV, EVALUSTIVE, did
teschers percelve greater dissatisfactien with » different cencept.

FARENTS OF STUDENTE were not as strong, sctive nor consistent as teachers
would want them te be,

This concept ranked fifth in
dissatisfaction. Teachers perceived considerable dissatisfaction with

students, particulsrly on the ACTIVITY and CONSISTENCY dimensions.

Students are not es active, leading, dynamic, consistent, coeperative,



nor predictable 3s teachers desire, Teachers dld express considerably
less dissatisfection with students on the [VALUTIVE dimeneion, finding
them rather good, successful, plessing, valusble, and stable.

ACHERS, This concept ranked twelfth in

dissatisfactlion., This was 2 velatively low and conslstent-smong-factors
dissptisfaction ranking, Sllghtly moze dissatisfaction wes percelived

{n the ACTIVITY ¢imension than In the other dimensions, Teachers would
prefer thalir fellow teschars to be slightly more active, leading and
dynamic,

WY PETNCICAL, Teachsrs ranked this cancept c¢leventh

in dlssatisfection, The ranmkings were inconsiastent szmeng fattors,
however, with groster diesstisfaction expressed in the *CTIVITY and
CONSISTERCY dimensions,. Teschers are relstively less diseatisfied with
the strength and value of thelr principal then with his degree of

activity ardt consistency,

iTAFF, Teachers ranked this cone

capt tenth in disssticsfaction. There was grest inconsistency in ranking
of this zencept amone factore,. The concept was ranked feventh on the
factor TORSISTERLY, elghth on POTENDY, tenth on EVILIATIVE, snd twelfth
on ACTIVITY. Teachers perceived relatively less dissatisfaction with
the central offlice staff on the qualities of belne astive, leading,
dynamic, good, pleasing, successful, valuable and stable, pnd velatively
apre dissatisfaction with the staff on the quallities of belng orgenized,

sationsl, wise, styong, efficient, direct, procressive, falr, conslatent,
coaperative, 2ad preadictable,

LLh MEUONIATION. Teachers
ranked thie concept seventh in dissstisfaction. They indicated relatively



€0

greater dissatisfaction with this concept on the UCHTISTENCY, POTRNCY,
and ACTIVITY factors than the EVALUATIVE factor, A consideradle spread

in ranking among factors was evidenced,

CT PERCSCINIEYL PRsCTICE

‘e Thia ccncept was ranked
sixth In digsatisfection, The greatest dissatisfaction with district
peresonnel practices wes on the CONTITTINCY and the lesst on the ATTIVITY
factor. Historicslly, consistency has been of prime Importance in the
sdministration of policy and thie has apparently been indlcated by

toachers in expreseling comtern aver this factor 1n the present study,

Con

B8, CUP PREZENT “ALARY SCHEIAAT. Thiz concept was ranked
thiréd in dissatisfaction, 1€ wag renked first in disseticsfaction an the
EVALUATIVE dimension, and second on the "CTIVITY dimension. The ranking
cn the other two factors, FUTUNY gnt TOHCLIOTEEY moved to five and 2ix
respectively, Teschers were leag diceatlisflicd with the stirencth and
consistoncy of the present schedule then its lesding qualities, Illowsver,
greatest concern wee expressed for this concent with reqard €2 the

gualities 2f Reline good, succeseful, pleasing, valushle and etable,

Concept 9, TTACHING £k 2
e e S e

-

FROFESS

Uiy, Teachers, ranking t2is
concept fourth in dissatisnfzction, ewpreased reletively great dissetise
faction, The concern was conslistent ameng the four factors, 1t may
be that such dissatisfaction reflected healthy criticlss of the status

guo since there wae such coangletency smone the facteor seoares,

concept 10, MY THESEMT EOUCATIONZ] BOLE, Yhie concept wae ranked
elighth in dleeatisfaction. & concerrn for the value and strength of
thelr educatienal role was expressed on the EVALUZTIVE and FOTENCY

dimensions. Concern to a lesser degree wes expresved on the ACTIVITY
and TONZISTEY dimensions of that rele,
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Concept 11, MYSELF, Teachers ranked thie concept ninth in
dissatisfaction. There wos relatively little dissstisfaction with

themselvee indicated by teachers, particularly with regaxd te the
COHSTSTERCY dimension., Somewhat grester concern was expressed on the
MOTIVITY factor,

Concept 12, MY PAMILY, Teachers ranked this concept fifteenth
in dissatisfaction. The leas® dlssatisfaction among all cencepts was
indicated with the family. Ualy on the PUTEHCY factor was another liem
ranked with less dissatisfactions The least dissatisfaction of any
concept and factor was expressed for this {tem on the VALY TIVE
dimcnsion, Teachers consider thomsslves moset satisfled with the velue
and goodness of thelr families.

C 34 ¥Y FRIFNSG,., This concept was ranked fourteenth in

disgsatisfactlion., 1t wes rankéed as next to the lesst in dissstisfaction

on all factors except the FUTIRCY factor where it was ranked least in

dissaticfaction,

e ) w W M
2 ti; 4 B
- - ! - 1_

L 1 LiVE, Teechers ranked this concapt thilrteenth

in dissatisfaction, Very litile digssstiefaction with this concept wae

indicated and the greatest conalstency of ranking among faclore

ashtalned,

his concept was sanked secons! In

dissatisfaction, “eachers indlcated extreme dissatisfaction on the
PUTENCY ang SOTIVITY dimenslons followed clesely by the ivall YIVE and
CCHEISTLHLY dimensions,
Summary

The purpose of this chapter was (1) to review the factor enslysis
of the twenty bi-polar adjective scales used in the Dlgsatisfaction
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Hagnitude Scsley, and (2) to present dats an the rank order of the fifteen
concepts for each of the four factors ideatified, and for the sean of
A11 Sceles.

The I for ¥ marking on each of the twenty scales was summed over
both the fifteen concepts and the means of each scale computed, 7 six=,
five-, four-, and throe-factor snalysls was performed and the scales
essloned to factars sceordiag to high loadings., Flve factors wore
originally ldentified, butl cne was atyplcal in severs! ways. Thie factor
invalved 2 single scale and was not considered further in the study,
Scales wers szsicned to the four factors as follown:

FOTENTY « F2OT0R 1
strongeweay, dlirect-clrcultous, rationasleemotlional, organized-

disorganized, wise-foclish, progressive-regreseive, officlient-
inefficient, falr-unfalr,

FCTIVITY « FAOTOR 11
active=passive, leadingefollowling, dynamic-static,
COMRISTENCY » PITOR 113

conglistonteinconsistent, cooparativesuncaoperative, predictadble-
unpredictable,

EVALULTIVE « FACTOR IV

good«bad, succeseful, unsuccessful, pleasing-annoying, valuable-
worthless, sfable-~ungtasble.

#11 subseqguent dats for the study were analyged and reported on
the bacls of the four fectors identifled through foctor enslysis and on

the mesn of pll ecales,

£ second part of the chapter was relsted to rank ordering of
the flfteen concepts included in the present study, The fiftesn were
rank ordered from greatest to least discptiefaction bhased on mean dige

satisfsction scoves, and sccording to Facters and A1} Scales,



The greatest dissatisfaction was expressed with the comcepts
FARENTS OF STUDEMTS followed Sy PUBLIC EDUCATION and OUR PRUSENT SALARY

SCHEDULE, The least dissatisfaction expressed was with MY FAMILY followed
by MY FRIENDT and WHERE I LIVE. The grestost consistency of ranking was
with BHERE 1 LIVE, followed by PARENTS OF STUDENTS, Y FELIOW TEAOWERS,
TEACHING A2 2 PROFESSION, MY PRMTLY and MY PRIFUDS,



CHAPTER 1V

AMALYSIS CF CRGANIZATIONAL
AHD EXTRA«ORGAKIZATIONAL COHNCEPTE

The purpose of this chapter is to outline the procedures and to
present dats used in analyzing the relationships smong anc between ten
organizational concepts® and five extra-orgenizational concepts.”™
The date are reported for each Factor and for the mean of <1l “cales.
The four factors identified for this study were FCTENCY, CTIVITY,
CORSISTENCY, and EVALUTIVE,

The relationships were considered through the structure of three

hypotheses, each stated In the null form:

Hypothesis 1 For teachers, ne significant difference in
magnitude of dissatisfaction exiets samong ten

concepts representing the organizational setting.

Hypothesis 2 For teachers, no significent difference in
magnitude of dissatisfaction existe among flve

concepts representing the setting autslde of the
erganizstion,

i is ¥ VFoar teschers, ne slunificant cor:elation exists
between the dissatiefaction magnitude of concepts
representing the organizational setting and the
dissatisfection magnitude of concepts representing
the extre-organizational setting.,

Hypothesis | was tested by pe:forming an snalyels of varlsnce

utilizing the dissatisfaction Factor Tcores and the mesn of “11 cales,

"The ten organizaticvnal concepts were: (1) Farents of Ztudents,
(2) Students in My Scheol, (2) Fellow Teachers, {(4) iy Frineipal,
(3) The Central Cffice “taff, (6) Our Frofessional Education ‘ssocistion,
(7) Dlstrict Personnel Fractices, (8) Cur iresent “alary Schedule,
(9) Teaching as a Frofession, (10) My Sreseat Educational Bale,

*¥The five extra-organizational concepts were: (1) Myself,
(2] My Family, (3) ¥y Friends, (4) ®here I Live, (5] Fublic Education,
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F ratios were computed for each Factor snd 211 fcales. #11 were signifi-
cant at the .01 level. It was deemed profitadle to proceed with further
testing to determine which palrs of items had significantly different
diseatisfoction ncores, / multiple comparison program, based on ‘heffe's
work in determining significance of differences among palre of mepns woe
used and the resulting & scores checked for significance. The data are
reported in Tehles :(III through 1¥I for the four Factors and for 1l
“cales,

The multiple comparisen matrix included fortyeflve compar isons
for each Factor and for 711 “cales. There were three comperisens sianifi-
cant at the .05 level snd thirteen at the .01 level for Fector 1, ~U7T2N0CYg
there were seven st the 05 level anvf ten at the ,01 level for Factox LI,
ACTIVITYs there wers elght at the 00 level and ten at the U1 level for
Factor 1iI, CUNSICTEICY there were six at the 05 level and thirtesn at
the 0] level for Factor Iv, tvill TI¥ig there weis eight at the 00 level
and ten 2t the .01 level for -11 “cales.

“skoda and othersoe computed the number of slgnificant compar lsons
necessary to €stehlish the sicnlflicance of » serles of statistical tests,
Bith fortyeflve compsrizons a2s in this study, more than fouwr tests
significant at the .01 leval were required to establlsh significence nof
the series of teste at the 031 level. 'mong the Factore and =11 "cales,
not fewer than ten comparisone significant at the .01 level con eazch were
computed. [lased upon these data, Mypothesis 1 was rejected for each

Factor and for 211 “cales, "here were significant differences In

53 james M. takods, ‘urton Y, Cohen and Ceoffrey Beal, "Tests of

Signiflecance for a “erles of “tatistical Tests,” “sychological Sulletin,
81:172-175, 1954.
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probablility of obtaining such significent differences Ly chance s less
than 1 chance in 1,000,

The following paragraphs present the findings for eech Fector
and for All Sceles in detall.

Fagtor 1 = FPOIFNCY

Factor I conslsted of scales with the positive poles organized,
zational, wiae, strong, efficient, direct, progressive, and falr, There
were significant differences between palirs as follows (the concept in
the left column was marked 2e greater dissatisfaction over the concept

in the columa to the right; .03 and .01 Indlcated the level of signifl-

cance of the Adlfference in dissatisfaction):

PARENTE OF & TULEMTE > STUDBSTE IN MY SCHOCL 01
FARENTS OF €TUDESTS > RY FELLOW TEACHERS .01
PARENTS CF STUDENTS > MY FRINCIVAL .01
PARENTS OF STUDENTS > ¥Y PFLSENT TTUC/TIONL RCLE .01
STUDENT® IN MY 0L > ¥Y FELLCR TEfCHERT .01
STUDENTS T MY SCHOOL S BY FRINCIFAL .01
ETUDENTS T8 MY SCHOCL > CENTRZL OFFICE STAFF .01
STUDENTS Iw MY SCHOOL > PROFEIZIOMAL EDUCATION  36M, 0%
STULENTS IN MY SCROUL > ¥Y PRESENT EDUCATIONsL ROLE 01
DISTRICT PERSCNSEL PRACTICES MY FELLOW TRACHERS 0%
CISTRICT PERSCNMEL PRACTICES > MY FPRINCIFAL O
PREEENT SALARY SCREDULE > MY FELLOW TEACHERS 01

TEACHIRG A% PRCFESSION > MY FELLOW TEACHERS 01
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TEACKING 28 PROPESSION SHMY PRINCIPAL «01
TEACHING 55 PROPESS YONM S CEHTRAL OPFFICE STAFF 01
TEACRING A5 FROFESSION > MY PRESEST EDUCATIONAL ROLE Ol
Esctor 11 - 2CTIVITY

Factor I1 conslsted of scales with the pesitive poles active,
leading and dynamic., There were significant differences between pairs

as follows:

PARENTS OF STUDENTS > MY FELLOE TEACHERS Ot
FARENWTS CF STUDEHTS > BY¥ FRINCIFAL 21
FPARENTE OF STUDENTS >CEHTRAL OFFICE STAFP 21
PARERYS CF STUENTS > PECFESSYICHAL EDUCATICN ASEH, D
PERENTS OF STUDENTE > HIATRICT PERSOSNEL PRACTICES ol
PARENTS OF 2TUDENTS > MY FRESESRT £IACATIONAL ROLE 01
STUDENTS IN KY SCHOOL > MY FELLOR TEACHERS «31
STUDENTS IN MY SOHOOL > CEMTRAL QFFPITE STAFF 21
STUDERTY IN RY SCHOOL > MY PRESENT EDUCATICHAL ROLE 01
PREZFENT SaLoRY RCHEDULE > WY FELLOW TEACHERS : i } |
PRESEST SAL RY “CHEDULE > WY PRINCIPAL s )
FERSEST TALLRY SOMEDULE > CENTRAL CFFICR STAFE 01
PRESENT SalaRY SCHEDULE > FROFESE TOSAL EDUCATION ABSH, 5
PRESENT S&LARY SCHEDULE > DISTRICT PERSUSHEL PRACTICES 0%
TEACHING AT FROFECZION > ¥Y FELLCE TEACHERS L5
TEACHIRG A% PROFEZSION > Y PRESENT EDUCATIONAL ROLE 21
FRESENT SALIRY SCHELULE > MY PRESENT EQUCATIONAL ROLE 01

Pactor 115 consisted of scales with the positive poles consistent,
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cooperstive, and predictable. There were significant differences between
pairs as follows:

FARENTS OF STUDENTS > MY FLLLOW TEAOMLARS 01
FARERTS OF STUDENTS > MNY PRINCIFAL 01
PARENTS OF STUDENTS > CENTRAL CFFICE STAFF <01
PARENTS OF STULENTS > FRCPESSICNAL LOUCATION +~SSH., 01
PARENTS UF STVDENTS > FREGENT SALARY JCHELULE 05
FARENTS OF STubeaTs > PREGENT BRUCATIONAL ROLE 01
STUDENT: I8 WY UNGL D MY FELIAR TEACHERS 01
STURDERTE Ik 8Y SCHOUL D> MY PRIBCIFAL 01
STUDERTS 1IN &Y SCHOO, > PROFESS DAL ENUCATION ASEN, 0%
STULESTS [N MY SCHOUL > FRESENT EIUCTION:L RCOLE 01
GISTRICT PE&SONREL FRACTICERS > MY FELICW TLACHERD 21
GIGTRICTY PERSONNEL PRACTICES S MY PRINCIAPL 0%
CenTRAL UFFICE ST2FF > WY FellOw TEACHERS 0%
DISTRICT FERSONNEL FRACTIOET D yRFUEMT BOUTATIONML RLD .01
TRACHING A% FROFESEIUN > MRESBRT PO TIORAL R LS 05
TEACHTG: 25 PROFELSTON S MY FELLGH TosCRLRS : 08
YEJ RIS AT PRUPES-ICH >KRY PRINCIveL 09
FREGERT &4aLaky OWOLULL D>WY FRLLUW TUACHERE + 05

racgter (¢ = sVALU-T1vE

Factor IV consisted of the scales with the positive poles good,

successful, plessing, valuable znd stable. There were eignificent

differences between pairs as folicws:
FARENTE OF STUDENTZ > STULERTS 1IN MY SCHGGL 08

FARENTE OF STUDENTS > MY FELLOW TERCHERS 21



PARENTS OF STUDENTE

PARENTE CF STUDEWNTS

FPAREHTS OF STULENTS

PAREMTS OF STUDENTS

PRESERT SiL-RY SCHEDULE
PRESENT SALARY SCHMEDULE
PRESENT SALRBY SCHETULE
PRESENT CALARY BOHEDULE

- PRUESENT 8¢ ERY SOREDULE
PRESENT SAL:2BY sCHEDULE
FROFESSTION:L EDUCATION a38%,
FRAOFESD TONSL BOUCATICH SEIN.
PROFESHTONAL FIUDATION ATIN.
PROFESSIORAL sOUCATION 430N,
DISTRICT PEESONMEL PRACTICES
TEAOHINE &% & FPROFESHTION

TESCHMIING 28 2 PROFEIZ LS

=11 vYcales
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S MY PRISCIPAL

> CENTRAL OFFICE OTAFF
SPEIETRICT PERSONEEL PRACTICES
S MY PRESENT BUUCATIONAL ROLE
S ETUDENTS IN MY SCHOGL

>¥Y FPELICW TEACHERS

> RY PRINCIVAL

> CEHTRAL CFPICE CTAFF

> TEACHI®E 4% 2 FROFEIS IUH

> 8Y PRESENT EDNCATION/L ROLE
>MY FELLO® TE#CHERS

SUMY FRIACIFAL

S>CEMTRAL LFFICE STAFF

> TEACHRING 2E » FRUBEZSIUN

D> rRESENT S2LARY SCHELUGLE

>HY FELLUE YSil<uss

SHY FRINCIFAL

01
Ul
o3
31
01
«21
01
o1
«55
<01
o1
«21
+ 21
«35
1
e
0%

These were cicnificant differences between nairs based on dis-

satiefpction scoree of all scales as folliowe:

PARENTS GF STUDEHTS
PARENTS OF STUREWTS
PARERTS GF STUDERTS
FAREHTC OF STHVLERIE
vARENTE GF TULENTS
FPARENTS OF STUDENTS
STUDERTS IN MY BUHOOL

S>kY PLllUs TEARCHERS
> MY PRIESIFAL

D>CERTRAL CFFICE STAPF

> CUR PROFESSICHAL EDUCATION 235N,

DEISTRICT PERSORSEL PRACTICES
SHT PRESEST EDUCATICHAL ROLE

SHY FELLON TEACRENS

R}
o231
01
.05
25
21
-1
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STUDBNTS IN MY SCHOCL > MY PRINCIPAL %
STUDENTY IH MY SCHOOL > MY PRESENT IDUCATIONAL ROLE <09
STUDENTS IH MY SCHOOL > CENTRAL CFFICE STAFF 05
PROFESGIONAL EMICATION AZSN, > MY FELLOW TEACHERS « 25
DISTRICT PERSOMNEL PRACTICES > MY FELLOW TEACHERS 05
FRESENT S&lARY SCHEDULE > MY FELICE TEAORIHS 21
PRESENT S2LARY SCHEINILE > CENTRAL COFFICE STAFF %
PRESENT SALARY HOHEDULE > MY PEINCIPLL +01
PRESENT 3} €9Y "COHEDULE D MY FREZENT EMMCATIONAL ROLE .01
TEACHING A5 2 PROFEST ICH DMWY FRINCIFAL 01
TEACHING 28 2 PROFLOS ION DR FELLOR TEATVERS 01

- Ascureseion

Ine of the purposes ~f {rvestigating the relstlioashin hetween

cdilssatisfection senrees of various oreanizatinnal ltems was to determine

the dearee to which {nrdividuals cnuld discriminste smona concepnts in

using the Tissatisfaction Maonitude Sczale,

it ving cansidared that the

absence of any slonificant cdifferences among dlasstisfaction scoren of

the concents could be internreted as {(ii 2 lack of discriminatility
inherent {n the {netrument desion or {I) an indlcation that individuals
theme s lven do not discriminate among variouz etimuil in the environment
in te:ws of dissatisfaction, 1f the latter were true, other i{nvesti-
gators would have been ungble te abtaln significant differences among
concepts., -ince such has not been the cese, the hypothesis was inter-
preted os testine the design of the Ulssatisfaction Magnitude Scale.
Table ' VIII sumsmarizes the slonificant differences between pairs

for esch Fsctor. The greatest difference appesred between the concept
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PARERTS OF STULENTS and the concepts MY FRLLOR TEATHERT, MY PRINCIFLL,
THE CENTRAL QFFICE STAPP, and BY VREZENT EDUCATICHAL ROLE, with dissatie-
faction greater for FARENTS OF “TUNFNTI, It may be that such dissatisfaction
was svidenced due to the relative remoteness of perents, or to unsatisfactory
teacher-parent contacts, It mey Indlcate 2 need for improved communices
tione channels between teachers and parents, Increasing the dizlogue
between thesa tws groups may réeduce suck tescheor dissatisfaction by
(1) shencing teacher perceptions of parents of students, {2) changing
parents’ relationships with teachers so that sarents ¢an hatter Interpwet
and fulfill the role teschers expect, sndfar (2) change teachers' role
expectations for parents,

The second orgatest mumber of dissaticfaction differences was
evidenced Detween the ftem “TIITTUTT IV WY ICHTL and the concept MY
FELICY TEACHERS, The greater Zissatisfectien was with the stlucents.
“erhars the dlesstiefoction with gtudents cauld be Interpreted as a
concern for student walfsre a2 4 dagire on the parxt of teachsre o
c98ist students in bHecoming mere effactive individuals., It was ngtnﬂ
that the Aiczatisfactiinn wes not Rich an the V21D TIVE Himension,

whare students were s¢en as more good, valushle, and pleasling,

Hypethesis 2

for teachers, no significant difference ln magnltude of dissstis-
factien exlsts amans five zoncepts representiag the setting outside

»f the srganization.
This hypothesls was alse tested by pexforalng an aralysis of
varizace on the dissatisfaction means for sech Factor and for 41l Scales.

£ ratios were computed on each Factor and &l]1 Scales. #11 were signifi-
cant at the .01 level. Further testing throuch the sultiple comparisen
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progras ylelded » multiple comparison matrix of ten % scores. There was
one comparison significant at the .05 level and six 2t the .01 level

for Factor I, POTEMCY; two at the .05 level and five at the .01 level
for Fector 11, ACTIVITYy four at the .05 leve! and five 2¢ the .0 level
for Factor 111, COMSISTENTY) twe at the .05 level ond six st the .01 |
level for 21) “cales. The data »re reported In Tables 11 throuch ihfil
for the four Factors and *11 lcales,

“akodav? determined that the presence of three or more signifi-
cant differences at the .01 level established a elgnificance for the
series of tests arester then the ,00) level. ‘mong the Faetore and 1)
“cales, not fewer the flve comnarisone significant at the ,01 level were
computed. Hesed on these data, lypoathesls 2 wae relected for each ractor
and for 211 Scales, There were significant differences In discotis-
faction ecores amone the five extra-boroanizational concepte., he
probsbility of obtaining such significant differences by chance was less
than ! chance in 1,000,

ihe followina paracraphe present findince for each Factar and for

£11 Sgeles iIn detall.

Fagtor 1 « FLTENCY

Facter [ consisted of scales with the poslitive poles of organized,
rational, wisce, strong, efficlent, direct, poaressive and falr, There
were significaent éifferences betwsen pairs as follows (the concept In
the left column was mazrked as areater dissatisfaction than the concent
in the right columny .05 and Ol Indicate the level of significance of

the difference in dissatisfection scores):

b“fblkﬂ.. 1ot m-
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TARLE XXI1

MULTIPLE COMPARISCH OF SxTRA-ORGANIZATICNAL COMCEVT
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MYZELY > MY FARILY +O1
MYSELE S MY PRIGNDS .01
MYSELF > WHERE I LIVE %
PUBLIC ECUCATION S MYSBLE 01
PURLIC EDUCATION S BY FAMILY 01
BUBLIC EDUCATICN > KY FRIENDS .0
PUBLIC EDUCAYIOH S WHERE 1 LIVE 01

Fapotor 11 = SUTEIVITY
Facter 11 conslieted of scales with the pasitive poles soillve,

jeading, and dynewic. Thers wore eignificent differences bLetwsen palrs

at followe:

MYGRELF > Y FoMILY 1
HYILLF > WY FRIEMUS R |
UHERE T LIvE > WY FrEYly o
GHERE ¥ 1IWE > MY FRIDWOS P
FUBL TS BEDUCATINN > WY PEAMILY i
PURLIC BDUCATION > WY FRIEEDS ﬂ 21
PUBLIC BUUCATION > WHERE T LYy ol]

fretor 111 consisted of scnies with the positive poles consigtent,
cooparative and predicteble. There were sigaificent dlffaremces betwesn

peire 2 follows:

PUBLYS EDUCATION D> WYRELF O3
PUBLIC BDUCATION > ®Y PAaMiLY K3
PUBLIG GUAKATION > @Y PRIGWDS 01

PUBLIC EDACATION > BHERE 1 LivE «31



85

Factor IV - EVALUATIVE

Factor IV coneisted of scales with the positive poles good,

successful, pleasing, valuable and stable. There were significant

differences hetween pairs as follows:

MYSELF > MY FAMILY .01
MYSELF > MY FRIENDS .01
WHERE I LIVE > MY FAMILY .05
WHERE I LIVE > MY FRIENDS .05
PUBLIC EDUCATICN > MYSELF .01
PUBLIC EDUCATION ‘ > MY FAMILY .01
PUBLIC EDUCATION > MY FRIENDS .01
PUBLIC EDUCATION > WHERE 1 LIVE .01
All Scales

There were significant differences between pairs bassed on dlssatic-

faction scores of all scales ag follows:

MYSELF > MY FAMILY .01
MYSELF > MY FRIENDS % W01
WHERE 1 LIVE > MY FAMILY .05
FUSLIC EDUCATION E;HYEELF 01
PUBLIC EDUCATION > MY FAMILY .01
PUBLIC EDUCATICN ~ MY FRIENDS .01
PUBLIC EDUCATION > WHERE I LIVE .01
Discussion

The discriminability of the Dissatisfaction Magnitude Scale among
concepts was upheld by data concerning significant differences between

pairs of items in the extra-organizational setting. The percentage of
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significant differences to total number of pairings was sixty=six per
cent for the axtrasorganizational concepts and thirtyenine per cent

for the organizetional concepts,

Table VIV summarizes the significent differences between palrs
on each Factor ang 211 ‘cales. The greatest differences were bhetween
the concept FUBLIC ODUCATION and the concepts MYSELF, MY FaMiLY, WY
FRIENIS, ond WHMERE I LIVE. It was evident that individuals perceived
significantly oreater dlssatiefaction with FUBLIC EDUCATION than with
any other extrz-ozganizational concepte, Thers was 2lso = greatl
difference between the congept HYHELF snd the concepts ¥ FARILY and
MY FRIENDG,

i1t would appesr thet FMLIU EDUCATION was eguated =ore dlrecily
with orcanizational concepts snd with the general dissstisfactilion
oxpressed with concepts such a¢ ARZNTE UF (IGLENTE, STUDESNTE 1w AY

SCMOGL, ang TESCHING 7% & PROFE:OION,

Hypathe 3
For teachers, no slgnificant correletion éxists betweon dlssatlss
faction megnitude of concepts representing the orgsanizetional
setting and the dissatisfaction m=onitud: of concepts repreés
senting the extiz-orgenlaational setiing.

‘his hypotheslie was devised to 2xpiore the relstionship of
dissatisfaction perceived with concepts present in the oreanization
and concepts present outalde of the organisstion., "he nrocedure was
to correlate mesn dissatisfaction seores for the ten srgenizetional
concepts pnd the five eitxa-nrganizltiaﬂll concepts, ibsence of &
clignificant corzelation might indicate relative independence of dise
satisfaction for the indlvidual betwmeen his werk and life In general,

4 signiflcant corselstion sight indicate that the imiividual trancfers
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dissatlsfaction from the job to life in general, transfers dissstis-
faction from 1ife in general to the job, or does not differentiate
between jJob and 1ife dissatisfactions and tends to be totally satisfled
or dissatisfied.

The correlations far each Factor and for 211 ZScales 1s shown
in Table XXV, There wss a correlation significant at the .01 level
between the ten organizationsl concepts and the five extra-organizational
concepts on each Factor and on 211 cales. The correlations were
highest for Factor I, +OTEMCY, Factor IV, LVALU TICH, and for %1)] Scales.
Sased on these data, 'Yypothesis J was rejected for each Factor and for
A1l Scales. @ sicnificant correlatlion does axlet hetween dlssatisfaction
scores on ten organizatizsnal concepts and five extra-orcanizationsl
concepts.

*1thsugh the correlation between the twoe groups was hlehly
significent, 1t was interestinc to note that the me>n dissatisfaction
scores were considerably lowe: for the extrs-orusnizationsl 1tems than
for the organizationsa] items., It appeared that although Individuals
tend to m:intain a2 consistent ratlo of dissatisfaction hetwesen the 1od
and life \n general, the dissatisfaction is considerably less with

concepts outside of the organization,

Cummary
It wos the purpose of this chapter to present and dlscuss dats
obtained to test three hypotheses concerned with the interrelationships
of ten organizstions] concepte end of five extra-organizational concepts.
The aroup of ten were studied through the use of snalysis of varlance
and multiple comparison programe. Simlilar procedures vere used for
the group of five. Correlations were computed between the grand



oY
TABLE 1u¥

CORRELATION OF DISSATISFACTION GRAND MEANC BETREEN
TEN ORGANIZATIONAL TTEMS AND FIVE EXTRAORGANIZATIONAL ITEMS:
FACTORS I, 11, III, 1V AND ALL SCALES

e~ e [ e e i P By s S R T TR § (e £ S W e = S - ol N S, ol 4 e . e e s 5y - R N L e e e g, 2l

Factor 1)l tcales
I 11 i1l 1V

Correl:stion JTERZES  GIEA%e  _EA36eR  ,T634%%  TTHRS

Crand Mesns of
Crganizetional Ttems 1.145% 1,1849 ] 0%80  ].0484 1.1112

Grend Mdesn of

Extra=arganiz=tion2!
Items JHBl1 5024 « 7907 o TEED 443

e e e e e e e B e e e S e o e s W oo

¥ “Haoniflcant =t tha 01 level,

dissatisfaction mean of the orcanizational concepts and the extra-
arganizational concepts to explare relationshiss hetween the two groups.

The three null hypotheses were tested for esch of the four factore
POTERCY, ACTIVITY, CORSIATIHCY and LVALUATIVE, and for the mean of 11}
“cales, ‘1l three hypotheses ware rejected for each factor and for all
scales.

The testing of Hypothesls | Indicated significant differences
between dissatisfaction means for ten organizetional concepts. Testing
of Hypothesis 2 showed significant differences hetween dlssatisfaction
means for five concepts cutside of the organization. GHypothesis 3
concerned a correlation between dissatisfaction scores on the grand mean
of the cyoup of ten and of flve concepts., There was 2 significent

correlation on each of the four factors and the mean of all scales.



The Dlssatisfaction Magnitude Scale appeared to have a design
persitting individusls te discriminate smong concepts when indlicating
dissatisfaction. Individuals responding to the concepts appesred W
heve less dissatlisfaction with concepts cutside the organization than
with those connected with the orgenization, but the correlstion between
the scores on the totsl of each of the two groups indicsted that the
ratio of an Individual's dissatisfection with one set of concepts te the

other set remeing constant.



CHAVTER V

SUSCRCRUP DISEATISFACTION :NZLVS1S 2AND
VALIDATION OF THE DISSATISF2CTION B ONMITUDE SCALE

in order to ¢xplors the velstionship of dissatisfaction to
membership in subsroups, flve hypotheses were 2estesd, Individuals were
assigned to subnroups on the hasis of sge, sex, perceived possibility
of professional sspiratien fulfllliment within the present schosl
dfstrict, tesching level, and dogree to which 1ife sstisfactions are
ohtained in to orcanizational role,

¥elidatizn of the Dissatisfaction Magnitude “cale (U'I¥) was
getermined to be sasential In considering further develnoment of the
Yeale. Validation nf the DIET Involved sdministration of thres alternate
dissatisfaction measyurement instruments, each patternad after an instru-
ment used in merale studlies over the nsst years, Diszatisfaction
gscores on these instruments were correlated with scores obialined on
the same concents awasured by the Mfssatinfaction Magnitude “cale.

Tata sre presentad and discuszed In this chantar nertaining ts
analyeis of dlesatisfaction according o suburour placement of suhjects,

snd ¢o the validation of the Nlgratisfaction Bagnitude Seple,

Subgroupings by ige

Zypothesjis 3,
For teachmrs, no s.gnificant correlation existes bLetwes. dig~
satisfaction maanitude and age on concepts representing both
the srganizational and extra-organizational selting.
This hypathesis was devised te axplore the relatienship of age

and disssti- faction. #re teachers morse Jdissatisfied or less dissatisfled
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8% age increases, or is there no relationship between dissstisfaction
and age

t eorzelation of the tws verlables, age and dissatiafsction wes
computed for easch Factor and for the mesn of 41)] tcales. T'e corre=
lations were computed for each of the fifteen concepts used in the
ins trument,

£ significant pesitive correletlion would suggest thet for s
given concepty dissatisfection incresses ge age Incresses. 2 signifie
cant negative correlstion would suggest that dlseatisfection decreases
&% 59¢ incresses, ‘beence of z slgnificant correlstion wouléd suggest
no significent pattern with reespect to the two variables, 2g¢ oned
dissatisfaction,

The carrelstions for this portien of the study sre shown in
Tablae ViV, There were twelve correlations glgnificent st the .00 level
and one significant at the 0! level., In 211 cpses, the correlations
we:e negative, indlcating 2 decresse {n dissatiefection with an Incresse
in age,

The necgative correletion between asge end dissetiefaction was the
greatest for the concept TUACHING 7% » FROFESSION en the ~CTIVITY factor,
There were significant negative correlations on the three factors
POTENCY, ACTIVITY, and EVALUATIVE for the cencept TACHING AS 7 PRCUe
FESHICH, and on the same three factors for the concept FUBLIT EDUCATION,
There were significant negative coryelations on two facters, CUNGISTERCY
and EVALUATIVE, for the concept CUR PRESENT SALARY SCHEDULE. There was
one significant negative correlation for the concept MY PRINCIFPAL, on
the POTENCY dimension and one for the concept CUR FRCFESSIONAL EDUCATION
ASSOCIATION, on the EVALU/TIVE factor.



TABLE XiVi

CORRELATION OF DISSATISEACTION MEANS
WYTH ACE WY FaCTORS 1, 1Y, IfI, IV 4%D
THE SUM OF ALL BCALES AND BY FIFTEER ITEMS

T e S e el e e e B = - e e we t w Re m P =T ey e e =
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Concept : R I A1l Scales
\ R - S ¥ S % § S =17
2 =18 =06 =00 .06 - .08
3 cel2 =13 =08  -.13 -.13
4 ~e24%  =,13 ~e 10 =13 - 19
5 =12 =09 =15 -2 -e13
6 cel€ w6 =10 =26 -e19
7 seld =01 =18 =13 -.16
g cl7  =a20  =21%  -.26° -.22
9 =217 =.28% =18 =200 - e24
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It was noted that among the fifty correlations for the ten
organizational concepts, only one was positive. imong the twenty-five
correlations for the five extra-organizational concepts, eight corre~
lations were positive. All but alne of the total of seventy-five
correlations were negetive. 211 significant correlations were negative.

Sakeda®® reported slgnificance greater than 001 for @ serles
of tests involving seventy-five correliastions when eight correlations were
significant at the 0% level. "here were thirteen correlstions signifi-
cont at the .05 or grester level for iHypethesis 4, . (n the basis of
these data, the null hypothesis was rejectad., < correlation between
age and dissatlefaction was Indicated in this study. The negative nature

of the correlation indlicated 2 decirease in dissatisfaction with an

increase in eqe,

“ubgroupings by “ex
EIEE!E!!l&*ﬁ&
Fer teachers, no sioniflicant difference existe in dissatiefection

magnitude on concepts representing both the organizational and
extra=orgenizational setting hetween mnles and femsles,

it wegs the purpnse of thie hynothetsis t2 investioate the differences
in meonitude of cdiesatiafactiaon which mioht exigt hetween males and
females., "he hypothesis wne tested on each aof the fifteen concents for
the YOTENCY, CTIVITY, CHSIETHENCY, and EVAILU TIVE Fectors and for the
mesn of 11 Scales,

The data for this hypothesls sre presented in Table xiVII,
Seventy-five t scores were computed based on the mesn dissatisfaction

differences between msles and femeles. ¥Nine of these differences were

“3.’“' » m- !L-
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TABLE XXVIX

Factor

MEAN DISSATISFACTION DIFFERENCEST
BETWFEN SURGROUPS 2SS ICGNED RY SFEY

Concept 1 ' 11 v £1]1 Scales
1 .13 29 13 .04 .14
2 «36 c46* 22 Ko .28
3 e 29% 021 .04 A 023
4 05 «,16 04  =,10 ~s04
8 .14 o12 21 +13 o15
6 JD2¥E  GEWH «39% ST oS3
7 -.04  -,31 .04 -5 05 -0 07
e 28 H1* 31 o A7 037
3 .43% .31 20 «36 c36%
10 0% .04 -022 .18 .04
11 .10 .19 02 .13 .11
12 .14 =34  -,11 -.06 -e15
13 -, 07 .01 -.04 03 -.03
14 oll -,02 = o O (4 o Od
15 19 22 .09 .18 017
* p .03
*¥ pc Ol

© A positive difference indicates grester dissatisfaction for
males.
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significant at the 0% level 2nd four were sionificent at the .01 level.
Femsles chowed significsntly less dissaticfection with STUDEHTS 18 &Y
SCHOCL on the ACTIVITY factors, with FELICH TEACHENE on the VOTERTY
factor, and with OUR FRUPERRIONAL EDUCATION ASSOOL TION on the POTHEY,
FCTEIVETY, COHTIETENCY and EVELUSTIVE factors and on 511 2¢ales, Females
aleo indliceted significantly less diecsaticfaction with TEACHTIHO A8 2
FROFESSION on the POTENDY factor and on 211 “calee, and with OUR PRESENT
SALRY SCHEDULE on the ACTIVITY and EVELU TIVE factors., Males expresaed
less dissatisfaction with My E:MI1Y on the ‘CTIVITY facter.

There wers three slgnificant differences between dissatisfaction
scores =f mon and woemen on the FOTERTY factor, four sn the CTIVITY
factor, one on the TOMNIISTERCY factor, three on the FV2IU TIVF factsz,
sod two on 11 “cales.

he oreatest number of clognificant differences was on the concent
QUE PROFESCIONZL EDUCETION F530CI-TION, Females percelived legs dis-
satisfaction with the association than meolee, particulerly with respsct
to the orasnization’s strength, sctivity and value,

Females expressed sipnificently arester dissatisfaction than
welies with only one concept, ¥ F MNMIlY, snd thig on the LTIVITY factor
a2ione, It wps noted that nelther mnles nor females percelved a great
pmount of dissaticsfaction with the value of MY FAMILY, But teaching
females showed more concern for the dynamic, asctive and leading qQuali-
ties of the fawily.

G the besis of these data, llypothesls 4, wos relected, ¢
significant difference in dissatisfaction magnitude was percelved
hetween males and females as messured by the Dissatlefaction Magnitude

scasle. The cgreater dissatisfection was expressed by males,
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fubgroupings Ry PMmtial ‘tspiration Fulfillment

Uypothesis 4.
For teachers, no significant difference exists in dissatisfaction

s:gnitude on concepts representing both the orgenizational and
extra~organizational setting between those whe perceive the

fulfliiment of seplrations as related 1o the organization and
these whe do not percelve the fulfillment of aspirations.

Jubjects participating in ths study were asked to indicate thelr
professionel 2epirations for the future and then to indicate the pro-

fesslional aspirations which they percelved ss fulfillable within the
present school district, Seventy-thres subjects indicated that all
professlonsl sspirations were fulfillzhle within the present district

while twenty-five indicated one o1 more professional aspirations which

could not be fulfilled in the present distyrict.

“eventy=-five t scores were computed based on the mesn cissatis-

faction differences hetween the two rToups. The dets are presented in

ieble (ivill, for esach of the fifteen concepts and for the four falters

POTENCY, ALTIVEITY, AHCIETESLY, and EVaLU Tivee ang for ll fScales.

ot . T

The only slegnificant differance wese for the concept MY Follid TUAURERS
on the CURATIITENCY fagtor.

dneed on these data, the null hypotheslis wos retained, «©
efgnificant diffesence in dissatisfection appeared butween those per-
ceiving professionas)l zeplretions fulflllable and those perceiving

professional eepiretions unfulfilleble within the present district.

Subgroupings by Teaching Lavel

Hypothesis 4,

Ffor teachers, no signlficant difference exlots in dissatisfaction
megnitude on concepts representing both the orgenizationel and
extra-organizetional setting among groups composed of primary
grede teachers, of intermediate grade teschers, of jJunlox high
school teachers, »nd of bigh school teachers.
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TESLE YXVILX

MEAN DISSATISFACTION DIRFRRENCES™T BBTWEEM
SUBGROWPS A28 ICNED BY PERCEIVED POSSIBILITY

OF ASPIRATION PULFILLRENY I3 PRESENT DICTRICT

i - 18 - o 08 wo 16 “o 16 - 16
2 4 - 13 .13 o17 «02
3 -, 24 -s 14 . 36F .16 ~ode
4 -4 .00 .19 «13 + 00
5 -oill 12 - O3 ol - 0%
& 27 -2 o21 o0 o6
L s «05 10 «23 .18
3 « S0 o 18 28 2% 30
9 «O1 - 06 - 17 o1l O
10 % - o (34 - 09 % o4
11 o205 oF - o (¥ = o002 L2
12 U2 .12 «21 «07 03
13 06 -o1l -.11 =, 16 =06
14 32 - 32 -.11 »s16 - o 06
15 o 1 o 1% 18 17 w14
ol - -
% 5 2.01

* » positive difference indlicates greater dissatisfrciion for

those perceiving the possibility of sepirstion fulfillment
in the present district.



It was the purpose of this hypothesis to test the differences

in dissatisfaction magnitude between groups composed of individuals
functioning st differing levels within the school system. The hypothesis

was tested through analysis of varlasnce of the four groups for each
concept on each of the four Facters and 211 “cales. + multiple com-
paerison program was computed for those concepts end factors showing a
significant F in order to determine the locatlion of the variance awong
the groups.

The data for thls hypothesis are presented in Tables XIIX, (XX,
end (xXiI. Table .17 ghows the F ratic cbtalned through analysis of
verlance and Trbles (- and /Y1 show the differences in dlssatisfaction
means for the concepts snd factors yielding & significant F ratic.

F retics significent at the .05 level were obtalned for the
concept GUR rROFZOTIONTL EDUCETION SOCIETICN on the CORSICTLVNLY and
EVALUATIVE factors end at the 0] level on the FUTENCY and 7CTEVETY
factors andd 11 :cales, ¥ ratlos significant at the .00 level ware
alsc abtaired for the concept MY FiHILY en the +OTENDY, ~CT1viTY,
LVeLUATIVE factors, a:nd on /Al] :cales,

There were twentye-six primary grade teachers, twenty-six inter-
mediate crade teachere, twenty-seven junior high school teachers, and
twenty-one high school teachers in the present study.

The sultiple compariscn of the mean dissstisfaction differences
fer esch group on the concept LUl vRUFLLCIVEAL elUCATIUN -5a0CL TION
indicated significant differences between several groups. un lFactor I,
FOTENCY, and Factor LI, #CTIVIIY, and ~ll Scales, there were two
differences significant at the 0Ol level and one ot the 00 level., Un

Factor 111, CONSIGTENCY, there were two differences significant at the
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TEBLE XXIX

F RATIOS OF DISSATISFACTION SCORE VARIAHCE
AMOHG FOUR SUBGROUFS ASSIGNED 8Y TEACHISG LEVEL:
FACTORS I, II, III, IV AND ALL 3SCALES

Cencept 1 o W 411 Scales
1 132 2.5 .62 L& 1.16
2 2,33 1.9 97 .38 1.26
3 B3 1% 20 .26 .27
. 21 8% 08 .46 3
. 43 31 61 .48 .30
6 4.32%  5,82%% 3,87  3.41% 4.54%
7 2.28  1.7%  1.5%  1.36 2.1€
2 28 36 82 .20 .20
5 1.36  1.43 .99 .81 1.21
19 S7 W11 142 1.0 .78
11 S S .22
12 3,07  3.18%  2.26  9.86* 3464
1% 1.88 33 1.0%  1.04 .42
14 A% 1,12 134 .08 .72
1% 1.30 &8 1.8 1.9 1.47
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TABLE XxXx

MULTIPLE COMPARISON OF MEAN DISSATISFACTION
DIFFERENCES™ FOR THE COMCEPT QUR PROFESSIONAL EDUCATION

ASSOCIATION ANONG SUSCROUPS ASSTONED BY TEACHING LEVEL:
FACTORS 1, II, IXI, IV, ANL ALl SCALES

CGRO U ¥
il
; . Eagtor I fastor il
U F -.7’9" --l? ¥ ig" -, hne -, 28
r
I --ﬂl "'-1‘ I *-32
i “L"m-h
J N YA J JOTE
IFSESTD [ CRSUOUTPIUTIES. [SP)..c... ] | W ESSUESSTIEIPIIRY, [FICTUS I OSSN\ A

# ‘xoups ere identifled as follows:
? = Primery grade teachers (1,2,3)
! = Intermediate grade teschers (4,%,6)
J = Junisr Ngh teachers (7,8,9)
H = High school teachers (10,11,12)

+ A positive difference indicates greater dissatisfaction expressed
by the group listed vertically.
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TABLE XxX1I

SULTIPLE COMFARISON OF MEAN CISSATISFACTION DIFFEREncEs®
FOR THE CONCEPT 3 AMONG GRCUPS ASSIGHMED BY TEACHMINT LEVEL:
¥ 1o 11, IJI, IV, -ND ALL SCALES
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* p <5
LR < ‘:.ol

i Gzeups are ldentifled as follows:
P = ‘rimary grade teachers (1,2,3)
I = Intermediote grade teachers (4,5,6)
J = Junler high teachers (7,8,9)
H = High Schoel teachers (10,11,12)

+ 1 positive difference indicates greater dissatisfaction expressed
by the group listed vertically.
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05 level and one at the .01 level. There were two differences signifi-
cant a2t the .01 level on Factor IV, EVALUATIVE, In sll cases, the
differances were between Junior High Schoel and the other levels, with
arester dissatisfzction expreessed by Junior Migh Scheol teachers.

The multiple comparison of the mean dissatisfaction differences
for each group on the concept MY FAMILY indicated significant differences
between Frimary teachers and the other levels, with greater dissetis-
faction expressed by irimsry teachers. There were two differences
significant at the .09 level on Factor I, FOTENCY, three differences
sionificent at the .0% level on Fector 11, ~TTIVITY, two differences
sluniflicant at 0% and one st 0l on Facter IV, EVALU:TIVE, and one
difference significant at .05 and two at .01 on All “cales.

Cased on these data, the nul) hypothesls wes rejected, / signifi-
cant difference In dissatisfaction ¢ res exist hetween subgroups assioned
en the basls of teaching level. The particular concept being considered
may determine which group expresses greatest dissatisfaction., The
concept OUR PROPESHION'L EDUSATION AS30CIATION wes reted nlgher in
dissatisfaction by Junlor “Yigh “chool teachers and the concept MY FAMILY

was Tated higher in dissatisfaction by Primary teachers in the present

study,

Subgroupings by Satisfaction Tlstribution

Sypethesis 4.

For teachers, no significant difference exists in dissatisfaction
magnitude on concepts representing both the organizational and
extra-organizaticnal setting hetween @& groun composed of those
percelving fifty per cent ar less of thelr total life satis-
factions coming from the teaching position and a2 group composed
of those percelving over fifty per ceat of their totsl life
satisfaction coming from the teaching position.
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Subjects were identified for subgroup placement by satisfsction
distribution on the basis of thelr perception of the per cent of total
11fe satisfactions coming from the teacher role. Fifty-five teachers

who indicated fifty per cent or less of total satiefactlon coming from

the teachine position composed one group and forty-three who indicated

ever fifty per cent composed the other,
The mesn dlesatisfaction differences betwesen the two Qroups was

determined and ¢ scores computed., The data are presented in Teble 1::1L,

There were twelve differences in mesn dissatisfaction scores
between the two groups slicnificant at the 01 level snd three at the
D% level., There were sionificant differences on all four factors for
the concepts FERSUHNIL PRACTICES and MY PRESINT EPUCATION:L Rolt. ©On
the concept TEACKHING A% 2 FHOPESSION, there were significant differences
on the COREISTERDY and EVALU TIVL factors. There was 2 signiflcant
difference on the /CTI¥1ITY factor for the concept TE CTENTRAL QFFICE
CTAFF and on the EVALUTIVE factor fer the conmcept WHEHEL I LIVE.

Sseed on these data, the null hypethesis wes rejected, ¢ ;1qnlf1-
cant difference exlsts betwsen those percelving different satisfaction
distributions., <11 sienificant differences were positive, Indicating
greater dissatlefaction exprossed by theose percelving fifty per cent
or lees of thelr totel life satisfactlons coming from the teaching rols.

Validation of the Tissetisfaction Yagaitude “cele
Using Three slternate Instruments
The validity of the Uissatisfactlen Magnitude Scale was tested

by Yiypotheslis 53

For teschers, no significant correlation exists in dissetisfaction
magnitude on concepts representing both the osroanizationsl snd
extra-organizations] setting and the magnitude of digsatisfaction
as meassured by three zlternate instruments on the same concepts.
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TABLE A{AXII

MEANM DISSATISFACTION CIFFERERCESY B3ETWESN
SUBRGROUPS ASSICHED 8Y SATISFACTION DISTRIGUTION

Factor

Concept 1 9 B8 IV 11 Scales
B e e
1 o24 .09 20 .31 .23
2 o9 16 04 07 .09
3 -4 =03 22 10 +Od
4 22 .22 .28 ¥ .21
s 29 «39¢ 29 .34 .32
6 o122 =26  -,03 .10 «o07

7 LABRRE  EmONR  RQRa  _Afes c49"e
) 07 .13 .01 00 .05
"’ .28 29 JARRE AT . 36%
10 LSO 854 SSER 495 - B2%
11 17 2 04 0% OB
12 .07 .19 1 22 412
13 N 02 12 04 06
14 . b 8 +21 o ABHF 21
15 % - ST W8 § | 10 10 .08
* pgsUB
E% 0 oWl

tion for

* 2 difference Indicates greater dlssatisfac

:,hﬁ::i::::liviﬂﬁ fifty percent or less of their ftotsl life
sstisfactions ceming from the teaching pesitlon.
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The three alternate 1nstruments used in the study wers (1) 2 serles
of statements rated on a seven step scale extending from "lis tops”
throuch "Is completely enacceptatle,” {2) » sexles of statements ratec
ot & seven step zcale extending from “Very satisfled™ through "Very
élssatisfied,” and (3) an incomplets sentence completion test evaluated
sgeinst a seven etep scale by judges. The scales were spplied to the
same fifteen concepts used in the Tissatiefaction Maonitude Sceale.

Fack individus] completed the Disgsatisfoction Yponitude Scale
end one of the three alternste instruments. The Instruments were #fie.
tributed ecuslly amono the instrument packets so that the distributien
to eublects wes st random, Thirtyethree individusls completed alternste
instrument |, thirty-three completed slternate instrument I, snd thirtye
four completed glternate instrument 7, Twe of the instrument 7 pacers
were unusables thirtyveone imdtlvidusls comprised the totel subjects for
that zlternpte Instrument.

The dlesatisfection gcoree on the [ peaticfectieon "sonltude “cale
and ezch ef the glternete instrumenies were transfeorred to I5M cards and
8 correlation procyvem operated go that the slternate insiruments w%ri
corvelzted with the Tiscatisfaction Magnitude fcale for emch of the
fifteen concepts In the study, The ¢date from the correlsticnel study
are presented in Table :X]i1,

The correlation matrix presented fifteen correlatione for each
of the three Instruments making a totel of forty-five correlations.

Ten of the filfteen correlatione for instrument : were sionificant at
the .01 level and one at the .05 leve!; nine of the fifteen corre~
lstione for instrument § were significant at the 01 level »nd two at
the 0% levels nine of the fifteen corielations for instrument C were

significant at the 01 level and one et the 00 level, 4 total of
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TABLE XXXII1

CORRELATION OF THE TISSATISFACTION MAGHITUDE
SCALE WITH ALTERNATE VALIDATING INSTRUMENTSY

R I e i e o g e i, N Sk, - gl T B Bk B e B IR gy T R gl ey

Concept Instrument 2 Instrument © Instrument C
Yumber ¥ = 31 N = 34 N= 33
l o ATHH 18 o TRH
2 2% 30 o A
3 S oAAN S 02
A JBOwS s AT BT R
> o DTNE ALTS 23
6 o APV N 6"
7 o22% ¢ o02%¢ 43¥E
8 Y ¥ o o 12%% T
S o TTHW 28 ol4d
10 24 o SO A"
11 o A% o AR o AGRY
12 S R L age
13 0 o2l -
14 20 HO¥# 22
15 = J2% 32
* p <08
= p<.Cl

+ & =geven step scale extendinc from "Is tops”™ through “le
completely unacceptable.”
B -geven step scale extending from “Very satisfied™ threugh
“Yery dissatisfied.”
C «incomplete sentence completion test.
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twenty~-eight of the forty-five correlations were significant at the .01
level ond four of the forty-five correlations were significant at the

.08 level. Sakoda™® Indicated that a totsl of four correlations out of
forty-five significent at the .01 level indlicated » 001 level of signifi-
cance for the serles of tests. There would be one chence in 1,000 that

as meny as four significant correlatlons would appesr by chance in
forty-five. The tota! of twenty-elght appeared highly significant,

On the basis of these deta, ‘'ypothesis 5, stated in the null form,
wee rejected. The Dissatisfection Magnitude “cale shared equal valldity
with the less dlazgnostic imstruments /, 7, and 7 which had been usec
in studles over the past forty vesrs. It appears that tha Tissatisfaction
Fagnitude Scale le capable of exploring dissatisfaction with greater

scphistication purmitting disgnosis of dissatisfactlion in depth,

USRS Y

vata testing six nypotheses were presented in this chapter.
Five of the hypotheses explored the relationship of dissatisfaction
magnitude to subgroup plicement of Individuels sccording to age, seéx,
perceived possibility of professional sspiration fulfllll;ntiwlthtn
the present scheol district, teeching level, and the degree to which
1ife satisfaction is obtained in the organizationsl role, The sixth
hypothesis tested the validity of the Dilssatisfsction Hagnitude “cale
throuch correlation of dissstisfaction scores on fifteen concepts for
the Ulssatisfaction Hagnitude icale and each of three alternate dise

satisfaction measuring instruments.

Uf the seventy-five correlations for dissatisfaction and age,

%6 skoda, Jog. cit.
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thirtesn were significant at the 0% or grester level. /11 significant
correlations were negative, indicating a decrease in dissatisfaction with
an Increase in age. The greatest negative correlstion was on the concept
TEACHING A5 A FROFESEION, The null hypothesis wes rejected,

Seventy~five t scores were computed to determine the sicnifl-
cance of the differences in dissatisfaction between males and females,
Thirteen of the differences were significant at the .05 or greater level.
The greatest number of significant differences wes on the concept OUF
PROFRESEIONAL BDUCATION A080CILATION, Tareater discatlasfaction wes
expressed by maies on all significant differences with the exception of
the concept MY 7P MlLY. The null hypothesles was rejected,

ihere was only one signlficent Sifferance in dissatisfaction
magnitude hetween groups sseligned by percelved possibility of profes-
sional ssplratien fulfillment within the present éistrict., The null
hypothesis wae retalined,

+n anelysls of varlence paogram Indicated significant varisnce
between groups assigned by teaching level on twe concepts, LUl FFLFl e
~IONAL EDUCATION ACLCCL TION end MY FRMILY, & multiple Comper ison indi-
cated greater cissatisfaction by Junior High <chesl teachers then other
¢IOUps on the concept UVl vitlloo liiis LOWATIME 28001 TIvs and signifie
cantly greater dissetisfaction by !rimery tesclers on the cencept A
FridilYe, The null bypothesis wes 1ejected.

‘here weie fifteen slgnificent differences in dlesstisfaction
mapnitude between groups assligned on degree of total life satisfaction
coming from the teachling position. / total of seventy-five § scores

were computed. All significant differences were positive, indlcating

greater dissatisfactlion smong a group composed of those perceiving
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fifty per cent or less aof thelr total life satisfections ceming from
the teaching position., The null hypothesis was rejected.

The Dissatisfaction Megnitude “cale was valldated through
correl tlon of dissetlisfaction scores with three a2lternate instruments
in common use in past years., Of the forty-five cerrelstions, thirty-
two were significent at the 05 level or greaster. It was determined
that the Dissatisfectlon Magnitude Scale showed equal validity with
the alternate instruments., Ia addltion, 1t provided mare dats for

diagnosis. The nulil hypothesls wes rejected.



CHAPTER V1
SUNMMARY, COMCLUSIONS ARD RECOMMENDATIONE

There has been a cantinual incresse in interest concerming the
relationship of man to his work. In the twentieth ceatury, this
relationghip has been explored through a variety of etudles conducted
in numercus organizations! settings. In recent yesrs much of the
systematic research has considered the satlsfaction er dlssatisfaction
which teachers percelve in the educsticnal organization roie.

Lach ole Incumhent brings to that rele hils own unique need
pattexns, In fulfilling the organizational rele expectaticon, the
incumbent alvo nttempte to fulfill hle own neede, “omwe stwiles have
concentrated upnan these needs of the Individual, soeme have concentrated
on the prganizstions] role, zod others on the giganlzstion 1teelf,

One of the srprosches haes heen to study the sanner In which role
incumbents meet 1nZ2ividual neede sn! nrganizstional role expectations
gimeitancousiy. “hen this congruency of need snd role expectation
eccurs, identica! bSehavior satisfles hoth reguirements for the indi-
vidual. Sueh 2 state may eliminate dleenticfaction for the individual

and/ox incresse satisfactien.

furpeees of the “tudy
Then the needs of the Individual asre not met through the
organizational role, the individual mey experience dissatisfaction,
it was the purpose of the present atwdy to identify and te megsure

dissatisfaction experienced by public school teachers, beth within the
organizational setting and outside of the organization,
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It was concelved that the transactional sdministrator could mere
effectively bring about a state of congruency between individual need
and organizational rele espectation if he were cognizant of the hasis
for the lock of congruency. His action might include attempts to modify
the individusl's role expectation or perception of that role expectation
and/axr to medify the individual's need pattern or perception of need.

In order to take such actian, the administrator must be able te (1)
{dentify areas in which needs sre nst heling fulfilled, (2) measure the
magnitude of the lasck of fulfillment, snd (3) receive clues concerning

the optimum ¢ rection of any medification of xole, need, or perceptien,

Frocedure

‘s & part of thils study, the Tilesaticefactlion Magnlitude “cale
("182) was developed to enahle the measurement and identification of
dissatisfection resulting from incongruency of need and role expecta-
tion. The Instrument wss administered to one hundred claszroom teachers
telected a2t random from the tsaching staff of an 2,900 student sub-
urben public sehanl district. The teachear arsup included forty-four
mzlee and fiftyesix females., Twentyefour primarv corads .tl*ll:hil‘li
twenty=six intermediste grade teachers, tweniy-pix junior hioh schenl
teachers, »nd twenty high echool teachers were included. The average
age of the group wes thirty-five vears.

The Dissatisfaction Magnitude “cale incorverated the blepslar
ad jective design utilized by Osgeoed, “ucl »nd Tannenbaus®? ‘n the
measurement of meaning., Farticipants in the present study indicated
thelir feeling about ten concepts present in the organizational setting
(0.9., ¥Y FRINCIFAL) and five concepts present outside the orgsnization

*Tosc00d, epe git.
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(@egs, WHERE I LIVE) by thelr response on a seven~step scale with poles
bounded by poler adfectives (e.g., goed - dad, strong - weak).

The twenty blepolsy seven-gtep sceles were prasanted for <ach
of the fifteen concepts and were marked first with an 3 for ¥ to indi-

cote the individual's feeling aboutl the concept at the present time,
te indicate

T™he same scales were then marked with an | for JATISFIED

the individual's feeling about the concept as 1t would be 1f he were

gatisfled. The difference between the Y for MW and § for ZATIS
marks was termed digsetisfaction. The distance bhetween the two marks

on the sevenestep scale indicated the degree of dissatisfaction with that
concept on that scals,

The tweniy scales were factor snalyzed to determine any umnler-
iying factor structure. Four factors were ldentiffed: COTENDY, SCTIVITY,
CURSISTENCY, ond LVild T1iGe 711 subseguent analyels and reporting of
date were for sach of ithe Factors end for the mean dissstisfsction for

211 “cales,

thypotheses
HNine hyvotheses were tested throuch aﬁminittratl&e of the
Hlesatisfaction Moonitude “cale. The hypotheses were constructed for
the followine purposes:

l. Te determine areas in which teachers percelve z lack of
cengruency between need and rolae,

£ 0 determine the magnitude »f dissatisfsetion perceived in
areas where Incongruency exists.

S« To dotermine the relstionship of the meonitude of dige
satisfaction of teachers in verious orgenizetional areas
to the megnitude of dissatisfaction in sreae sutside af the
organization,

4. e detexwing the relationship of dissatisfaction meunitude
to membership In subgroups assioned on the basle :?gm,
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sax, perceived possibility of sspiration fulfillment in
the present district, teaching level, and satisfaction

distributian,

s, To determine the feasibility of the Mssatisfaction
Hagnitude Scale as & diegnestic instrument for the messure~-

ment of disseticfaction.
Fesults

The vank order of ¢ e fifteen concepts included in the study,
ranked from greatest to least dissatisfaction, was (1) & REWYE OF STUDRETS,
(2) FUBLIC EDUCATICH, (3) OUR FRESENT £4LaBY SCHEDULE, (4) TEXCHING AT
A PROFESSION, (D) STUDENTS I8 MY SCN0UL, (6) DRETRICT FERGOMNEL iRACS
TICES, (7) CUR PROFESSIGHAL RLUTATION ASSCCITIOR, (8] ¥Y FRL3ENT
EDUCATIONAL BOLE, (9 MYSELF, (10) THE CRMTRAL UFFICL BT4FF, {11} WY
PRISCIPAL, (12) My FELLOW TERCHERS, (13} wnils 1 LIVE, (14) MY FRILNDS,
and (15) EY FAWILY.

typothesis | tested the significance of differentes in mean
élssatisfaction among the ten argenizational concepis. “here were a
tatzl zf one hundred elghty comparisons computec., Forty-siy af the
diffsrences wore significant 3t the 01 level and twentyefour at the
0% level. The sull hypothesic was rejected. Slgnificant differences
in meen dissatisfaction did exiet smong ten concepi: preeent in the
srganizetional setting when measured by the Uissatisfaction Mepnitude
scale.,

Hypothesis 2 tested the signiflcence of differences in mean dis-
satisfaction amenu the flve extra-crganizational concepts, There were
a8 total of forty comparisons computed. Twenty-ooe of the differences were
significant at the .01 level snd six at the 00 level. The null hypothesis

was rejected, ‘ignificant differences in mean dissatisfaction did exist

among ten concepts present outside of the organizetional getting when
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seasured by the Dissstlisfactlion Magnitude “cale.

Rejection of Mypothesis 1 and lNypothesis 2 would indicate that
teschers do discriminate among stimull present in beth the orgsnizetionsl
and extra-organizational setting when Indicating diesatisfaction, It
aleo would indicate that the 'ssatisfaction Magnitude “cale design
would permit individuals to express differences in dissatisfaction,

Hypothesis 3 tested the correlstlon between the ¢rond mean dls-
satisfaction scores for the ter orgenizational concepts and the grand
mean “iscatisfaction scores for the five extra~crganizational conceptis,
There wes 2 correlstion significant at the D! level between the two
groups of concepts on each of the four Factors and 711 “cales, The
nul!l hypotheslis wss rejected, ' significant correlation €icd exist
between ocroanizational snd extrpeorganizational concepte, “he mean
dissatinfaction scores were considerably lower for the extra-orcanizational
concepts., Individusls tended to meintalin a consietent ratle of dissatis-
faction between the job and life Iin ceneral, but expressed considerasbly
less dissatisfaction nutside of the jobh,

Hypothesie 4 consisted of five sub=hypotheses, <11 five were
designed to test the reletionshi; of dissatisfaction te subaroup
membership of teachers. “omé hypotheses were tested by correlstional
procedures and others included 2 test of sieniflcance nf the difference

betwesan means,

Yypothesls 4, tested the correlstion betwesn mesn dissstisfaction

scores and age. ‘eventy-five correlations were computed. “here were

tweive correlations significant at the .05 level and one s.gnificant
at the Ol level. All of the significant correlations were nagative
indicating a decresse in dissatisfaction with sn increase in age. The
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null hypothesis was rejected. / significent cerrelstion did exist

betwosn dissatisfaction and age.
Hypothesis 4, tested for significant differences in mean dissath-

faction scores betwesn males and femsles. OFf the seventy-five % scores
computed, nine were significant at the .03 level and fouwr at the 01
level., The null hypothesis was rejected. There was a significant

difference In dissptisfaction between males and females. /11 but one
of the significant correlations showed greater dissstisfaction by males.

Hypothesis 4. tested for significent differences in mean dis-
satisfaction scores between 2 group perceliving the possibility of pro=-
fessional sspiretion fulfiliment in the present district and those not
percelving the possidbility. ./mong the seventy=-five t scores there was
only one significant at the .00 or greater level. The null hypothesis
was retainecd. XNo significent difference in dissatisfaction did exist
between twe groups who perceived the possibllity of professional
aspiration fulfillment differently.

Hypothesls 4. tested for significant differences In mean dis-
satisfaction scores emong groups representine four teaching levels:
(1) primary teachers, (2) intermediste grade teachers, (3) Junier hieh
schoo! teschers, amd (4) high schen) teachers. ‘nalysis of variance
yielded significant F ratlios on two concepts, CUR FRUPESSIONIL EDUCATION
FSSOLTATION and WY FAMILY., & multiple comparisen amony the Groups on
these concepts indicated signiflcantly greater dissatisfaction for
junior high schoal teachers than for the three other groups on the
concept OUR PROFESSICHAL EDUCATION ASSUCL: TION and significantly grester
dissatisfaction for primery teschers than for the three other groups on
the concept ¥Y FAMILY. The null hypothesis was rejected, “ignificent



differences in dissatiafaction did exist amonp groups tesching st

varying grade levele,
Hypothesls 4 tested for slgnificant differences in mean dise

satizfaction scores betwsen p group composad of those percelving fifty
per cent or less of thelr 11fe satisfactions coming from the tzaching
position and those percelving over fifty per cent., Fertyefour per

cont af the teschers indlesatod aver onachalf of thelr 11fe ssticfactions
coaing from the teaching poeltion., Twelve of the seventy-five differances
were significant at the D1 level ind three at the %. The null
hypothesis wes rejected. & slynificant difference did exist betwesn

the twe groups, "he gregter dissatisfaction waes expresasd by thoase
percaiving flfty per cent or lesg of their total 1life satisfactiong
coming from the teaching rsle.

Hypnthesis 3 2asted the valldity of the “isaestisfaction Wsunitude
acale, Those irmdlcating dizgatisfaction on the TIMY alan completed ang
of three zlternate dissatisfaction measuring instrup nts., The alternate
instruments, typlcal of those prevalent in etudies aver the nast foyty
yeare, were: (1] "lg tops” - "Iz completely unsccentable’ scale,

(2) "Vary satlsfied - very dissatisfled scale and {3) incoempliete
sentence test. OFf the forty-five correlatisng, Sweantvenlne wers sianifi-
cant at the O] level and four 2t the 0% level. The hichezt signifi-
cant correlation at the .21 lavel was .20 and the lowest .41, The null
hypothesls was rvejected., & signiflcant correlation did exist on dlge
satisfaction scores between the "igsstisfaction Eagnitude Scale and

each of three alternate instruments. The DIM sppeared equally walild

with less diagnostic instruments commanly used in measuring Aissatise

faction.
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Eight of the nine sull hypotheses in the study were rejected.
There were significant correlations of dissatisfaction scores between
organizational and extra-organizational concepts, between dissstisfaction
and age, and betwesn the Dissatisfaction Magnitude “cale and three
alternate dissatisfaction measuring instruments, There were signifi-
cant differences in mean dissatisfaction scores among the ten organiza-

ticnal concepts, and between subgroups assigned by sex, teaching level,
and distzribution of satiafaction.

Conclusions

It was the purpose of this study to ldentify snd messure dissatis~
faction experienced Ly public sehool teachers both within and outside of
the sducztional organization. In order to identify end measure dis-
satisfaction, 1t was necessary to develop and administer an Instrument
more dlagnostic then those pressntiy asvallable. The inatrument developed
wos the Tlissatisfectlion Hagnitude 'cale.

It appeaxed possible to ldentify and measure dissatisfaction
theough administration of the Dissetisfaction Magnitude lcale. Factorx
snalysis of the scales used in the instrument strengthened the disgnostic
potentisl. Interpretstion af the vast smount of data availsble through
sdministration of the instrument could assist the transectionsl zdminis-
trator as he seeks to produce 2 heaslthy crganization where indlividual
needs snd organizationgl role expectations are congruent,

The dissatisfaction indiceted by subjects in this study may alert
administrators to areas of possible dlesatisfaction. Zlertness to

potential dissatisfaction may enable early diagnosis and trestment of
problems.,
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Recommendations for Further Study

The study of morale and dlssatisfaction has been extensive. The
present study can contribute only 2 smsll part to the literature.

Cne serious limitetlion has besn the single administration of the
Cissatisfection Magnitude “cale. “ubseguent administration of the
instrument with cther semples, together with continued factor analysls
of the scales can Incresse the va!idity. oy reducing the number of
scales necessary, grester sase of adminietration will be facillitated.,
Further administrations of the UI¥T %o teacher croups could aesist in
establishing some possible dissatiafaction msgnitude norm. These ne: s
would permit comparisons of dlssatisfaction with sther groups 26 well
#s among people within the sample,

It {s recommendear! that subsequent research utilizing the TN
brosden the scope of concepts used. The presont etudy included concepts
mre pertinent Yo Verzherg's "hvolene” factors. Incluesion of cancepie
treating the "entivator™ factare would permit the possiblility of
measuring catisfaction as well ns dissatisfaction.

The selection of cther scales for the DI may incresse the number
of factors meazswred by the instrument and therehy increase its diagnostice
gualities. The ereater the dizgnestie dower of the instrument, the

greater its potentis! value to the slext iransactiona! adeinietrato:.
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APFENTIIY A

“lssatisfaction Magnitude Scale (DIMs)
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THE BE/ASUREMENT OF TEACMER DIGSATISFACTION
Form %1 - 1966

_l_mamn The purpose of this study is to measure teacher dissetise
f:;t}un* Y having varlous peaple indicate how thay would feel 1IF

; and how they feel HOY agbout certaln situaticns and items. In

responding, please nkt mr_];dq-tntl on the basis of how YLU feel
sbout the item In YOUR FRESENT iOSITICH.

Un esch page of this booklet you will find & different i{tem to be judged
and beneath it a set of scales. The poles of each of the twenty scales

are indicated by pairs of adjectives such as good - bad, wise - foolish,
or weak - strang,

rlease raview the twenty sceles twice for each page marking es follows:
1. The FISET TiM through, place an & for XV in the appropriste

Blank t¢ Indicate how you foel sbout the item a2t the top of
the page U 1M YUUR PRESEST sFusiTIUH,

2. The SECCHI TIME through, place an : for LATISFILD in the

approprinte blank to indicste 0¥ Y{i aLill iLﬂ HAVE 1¢Q FELL
sbout the item at the tov of the (pace j_\,; JETYGFLED o

Example: ~ scale with the poles good - bad presents these optlons:

Harked =e follows concerning the ltem JTWCCL O/ LEHDAR one would he

qoor! : 2 i

——— g S

- ! bad

e it %

indlcating his feelling thot the school calendar s slightly bad, but
would have te be cuite good in crdexr for the individual to feel
satisflied, It {s not necessary for . (satisflied) to be st an extreme of
the scele unless that s exactly the level aeeded ‘oz your satlefaction.

The i and © should be on the same blenk 1f you are satisfied with the
item now.

IEFCRTANT S

l. ¥lace your 5's and 5's in the spaces, not over the colons.
2. BSe sure to merk ell the i's Tirst, then go back znd mark the 5's

o net be concerned 1i 2 scale does Nt sppear (epsonable for the {tem.
Mark it the best you can ta indicete your feeling., Make cach item a
separste and independent Judgment. ~“ork 21 & falily high rate of speed,
not puzzling over individual items, but recerding flrst impressionge~
the immeciate feelings about Conceptls.,

Thenk you very such for your asslstance. &1l responses will remain
S NONYMOUE ,
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EIRST - Mark ¥ for 5U- on each of the 20 scales,

Lof DECFESSIONAL EQUCATICH A0SCUleTION

2o pessive ¢t &t a2 1___ active

EP organized ¢ ¢ vt +___i____ disorganized
fe uncooperative _ s s 1t 1t coopsrative

= succeseful s ¢ ¢ r _t 3 unsuccessful
é. following i s 8 3 ¢ 3 leading

Te ratiomal ____+ 1 4 3 ¢ i emotional

8. ARV . A §______ faolieh

Se informsl ____ o __ 3 11 formal

13. unpredictable ____ ¢ v+ ¢+ 1 predictable

11. T S TR (PR N (W, SO unfair

12. s tronc g : 3 t ! t weak

13. efficlent : a 4 2 : t . Inefficient
14, $tatic 1 y Y ' 1 t dynamic

15. Inconsistent ' ¢ t : : i tenslstent
1€, direct ; : 3 t 2 ; circuitous
17. pleasing ; : : X ' : annoying
18. progressive ¢ : : t f 't Técressive

1%. stable t ! t : : s unstable

20. veluable T R worthiess

OO0 TO TRE ToF OF TME F/GE and merk [ for 30 JiZ on each of the twenty

scales.

FMEN YOU SAVE MARKED X /ND J on esch scale, please go on to the next page.
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ALTERN/TE DISSATISPACTION INSTRUMENT A

WARE an “Y™ before the statement thot best tells hew you feel zbout
each of the iteme 1isted.

2.

S

PARENTE OF STUDENTS

s
2s
3.

— 2FO tOops
— AT€® GQoOd
—— 81® aCceptable
—— Fhould be bette:
should be much better
— T8 almMost unaccepteble

are completely unacceptable

STUDESTS IH BY 3CW0L

are tops

are good

are acceptable

should be better

should Y murh hatter

are slmost unacceptahle
are completely unacceptshle

FELICY TEACMER:

are tops

aTE Q00d

BT® accepntable

should he hettery

should be much better

Te almost wneccertable

are completely unacceptahle

FRIMCIPZL

is tops

it good

iz acceptable
should be better

should be much better
{s a2lmost wnascceptsdle
iz completely unacceptable

THE CENTRAL CFFICE STAFF

1.
2.
3.
4.
Se
6.
Te

is tops

it good

is acceptable

should be better
should be much better
is almost unacceptable

— 18 cOmpletely unacceptable

il
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6. QUR PROFESS IONAL FOUCATION ASSQCE: TION

1. R is tops

2. S — is sood

e is accoptable

4 . thould be better

Se __ should be much better

G ____ is almost unacceptable
Te le completaly unacceptable

Te DISTRICT FERTCRMEL VARCTICES

e e tops

2 are goed

3e Are acceptabvle

4, sheuld e better

<o should Le much better

6. 2re almost unaccepteble

7 3re completely unacceptable

3- Wil rre’ '.r."‘\T \ -).f fi?":.‘: ...t.'.

le is tops

2o iz good

Je ~ i8 acceptable

1, showld he bette:

Se should bHe muuch bLetter

ia slwost unacceptishle

y iv completely unacceptable

|

|

Pe TRAOCHING. AT 8 FRUFEES IOR

) 1s tops
2o is good

3o . s agceptable

4, shouls be better

e should be mich bettsr

B i almost unsceceptadle

7. ie completely unacceptable

10, MY PRESENT EDUCATIONAL ROLE

1- dll e i‘ tﬂp.

2« 13 good

30 oo 18 acceptable

4. should be better

5 — should be much better

6. _____ 1is almost unacceptable

7. is completely unescceptable
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MYEELY

l. — TR tOps

e — R good

3¢ o % scceptable

S thould be better

e should be much bstter

G am slmost unaceceptshle

T am completely uaacceptable
MY FeMILY

P is tops

2o in aood

3. is acceptable

4, should be better

e should be much better

&, is slmoet unacceptable

7o is completely unscceptable
WY FPRIaN

1o are topse

2e pre good

S syé scceptable

8 thould bhe bhetter

De thauld be much hetter

&, #r& almost unaccepteable

Te are compietely unaccentable
THE AREA I8 SHICH I LIv:

le is Tons

2e is good

3e is scceptabie

Ko ... whouid he bhetier

e should be much better

b, iz almost unacceaptable

7. is completely unacceptable
SURLIC EDUCATIOCN

is tops

Pe is good

Je i is scceptable

4, A ‘hﬂ"‘ld he better

S e, Shouid be mich betier

Ge .. is almoat unacceptahle

Ta is compietoly unacteptsbie
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ALTERNATE DISSATISFACTION INSTRUMENT 5

WRK am "x" before the phrase that best tells how you fewl about each

of the items Iisted,

1. PARENTE OF STUDENTS
1. — VOry satiefied
- I l.tl'f‘"
e somewhat satisfled
4. . neither satisfled nor dissstisfied
2, somewhat dissatinfied
6o dissatisfied
Te very dissatisfied
2¢ ESTUANTS I3 MY SCHOGCL
Le very satisfled
Ze . satiefled
3. somewhat satisfied
4, neither satlefled nory dlegatisfier
Se pomewhat dissatisfied
6o .. “Zinsaticfied
Ta _ very digcatisfied
3: MY FLLLE by Mo}
Lo vaery caticfiar
- satisfled
- enomewhat catiefied
4, nelither sstisfleod any Slecatiafied
%o somawhat dissatigfied
Ga dligsatisfied
Te very digsatis(led
d, WY PRI 1rRl
le _____ very csatisflec
?- Ssiamiial !ﬂti! '1“"
Je . Somewhat satisfied
4, nelther gsatisfled nor disegtinfie
Se¢ _____ somewhpot diesatisfied
6. Afasatinfled
7e very dinsatisfiod
8, Ite CENTRAL CFFICLE CTARF
le ______ very satisfled
2. _____ satisfled
e ___ tomewhst satlsiles
a, neither eotisfied nor dissatisfiled
e . Gcwmewhat dissatisfled
6o dissatisfled
7e very dissatisfled
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7.

s

1.
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CUR PROFESSIONAL EDUCATION ASSCCIATION

Very satisfied

2.
3.

setisfled

somewhat satlisfled

neither satisfied nor dissetisfied
somowhat dissatisfied
dlesatinfied

very disecatiafied

FERGONNEL PRECTICES

vory satisfled
satisfied
somewhat estisfied

neither satisfled nor disecatisfled
somewhat disgetinfied
Aiscatisfied

very dicsesetisfied

VIR P RESERY waloRY SOREDULE

3

T - _:- % = [ r "
- e - | - N

very satisfied

satisfles

somewhat satisfied

aelther -atisfied nor dissatisfied
gomewhat dissstisfied
dlsontisfies

very dissziiafied

- 4 AT E £ AT R
e PEQYES S I

very satiufied
satlsflad
somewhat zatigflgd

- afither zatisfied nor dissatisfled

somenhat dizsatiefied
dissatisfisd
very dilsssticfied

bl B .

i " E

Y F R  ; i
w i T - = L

very satisfled

satisfled

eomewhat satisf log

neither sstisfied nos dissatiefied
saumewhat dissatinfied
dlssatiofled

very dlseatictied
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MYSELF

Lo e VOry satisfied

24 ——— 8tisfled

e o _ EOmewhat satisfled

%o . Neither satisfied nor dissatisfied
S e, sOmowhat dissatisflied

€, _— ‘llﬁltliftﬁ

To e VEry dlssatisfied

Y F:aNILY

la very satisfied

- . ‘ﬂtiﬁfiﬂ&

30 e SUmeWhat satisfied

4. nélther setisfied nor dicsatiafied
e somewhst dlsestisfied

€. dlssatiefiesd

Te o Very cdliseatisfled

W FRITI

le very catisfisd

ce Eltllfied

3e somewhat satisfled

£, nelther satisfisd nor disestisfiad
. 0 tomownat disgsstizfied

Ce dissatiefies

Te Very diesatisfied

THE AREX I <MICL T rrvs

PN viry satisfied

. E&tﬁﬂfiﬁﬂ

i 0 . bomewhal setisfied

A4 nelther setisfied nor dicentisiied
Sa gomawhat digestiafled

e Cissntisfied

7 very diesatisfiad

MIRLIC BT UCATICH

s very satisfied

Ze iR satisfied

3. _____ somewhat satlefled

A, neither sstisflied nor dissstisfies
e . Bomewhat dissatisflied

(. dissatiefied

Te very disgatisfled
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ALTERSH TE DISSATISFAOTION IMSTRUMERT C

COMPLETE each sentence with a few words which Indicate how satisfied
you are with each of the items 1isted.

1.

2e

da

Je

Ge

Te

e

9

19,

il.

12.

rarente of students are

Tt 31 T A Rt . . . A S 4 S B S . i Al A S A . e e e e

Students in my school are

e P | S S s T B B R o B B e A

Hy Fellow teachers sre

iy principal s

S s g . g Ty LA iy L e i g B ety gl AL 1 e 1 R i et T PR e Ui e e

- i — _— F .

T™he central offlce staff is

Y PR PRI T ST S YRR R Y

O e s W

o T e L R e i i 2T o —— g

Ay professional education associztion i3

g — W - T —

g T W, - — -

S

Bl _ 2]

Uletrict rerzonnel practices are

F o S R

T, e S

Cuy present sslary schedule is

- = o e

Tasching as a profession is

Nl T

e ST —

el .

Ao P s A ot 4 D Tl 8 S I PRI O R VRO g R ST e g i I g AR T A P i A e Rl

¥y present educatioensl rele is

Hyself

My family is




13, My friends ave

e s o A A A . . o s A, P et 0 bl i % e NIt N e W 4

e A P O A S A TP S I A e A iaeorslorairs
15, Public education is

e P — T T T A e T CEENES R et S e Ay T B S S G S i

e —



|
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iPPERRly C©

flographical Jsta ‘heet



THE MEASUREMENT OF TEACHER DISSATISFACTION

RICCRAPHICAL DATA

In order that this study may be as comprehensive and useful as possible,
plesse give the following information:

L
25

3.

-

6.

irge at last .trth‘lf ® 9 # & # 0o 8 @ & 0

Marital status . & « ¢ & eingle i 1|
merxied 2
divorced _____ 3
widow 4
S.’ ® & & & & = & @ @8 @ "1.___ 1
femsle 2

rresent teaching level:
i‘l‘lmy EF-"EB- - o & & 5 @ ®» @ 1
IMHﬁilti {H) WA <
Junior High (?"9}. P * & & 8 » 3
Jeniox Vigh {19*19}- s 2 & » @ , 4

Number of years you have taught at pres-
ent teaching level . ¢« ¢ « ¢ ¢ o ¢« ¢ « o

intal number of years you have taught .,

Check the following statement(s) which
best describe(s! your zepirstions for
the future:
8. to be an adminlatrator. « -«
be to change tezaching level, .
C. 1o change subject ares. « .
de. to get sut of education . .
€

L L S

e, to make other chance, .
f. to continue I{n present rol

T

Check helow the letter of the asplration(s)
you marked above AMICH YOU BILIEVE Cr3 40

FULFILLEL IN THIS DISTRICT.

.

“we e e
* o ® a @

P & 6500 w=

(5 = 6)
(93

(e )

{10 = 11)

{12 - 13)

{ 14 )

(1% )



Un the bar greph below, shede In the per ceat
of your total 1ife satisfections which you feel

from your present teaching occupetion,

0 -

THE ADOVE INFORM TION wILL BE PROCFUSED ON IBM CARDT ANU L& MOT FOR THE
PURPCSL OF IDENTIPYING INCIVILUWLS, Thenk you for your assistance.

( 16)

bW N -
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