
A STUDY OF THE RELATIONSHIP OF AGE, TENURE, 

EDUCATIONAL LEVEL, AND PRINCIPAL'S 

LEADERSHIP STYLE TO TEACHER 

JOB SATISFACTION 

A THESIS 

SUBMITTED IN PARTIAL FULFILLMENT OF THE REQUIREMENTS 

FOR THE DEGREE OF MASTER OF ARTS 

IN THE GRADUATE SCHOOL OF THE 

TEXAS WOlviAN 'S UNIVERSITY 

COLLEGE OF EDUCATION 

BY 

ELIZABETH W. SIBLEY, B. A . 

DENTON, TEXAS 

APRIL, 1980 



Acknowledgments 

Thanks are o ffe r e d to Dr. John McFarland who has offered 

the i nspiration a nd encoura gement needed for this project; 

t o Dr. Paul Petty who has c ont ributed valuable comment s 

r egarding the form and content of thi s paper; to Dr . Caro l e 

Crews who ha s freely g iven g uid a nce, advi ce , a nd enco uragement 

to every detail of this project during the two yea r s f rom 

its beginning to its completion . 

iv 



TABLE OF CONTENTS 

Chapter Page 

Acknowledgements . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . i v 

TABLE OF CONTENTS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . v 

LIST OF TABLES . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . vi i 

I INTRODUCTI ON . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 

Statement of Pr obl em . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 

Rationale for Study . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 4 

Questions to b e Answe red ....................... . 7 

Null Hypothe s es . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8 

Li mitations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9 

Definition of Terms . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9 

II REVIEW OF LITERATURE... .. ........................... . 1 3 

The Wo r k of Herz be r g and Ma s low .. . ......... ... . . 1 3 

Later Studie s of Job Sat isfacti o n ........ . ..... . 1 6 

Studies Involving Age , Tenure , and Educati o na l 
Level . .. ....... .. .......... ... ............ .. . 18 

Stud i es Involving the Role of the Supervisor . . .. 21 

Surrunary. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 24 

III DESIGN OF STUDY .................. . ................. .. 25 

Sampling Procedures ... . .. . ...................... 25 

Collection of Data. ............................. 25 

Instrumentation . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 6 

Data Analysis . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 7 

IV PRESENTAT I ON AND ANALYSIS OF DATA .. . ......... ... ..... 29 

v 



V SUMMARY AND CONCLUSIONS. . • • • • . • . • • • . • • • • • • • • • • • • . • • • 50 

VI REFERENCE LIST. • • • • • • • . • • • • • • . • . • . • . • . • • . . • • • • . . . • • • 55 

VII APPENDIX .•••••.•.•••••.••••••••••• • • • .•.••••••••••.. 59 

vi 



LIST OF TABLES 

Table Pqgg 

l Analysis of Variance Surrunaries for Hain 
Effect of Age . 30 

2 Results of the Modified LSD for the Main 
Effect age: Rec Facet 31 

3 Results of the Modified LSD for the Main 
Effect Age: Ach Facet 32 

4 Results of the Modified LSD for the Main 
Effect Age: AU Facet 3 2 

5 Results of the Modified LSD for the Main 
Effect Age: Adv Fac et 32 

6 Results of the Modified LSD for the Main 
Effect Age: Ind Facet 33 

7 Results of the Modified LSD for the Main 
Eff ect Age: Aut Facet 33 

8 Results of the Modi fied LSD for the Main 
Eff e ct Age : Gen Face t ') ') 

_;_ 

9 Results of the Modified LSD for the Main 
Effe ct Age : Comp Facet 34 

1 0 Ana l ys i s of Var i ance Summaries for Main 
Effect of Tenure 3 5 

11 Analysis of Variance Summaries for Main 
Effect of Educational Level 37 

12 Results of the Modified LSD for the t-1ain 
Effect ED Level : Ind Facet 39 

1 3 Results of the Modified LSD for the Main 
Effect ED Level: AU Face t 39 

14 Resu lts of the Modified LSD for the Main 
Effect ED Level: Adv Facet 39 

vii 



Table Pa ge 

15 Results of the Modified LSD for the Main 
Effect Ed Level : Ach Facet . . . . . 40 

16 Analysis of Variance Swnrnaries for Main 
Effect of LBDQ 41 

17 Results of the Modified LSD fo r the Main 
Effect LBDQ: SHR Facet 43 

18 Results of the Modified LSD for the Main 
Effect LBDQ: SSe Facet . 43 

19 Re s ults of the Modified LSD for the Main 
Effect LBDQ: ST Facet 44 

20 Results of the Modified LSD for the Ma in 
Effect LBDQ: Gen Facet 44 

21 Results of the Mod if ied LSD for the Main 
Effect LBDQ: AU Facet 45 

22 Results of the Modi fied LSD f o r the Main 
Effect LBDQ: CW Fac e t 4 5 

23 Re s ults of the Modi fied LSD for the Main 
Effect LBDQ : Rec Facet 4 5 

24 Results of the Modified LSD for the Main 
Effect LBDQ: Ach Facet 46 

25 Results of the Modified LSD for the Main 
Effect LBDQ: CPP Facet 46 

26 Results of the Modified LSD for the Mai n 
Effect LBDQ: Adv Facet 47 

27 Resul ts of the Modified LSD for the Main 
Effect LBDQ : Aut Facet 48 

28 Results of the Modified LSD for the Main 
Effect LBDQ : MV Facet 48 

29 Results of the Modified LSD for the Main 
Effect LBDQ: Var Facet . 48 

viii 



Table Page 

30 Results of the Modified LSD for the Main 
Effect LBDQ: SSt Facet . . . . . . . . . 49 

31 Results of the Modified LSD for the Main 
Effect LBDQ: WC Facet . . . . . 49 

ix 



CHAPTER I 

A Study of the Relationship of Age, Tenure, 

Educational Level, and Principal's 

Leadership Style to Teacher 

Job Satisfaction 

Introduction 

Deteriorating pupil achievement and declining teacher 

competence coupled with increasing discipline problems and 

a mounting tax bill has led to a public outcry against e duca ­

tion ( "Help ! Teacher Can 't Teach !" 198 0 , pp. 54-55) . In 

June , 197 8 , the approval of a California vote r refe rendth~ 

to limit property taxes, Proposition 1 3, focused attention 

on an apparent d ecl ine in the effectiveness of public educ a ­

ti o n that has been in progre ss fo r at l ea s t a dec ade ( "America ' s 

Teache r s- - Are They t o Blame, 1978, p . 53) . 

Hechinge r (1 979 ) cites f i gures s howi ng a s t e adily 

increas ing outlay per pupi l d uri ng the l ast ten y e ar s 

paralleling steadily decre asing student p e rformance on the 

Scholastic Aptitude Test . Hunt and Buser (1 977) p o i nt 

to increasing expenditures for education in spite o f decreasing 

enrollments . These s tati s tic s show that r easons given fo r 

public discontent have at least some basis in fact. 

Administrators and t e ache rs, seeking to d e fend them­

s e lves and the ir institutions , have ans we r e d i n variou s ways . 

1 
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John Santillo, Assistant Superintendent of Schools for Per­

sonnel for the Dallas Independent School District, says the 

blame must be shared by "the permissive society, television, 

teacher certification, universities and public education 

itself" (America's Teachers--Are They to Blame ," 1978, 

p . 53) . Joseph Califano, former Secretary of Health, Edu­

cation a nd Welfare, points to the relatively small amount 

of time devoted to actual teaching ( "America's Teachers," 

1978, p. 53) . The Dallas Inde pendent School District's 

Operation Involvement, a program for giving teachers a 

voice in the decision-making process, found that teachers are 

concerned about the loss of quality teaching time caused by 

special programs and standardized testing (Wycliff, 197 8) . 

Tea chers in various parts of the country have r esponded 

to charges of teacher incompetence as the cause of the d egenera -

ti on of edu c ational qua lity. In an EA repor t, teachers cite 

the incr e as e in student violence, lack of par ental support, 

and the unwillingness of administrators to deal with i ncidents 

of violence realistically ( "Teachers Talk , " 1978). Teacher s 

also mention pressure from a dministrators to r e lax their 

personal standards for student performance ("America ' s Teachers, " 

1978). 

Whatever the r easons for the lack of quality in educa­

tion, educators are being forced to take a hard look at them-

selves and their institutions . Ta xpayer insistence on 
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accountability for tax dollars invested in education has 

begun to pressure educators to operate their schools with 

the same concern for a satisfactory end product that busi­

n e ss exhibits. An increasing number of schools are borrow­

ing techniques the business community has long used and are 

using them to set goa l s and evaluate teacher performance 

(" Quest for Better Schools," 1978) . 

The classroom teacher will certainly be a focal point 

in the movement toward improving education . Traditionally, 

education has relied upon a work force that has been des­

tined to frequent turnover because teaching is an easy­

entry occupation and salary schedules offer relatively high 

starting salaries but very little f inancial inducement for 

the teacher to stay in the occupation or to improve his or 

her teaching skills (Lortie , 1975). Maturity, experience, 

and advanced education are also frequently unrewarded in 

terms o f personal s atisfaction (Guba, Jackson, & Bidwell, 

19 59). 

The principal, whose leadership responsibilities are 

rarely duplicated in a business setting , is quite possibly 

a key f actor in teacher job satisfaction (Holdaway, 197 8 ). 

Hunt and Buser (1977) state that under the present public 

pressure for quality performance in education, teachers 

are likely to feel that the princ ipal must bear a signif­

icant portion of the burden of accountability. The principal 



4 

establishes the organizational climate in a particular 

building and has a great deal of control over factors t hat 

contribute to the working life of the teacher (Halpin, 1966). 

If educators are to reverse the current do wnward trend 

in their field, they must consider those things that are 

likely to lure and hold the competent teacher much as industry 

has sought to lure and hold a competent work force. 

Statement of Problem 

The purpose of this study is to investigate the rela­

tionship of the respective factors of age, tenure, educational 

level, and princ l ~al's leadership style to twenty facets of 

t e a c her job satisfact ion and to overall teacher job satisfaction. 

Ration~le for Study 

Industry has shown an inte re s t in the possibl e effect s 

of employee attitudes and sati sfaction on productivity , 

motiva t i on, turnover, and a bsenteeism (Herzberg, Mauser, 

& Snyd e r ma n , 1959; Vroom, 1964; Lawler, 197 3). Mirvis and 

Lawler (1 977 ) no ted that r esearch has r eached a point at 

which a n approximate cost can be attached to various levels 

of employee motivation. This point is highly significant 

for industry, but the implications of teacher motivation 

and satisfaction are more complex and go beyond those of 

employee satisfaction in business and industry. Education 

involves unique human "products, " and their potential value 
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to society is not easily measured. Sa'ad and Hamm (19 77) 

pointed out the possible dangers of educators adopting 

indu s trial management theory in toto: 

It is apparently very easy for educators to be 
seduced into thi nki ng of students as "products" 
whose "molders" can be held strictly, numerically, 
a ccountable. This notion is nonsense , of course, 
because schools exist to optimize individual 
growth , not profits , and the value a nd compl e xity 
of an individual child are s i mply incalculable 
(p. 4 4) • 

The complexity of the educa tional organizat ion itself 

i s also difficult to assess , particularly a s it r e lates to 

the t e acher . Teaching lacks the mi lestones that indica te 

accomplis}~ent and e levation o f sta tus in other professions . 

Ther e are no changes in tit le or income tha t indicate 

excellence or ma s t e ry of skill s . Th e only financial re~a rds , 

and these ar e r el ative ly small , are fo r y e ar s of ser vi c e 

and for additional c ou r sework; no differentiation is made 

fo r those teachers who show unusual a bility, talent, or 

e ff ectiveness (Lort ie, 1 975 ). Te aching may simply be 

structured in such a wa y t ha t educa tion de nies itsel f , beca use 

of its very organization, the benefits that come to othe r 

e nterprises naturall y a s the a ge , experience, and traini ng of 

t he wo r k force i ncreases. 

In the absence of financial and prestige incentives, 

teacher s may rely on the intrinsic aspects of their jobs--

working with students , achievement , recognition--to provide 

rewards and motivation (Ho ldaway, 1978; Lortie, 1975). 



6 

Holdaway (1978) further noted that the greatest dissatis f action 

seems to stem from the extrinsic factors - -attitude of society 

and administrative policies--the latter of which is a negotiable 

item that could be changed or moderated to provide the teacher 

with a more rewarding work experience. 

The principal might be in a position to create an 

atmosphere for the teacher that will produce job satisfac-­

tion that does not come to teachers as a concomitant of 

age, tenure, and educational l evel . The principal establishes 

the organizational climate in a particular building and ha s 

a great deal of control over factors that contribute to 

the working li f e of the teacher. Goodlad(l978 ) noted that 

the principal is the educational leader in a particular 

building and is responsible for every t hing that happens in 

that building . Berg (1977) noted that "the re are few in­

stances in group activities that executive l e adership is as 

much needed as in education; the re is no group activity that 

is hindered more when it is lacking " (p. 212) . 

Becaus e education is of i mportance to the quality o f 

life in any society and because the work experience itself 

makes a maj or contribution to the quality of the life of 

the individual, teacher job satisfa ction is worthy of 

investigation. Smith, Kendall, a nd Hulin (1969) said that 

" satisfaction is a legitimate goal in itself " (p. 3) . 
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Holdaway (1978) concluded that more research should be 

devoted to the variables that might affect the job satis-

faction of teachers. Schmidt (1976) suggested the need for 

further study of the relationship of demographic characteristics 

to the job satisfaction theory. Glenn, Taylor, and Weave r 

(1977) proposed that the age-satisfaction r elationship 

merited further investigation since they found correlations 

that were significant but small. Ewen, Smith, Hulin, and 

Locke (196 6) suggested furt her investigation of the relationship 

between certain job satisfaction variables and age, tenure, 

and job level. Guba et al. (1 959 ) stated that further 

declining feelings of satisfaction, effectiveness, and con-

fidence in principal's leadership experienced by the veteran 

teacher made teacher job satisfaction worthy of study. 

Lortie (1975) felt that teachers themsel v es have a 

responsibility to contribute to the knowledge about their 

occupation. 

Teaching is unique. No other occupation can claim 
a membership of over two mi llion coll ege graduates 
and tens of thousands with advanced d egrees . To 
expect teachers to contribute to the development 
of their occupational knowledge seems reasonable; 
to the extent that they do, their futur e standi ng 
and work circums tances will benefit (pp . 243-244). 

Questions to be Answered 

In this study, the researcher considered the following 

questions: 
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(1) Is there a relationship between age and teacher 

job satisfacti J n? 

(2) Is there a relationship between tenure and teacher 

job satisfaction? 

(3 ) Is there a relationship between educational l e vel 

and teacher job satisfaction? 

(4) Is the re a relat i o nship betwee n t e acher perception 

of principal's leadership style and teacher j o b satisfacti o n? 

Null Hypotheses 

Null hypotheses tested in this study we re as follows : 

(1) Th e r e will be no sig nificant diff e r e nce b e tween 

the mean j o b sati s faction scores of teache rs aged 20-3 0 , 31-4 0, 

and above 4 0 . 

(2) There will b e no significant di f f e r e nc e b e twe en 

the mean job s ati s fac t ion scores of t e ache rs with 1-5 year s 

tenure, 6-10 year s tenure , 11-1 5 years t enure, a n d above 15 

y e ar s tenure . 

( 3) There will be no significant di f ference between 

the mean job satisfaction scores of teachers who hold a 

Bachelor's Degree, a Bachelor's Degree plus a minimum of 18 

graduate hours, a Master's Degree, a nd a Master's Degree 

plus a minimum of 30 g radu a te hours. 

(4) There will be no significant d i fference between 

the mean job satisfaction scores of teache rs who perceive 
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their principal 's lea d ership style as person-oriented, 

goal-oriented, ideal, and neutral. 

Limitations 

(1 ) The Minnesota Satisfaction Questionnai r e (MSQ) and 

the Leader Behavior Description Questionnaire (LBDQ ) are 

self-report instruments that depend upon the honesty of the 

r espondent for their accuracy . 

(2) S ince the participants in thi s study we re volunteer s 

rathe r than a ra ndom s a mple of a population, the y cannot b e 

consid e r e d r epresentative of any particular population, and the 

result s of the study cannot b e generalized to any populatio~ . 

Definition of Terms 

(1) Job facet . An element in the work e nvironment 

that, along with other fac t o r s, makes up the entire work 

experience . The twenty job facets used in this study as 

measur ed by the MSQ and de fined i n items 2-21 below. 

( 2 ) Ability utilization . A job facet characterized 

by t he opportunity to do something that makes use of one's 

a bilities . 

( 3 ) Achievement . A job facet characterized by the 

feeling Of accomplishment obtained f rom one's job . 

(4) Act ivity. A job facet characterized by o ne's 

being able to keep busy all the time . 

(5) Advancemen t . A job facet c haracterized by one ' s 

chances f o r adva ncement on his job. 
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(6) Authority . A job facet characterized by one' s 

chance to tell others what to do. 

(7) Company polic ies and practices . A job f a cet 

characterized by the way school board policie s are put into 

prac t ice . 

(8) Compe nsation . A job facet characterized by one's 

pay and the a mount of work one does . 

(9) Cc-Wcrkers . A job facet characterized by the way 

one's co-work ers get along with each othe r 

(10) Cre ativity. A job facet characterized by the 

chance to try one's own method s o f doing the job . 

(1 1 ) Independence . A job facet characterized b y the 

chance t o work alone on the job . 

(1 2 ) Moral values . A j ob fa cet characterized by beiug 

abl e to do things that d o not go agains t one 's conscience . 

(13) Recognition . A job facet characterized by the 

praise r ece ived for doing a good job. 

(14) Responsibility . A job f acet characteri zed by the 

freedom one has to use his own judgment . 

(15) Security. A job facet character i zed by the way 

the job provides fo r steady employment . 

(16) Social service . A job facet characterized by the 

opportunity to do t hings for other people. 

(17) Social status . A job facet characterized by the 

c hance to be "somebody" in the community. 
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(18) Supervision--human relations. A job facet char­

acter ized by the way one's boss handles his or her employees 

(19) Supervision--technical. A job facet characterized 

by the competence of one's supervi sor in making decisions. 

( 2 0 ) Variety. A job facet characterized by the chance 

to do dif ferent things from time to time. 

(2 1) Working conditions. A job facet character i zed 

by the actual job environment . 

(2 2 ) General satisfaction . Satisfaction wi th the twenty 

facets of the work experience mentioned above . Overall 

job satisfaction or satisfaction with the job as a whole . 

(23) Consideration . That dimension of leadership 

characterized by the ability to relate per sonally with 

member s of the group and to contribute otherwise to group 

maintenance (Halpin, 1966 ). 

( 2 4) Initiating structure . That dimension of leadership 

characterized by the ability to organize the efforts of the 

group to accomplish the task at hand (Halpin, 196 6 ) . 

(25) Lead e rship style . The particular combination of 

the d imensions of Consideration and Initiating Structure 

exhibited by an individual leade r as measured by the LBDQ . 

The four style s used in this study are defined in items 26 - 29 . 

(26) Person-ori ented leadership style. That leader­

ship style character ized by a score of 48 or a bove on the 

Consideration scale and below 38 on the Initiating Structure 
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scale of the LBDQ. 

(27) Goal-oriented leadership style . That leadership 

style characterized by a score of below 48 on the Considera­

tion scale and 38 or above on the Initiating Sturcture scale 

of the LBDQ . 

(28) Ideal leadership style. That leadership style 

characterized by a score of 48 or above on the Consideration 

scale and 38 or above on the Initiating Structure scale of 

the LBDQ . 

( 2 9) Neutral leadership style . That leadership style 

characterized by a score of below 48 on the Consideration 

scale and below 38 on the Initiating structure scale of the 

LBDQ. 

( 3 0 ) Classroom teacher. An individual who spends a t 

lea s t one-half of his or h e r working day in the classroom 

as an instr uctor . 

( 31) Tenure . The numb e r of years an individual ha s 

spent a t least one- half of his o r her working day in the 

classroom as an instructor . The levels considered i n this 

study are 1-5 years, 6-10 years, 11-15 years, and above 15 

years. 

( 32 ) Educational level. The combination of degree or 

degrees and g raduate coursework obtained by an individual 

classroom teacher . The levels c onsidered in this study are 

a Bachelor's Degree, a Bachelo r's Degree plus 18 hours, a 

Master's Degree , and a Master's Degree plus 30 hours. 



CHAPTER II 

Review of Literature 

The relationship of the individ ual to his work experi­

ence has been of inte rest to researchers f or some time. 

Traditional theory, the need-gratificati o n theory of Maslow, 

and Herzberg's dual-factor theory have provided some insights 

to the phenomenon of job sati sfaction . Mo~e recen t inves -

tigations have examined the relation ship of various situational 

and demog raphic variables to individual facets of the work 

experience and to overall job satisfaction . The job satis ­

faction entity is compl e x; there f or . the research is sometimes 

contradictory . 

Investigations of job sa tisfaction a mong teachers ha ve 

reveal e d a work-worker re l ati o n s hip tha t equals that of 

other occupational gro ups in c omp l e x i t y and defies explanation 

through any systematic theory . Numerous variables interactir.g 

with factors peculiar to the teaching profess i o n seem t o 

explain, at least in part , job satisfaction a mong tea chers . 

The Work of Herzbe r g and Maslow 

The c ontention of traditional theory in the field of 

j ob satisf ac tion was that if the presence of a g iven factor 

i n the work situation created ·satisfaction, then its absence 

would create dissatisfaction (Lwen, e t a l ., 1966) . Lcter 

1 3 
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theorists, however, suggested that the satisfactory rela­

tionship between the individual and the work experience 

c ould not be explained so simply. Herzberg et al. (1959) 

departed from t raditional theory by suggesting that job 

satisfaction was dichotomous b ecause man ' s needs we r e dichoto-

mous . Herzberg (1 966 ) stated that this dichotomy was a 

product of man's natur e : man had anima l needs tha t d emand h e 

avoid pain and human needs that urge h im toward psychological 

growth . Since these two sets of needs functioned indepen­

dently, t he demands of one set could b e met without the 

d emands of the other set being affected . In a stud y among 

accountants and engineers , wh ich r esulted in the two-factor 

theory mentioned a bove, Herzberg et al. (1959) conc lude d 

that the factors infl uencing job satisfaction must be divid e d 

into two categories . Those factors that me t man's needs for 

avoidance of pair,--the extrins ic, envi r onmental or context 

factors wer e termed hyg iene facto rs . Hygiene factors i ncluded 

company policy and administration, supervision , inte rpersonal 

relationships with peers a nd supe riors, a nd work i ng cond1-

tions. Those f actor s that met man's need fo r psy chological 

g r owth- -the i ntrinsic, content factors were termed mot i va tor s 

and included achievement, advancement, rec ognition , re­

sponsibil ity, the work itself, a nd possibility of g r owth . 

Salar y wa s found to be a n a mbi guous factor which could 

function either as a hyg iene facto r or as a mot ivator . 
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The hygiene factors were considered dissatisfiers, 

and, theoretica lly , improvement in these factors would only 

prevent dissatisfaction . According to this two-fa ctor theory , 

hygiene factors could not create satisfaction because they 

contributed nothing to man's need for psychological growth . 

Expressed job satisfaction was found to be due to the 

motivators and resulted in improved job performance . In 

fact, the motivator s seemed to be s ynonymous with the motiva-

tion to perform well on the job. The r esearchers conceded 

that a few individuals we re influenced only by hyg i e ne 

factors . These s ubj ects were t ermed neurotic personalities- -

personalities that were somehow u nable to mov e on to seeking 

the f actors that con tribute to psychological g rowth and , 

consequently, satisfaction . 

Maslow (1954) proposed a general theory of motivation 

that has been u sed to d ef ine job satisfaction . He stated 

that man ' s behavior was gover ned by a sequential progression 

through a hierarchy of needs extending from the basic 

biological needs upward through the psychological needs . 

Maslow's hierarchy terminated in " self - actualization" which 

he defined as "the full use and exploration of talents, 

capacities, potentialities, etc . " (p. 150). According to 

Maslow, man began his progress through the hierarchy by 

seeking to gratify his lower-level needs, and only when a 

lowe r need was gratified was h e motivated to move to the 
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next level of the hierarchy. 

Later Studies of Job Satisfaction 

Wolf (1970), in relating Maslow's theory to the work 

experience, stated that when an individual found gratification 

for a currently active need in the work experience, then 

satisfaction resulted . If att empts at grat if ication wer e 

thwarted, or if there wa s no possibility for the gratification 

of individual needs, then dissati sfaction resulted . So, 

while Herzberg's theory operated on two separate contiuua, 

Maslow's was a single-continuum theory. 

Later researchers subjected traditional theory along 

with t he theories of Herzberg and Maslow to e mpirical 

investigation with contradicto ry results. Further, the 

addition of moderator variables and the investigation of 

satisfaction with the facets of the work exper ience in 

r e lation to overall job satisfaction provided add lt~onal 

i ns i ghts . 

Ewen et al . (196 6) tested the two-factor theo ry a nd 

the traditional theory. One criticism of the Herzberg study 

was that his semi -structured interview technique created 

research bias because respondents tend ed to attribut e 

posi tive even ts to themselves and negati v e e v ents to fa ctors 

in the work environment (Vroom, 1964). To combat this 

bias, the researchers used objective instruments as a measure· 
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ment of job satisfaction rather than the interview. The 

study considered only two intrinsic factors--the work 

itself and promotions--and one extrinsic factor- -pay . The 

researchers we re a ble to conclude that the intrinsic factors 

studied were more closely related to overall satis f action 

than wa s the extrins ic factor . But unlike Herzberg, they 

found that the intrinsic factors were also related to ov er-

all dis s atisfaction . They advanced the idea t hat the l e v e l 

of satisfaction with intrinsi c factors mi ght determine the 

effect of the e xtrinsic factor s on ove rall job satisfactio n . 

Wofford (1 9 71 ) , in a s tudy among white- collar and 

blue-collar work r s, found the theories of Maslow and 

Herzberg unsupported . Worker s ' higher - leve l need s we r e 

signi f icantly r elate d t o job satisfa c ti on even when their 

lower-leve l needs r emained ungratified . Contrary t o 1aslow's 

theory, Wofford suggested tha t perhaps the satisfaction of 

higher- level n eeds co~pensated for the lack of a ppeasement 

of lowe r-level needs . Furthe r, Wofford found that rather 

than functioning as a hierarchy, that higher and lower - level 

needs both contributed to dissatisfaction if they remained 

ungratified . Wof ford analyz ed the questionnaire responses 

of individuals a nd discovered that, c ontrary to the dual­

factor theory, 52 % of the white-col lar e mployees and 58 % 

of the blue-collar e mployees either associated a satisfying 

experience with a hyg iene facto r o r a dissatisfying ex-
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perience with a motivator. 

Holdaway (1978), in a study designed to examine the 

relationship between facet and overall satisfaction a mong 

teachers, found that sense o f achievement , prospect of teaching 

as a lifetime career, recognition, and intellectual stimu­

lation related most strongly to overall satisfaction. The 

relationship between overall satisfaction and salary, various 

leave provisions, and preparation time was c onsiderably 

weaker. The most frequently-mentioned sati sfy i ng facet 

wa s "working with students ." "Attitudes of society and 

parents" and "admini stration and pol icies" we r e the most 

prominent dis s atisfying facets {p. 4 5 ). Holdaway c oncluded 

that his study lent some support to the dual- f actor theory 

b ecause the subjects found the intr insic aspects of their 

work most satisfyi ng and the extrinsic facets most dissat i s-

fying . Reinecker (1 972) also found that teachers va lued 

intrinsic fa c tor s more than e xtr insi c factors. 

Studies Involving Age, Tenure, and Ed8cational Level 

House and Wigdor (1967), in a rev iew of research based 

on Herzberg' s two- f actor theory, found that satisfiers and 

dissatisfiers did not operate on separate continua . They 

noted that job level, available alternatives , age , sex , 

formal education, and culture influenced sources of satis-

factio n and dissati sfaction. House and Wigdor concluded 

that the two-factor theory was an oversimplification of the 
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complicated phenomenon of job satisfaction and its relationship 

to mot ivation. 

Other studies have also found that demographic varia-

bles influenced job satisfaction. Herzberg, Mauser , Peterson, 

and Capwell (1 957) found a relationship between job satisfaction 

and age, and job satisfaction and tenure. In both cases, 

job satisfaction began at a h igh level, d ec lined for a time, 

the n began a steady climb upward a s age and tenure increased . 

He rzbe rg et al . (19 57 ), found that increased job satisfaction 

paralleled advances in job l evel . 

Hulin and Smith (196 5 ) found tenure and a ge to be 

po s itively related to the job satisfaction of male workers 

without the decline in the early s tages observed by Herzberg . 

These researchers also found that job leve l was positively 

r elated to job satisfaction . They e xplai ned these r e lation-

ship s as follows: 

We would regard these r esults a s indicating that 
working on a job invo l ves a process of workers 
ad just i ng their expectations to what the environment 
is likely to provide . .. the longer a worke r has been 
on a job .... Concomitant wi th the c hanging level of the 
discrepancy between expectations and environme ntal 
return ... the level of the return is increasing due to 
tenure-connected raises and promotions. We would 
argue, there fore, that an explanation based o n linear 
relationships between discrepancies between expectation­
r eturn and t enure, and linear relat ionships b e tween 
tenure and return would be sufficient t o explain the 
findings of this study (Hulin & Smith, 1965 , pp . 215 -216) 

A similar a ge-job satisfaction relationship was found 
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for females (Glenn et al., 1977). 

Research has suggested that teachers may not experience 

the increased job satisfaction related to a ge and tenure 

that is frequently present in other occupational groups 

(Schleiter, 1971). Lortie (1975) sugge sted that teachers 

do not fit the age - tenure-satisfaction pattern experienced 

by othe r occupational groups becaus e t e aching is histor i cally 

an "unstaged " career, offering relatively little r ew·ard 

for long service and little opportunity for promotion . 

Further , since teaching is an unstaged caree r, job level, 

mentioned by Hulin and Smith (1965), is not a practical 

consideration . 

Guba et al. (19 59) suggested that as tenure incr e a sed, 

individual teacher personality differences became vague and 

a "typical-teacher personal ity pattern" emerged, whi ch 

showed a high degr ee of deference , order , and endurance . 

The mo re clos e ly the teacher fit this pattern, the less 

he or she felt satisfied . Therefore, teachers might be 

prevented by the organizational framework in which they ~u st 

function fr om e njoying the greater job satisfaction fre­

quently related t o age, tenure, a nd job level. 

Increased educational level, unlike age, tenure, and 

job level, has not been fo und to relate to job satisfac tion 

in teaching or in other occupations . Lortie (1975) found 

that invo l vement, whi c h he measured in part by the teacher's 



21 

investment of time and money in additional coursework , did 

not necessarily produce greater satisfaction. Schleiter's 

(1971) findings supported this contention. 

Herman, Dunham, and Hulin (1975) studied the relation­

ship between job satisfaction and certain demographic and 

organizational variables. They found that higher levels of 

education were related to dissatisfaction with supervisor s 

and decreased job involvement and job motivation a mong males . 

Studies Involving the Role of the Supervisor 

The role of the supe rvisor could be an important element 

in j cJ satisfaction. Wernimont (1966) found that a pos itive 

relationship between an employee and his or her supervisor 

was the most significant extrinsic contr ibutor to job satis­

faction. Herzberg et al . (1 959 ) found that the s upervi sor 

was not u sua lly the focal point fo r high morale, but tha t 

the supervisor wa s f r e quently the source of recogni tion for 

achievement. Since they did not find recog nition itself 

to be a mot ivating factor unless it appe ared with other 

motivating factors, they proposed that the ability o f t he 

leader to organize and plan was highly significant and that 

successful supervision and leadership might well lie in the 

ability to arrange work in such a way that workers were 

able to develop their creative potential . 

Using the LBDQ as a basis fo r his r esearch with Air 

Force personne l and educators, Halpin (1 966 ) selected two 
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categories of leadership behavior that he felt most significant-

Consideration and Initiating Structure. Halpin felt that 

both of these dimensions were necessary for effective leader­

ship because while a leader must be abl e to get things done, 

he or she must reach goals through other people; therefore, 

the leader's behavior must contribute to goal achievement 

a nd to group maintenance . 

Halpin's studies supported his contention that s uccess­

ful leaders must possess both qualities, but he found that 

effective leadership in the Air Force situation correlated 

positively with hig h abil ity in Init iating Structure, whil e 

success in the educational leadership situation correlated 

positively with hig h ability in Conside ration. However, 

Halpin did find some school principals high in Initiating 

Structure who maintaine d an organizational climate that 

was goal-oriented at the expense of the perso~al, Conside r-

ation dimension . Halpin observed that "ma ny school facultie s 

actually respond well to this type of militant be hav ior and 

apparently do obtain considera b le job satisfaction within 

the climate " (1966, p. 178). Kunz a nd Hoy (1976 ) related 

this phenomenon to the typical-teacher personality (Guba 

et al ., 195 9 ) of deference and obsequio usness mentioned above. 

Guba et al. did note, however, that the typical-teacher 

personality pattern was related to lack of satisfaction with 

the administrator, which seems somewha t c o ntrad ictory to 
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Halpin's observation. Thoms (19 7 7) found that principal's 

perception of his o r her own leadership style varied with 

the perception of the teachers who worked under that principal . 

Bowers and Seashore (1966), in a study of the effects 

of peer and supervisory leadership upon job satisfaction and 

performance amo ng insurance agents, found that four dimen­

sions of supervisory behavior- -support, interacti o n facili­

ta tion, goal empha s is, and work fac ilitation--were po s itively 

related to satisfaction with five f acets of the work ex­

perienc e-- company , co-wo rke rs , job, income , manager . 

The f irst two dimensions o f superv i sory be h avior r el a ted 

approximately to Halpin's (1966) Consideration; the l ast two, 

to I nit iating Structure. 

Sergiovanni , Metzcus, and Burden (19 69 ) found tha t 

despite differences i n personal needs that teachers d escribed 

as the ir personal preference a principal high in both Con-

siderat i o n and Initiating Struc ~ ure. These researchers 

proposed tha t a leadership style that effectively i nteg rate s 

both the people and ta sk dimensi o ns can b e effective ly 

adapted to a variety o f individual teache r needs. 

Espy (1976) found no relationship between pr inc ipal ' s 

leadership style and teacher job sati sfaction. However, he 

found that female principa l s had a more democratic leadership 

style a nd a greater deg ree of satisfaction a mong their 

teachers than their male counterparts . 
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Holdaway (1978) concluded that the most r elevant 

administrative functions ... may be provision of encouragement 

and support, removal or at least reduction of irritants, 

and f acilitation of reasonable requests" (p. 46). 

Summary 

Research results suggest that many variabl s interact 

to produce the final job satisfaction product a nd that the 

re s ults are not general across occupations . Teaching ha s 

some qualities that make comparisons betwee n it and othe r 

occupations difficult and/or illogical. Studies a mong 

t e achers show g enerally that age and tenure d o no t p r od uc e 

the concomitant increases in job satisfaction that o ccur 

in other careers. Educational level, howeve r, may produce 

a lack of satisfaction in teache rs a s it does i n other 

occ upations . The role o f the principal i n c r eati ng a n 

atmo sphere that allows the teache r to e n joy t he intr insic 

r e wards o f the teach ing e xperience while r emain i ng r ela t i vely 

f r ee f rom the extrinsic irritants that c an inter fere ~ith 

job satisfaction may be a significant factor in teache r 

job satisfaction. The puzzle of teacher job satisfaction 

seems to be a complicated one with many piece s ye t to be 

fitted into their proper places. 
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CHAPTER III 

Design of Study 

The dependent variable for this study was satisfac­

tion with the 20 job facets and general job satisfaction 

as measured by the MSQ . The independent variables were 

a ge, tenure, educational leve l, and principal's l e adership 

style . 

Sampling Procedures 

The subjects for this study were 198 volunteers en­

rolled in graduate education classes at Texa s Woman ' s 

University during the Fall , 1979, and Spring, 1980, semesters. 

Collection of Data 

Permission was obtained from the professor s whos e 

classes were involved i n the study . The subjects were 

given a packet of materials c ontaining the appropriate 

forms f or consent i ng to participate in the study, a bio­

graphical i nfor mation sheet, and MSQ (Long Form), and the 

LBDQ (Form 1957). Subjects were asked to fill out the 

consent form , to respond to the biographical information 

sheet and to the questionnaires during the c lass period , 

and to return the packets to the researcher . 

Of the 198 subjects a g reeing to participate, 174 

returned packets that could be used, all or in part, in 

the analysis . Of this 174, 5 failed to report age, 3 
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failed to report tenure, 2 failed to report educational 

level, and 12 failed to complete the LBDQ. 

Instrumentation 

The MSQ is a 100-question instrument using a 5 point 

Likert-type scale. From responses to these 100 items, a 

score for 20 facets of job satisfaction i s obtained. A 

scor e for g eneral job satisfac t ion is obtained by us i ng 

1 item from each of 20 job-fa c et s cales . Hoyt reliability 

coefficients were computed for 27 occupational g roups for 

the facet scales and the general s atis f action scale . 

Eighty-three p ercent of the coefficients we r e . 80 or hig her; 

only 2 .5 % were lower than .7 0. Val i dity wa s deter mined 

from construct validity, using the MSQ to t es t the Theory 

of Work Adjustment formulated by the Univ rsity of Minneso t a 

Work Adjustment Project . Th e r e are i nd ica ions that when 

high nee d leve ls ar e reinfo rce d by their job, t hen the 

respondents report a highe r level o f satisfact ion than 

respondents with high need levels and low re inforcement 

from their job. The MSQ does discriminate between occu-

pational groups a nd between disabled and nondisabled groups 

(Weiss, Dawis , England, & Lofquist, 1 967 ; Albright, 1972). 

The LBDQ contains 40 questions and a Likert-type 

scale to determi n e a group me mber ' s perception of a leader's 

performance on t he Consideration a nd Initiating Structure 
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dimens ions of leadership. The text manual reports reliability 

coefficients of .83 and .92 for the Initiating Structure 

and Consideration dimensions respect ively . As to validity, 

in studies testing agreement among group members in describing 

the behavior of their leader, a "between- vs. within-group" 

analysis of variance conducted at the . 01 level of significance 

found that fol lowers agree in describing the same leade r 

and that d escriptions of different leaders d iffer significantly 

(Halpin, 1957). 

Data Analysis 

The researcher u sed a one - way ana ly s is of var iance to 

t e st the four null hypotheses. 

The first independent variable wa s a ge and contained 

three l evels: 20-30 , 31-4 0 , and above 4 0 . The effect of 

this variable on each of the 20 facet sca les of job satis­

faction and the general satisfaction scale was t ested usi ng 

a one-way analysi s o f variance fo llowed by the Modified 

LSD procedure for specific comparisons where significant 

F ratios were found. 

The second independent variable, tenure, c ontained 

four levels: 1-5 years, 6-1 0 years, 1 1-15 yea rs, a nd 16 

or more years . The effect of this variable on the 20 

facets of job satisfaction and on general satisfaction was 

tested as above. 
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Educational level, the their independent variable, 

contained four lev els: a Bachelor's Degree, a Bachelor's 

Degree plus a minimQm of 18 graduate hours , a Master ' s 

Degree, and a Master's Degree plus a minimum of 30 gradua te 

hours . The effect of this variable on the d ependent var i ables 

was al so tested using a one-way analysis of variance and 

the Modified LSD procedure for specific comparisons where 

indicated . 

Teache r perception of principal' s leadership style 

had four leve ls: p e r son-oriented, goa l-oriente d , ideal, 

and neutral. The effect of thi s variabl e was tested si milarly 

to the f irst three . 

The .05 level of significance wa s used for all four 

null hypotheses~ 
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Presentation and Analysis of Data 

Based on the analysis of the data, the researcher was 

able to reject three of the four null hypotheses considered 

in the study. The main effects of age, educational l e vel, 

and perception of principal's leadership style produce d 

significant differences in some mean satis facti on s cores. 

Null Hypothesis 1, that t here would be no s ignificant 

difference between the mean job satisfaction s cores of 

teachers aged 20-30, 31-40, and a bove 40, wa s rej ected . The 

main effect of a g e produced signi f icant di fference s in mean 

s~ore s on the facets of I ndepende nce, Authority, Ability 

Ut ilization, Compe nsation, Advancement, Reco~ nition , Ac hieve ­

ment, and General Satisfaction ( see Tabl e 1). 

The 20-30 qrou~ had s ign i fi c antly lower mean s core s 

than the 31-40 and abov e 4 0 g roup s on the facet s of Recog -

nition and Achievement (see Tables 2 and 3) . On th e .r...h i l i t" 

Utilization and Adv ancement facets , the me an for t h e 20- 3 0 

q roup was significantly lower than the 31-40 g roup ( s ee 

Tables 4 and 5). The 20-30 group had sig ni f icant ly l ov.'er 

scores than the above 40 arou~ o n the Independence a nd 

Au thority facets and on General Satis fa ction (see Tab l es 6, 

7, and 8) . 
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Table 1 

Analysis of Variance Sumrna:ries 
for Main Effect of Age** 

Facet ss a:r MS E F 
SSe 

Between Ss 24.87 2 12.43 .17 1.764 
Within Ss 1148.92 163 7.05 

Cre 
Between Ss 49.75 2 24.88 .08 2.564 
Within Ss 1620 .37 167 9.70 

MV 
Between Ss 30.97 2 15.49 . 10 2.316 
vJithin Ss 1109.97 166 6.69 

Ind 
Between Ss 1€8.46 2 84.23 .01 4.451* 
r•7i thin Ss 3141.14 166 18.92 

Var 
Bet\\'een Ss 58 . 0£1. 2 29 . 02 . 07 2.699 
Within Ss 1784.90 166 10.75 

Aut 
Between Ss 87.13 2 4 3. 56 . 04 3.365* 
Within Ss 2149.11 166 12 . 95 

AU 
Between Ss 173.43 2 86.72 . 01 4 .6 50* 
\•Ji thin Ss 3077. 0 8 1 6 5 18.65 

SSt 
Between Ss 94.51 2 47.26 .0 9 2.457 
\,7 i thin Ss 31S4.34 164 19.2 3 

CPP 
Between Ss 5.32 2 2 . 66 .90 . 106 
'lf7 i thin Ss 4192 .7 7 167 25 . l j_ 

SHR 
Between Ss 34.99 2 17 .5 0 . 58 .554 
viii thin Ss 5237.80 166 31.55 

Sec 
Between Ss 69.08 2 34.54 . 09 2.440 
Within Ss 2349.97 166 14.16 

Com 
Between Ss 262.01 2 131.01 .01 5.119* 
1i!i thin Ss 4248.69 166 25.59 

we 
Between Ss 77.72 2 38.86 .18 1. 7 40 
~7i thin Ss 3706.28 166 22.33 

*sionificant at the . 0 5 level 
**For explanation of abbrev iations used in this table, see 

appendix , p. 60 
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Table 1 (continued) 

Facet ss df MS E F 
Adv 

Between Ss 178.31 2 89.15 .04 3.192* 
Within Ss 4665.04 167 27.93 

ST 
Between Ss 35.44 2 17.72 .50 .705 
tvi thin Ss 4195.56 167 25.12 

cw 
Between Ss .72 2 .36 .98 .022 
l'Hthin Ss 2672.33 166 16.10 

Res 
Between Ss 8.43 2 4.22 . 60 .516 
l-Ji thin Ss 1364.56 167 8.17 

Rec 
Between Ss 213.51 2 106.76 .02 4.093* 
Y•!i thin Ss 4355.31 167 26.08 

Ach 
Between Ss 72.13 2 36.07 .02 3.906* 
Yrhthin Ss 1532.71 166 9.23 

Act 
Between Ss 31.06 2 15.53 .22 1. 518 
Within Ss 1698.07 166 10.23 

Gen 
Between Ss 1045.71 2 522.86 .01 4.81 2* 
Within Ss 18144.31 167 108.65 

*significant at the .05 level 

Table 2 

Results of the Modified LSD for the 
Main Effect Age: Rec Facet 

A1 A2 A3 
(20-30) (31-40) (above 4 0) 

N=42 N=79 N=49 

t1ean 15.40 17 .90 18.14 



Age 

Mean 

Age 

.He an 

Age 

Mean 
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Table 3 

Results of the Modified LSD for the 
Main Effect Age: Ach Facet 

Al 

(20-30) 

N=42 

19.95 

Table 4 

A2 

(31-40) 

N=78 

21 40 

Results of the ?-1odi f' ed L T) for 
Main Effect Age: AU Facet 

Al A) 

(20-30) (above 4 0) 

N=42 N=47 

18.45 20. 57 

Table 5 

h 

Results of the Modifi ed LSD for the 
Main Effect Age : Adv Face t 

Al 

(7.0-30) 

N=42 

13.86 

A3 

(above 4 0 ) 

N=49 

15.76 

A3 

(above 4 0) 

N= 49 

21.55 

A2 

(3 -4 0) 

=7 9 

20 . 90 

A2 

(31 - 40) 

= 9 

1 6. 3 9 
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Mean 

Age 

He a n 

Age 

Mean 

33 

Table 6 

Results of the Modified LSD for the 
Main Effect Age: Ind Facet 

Al 

(20-30) 

N=42 

17.07 

Table 7 

A2 

(31-40) 

N=79 

18.59 

Results of the Modified LSO for t he 
Main Effect Age : Aut Facet 

Al 

(20-30) 

N=42 

17.29 

Table 8 

A2 

( 31 -40) 

N=7 9 

1 8 . 72 

Results of the Modified LSD or the 
Main Effect Age: Gen Facet 

Al 

(20-30) 

N=42 

70.17 

A2 

( 31-40) 

N=79 

7 4.5 8 

A3 

(above 40) 

N=48 

19. 81 

A3 

(above 40) 

=4 8 

19 . 1 7 

A) 

(above 40) 

=49 

76 . 88 

Both the 20-30 and the 31-40 ~ro ps had significantly 

lower mean scores than the above 4 0 group on the Co pen s a -

tion facet (see Table 9). 
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Me an 

34 

Table 9 

Results of the Modified LSD for the 
Main Effect Age: Camp Facet 

Al A2 

(20-30) (31-40) 

N=42 N=78 

]0.02 ] Q 9Q 

A3 
(above 4 0) 

N= 49 

1 3 22 

The researcher failed to re j ect the s eco nd nu l l hypoth-

e sis, tha t there would be no sig n ific ant di fference be w e n 

t he mean job satisfaction scores o f teache r s with 1 - 5 years 

tenure, 6-10 years tenure, 11-15 years tenure , and bo ve 15 

year s tenure. The main e ffec t of tenure d id not r veal any 

sig n ifican t d i fferen c es in the ~ean j o b satisfactio n sco e s 

of the g roups considered (see Tab l e 10) . 

The t hi r d null hypothe s is , t ha t there wo u ld be no 

sig n if i cant d i f fe r e nce between t h e mean iob s a is f a c tio n 

scores o f teachers who hold a Ba c helo r 's De q r ee , a Bache -

lor's Degree plus a mi nimum of 1 8 graduate hours, a a s ter ' s 

De g r ee , a nd a Maste r's Degree plus a minimuw o f 30 g radua e 

hours , wa s r e jected. Sign i f ican t di ffer e nces occurred on 

the f a c ets o f Independence, Abi lity Utilizat i on , Ad a nce-

ment, a nd Achievement (see Ta bl e 11) . Howe er , g r oup i ng 

o n t he main e ffect o f educational leve l r esulted i n an 

une ven distribution. The g roups contained a pproxi a t e l y 
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Table 10 

Analysis of Variance Surrunaries 
for Main Effect of Tenure* 

Facet ss d f MS p F 
SSe 

Betwee n Ss 16.89 3 5.63 .50 .795 
Within Ss 1161.62 164 7.08 

Cre 
Between Ss 18.15 3 6.05 . 61 . 609 
~Ji thin Ss 1670.38 168 9.94 

MV 
Between Ss 14.79 3 4 .93 .54 . 725 
Within Ss 1136.06 1 67 6.8 0 

Ind 
Between S s 40.8 1 3 13 .60 .57 . 680 
Within Ss 33 41.93 1 67 20 . 01 

Var 
Between S s 4 .84 3 1. 61 . 93 . 146 
Within Ss 18 3 9.14 167 11.01 

Aut 
Between Ss 84.40 3 28 . 13 . 09 2 . 183 
Within Ss 2152.34 167 12 . 89 

l l._U 

Between Ss 9 3. 96 3 31.32 . 18 1.6 5 
Within Ss 3161.39 165 19 . 04 

SSt 
Between Ss 70 . 77 3 23 . 59 . 30 1. 218 
'i'li thin Ss 3196 .08 165 19. 37 

CPP 
Between Ss 92.09 3 30 . 70 . 29 1. 24 6 

'\Ali t hin Ss 4139.58 168 24 . 64 
SHR 

Between Ss 36 . 74 3 12 . 25 . 7 6 . 385 

Within Ss 53 09.05 167 31.79 
Sec 

Between Ss 32.26 3 10 . 7 5 . 52 . 52 

1,_1ithin Ss 2387.42 167 14.30 
Com 

Between Ss 184.72 3 61.57 .08 2 . 338 

Within Ss 43 98.23 167 26. 34 
~!C 

Between Ss 16.42 3 5 . 47 . 87 . 240 

Within Ss 3812.31 167 22 . 8 2 
Adv 

Bet,.vee n S s 93 . 93 3 31.31 . 36 l. 078 

Within Ss 4877.77 168 2 9. 03 

*For explanation of abbreviations used in this table , s ee 

appe ndix, p . 60 . 
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Table 10 (continued) 

Facet ss df MS p F 
ST 

Between Ss 13.28 3 4.43 .91 .174 
Within Ss 4262.63 168 25.37 

CI'V 
Between Ss 30.47 3 10.16 .59 .6 37 
v~ithin Ss 2661.71 167 15.94 

Res 
Between Ss 6.40 3 2.13 .8 5 . 262 
Within Ss 1371.11 168 8.16 

Rec 
Between Ss 84.40 3 28.1 3 . 37 1. 052 
Within Ss 4492.67 168 26.74 

Ach 
Between Ss 19.30 3 6.43 . 57 . 677 
\•!i thin Ss 1587.56 167 9.51 

Act 
Between Ss 8.11 3 2.70 . 85 . 26 2 
Within Ss 1725.24 167 10.33 

Gen 
Between Ss 225.79 3 75.26 . 58 .6 59 
'V!ithin Ss 19185.58 168 114.20 
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Table 11 

Analysis of Variance SUMmaries for 
Main Effect of Educational Level** 

Facet ss df MS E F 
SSe 

Between Ss 12.87 3 4.29 .61 .60 3 
vl i thin Ss 1165.65 164 7.11 

Cre 
Between Ss 62.66 3 20.89 .09 2 .16 
Within Ss 1625.87 168 9.68 

MV 
Between Ss 30.30 3 10.10 .22 1. 50 
Within Ss 1120.55 167 6.71 

Ind 
Between Ss 352.26 3 117.42 .00 6 .4 71 * 
V.l i thin Ss 3030.47 167 18.15 

Var 
Between Ss 61.33 3 20.44 .1 3 1. 915 
Within Ss 1782.65 167 10.67 

Aut 
Between Ss 46.50 3 15.50 . 32 1. 182 
Within Ss 2190.23 167 13.12 

AU 
Retween Ss 177.09 3 59.0 3 .0 3 3 . 18 * 
Within Ss 3078.25 166 18.54 

SSt 
Between Ss 133.70 3 44. 57 .07 2 . 34 7 
Within Ss 3133.15 165 1 8 .99 

CPP 
Between Ss 53 .73 3 17 .91 . 54 . 720 
vJi thin Ss 4177.94 168 24. 87 

SHR 
Between Ss 71.38 3 23. 7 9 . 52 . 753 
Within Ss 5274.41 167 31.58 

Sec 
Between Ss 52.14 3 17 . 38 . 30 1. 226 
Hi thin Ss 2367.54 167 14. 1 8 

Com 
Between Ss 4.69 3 1. 56 .98 .0 57 
r-l i thin Ss 4578.26 167 27.4 1 

we 
Between Ss 54.60 3 18. 20 .49 . 805 
Within Ss 3774.13 167 22 .60 

*significant at the .OS level 
** For a n explanation of abbrev i atio ns used i this table, see 

append ix, p. 60. 

----------------~~ 
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Table 11 (continu ed ) 

Face t ss d f MS E F 
Adv 

Between Ss 282.57 3 94 . 1 9 . 02 3 . 375* 
Within Ss 4689.1 2 1 68 27 .91 

ST 
Be twe e n Ss 28 . 23 3 9. 41 .77 . 372 
With in Ss 42 47 . 67 1 68 25.28 

Ct•J 
Between Ss 17. 72 3 5.91 . 78 . 369 
Within Ss 2674. 4 6 1 67 16 . 01 

Res 
Between Ss 15. 3 9 3 5.13 .59 . 633 
Within Ss 1362 . 1 2 16 8 8 . 11 

Rec 
Between Ss 94.96 3 31.65 . 31 1.186 
Within S s 448 2 . 11 1 68 26.68 

Ach 
Betwee n S s 96. 87 3 32.29 . 02 3 . 571 * 
Wi t hin Ss 1509.98 1 67 9 . 04 

Act 
Bet ween Ss 49.4 3 3 16.48 . 18 1 .6 34 
Wi t hin S s 1683 .9 2 167 10 . 08 

Gen 
Between Ss 394 . 79 3 1 31. 60 . 33 1 . 1 6 3 
Within Ss 19016 . 57 168 1 3 . 19 

*significa n t at the .05 level 

67 , 4 6, 44 , a nd 13 respectively. This distribution shou l 

be c onsid ere d when r ead i ng t he res ults. 

The Bachelor' s gro up had a sig nificantly lower ean 

s c o re on the Inde pendence facet than did the Bachelor ' s plus 

1 8 and the 1-1aster ' s plus 30 groups (see Tab e 12 ) . The 

Ma s t er's plus 30 g roup had a sig nificantly lower ea s core 

on t h e Abili t y Ut ilization and Ad ancerne nt facets than the 

Bach e l or 's p l us 18 group (see Tables 13 and 14). 
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Table 12 

Results of the Modified LSD for the 
Main Effect ED Level: I nd Facet 

ELl EL3 EL2 
(Bachelor's) (Master's) (Bache lor 's 

+ 18) 

N=68 N=44 N=45 

17.01 18.43 20. 02 

Table 13 

Results of the Modi f ied LSD for the 
Main Effect ED Level: AU Facet 

EL4 EL1 EL3 
(Master's (Bachelor's) (Master ' s ) 

+ 30) 

N=l3 N=67 N=44 

18.00 19.66 20 . 1 1 

Table 1 4 

Results of the Modified LSD for the 
.Hain Effect ED Level: Adv Facet 

EL4 EL1 EL3 
(Master's (Bachelor's) (Ma s ter 's ) 

+ 30) 

N=l4 N=68 N=4 4 

12.14 15.12 15 . 8 9 

EL4 
(Master ' s 

+ 30) 

N=l4 

21.14 

L2 
(B ch lor ' s 

+ 18) 

N= 46 

21. 6 3 

EL2 
(Bachelor's 

+ 18 ) 

=46 

1 . 04 

A significant d i fference in the f our groups occurred on 

the facet of Achiev ement, but the Modi fied LSD proced re 
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failed to specify which groups had significant dif f ere nc es 

between them. The means are reported in Table 15 in 

ascending order. The Master's plus 30 group had the lowes t 

mean followed by the Master's, the Bachelor's and the 

Bachelor's plus 18 groups. 

Table 15 

Results of the Modified LSD for the 
Main Effect ED Level: Ach Face t 

ED Level FL4 EL3 EL1 L2 
(Master's (Master's) (Bachelor 's) (B c he lor ' s 

+ 30) + 1 8) 

N=l4 N=44 N= 68 = 5 

Mean 20.36 20.66 20.6 8 22 . 33 

The fourth null hypothesis, that there woul b e no 

significant difference between the mean j ob s a t is fa io. 

scores of teachers who perceive their princ i pa l 's leader sh ip 

style as person-oriented, g oal-oriented , idea l , and ne t ra l , 

was rejected. Significant dif f erences occurred on the 

facets of Social Service, Mora l Values, Variety , Autho r i ty , 

Ability Utilization, Social Status, Company Po l icy a nd 

Practices, Suoervision-Hurnan Re l ations, vorking Conditions , 

Advancement, Supervision-Technical, Co-Wo rke rs, Recog ni io , 

Achiev ement, and on General Satis f action (see Ta b l e 1 6 ) . 

However, the subjects were dis t ributed very uneve n y on t he 

basis of this main effect. The neutral group conta ine d 
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Table 16 

Jl~a1ysis of Variance SUf!111laries 
for Main Effect of LBDQ** 

Facet ss df 
SSe 

MS E F 

Between Ss 72.85 3 24.28 . 02 3 .4 9 6 * 
Nithin Ss 1083.40 156 6.94 

Cre 
Between Ss 59.55 3 19.85 . 11 2 . 01 2 
Within Ss 1568.86 159 9.87 

MV 
Between Ss 87.75 3 29.25 .00 4. 7 6 8 * 
Within Ss 969.36 158 6.14 

Ind 
Between Ss 1. 71 3 .57 .9 9 . 0 28 
~r?i thin Ss 3264.64 158 20.66 

Var 
Between Ss 96.36 3 32.12 .0 3 3 . 123 * 
Within Ss 1635.25 159 10.28 

Aut 
Between Ss 148.72 3 49.57 . 01 3 . 966 * 
h'ithin Ss 1987.20 159 12.50 

AU 
Between Ss 154.04 3 51. 35 . 05 2 . 67 5 * 
Within Ss 3032.40 158 1 9.19 

SSt 
Between Ss 208.94 3 69.6 5 . 01 3 . 6 8 6 * 
V.7i thin Ss 2985.56 158 2 2 . 85 

CPP 
Bet"-'een Ss 472.9 4 3 15 7 . 4 9 . 00 6 . 9 4 * 
Within Ss 3603.83 159 22.6 7 

SER. 
Between Ss 1525.94 3 508.6 5 . 00 2 2 . 25 9* 
1-!i thin Ss 3610.56 158 22. 8 5 

Sec 
Bet'YJeen Ss 91.15 3 30 . 3 8 . 1 1 2 . 056 
lt7i thin Ss 2334.66 158 14. 78 

COM 
Between Ss 123.96 3 41. 32 . 1 9 1. 6 0 9 
T•!i thin Ss 4057.65 158 25.6 8 

-v:c 
Between Ss 353.89 3 1 17 .9 6 . 0 0 5 . 8 50 * 
Nithin Ss 3206.31 159 20 .17 

*sicmificant at the .05 level 
**For an explanation of abb rev iatio s u s ed i n t his ta le , s ee 

appendix , p. 6 0 
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Table 16{continued) 

Facet ss df !15 E F 
Adv 

Between Ss 530.39 3 176.80 .00 6.677* 
Within Ss 4210.24 159 26.48 

ST 
Betv.reen Ss 1102.49 3 367.50 .00 19 . 386 * 
\'lithin Ss 3014.21 159 18.96 

cw 
Between Ss 220.38 3 73.46 .0 0 4.845* 
Wi thin Ss 2395.43 158 15.16 

Res 
Between Ss 38.74 3 12.91 .19 1. 61 0 
'.Vi thin Ss 1275.57 159 8.02 

Rec 
Between Ss 548.68 3 18 2 .89 . 00 7 . 592* 
Within Ss 3830.50 159 24.09 

Ach 
Between Ss 108.10 3 36 . 03 .01 3 . 915* 
Within Ss 1454.40 158 9.21 

Act 
Between Ss 33.01 3 11.00 . 36 1. 084 
Within Ss 1603.43 15 8 10 . 15 

Gen 
Between Ss 3140 .49 3 1046 . 83 . 00 0 . 929* 
Within Ss 15229.41 1 59 95 . 8 

*significant at the .05 level 
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approximately 60; the goal-oriented, 52; the ideal, 46 ; t he 

person-oriented, 4. This uneven distribution mus t b e con -

sidered when reading the results of the analys i s. 

The neutral group had significantly lowe r mean s cores 

on the facets of Supervision--Human Relations, Social 

Service, and Supervision--Technical than the goal-oriented 

and ideal groups (see Tables 17, 18, and 19). The neural 

group also had a significantly lowe r mea n s core on G ne al 

Satisfaction than the goal-oriented and ideal groups (see 

Tab l e 20). 

Table 17 

Results o f the Modified LSD f or t h e 
Main Effect LBDQ : SHR Facet 

LBDQ LBDQ4 LBDQl LBDQ2 DQ3 
(neutral) (person- (goal- (id al) 

oriented ) oriented ) 

N= 60 N=4 =53 = 4 5 

Nean 1 4 .6 3 17.00 19 . 21 2 . 16 

Table 18 

F.esults o f the Modified LSD f o r t h e 
Main Effect LBDQ : SSe Facet 

LBDQ LBDQ4 LBDQ1 LBDQ2 LBD 3 
(neutral) (pe rson- (goa l - (idea ) 

oriented) or i ented ) 

N= 59 N=4 N=5 2 = 4 5 

Mean 21.08 21.2 5 22. 44 22 . 51 
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Table 19 

Results of the Modified LSD for the 
Main Effect LBDQ: ST Facet 

LBDQ4 LBDQ1 LBD02 
(neutral) (person- (goal-

oriented) oriented) 

N=60 N=4 N=53 

14.87 16.25 18.77 

Table 20 

Results of the Modified LSD f or the 
Main Effect LBDQ: Gen Facet 

LBDQ4 LBDQ1 LBDQ2 
(neutral) (person- (goal-

oriented) oriented) 

N= 60 N=4 N=53 

68.63 69.75 7 6. 04 

LBDQ3 
(ideal ) 

.. = 46 

21. 20 

LBD 3 
(idea l) 

=4 6 

78 . 93 

The neutra l group had significantly lower ean scores 

on the Ability utili zation, Co-Workers, Recognitio n , and 

Achievement facets than did the ideal group (see Tables 21 , 

2 2 , 2 3 , and 2 4 ) . 
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Table 21 

Results of the Modified LSD for the 
Main Effect LBDQ: AU Facet 

LBDQ4 LBDQ1 LBDQ2 
(neutral) (person- (goal-

oriented} oriented) 

N=60 N=4 N=52 

] 9 ] 2 ] 9 :zs 20.13 

Table 22 

P.esults of the Modified LSD f or the 
J.1ain Effect LBDQ: cw Facet 

LBDQ4 
(neutral) 

LBD02 
(goal-

LBDQ1 
(person -

oriented) oriented ) 

N= 60 N= 52 N=4 

18.72 20.65 21.00 

Table 23 

Results of the Modified LSD f or t he 
Main Effect LBDQ : Rec Facet 

LBDQ.:t LBDQ2 LBDQ1 
(neutral) (goal- (per s on -

o riented} o r i e nted) 

N=60 N=53 N=4 

15.13 17.45 19.00 

LBDQ3 
(ideal ) 

N= 46 

21 . 54 

LBDQl 
(ide a ) 

N= 46 

21.4 8 

LBD 3 
(idea l ) 

N=46 

19 . 6 5 
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Table 24 

Results of the Modified LSD for the 
Main Effect LBDQ: Ach Facet 

LBDQ LBDQ.:1 LBDQl LBDQ2 LBDQ3 
(neutral) (person- (goal- (ideal) 

oriented) oriented) 

N=60 N=4 N=52 N=4 6 

He an 20.10 20.25 21. 3 3 22. 07 

The person-oriented and neutral groups had significantly 

lower mean scores than the ideal group on the facets of Corn -

pany Policy and Practices and Advancement (see Tables 25 and 

2 6) • 

Table 25 

Results of the Modified LSD for t h e 
Main Effect LBDQ: CPP Facet 

LBDQ LBDQ1 LBDQ4 LBDQ2 LBDQ3 
(person- (neutral) (goal - (ideal) 
oriented) oriented) 

N= 4 N=60 N=53 N=46 

Mean 10.75 14.23 16.3 2 17 .9 3 
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Table 26 

Results of the Modified LSD for the 
Main Effect LBDQ: Adv Facet 

LBDQ LBDQl LBDQ4 LBDQ2 LBDQ3 
(person- (neutral) (goal- (ideal) 
oriented) oriented) 

N=4 N=60 N= 53 N= 46 

He an -10 . 25 13. :u 16. 11 17 .6 5 

The analy ses of variance resulted i n signi ficant ~ r a ios 

f or the fac e t s of Authority, Mor al Values , Varie y, Social 

Status, and Working Conditions, but the Modi f ied LSD proce -

dure failed to point out the groups between wh ich the dif -

ferenc es occurred. The group means for the s e facet s are 

r e p o rted i n a sce nding order i n Tables 27 , 28 , 29 , 30 and 31 . 

On the f acet of Author ity, the neutral g r oup had t he low s 

mean s c ore , followed in asc e nd i ng order by the goal-orien ed , 

idea l , and p e rson - oriented gro ups (s ee Tab le 27) . On he 

facet s o f Moral Values, Variety, Social Stat u s , and Working 

Conditions, t he p e rson -orient ed group had the lowest ean 

scores f ollowed i n a s cendi ng order by the neutral , goa -

o r ien ted, a nd the ideal groups (s ee Ta b les 28 , 29, 30 and 31) . 
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Table 27 

Results of the Modified LSD for the 
~1ain Effect LBDQ: Aut Facet 

LBDQ4 LBDQ2 LBDQ3 
(neutral) (goal- (ideal) 

oriented) 

N=60 N=53 N=46 

17.15 18.81 19.35 

Table 28 

Results of the .Modif ied LSD for the 
Main Ef f ect LBDQ: MV Face t 

LBDQ1 LBDQ4 LBDQ2 
(person- (neutral) (goal -
oriented) oriented) 

N= 4 N= 60 N=52 

20.00 21.3 0 22 . 44 

Ta b le 29 

Results of the Modi f ied LSD for the 
Main Effect LBDQ : Var Facet 

LBDQl LBDQ4 LBD 2 
(pe rson- (neutral) (goal-
orient ed) oriented ) 

N=4 N=60 N= 53 

18.00 19.22 20 . 4 5 

LBD0 1 
(pers on -
oriented ) 

=4 

1 9. 50 

LB Q3 
(ide al) 

= 46 

22 . 85 

LBD 3 
(ideal ) 

=46 

20 . 85 
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Table 30 

Results of the Modified LSD for the 
Main Effect LBDQ: SSt Facet 

LBDC21 LBDQ.1 LBDQ2 
(person- (neutral) (goal-
oriented) oriented) 

N=4 N=60 N=53 

14.50 15.92 16.58 

Table 31 

Results of the Modified LSD for the 
1'1ain Effect LBDQ: vlC Facet 

LBDQl LBDQ4 LBDQ2 
(person- (neutral) (goal-
oriented) oriented) 

N= 4 N=60 N=53 

16.00 16.78 19.64 

LBD03 
(ideal) 

N= 45 

18.56 

LBDQ3 
(ideal) 

N= 46 

19 . 85 

In this study, the main effects of age , educational 

level, and perception of principal's leadership style pro-

duced significant differences in the mean s cores on s o e 

facets of the work experience. The main effect of tenure 

resulted in no significant differences. 



CHAPTER V 

Summary and Conclusions 

The results of this study did show a relationship 

between some facets of teacher job satisfaction and age, 

educational level, and teacher's perception of principal 's 

leadership style. Principal's leadership style and a ge 

were also related to general job satisfaction. Tenure, 

on the other hand, had no relationship to any aspect of 

teacher job satisfaction. 

The positive relationship between a ge and j ob s at i s­

faction found by Hulin and Smith (1966) and Glenn et a l . 

(1977) was confirmed to some extent. Teachers who were 

above 40 reported more general job satis fac tion t han t hos 

20-30. Findings regarding satisfaction with certain 

facets of the work exp erience also supported the ositi e 

a ge-satisfaction relationship. Teachers 31 and above 

displayed more satisfaction with the Recogn ition and 

Achievement aspects of their jobs than did those below 31 . 

Teachers in the above 40 group were also mo re satis f ied 

with the facets of Independence and Authority than wer e 

those in the 20-30 group, and teachers above 40 were ore 

satisfied with the compensation they received tha n either 

of the other groups. Perhaps the older teacher is ore 

likely to be given the assignments and responsibi l ities 

50 
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that would promote positive feelings about recognition, 

achievement, independence, and authority. On the other 

hand, perhaps with maturity comes acceptance of the limi­

tations of the job in these areas and of the sa lary r eceive d . 

On two facets, Ability Utilization and Advancement, 

the 31-40 group displayed more satisfaction than did the 

youngest group. Perhaps young teachers eager fo r a dvancement 

and for the opportunity to make use o f their abilities 

move into other careers, leaving those teachers in the 31-40 

group who accept the "unstaged" · characteristic o f teaching . 

The findings of Lortie (1975) and Schleiter (197 1 ) 

regarding a negative relationship between educational leve l 

and satisfaction were at least partially supported by the 

results of this study . Those teachers with a Mas ter's 

Degree plus 30 graduate hours were less satisfied with t he 

facets of Ability Utilization and Advance e t than were 

teachers with a Bachelor's Degree plus 1 8 grad uate hours . 

Perhaps advanced educational level increases the individual ' s 

expectations regarding promotions a nd opportunities to make 

use of his or her abilities. The teachers having the 

highest educational level also display ed less sat i s faction 

with the Achievement facet of their work than did the 

other three groups, which could be explained similarly . 

In only one instance did a group with a lower educa~ional 

level report significantly less satis fac tion than a g roup 
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with a higher educational level. The Bachelor's Degree 

group was significantly less satisfied with the facet of 

Independence than the group with a Bachelor's Degree plus 

18 or the Master's plus 30 group. Perhaps teachers in the 

Bachelor's group, many of whom would be beginning teachers, 

are more closely supervi sed and have less chance to work 

alone than would teachers in the other two groups. 

Teacher perception of principal's leaders hip style 

had a significant effect on General Sati sfact ion and on 

more job facets than a ny other main effect conside r e d . 

Those teachers who had neutral principals displ ayed l ess 

general satisfaction than did those with goal-oriented o r 

ideal principals. The neutral group displaye d l ess s a is- · 

faction with Ability Utilization, Co-Workers, Supe rvi sion-­

Human Relations, Supervision--Technical, and Socia l Ser ice 

than did the ideal group. The relationship of the neutral 

leade rship styl e to dissatisfaction wi th both s upe r vision 

fac e ts is obvious, but the neutra l l eade r s hip s tyl e might 

also frustrate the teacher at other points. Perhap s t he 

ne utral style creates a n atmosphere in whi ch t e a c he rs d o 

not work we ll with each other and in which t e a c hers feel 

the ir abilities are untapped and their opportunities to 

be of service to others are limited. 

On the facets which produced significant d ifferences , 

teachers with ideal principals consistently had the highe st 



53 

satisfaction scores. This result was in keeping with the 

proposal of Sergiovanni et al (1969) that a leadership 

style that is both person and goal-oriented can meet a 

var iety of teacher needs. 

On two facets, Compa ny Policy and Practices and Ad ­

v a ncement, the person-oriented group displayed d issatisfaction 

similar to that of the neutral group . The goal-oriented 

group, on the other hand, showed satisfaction similar to 

tha t of the ideal group o n the facets of Supervision--Human 

Relations, Supervision--Technical, and Social Serv i ce . 

This similarity also · occured on General Satisfac ion . 

Halpin (19 66 ) did note that some school fac ul ties re s ponded 

well to goal-oriented leadership and maintained a co siderabl 

degree of sa tis f action . Significantly higher satisfac ion 

involving the goal-oriented g roup did exist only on 3 of 

20 job facets , but the fact that 2 of these face s d eal 

with supervis i on perhaps lend s s ome support to Halpin' s 

(1966) finding. 

Lorti e ' s (1975) suggestion that a positive rela tionship 

does not exist between tenure a nd job satisfaction in 

teaching because teaching offers little a dva ce ent was 

supported by this study. o relationship was found bet ee 

tenure a nd job satisfaction. 

The findings of this study can be s ummari zed a s follo\ s : 

(1) A relationship existed between-ag~, educational 
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level, principal's ~eadership style, and job satisfaction. 

(2) General satisfaction increased with age as did 

satisfaction with several facets of the work experience. 

(3) A higher educational level seemed to create 

dissatisfaction with the chances for advancement and other 

evidences of accomplishment. 

(4) Principal's leadership style apparently had the 

most wide-ranging effect on job satisfaction, producing 

general dissatisfaction and dissatisfaction wi th more f ace s 

than any othe r main effect. 

(5) Tenure apparently bore no r e lationship to job 

satisfaction for the participants in this study. 

Since principal's leadership style had the most profound 

effect on t eacher job satisfaction for the subject s in h is 

study, furthe r study among sub jects in anot her sett ing mi ght 

prove worthwhile . Also studies that a ttempt to pinpoin 

the spec ific r easons for changes in teache r j ob s ati sfaction 

that seem t o occur with changes in a ge and educat i o nal leve l 

could prov ide useful insight into the job s at isfaction phe­

nomenon. 
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APPENDIX 



Explanation of Abbreviations Used in 

Analysis of Variance Summarie s 

SSe . . . . . . . . . . . • . . . . . . . . . . . . . . . . . . • . . . . . . . . Social Servi c e 

Cre .•.......•......................•••........ Cr:eativity 

MV . . . • . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Mora 1 Va 1 ue s 

Ind Independence 

Var .............................................. Varie y 

Aut ............................................ Authority 

AU ....... . .......................... Abili t y Utiliza ion 

sst Socia l S a u 

CPP ........ . .............. Compan y Policies and Pra i ·es 

SHR ......................... Supe r vision--Human Relations 

Sec . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Security 

Com . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Comp nsa ion 

WC . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Wo rki ng Conditio s 

Adv . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Advancem n 

ST ........ . . . ..................... Supe r vision--Technical 

CW . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . Co- orke r s 

Res ....................................... Responsibili y 

Rec 

Ach ............................... . .......... 
Recognition 

Achievement 

Ac t ............................................ . Acti ity 

Gen Ge neral Sa t is faction 
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