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ABSTRACT 

The perception ofjob satisfaction among teachersin selected member schoolsin 

the SoutheastRegion ofthe Association ofChristian SchoolsInternational was studied to 

determine ifany differences existed injob satisfaction based on selected personal, 

educational and professional descriptors asreported bythe teachers. Full-time teachers in 

grades kindergarten through twelfth grade at82randomly selected schools were surveyed. 

The survey used wasthe Minnesota Satisfaction Questionnaire,LongForm,1967edition, 

as well as descriptive questions. Differencesin responses based onthe descriptors were 

analyzed utilizing the chi-square test and analysis ofvariance. In generalthe teachers' 

responsesindicated thatthey were satisfied with intrinsic,extrinsic and general satisfaction 

aspectsoftheirjobs;however,teachers were not satisfied with compensation andlower 

levels ofsatisfaction were noted for advancement and company policies and practices. 

There were statistically significant differences noted with regard to social status 

based on age. Statistically significant differences based on gender were noted with regard 

to authority,independence,responsibility,advancement,compensation,recognition,and 

supervision-human relations. Statistically significant differences based onteaching level 

were noted with regard to creativity,independence,and supervision-human relations. 

Statistically significant differences based on marital status were noted with regard to social 

status,recognition,supervision-human relations,and supervision-technical. Statistically 

significant differences based on salary were noted with regard to authority,creativity, 

responsibility,security,social status,advancanent,and compensation. There were no 

statistically significant differences based on highest degree earned or years ofexperience. 



There wasa statistically significant difference in the extrinsic grand meansforthe gender, 

salary,and experience variables. 

In general,the teachers surveyed expressed high levels ofsatisfaction with then-

jobs. Their three main areasofconcern were compensation,advancementand company 

policies and practices,with compensation being the area ofgreatest concern. The 

concerns were notsevere enough to warrant seeking other employment opportunities, 

however. Compensation policies should be analyzed to determine whereinequalities exist 

and to determine ways whereby compensation options maybeincreased. Proceduresfor 

determining advancement should be structured to allow more opportunities orto 

demonstrate equality ofadvancement opportunity. Teacherinvolvementin pohcy 

decision-making should be encouraged. 
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CHAPTER1 

INTRODUCTIONTOTHESTUDY 

BACKGROUNDOFTHESTUDY 

Work.. . such a dominant aspect ofdaily life. Depending onthe individual's 

perception,it can be an exciting and exhilarating experience or it can be a depressing 

drudgery that one mustsimply endure. For some,work brings a sense ofgratification and 

contentment;for others,it is a source ofstress,anxiety and,in some cases,fear and 

depression. Sothe question arises,whatis it about an individual's work,orjob,that 

causes satisfaction ascompared to those elementsthat create a sense ofdissatisfaction? If 

the aspectsofthejob that bring satisfaction can be identified,would it not be beneficialto 

employers and employeesto restructure organizational requirementsto increase that 

satisfaction and,hopefully,increase employee morale and output? 

Lortie(1975)stated that"all else being equal,weexpect higher engagementto be 

associated with higher satisfaction,asin the adage that one gets out oflife what one puts 

into it"(p.89). Yetit would seem the reverse would be true,also. The higherthe 

satisfaction inthejob,the morethe individual will put into the performance ofhis or her 

responsibilities,the morethe individual will express good organizational citizenship 

behaviors(Bateman and Organ,1983),and the morethe individual will behave 

considerately and sensitivelytoward others(Motowidlo,1984). Freeman's study(1978) 

reportedjob satisfaction as animpacting factor on economic variables such aslabor 



market mobility and unionism. Additionally,one might expectthatthe more satisfied the 

employees,the greater likelihood ofretaining those employees(Hinton,1991). 

The knowledge ofjob satisfaction remainsfiragmented,though it is atopic ofgreat 

interest. A reasonforthe fi-agmentation is that"manyifnot mostinvestigations lack 

theoretical foundations and produce only isolated facts"(Miskel and Ogawa,1988,p. 

289). It has been suggested that morethan 5000 studies ofjob satisfaction have been 

published sincethe 1930s(Cranny,Smith,&Stone, 1992). 

In his 1969 study,Locke definedjob satisfaction and dissatisfaction as"a fimction 

ofthe perceived relationship between what one wantsfi"om one'sjob and whatone 

perceives it as offering or entailing"(p.316). In other words,satisfaction is determined by 

the individual's viewsofwhat he or she gets out ofthejob. Locke noted,however,that 

levels ofsatisfaction will vary based on individual value perceptions. The degree of 

importance ofa value to an individual willimpactthe affect produced bythat value 

(Mobley&Locke,1970). Further,satisfaction should be regarded as an outcomeof 

performance(as perceived and appraised bythe individual)and should not be considered a 

meansofpredicting future performance(Locke,1970). 

According to Landy(1989),job satisfaction"has generally been measured as an 

attitude"(p.473),that is,afeeling,beliefor actiontendency. Further,Landy explained 

that scales used for measuringjob satisfaction usually measure one ofthe firsttwo aspects: 

feeling or belief. 

Attitudes aboutindividuals'jobs have been described as consisting ofthree related 

parts:(1)the beliefs held bythe individual regarding thejob,(2)the attitude ofthe 



individual and(3)the individual's behavioral intentions thatcome asa result ofthe 

attitude(Steers&Porter, 1991). Steers and Porterfurther explained thatthe negative 

beliefs(or perceptions)ofthe individual aboutthejob lead to negativejob attitudes which 

then lead to behavioralintentions such asleaving. Contrastingly,laffaldano and 

Muchinsky(1985)determined thatjob satisfaction andjob performance are only slightly 

related to each other. Dgen and Hollenback(1977)reported thatthere was not a 

significant causal relationship betweenjob satisfaction and behavior,specifically, 

absenteeism. 

Loher,Noe,Moeller and Fitzgerald(1985)used thejob characteristics model 

developed byHackman and Oldman(1976)to studythe relation ofjob characteristicsto 

job satisfaction. They evaluated the role ofgrowth need strength(GNS)asa moderator 

ofthat relationship. Theirfindings indicated a stronger relationship for individuals with 

high GNS;whereas,environmental and situational characteristics were instrumentalin 

determining satisfaction for individualslow in GNS. 

Currenttheories abouthuman motivation supportthe beliefthat individuals will 

behave in such a wayasto prolong satisfaction in their lives(Dunnette,Campbell,& 

Hakel,1967). Ifajob situation does not present itselfin a way that brings satisfaction,the 

individual will often seek other meansofgaining that satisfaction. Those means maycome 

through departure firom the organization or changingthe organizational structure,ifthat is 

within the ability ofthe individual. Additionally,Judge and Watanabe(1993)concluded 

thatthere is a positive and significant relationship betweenjob satisfaction and life 

satisfaction. 



Arvey,Bouchard,Segal,and Abraham (1989) conducted a study oftheimpactof 

environmental and genetic components on individualjob satisfaction. They determined 

that it maybe possible to predictjob satisfaction or dissatisfaction with afuturejob based 

on knowledge ofan individual'sjob satisfaction or dissatisfaction with his or her current 

job. It can be expected thatjob satisfaction will be"higher in times ofhigh 

xmemployment,orfor those workers with either personal characteristics or skills that 

triakftthem less mobile and therefore more committed to their presentjobs"(Salancik and 

Pfeffer, 1978,p.245). Similar conclusionsonthe importance ofunemployment rates in 

job satisfaction and turnover were determined in a 1987 study by Carsten and Spector. 

Studies conducted byDrory and Shamir(1988),Katz(1978)and Staw and Ross 

(1985)each noted the importance and impact ofintraorganizational and 

extraorganizationalfactors on an individual's satisfaction with his or herjob. Internal 

organizationalfactors such asjob redesign and organizational development were studied 

in additionto external individualfactors such as community support and family conflict. 

Similarly,Frone,Russell,and Cooper(1994)examined the relationship between 

job satisfaction and family satisfaction. Though their results did not supporta causal 

relationship betweenjob satisfaction and family satisfaction,they concluded that"it is 

possible that a causal relationship betweenjob satisfaction and family satisfaction is 

represented best as a within-person process"(p.577)and between-person analyses may 

not provide sufficient supportfor their theory. 

Job satisfiers are not easily identified,however. People differ in whatthey 

perceive as satisfying and dissatisfying. That which is pleasing to one maybe asource of 



great displeasure to another(Dunnette et al., 1967). Or simply put,satisfaction for one 

will not necessarily be satisfactionfor another dueto individual differences and 

perceptions. Studies have reported the existence ofdifferences injob satisfaction based on 

gender(Dalton&Marcis,1987)and race(Bartel, 1981),though,admittedly,the Bartel 

studyfound less significant differencesthan previous studies had reported. 

Rice,Gentile and McFarlin(1991)studied the importance ofjob facets(e.g., 

promotion opportunity,pay,co-workers,autonomy)tothe individualin determinmg 

satisfaction. 'Tor example,the relationship between perceived amountofpromotion 

opportunity and satisfaction with promotion opportunity is moderated bythe degree of 

importance attached to the promotion opportunity"(p. 31). Gerhart's 1987study 

suggested that levels ofsatisfaction maybe increased by well-designed persoimel 

programs. Contrastingly,O'Reilly and Caldwell(1979)detenmned there waslittle 

evidencethatjob design and task characteristics are significantfactorsimpacting 

satisfaction. Accordingto their conclusions,"these organizational attributes are 

undoubtedly surrogatesindexing someimderlying phenomenon"(p. 164). 

Though salary is usually thoughtto be a major contributing factortojob 

satisfaction, Salancik and Pfeffer(1978)predicted that individuals who chooseto stay iri a 

position,knowing the pay islower,have atendencyto be moreintrinsically satisfied with 

their workthan those who chooseto take equivalent,higher-payingjobsbased on salary 

alone. It would seem the keyfactor in this prediction would bethe element ofchoice. 

Thatis notto minimizethe importance broughtto a position bythe salary paid. 

Rather,as noted by Salancik and Pfeffer,pay servesto not only"justify the activity[work 



or position]but also to convey worth,status,and competence,as well asto providefor 

various goods and services obtained outside ofwork"(p.246). Contrastingly,Rusbult 

and Farrell(1983),in a study ofmoderately professionalized technical workers,concluded 

that greaterjob rewardsand lowerjob costs generate higher levels ofemployee 

satisfaction. Accordingto their study,job rewards appeared to affect the work experience 

from the outset ofemployment. 

Teachers do not differfrom other professionals in the desire and need forjob 

satisfaction. Like their students,teacherscan be"atrisk"and,for a variety ofreasons,can 

be in danger ofhaving a"bad"academic year(Berliner, 1990). This would translate into 

job dissatisfaction. Heath(1981)reported that a study bythe NationalEducation 

Association reported that one third oftheteachers sampled were very dissatisfied with 

their current position and that41%ofthose sampled would not choose teaching as a 

profession ifthey were ableto begin their careers again. "Teachers whosejobs satisfy 

their strongest needs,provide opportunitiesfor continued growth,and use their best 

potentials are better adapted and likely to have higher morale and be happier people"(p. 

8). When teacherslove their work,it is easier for them to be innovative and responsive to 

the needs oftheir students. Conversely,whenthey are dissatisfied,they can be dull, 

distracted and self-absorbed(EDII, 1995). In many cases,teachersfeellocked into their 

jobs and feelthey possesslimited mobility options(both horizontally and vertically)as 

compared to personsin other professions(Lowther,Stark,&Chapman,1984). Forthem, 

teaching is perceived as a plateau career in which long,dedicated service seldom results in 

promotion(Lowther,Gill,&Coppard, 1985). 



For many,teaching presentsfew opportunitiesfor making major status gains other 

than through leaving the classroom for full-time administration. The primary benefits 

which would comeby persisting in teaching,annual salary increases,are simplythe result 

ofseniority and taking ofcourses. Incentives are not organized within educational 

structures and there is little,ifany,variation in recognition ofeffort and talent among 

teachers(Lortie, 1975). 

Few beginning teachers project long futures in the classroom. Generally,men 

workfor promotion or,ifthat goalis not achieved,leave the profession or resign 

themselves to classroom teaching as aterminal status profession. Married women appear 

to be relatively satisfied asthe profession offers aflat career line which permitsthem to 

comeand go without seriousloss ofstatus(Lortie,1975). 

While satisfaction mayfosterimproved performance,theinverse may be true. 

Whether satisfaction is a meansto an end or an end in and ofitself,increasing teacher 

satisfaction is a desirable goal(Sweeney,1981). Locke and Schweiger(1979),however, 

viewed satisfaction solely as a meansto an end,not an end in itself, and asserted that, 

while the goal ofeach individual is to achieve his or her own happiness,the individual 

cannot expect others(e.g.,employers)to arbitrarily providethe individual with whathe or 

she wants. 

According to a 1995 reportin theAtlantaJournal("A Nation in Brief; Mixed 

Reviews"),aLouis Harris and Associates survey reported thatteacherjob satisfaction has 

increased in the last decade. The surveyindicated that while suburban teachers have 



grown more cheerful aboutthe quality ofeducation in public schools,urban teachers have 

grown more worried. 

With the knowledge that most people wantto find satisfaction in their work, 

administrators need to seek to enhancethatfeeling within their own school environments. 

In orderto attract and retain qualified teachers, administrators in both public and private 

schools need to makea prioritized determination asto what aspectsoftheir organizations 

can cause satisfaction and/or dissatisfaction(Ongkasuwan,1994). Asthe administrators 

determinethe sources ofjob satisfaction,they can strive to create a working environment 

that will bring aboutjob satisfaction,and thus,stability,within the staff. According to 

Thompson,McNamara,and Hoyle(1997),educational researchers have displayed great 

interest in the study ofjob satisfaction and have devoted a great deal ofeffort studying it. 

"Trite as it mayseem,satisfaction is a legitimate goal in itself. Thetopic, 

therefore,is ofgeneralimportance"(Smith,Kendall,&Hulin,1969,p. 3). 

Though numerous studies have been conducted dealing with various aspects ofjob 

satisfaction in the field ofeducation,satisfaction perceptions amongteachersin private 

Christian schools,and specifically,member schools ofthe Association ofChristian 

SchoolsInternational is unknown. Research aboutthe perceptions ofthose teachers does 

not exist. 

PURPOSEOFTHESTUDY 

The purpose ofthis study wasto investigate the perceptions ofjob satisfaction 

amongteachers in selected member schoolsin the SoutheastRegion ofthe Association of 
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Christian SchoolsInternational(ACSI)and to determine ifany diflferences exist injob 

satisfaction based on selected personal,educational and professional descriptors(e.g.,age, 

gender,marital status,degree,experience)as reported bythe teachers. 

DEFBVmONOFTERMS 

Forthe purposes ofthis study,thefollowing definitions applied: 

Teachers are those employees who work full-time inthe instructional areasofthe 

schools. 

Administrators are principals,headmasters or chiefadministrative officials ofthe 

schools. 

Elementaryteachers are those whoteach predominantly in kindergarten through 

fifth grade. 

Middle schoolteachers are those who teach predominantlyin grades six,seven and 

eight. 

High schoolteachers are those whoteach predominantlyin grades nine through 

twelve. 

Personal descriptors are age,gender and marital status. 

Educational descriptor is the highest degree attained. 

Professional descriptors are salary,class leveltaught,total number ofyears 

teaching. 

Job satisfaction is the individual's positive attitudes towards his/her past,current 

and future employment. 
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Job dissatisfaction is the individual's negative attitudestoward his/her employment. 
r 

Job facets are the components(promotion opportunity,co-workers,autonomy, 

pay)that comprise anindividual's work experience(^ce.Gentile,&McFarlin, 1991). 

Burnoutis a progressive loss ofidealism,energy,and purpose resulting fromjob-

related conditions(Edelwich&Brodsky,1980). 

Turnover refersto the voluntary departure,or quitting,ofteachersfrom a 

particular school orfrom the profession entirely. 

Extrinsic satisfaction factors are those which are derived from sources otherthan 

the individual and which maybe applied to the individual by another source. 

Tntrinsic satisfaction factors arethose which are determined bythe individual and 

are self-applied. 

General satisfaction factors are those attitudes bythe individualtoward co-workers 

and working conditions. 

RESEARCHQUESTIONS 

The objectives ofthis study are expressed in thefollowing research questions: 

1. Isthere a difference inthe teachers'responsestothetwentyjob 

satisfaction scales onthe long-form Minnesota Satisfaction Questionnaire 

(MSQ)based on their personal,educational and professional descriptors? 

2. Isthere a difference inthe meansofthe twelve intrinsic satisfaction scales 

ofthe MSQ based on theteachers' personal,educational and professional 

descriptors? 

10 



3. Isthere a difference in the meansofthe six extrinsic satisfaction scales of 

the MSQ based on the teachers' personal,educational and professional 

descriptors? 

4. Isthere a difference in the means ofthetwo general satisfaction scales of 

theMSQ based on the teachers' personal,educational and professional 

descriptors? 

SIGNIFICANCEOFTHESTUDY 

The study wasintended to increase understanding ofprivate Christian school 

teachers' perceptionsofjob satisfaction, specifically within the SoutheastRegion ofthe 

Association ofChristian SchoolsInternational. The identification ofteachers' personal, 

professional and educational descriptors,asthey are associated with intrinsic, extrinsic and 

generaljob satisfaction scales, might assist administrators in recruitment and retention of 

qualityteachersin private Christian schools. 

The study might also assist administrators in determining thosefactors that can 

enhance and improvethe working environment. With this knowledge,administrators 

could provideimprovements or change which would be usefulin helping to decrease 

teacherjob dissatisfaction,absenteeism,bumoutand turnover. 

The study wasintended to allow teachersthe opportunityto express their views 

regarding their work situation. Assuch,it could also provide a meansfor dialogue 

between administrators and teachers in an attemptto improvethe overall climate ofthe 

institution. 
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This study could assist in identifying specific areas whereinservice training is 

needed. It could alsoform afoundation forimproving teacher preparednessthrough 

undergraduate teacher training programs. 

The findings ofthe study could be usefulfor any private school,notjust ACSI 

member schoolsin the Southeast Region. Its findings could have application in public 

school systems,as well. 

LIMITAllONSANDDELIMITATIONS 

The limitations ofthis studyincludethefollowing: 

1. The study waslimited to those teachers who returned the questionnaire 

>vith usable responses. 

2. The study waslimited to those schools whose administrators granted 

permission for the teachersto be surveyed. 

3. The study waslimited to the perceptions and honesty ofthe participants in 

completing the questionnaire. 

The delimitations ofthis study include the following: 

1. The sample size ofthe study was delimited to a stratified cluster sampling 

ofmember schoolsofthe SoutheastRegion ofACSI. 

2. The sample was delimited in size due to the costinvolving in securing 

permission to use the Mirmesota Satisfaction Questionnaire. 

12 



3. The study was delimited by its selection ofChristian schools affiliated Avith 

ACS! 

4. The study was delimited bythe selection ofonlythose schools which offer 

educational programs at the kindergarten level or above. 

ASSUMPTIONS 

Forthe purpose ofthe study,thefollowing assumptions applied: 

1. Itemsin the questionnaire accurately measurethe factors being considered. 

2. The participantsin the surveyresponded honestly and candidly. 

3. The schools selected through the stratified random cluster sampling 

procedure are representative ofthe designated population. 

4. The condition ofrandomness was met. 

5. The questionnaire rating scales areofequalinterval value. 

ORGANIZAnONOFTHESTUDY 

This study is organized into five chapters. ChapterIcontains background forthe 

problem,purpose ofthe study, definition ofterms,research questions,the significance of 

the study,limitations and delimitations,and assumptions. ChapterIT includesa review of 

related literature,including the historical background ofjob satisfaction,majortheories of 

job satisfaction and current research relating tojob satisfaction. Chapterin describesthe 

methodologyused in the study,including identification ofthe subjects,procedmesfor 

random selection,proceduresfor conductingthe survey,instrumentation used in the 

13 



survey,and statistical analysis used in interpreting the data. ChapterIVincludes the 

findings and analysis ofthe data firom the survey. Chapter V concludes with asummation 

ofthefindings and a discussion ofthe conclusions and implicationsfor further research. 
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CHAPTERn 

REVIEW OFRELATEDLITERATURE 

Smith,Kendall,and Hulin(1969)definedjob satisfaction asthefeelings a worker 

has about his or herjob. Job satisfactions are feelings or affective responsestofacets of 

the situation and are afunction ofthe perceived characteristics ofthejob,relating to an 

individual's fi-ame ofreference. Cranny,Smith,and Stone(1992)definedjob satisfaction 

as an affective reaction to ajob that resultsfrom the individual's comparison ofactual 

outcomes with thosethat are desired. For teachers,satisfaction is the summation ofthe 

individual's assessment ofhis or her total rewardsin teaching(Lortie, 1975). 

HISTORICALBACKGROUNDOFJOB SATISFACTIONRESEARCH 

Duringthetime ofthe Depression and Franklin Roosevelt'sNew Deal more and 

more emphasis was placed on the worker and thejob environment. Asa result ofthe 

workers'loss ofconfidencein the economic system,labor unions experienced a 

resurgence ofpower. Nolonger could the worker be considered a commodity. Rather, 

workers'rights,opinions and views were considered in contract negotiations and 

organizational restructuring. 

The Hawthorne Studies conducted by Mayo(1933)and Roethlisberger and 

Dickson(1939)at Western Electric's Cicero,Illinois plant produced findingsthat 

supported the view that workers'satisfaction with their work environments and 
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supervisors had a directimpact on theirjob performance. They argued that it was 

necessaryto considerthe"whole person"onthejob and that theincreased routinization of 

job tasks,resulting from the industrial revolution,had reduced the possibility ofworkers 

finding satisfaction in the tasksthey were doing(Steers&Porter, 1991). They discovered 

that workers"had minds,and thatthe appraisalsthey made ofthe work situation affected 

their reactionsto it"(Ongkasuwan,1994,p. 18). 

Since that study,thousands ofresearch projects dealing withthe aspect ofjob 

satisfaction and its relationship to the worker have been reported(Cranny et al., 1992). In 

1935,Hoppock,as cited in Ongkasuwan,used survey methods and attitude scalesto 

examinejob satisfaction and showed that satisfaction wasrelated to gender,occupational 

level and age. Likert(1961,1967),through his studies,wasoneofthe earliest to 

advocate participatory management. 

Likert's model dealt more with organizational climate,however. He hypothesized 

a continuum from an authoritarian,control-oriented climate to a verytrusting,delegating 

communicative climate. Hisrecommendation wasto move organizations as closely as 

possible towardsthe trusting,communicative climate(Jones,1997). 

Herzberg,Mausner,and Snyderman(1959)argued thatfectors,such as pay raises, 

wereinadequate catalysts in workerjob satisfaction,and often created fiustration and 

dissatisfaction instead. Rather,satisfaction with thejob could only come by allowing 

individuals enough responsibility and authority to providethem the opportunityto grow 

mentally(Ongkasuwan,1994). 
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Morerecently,research hasfocused on determining the causes ofjob satisfaction 

with emphasis on the worker's reaction to the environment and the work itself. There has 

been no onetheory ofjob satisfaction developed,however,which is recognized asthe true 

theoretical view. Nevertheless,job satisfaction is a major aspect ofmanytheories of 

motivation(Smith,1986),two oftheforemosttheorists being Abraham Maslow and 

Frederick Herzberg. 

MAJORTHEORIESOFJOBSATISFACTION 

Maslow's(1970)needs hierarchy theory divided people's needsinto five basic 

categories,arranged in an ascending hierarchical order: physiological,safety, 

belongingness and love,esteem,and self-actualization. 

1- Phvsioloeical needs. Physiological needs are the most basic human needs, 

those required for human existence(food,water,vitamins,hormones,etc.) 

and those thatinclude sensory pleasures(tastes,smells,etc.)which may 

become goals ofmotivated behavior. 

2. Safety needs. Beyond physiological needs,safety needs are those which 

seek physical and psychological security and stability. They would be 

represented by dependency,protection,fireedomfrom fear, structure, 

order,etc. 

3. Belongingness and love needs. Having metthe physiological,physical and 

psychological needs,the individual now seeksthe companionship and 
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friendship ofothers. They are the hungerfor affectionate relationships, 

namely,a place within the individual's group orfamily. 

4. Esteem needs. The esteem needs are those desiresfor self-respect and 

self-esteem,as well as,the desirefor reputation,prestige or status in 

others'opinions. Satisfaction ofthe esteem need leadsto self-confidence, 

self-worth and strength. 

5. Self-actualization needs. Self-actualization needs are categorized in the 

desireto achieve one's ultimate,highest potential,to become everything 

that one is capable ofbecoming. In reality, self-actualization needs are the 

most difiBcultto fulfill and can never fully be realized. 

Aslower level needs become satisfied, higher order needsbecome moreimportant 

and,thus,function as high motivators. Thosethat have already been satisfied cease to be 

effective motivators,unless,for somereason,that level ceasesto be fulfilled. Maslow's 

theory purported thatthe level that has not been achieved serves asthe primary 

motivationalforcein an individual's life. This can have application tothe individual's 

work environmentto the degree theenvironment satisfiesthe need. 

In relating Maslow's needstheoryto education.Hill(1995)deduced that when 

teachersfeel challenged,in control oftheir lives and have a sense ofbelonging,their basic 

needs have been met. With the meeting ofthose needs,theirfocuscanthen be directed 

toward becomingthe adult attachment figurethat children must havein orderto havetheir 

own needs met. In other words,for teachersto be effective in meeting their students' 

needs,they(teachers)mustfirst havetheir basic needs satisfied. 
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Carroll(1969)noted that Maslow's need hierarchytheory became the most 

significant theory injob satisfaction research atthattime. 

Maslow has not been without his critics, however. Locke(1976)questioned the 

existence ofthe higher order needs and also the basis on which those needs were 

determined. Randolph(1985)noted that a person's needs maychange over time,or at 

least,the priority ofneeds may change. Wahbaand Bridwell(1976)questioned the 

existence ofthe five distinct categories. 

Frederick Herzberg,and his colleagues,(1959,1987)investigatedjob factorsthat 

madea person satisfied or dissatisfied with his or herjob. It wasHerzberg'stheory that 

there weretwoindependent sets ofneedsand that both sets ofneeds affected the 

individual's behavior differently. 

This has becomeknown asHerzberg'stwo-factortheory and proposes that 

satisfaction and dissatisfaction do not exist on a continuum,rather they are independent of 

each other. Thefactors that are involved in producingjob satisfaction are separatefrom 

the factors that producejob dissatisfaction. Further,the opposite ofoneis notthe other. 

Dissatisfaction is notthe opposite ofsatisfaction. The opposite ofsatisfaction is no 

satisfaction;the opposite ofdissatisfaction is no dissatisfaction. Further,different aspects 

ofan individual'sjob mayinfluence feelings ofjob satisfaction andjob dissatisfaction. 

Accordingto Herzberg(1987),the growth or motivatorfactorsthat are intrinsic to 

thejob are: achievement,recognition for achievement,the work itself, responsibility,and 

growth or advancement. The dissatisfaction-avoidance or hygienefactors that are 

extrinsicto thejob include: company policy and administration,supervision,interpersonal 
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relationships(peers,superiors and subordinates),working conditions,salary, status, and 

security. Hefiarther reported thatifonly a small percentageofthetime and money 

currently devoted to the hygiene factors wasgiven tojob enrichment efforts,there would 

be an inordinatelylarge return in satisfaction and economic gain. Jones(1997)supported 

this view by reporting that Herzberg'stheory posited that workers were not motivated by 

the extrinsic Actorsofsalary and working conditions,but bythe intrinsic factors of 

achievement,recognition and responsibility. Similarly,Graen's 1966study also supported 

the beliefthat intrinsic factors are moreimportant contributorsto both satisfaction and 

dissatisfaction than extrinsic factors. 

Sergiovanni(1967),in his review ofHerzberg's earlier work,identified the 

motivatorfactors as satisfiers and the hygienefactors as dissatisfiers. Smith(1986)noted 

thatthe hygiene factors stemmed jfrom the nature ofman to avoid environment-related 

pain. The motivators,he noted,were associated with the individual's abilityto achieve, 

allowing for psychological growth. 

Numerousinstancesofreplication ofHerzberg'stheory have been reported. 

Wright(1991)cited studiesby Simmons,Lacy,Graham,and Litt and Turk which related 

to satisfaction in educational settings. Hefurther cited a 1966 study by Sergiovanni which 

replicated Herzberg's study in an educational setting byinterviewing teachersto find out 

about events associated with theirjobs which madethem feel good or bad. According to 

Sergiovanni's classification ofthe teachers'responses,the first and second factors 

contributing to good feelings aboutthejob were achievement and recognition. 
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Herzberg's critics have been quite vocal in their disapproval. Carroll(1969) 

identified a weakness ofthe Herzberg theory asits'lack offlexibility in explaining 

differences in individual personality needs"(p. 7). Carrollfurther noted that hygiene needs 

would haveto be met before motivation needs could become operative. King(1970) 

found alack ofan exphcit statement ofthe exact nature ofthe theory and gavefive 

versions ofthetheory. Duimette et al.(1967)stated: 

Thetwofactor theory hasfared poorly...regardless ofthe methodology used. It 

seemsthatthe evidence is now sufficientto laythetwo-factortheoryto rest... so 

that researchers will addressthemselvesto studying the full complexities ofhuman 

motivation(p. 173). 

Hulin and Waters(1971)discussed studies relating to King's 1970reporting of 

five possible versions ofHerzberg'stheory. In Hulin and Waters'study,three ofthose 

versions were evaluated: 

1. Theorv 1. Variation in all intrinsic variables combined contributes moreto 

variation injob satisfaction than it doesto variation injob dissatisfaction. 

Conversely,variation in extrinsic variables combined contributes moreto. 

job dissatisfaction. 

2. Theorv 2. Variation in all intrinsic variables combined contributes moreto 

job satisfaction than variation in all extrinsic variables combined. Similarly, 

variation in extrinsic variables combined contributes moretojob 

dissatisfaction. 
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3. Theory 3. Each intrinsic variable contributes moretojob satisfaction than 

it doestojob dissatisfaction and each extrinsic variable contributes moreto 

job dissatisfaction than it doestojob satisfaction(p.211). 

Their findings did not support any ofthe three theories. 

Lortie(1975)referred to motivators as rewards and proposed athird type of 

reward which promotedjob satisfaction. In addition to extrinsic(which would parallel 

Herzberg's hygienefactors)and psychic or intrinsic rewards(which would parallel 

Herzberg's motivator factors),he suggested ancillary rewards(objective characteristics 

which are perceived asrewards,e.g.,work schedules). Further,he asserted that it would 

be expected thatteachers would concentrate onthe psychicrewardsand that the energy 

they direct toward attaining those rewards would impact their total rewards. 

In addition to Herzberg'stwo-factor theory,others have offered a number of 

theories to explain oridentifyjob satisfaction. Lawler(1973),in his ModelofFacet 

Satisfaction,identified individual perception as the mostimportantfactor in determining 

satisfaction. Ifactual rewards(intrinsic and extrinsic)are equalto perceptionsofwhat 

would be equitable rewards,the individual experiences satisfaction. Ifthe actualrewards 

either exceed or do notreach perceived equitable rewards,the individual experiences 

discomfort or dissatisfaction,respectively. 

Locke's(1976)Value Theory explainedjob satisfaction asbeing determined bythe 

fiilfillment ofindividual values. He differentiated between needsand values,with needs 

representing biological necessities while values are subject to the individual's desires, 

consciously or subconsciously. 
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The Opponent-Process Theory proposed byLandy(1978,1989)suggested that 

individual satisfaction may change overtime eventhough the reward may be constant. His 

theory assumed the existence ofan emotional balance system that plays a role in individual 

perceptions ofjob satisfaction. He gave special note totheimpactoftime(i.e., whenthe 

satisfaction is measured)on the level ofsatisfaction. 

CURRENTRESEARCHIN JOBSATISFACTION 

Research ontheissue ofjob satisfaction is varied. In addition to the studies cited 

previously,numerous studies,similar to those conducted by Hinton(1991)and Bryant 

(1996),havelooked atjob satisfaction factors in business and industry. Hinton surveyed 

workers at a carpetfactory with implicationsfound forimprovementinjob enrichment. 

Bryant studied employeesfrom a distribution companyto determine predictability of 

proactive voice versus proaction as it relatestojob satisfaction. 

International Studies 

Educational studies ofjob satisfaction have been equally diverse. International 

studies have been conducted evaluatingjob satisfaction in other countries. Arulefela 

(1984)studied secondary schoolteachers in selected states in Nigeria. Runcie(1996) 

studied high school science teachers in Jamaica. Benson(1983)and Hart(1997)assessed 

teacherjob satisfaction in Victoria, Australia with emphasis on local school organization 

(Benson)and stressfactors affecting morale(Hart). Benson placed strong etnpha.sis on 

the role ofthe administrator in improving teacher satisfactionthrough modification ofthe 
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organizational structure ofthe school. Hart determined that positive experiences were 

stronger determinants ofmorale than stress. Friedman(1992)studied burnout in Israeli 

elementary schools and found that teachers whofeel satisfied with their work are least 

likely to feel burned out. 

Canadian studies have included those conducted bythe British Columbia Teachers' 

Federation(1996),Burke(1995)in Alberta,and Jensen(1991)in Saskatchewan. The 

British Columbia Teachers'Federation determined thatthe difference between those 

teachers who are"very satisfied"and those who arejust"somewhat satisfied"is often 

closely related tothe quality ofthe relationshipsthoseteachers have with other staff. 

Burke alsofound that peer relationships,and also administrative relationships,werethe 

greatest contributorsto satisfaction. Additionally,it was determined that the greatest 

contributorsto dissatisfaction were relationshipsto school boards and the larger 

community. Jensen's studyfocused on rural administrators and their effortsto increase 

job satisfaction and leader effectiveness. It was determined that administrators' 

relationships with their director,students and central ofBce staffwerethe sources ofthe 

greatest degree ofsatisfaction. 

Studies in southeast Asia have included Wu's 1984study ofelementary teachersin 

Taiwan confirming Herzberg'stwo-factortheory and Sipon's 1996 study ofMalaysian 

polytechnic instructors which countered Herzberg'stheory that motivatorfactors,not 

hygienefactors,would bethe source ofjob satisfaction. Sipon determined equal 

contributions onthe part ofboth types offactors. 
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Other southeast Asian studies ofnote have been conducted in Thailand by 

Pumipuntu(1992),Ongkasuwan(1994),Prayotudomkit(1995)and Samswang(1995). 

Pumipuntufound that older college faculty members,with more experience,expressed 

higher levels ofsatisfaction. Ongkasuwan studiedjob satisfaction in private schoolsin 

Bangkok. Prayotudomkit studied teacher burnoutin public and private elementary 

schoolsin Bangkok. Using the Maslach BurnoutInventory(MBI),it was determined that 

burnout is more likely to manifest itselfin the construct ofpersonal accomplishment rather 

than through emotional exhaustion and depersonalization. Samswang studied satisfaction 

amongacademic deansin public and private universities,finding private school deans are 

more satisfied than public school deans withfactors relating to working conditions and 

income. 

U.S. Studies 

In the United States,Adcock(1991)and Funderburg(1996)studiedjob 

satisfaction in Arkansasamong school superintendents(Adcock)and business educators at 

secondary and communitytechnical schools,both using theMSQastheir survey 

instrumentation. Birmingham(1984)used theMSQto study intrinsic and extrinsic 

reinforcers ofjob satisfaction amongteachers in Minnesota. Chapman(1984)used the 

MSQto survey high school deansin Illinois. Ely(1993)and Pool(1997)studiedjob 

satisfaction in Ohio. Evers'1992study considered "stayers and leavers"among Michigan 

teachers,demonstrating that stayers had higher satisfaction scores,less stress,more 

seniority and perceived their working conditions morefavorably. Finley(1991)and Guy 
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(1992)studied high school administratorsin Tennessee and Iowa,respectively. Finley 

noted a higher level ofjob satisfaction among black administrators and Guy noted that 

administrators at larger schools(with more support stafi)were significantly more satisfied. 

A second studyin Iowa(Sweeney,1981)focused onfactors such as gender,career stage, 

age level and studentsin assessing teacherjob satisfaction and needs,reporting that 

teachersin the25to 34age range wereleast satisfied. 

Prase's(1989)Arizona studylooked at career ladders and merit pay plans as 

incentivesfor attracting and retaining quality teachers. Hereported thatteachers receiving 

intrinsic rewardsexperienced significant more opportunitiesforjob enrichmentand 

recognition overthose who received extrinsic rewards. Seay,Smith and Crews(1995) 

studied superintendents'and school board chairs'attitudestowards merit payfor teachers. 

It wasnoted that merit pay promoted greater teacher morale andjob satisfaction,thus 

supporting teacher retention which had^equally positive effect onthe quality of 

education. Similarly,Lawson(1993)looked at career laddersin Missomiasthey relateto 

teacherjob satisfaction,finding no significant linear relationship between attitudestoward 

the career ladder andjob satisfaction. Gibbons(1995)also conducted a study in Missouri, 

looking at motivational characteristics ofjob satisfaction for elementary school teachers 

using the Job Characteristics Model developed byHackman and Oldham in 1976. His 

findings were inconclusive in determining an adequateinstrumentto measure teacher 

motivation. 

In 1988,Jacksonlooked at reasonsteachersin urban school districts in Nebraska 

gavefor leaving the profession overatwenty year period. Jackson felt that it is important 
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to understand whysome ofthe mosttalented and experienced teachersleavethe 

profession. A similar study wasconducted byKottkamp,Provenzo and Cohn in 1986 

surveying satisfaction among Florida teachers. Teacher satisfaction responsesto a 1984 

survey were compared to those reported by a study Lortie conducted in 1964. Results 

indicated slight declinesin levels ofteacher satisfaction with both thejob and the 

workplace,with a more marked decline with regard to the school as a workplacethan 

with regard to teaching as ajob. Jarvis' 1993 study,also in Florida,used the MSQto see 

ifthere wasa relationship between teachers' attitudes and viewstoward change and their 

level ofjob satisfaction. Her findingsindicated a significant relationship between teacher 

hardinessfactors andjob satisfaction. 

Lofland's(1985)studyin the District ofColumbia and Stiles'(1993)studyin 

Georgialooked at organizational climate and its impactonteacherjob satis&ction. 

Lofland determined there wasaneed to provide trainingfor administrators in identification 

and diagnosis ofschool climate and also inimplementing changesto enhancejob 

satisfaction. The results fi'om Stiles'studyindicated a significant relationship between 

organizational climate and teacherjob satisfaction. Open climate and higherjob 

satisfaction were also shown to be related. Both studiesincluded theMSQ as their survey 

instrument. 

Macula(1996)studied elementaryteachers in New Jersey,Thorsen-Spano(1996) 

studied elementary teachers in California and Schlechty and Vance(1981)studied teachers 

in North Carolina. Macula studied theimplicationsforthe work ofeducational reform 

efforts and its significance in theteaching and learning process. Thorsen-Spano's study 
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involved teachers who volunteered to be surveyed regarding conflict resolution programs. 

Dueto the nature ofthe sample group used inthe study,generalizations could notbe 

made and a relationship between conflict resolution programs and teacherjob satisfaction 

could not be supported. Schlechty and Vance's longitudinal study ofNorth Carolina 

teachersrevealed that the most academically proficient teachers are the mostlikely to 

leave teaching. This,according to Schlechty and Vance,results in a steadily deteriorating 

talent pool ofteachers. 

Specialised Studies 

Other studies havefocused on specialized groups within the field ofeducation. 

Jones(1995)studied organizational variables thatimpactteacherjob satisfaction atthe 

Atlanta(Georgia)Area Schoolforthe Deaf. Jonesreported that staflFpreferences should 

be considered when planning staffdevelopment programs. Lobosco and Newman(1992) 

studied teachers ofstudents with special needs. Results ofthe study indicated that 

working with special needs students is related to dissatisfaction in teaching and thatthere 

is a need for specialized training forthoseteachers who will be working with special needs 

students. Conversely,responsesindicated that working with students who are gifted and 

talented is related tojob satisfaction. Foran-Collins(1989)studied teachers working with 

severely disturbed adolescentsin the MassachusettsBureau ofInstitutional Schools' 

system. The results indicated a significant relationship between satisfaction and thejob 

supports,feedback,supervision and clinical consultation provided fortheteachers. 

Teacher satisfaction wasrelated to theteachers' perceptions ofthe capabilities oftheir 
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supervisors and thejob support provided bythe administration. Sweeney(1981) 

suggested thatteachers who spend a majority oftheir time working withlow ability 

students are less satisfied than those teachers who work with students having average or 

higher abilities. Singh and Billingsiey(1996)conducted a study in Virginia comparing 

teachers ofstudents with emotional disorders with other special educators. They 

suggested the mostimportant determinant ofintentto stay in teaching was workplace 

conditions. It wasfurther determined that administrative support wasakeyfactorin that 

commitment. Brown(1996)studied the leadership practices ofTrained Reading Recovery 

teachers and the relationship tojob satisfaction. Shefound thatjob satisfaction was 

related to gender,highest degree and teaching context and that Trained Reading Recovery 

teachers are strategically positioned for leadership roles. 

Specialized subject areas have also been addressed through numerous studies. 

Heston(1996)identified students asthe greatestfactor in determining both the level ofjob 

satisfaction andjob stress among band directors. Blassingame(1996)studied satisfaction 

levels ofphysical education faculty at higher education institutions in Texas. There was 

no significant relationship determined to exist betweenjob-related extrinsic satisfaction 

and retention ofphysical education faculty. The results ofScarborough's 1990study 

looked atthe personal and professional needs oftechnologyteachers,determining that 

admimstrators should consider innovative alternativesfor compensation,promotion and 

recogmtion while working cooperatively with the teachersto develop professional 

development programs. The results ofSmith's(1986)studyindicated thatimprovement 

in intrinsic factors would improvejob satisfaction among secondary math and science 
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teachersin Tennessee. Further,the study indicated that satisfaction with teaching 

appeared to be linked to intrinsic rewards. In 1998,Weld's study ofscience teachers 

indicated that the decision to leave teaching seldom hasto do with money. The salary 

discrepancy might be considered,however,as a"final straw"for exemplaryteachers(of 

any subject discipline)who are finstrated by isolation and pay structures based on 

seniority and nottalent, skill or professionalism. 

Studies have also been conducted related to gender,race,age and specialinterest 

groups. Collier(1992)examined predictors ofjob satisfaction forfemale elementary 

schoolteachers. Plut(1991)looked atjob-related attitudesamong teachers,comparing 

different career stages and gender differences. Culver,Wolfe and Cross(1990)tested 

influences affectingjob satisfaction among black teachers ascompared to whiteteachers. 

For both racial groups,background demographics ofage,sex,parents'education were 

found to be oflittle importance whencompared to variables ofschool climate and 

commitmentto teaching. Lowther,GKU and Coppard(1985)focused on the relationship 

between teacher age and the determinants ofjob satisfaction. Resultsindicated thatjob 

satisfaction increases with agefor teachers,with teachers over age50beingthe most 

satisfied and teachers under35theleast satisfied. It was also noted in their study,that"a 

major challenge for decision-makersis dealing with older,experienced teachers who have 

psychologically closed the door"(p.525). Asa result,staffdevelopment activities should 

build on career perceptions,rather than performance behavior. 

Agars,Unckless and Tesluk(1998),in a cross-level study offactors influencing 

commitmentto and participation in teacher's unions(e.g.,the American Federation of 
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Teachers),reported findings that suggested that union participation wasrelated to the 

teacher's perception ofsatisfaction with his or herjob. Unions may gain support during 

times ofdissatisfaction with the local or district administration. Nelson(1994)reported 

findings by the American Federation ofTeachersthat private school teachers are more 

likely to saythey would chooseteaching again than pubhc schoolteachers. Bingham 

(1996)reported the results fi-om a National Association ofSecondary SchoolPrincipals 

(NASSP)survey that teachers'job-related attitudes and perceptions can hinder effective 

performance and affect the quality ofeducation and student outcomes. 

Burnout 

Thoughthe primaryfocus ofthis study will not be specifically dealing withteacher 

burnout,theimplications ofburnout causes and otherfactors that affect satisfaction and 

dissatisfaction are ofnote. There is alot ofinformation whichfocuses on burnout,its 

causes and its application. Although student behavior may be a central factor in causing 

teacher burnout,as believed by manyteachers,studies indicate other factors seem to be at 

work(Friedman,1992). 

Berg(1994)suggested that younger teachers report higher levels ofburnoutthan 

do olderteachers,secondary teachers more so than elementaryteachers,maleteachers 

morethanfemale teachers and less experienced teachers morethan veteran teachers. 

Additionally,it was noted that instructional staffmanifest higher levels ofbumoutthan 

support staff. In three different reports,Byrne(1991,1994,1994)evaluated bumout 

amongteachersin Canada and the validity ofthe Maslach BumoutInventoiy(MBI). The 
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Canadian study indicated that bimiout wasa multidimensional construct consisting of 

three facets: emotional exhaustion,depersonalization and reduced personal 

accomplishment. 

According to Cunningham(1982): 

Research suggeststhat burnout resultsin increasedjob turnover and absenteeism, 

reduced vitality, development ofphysical and emotional symptoms,physical and 

mental withdrawal and detachment,rigid adherenceto standard operating 

procedures,free-floating anxiety and hostility and autocratic and dogmatic 

behavior(p.239). 

Further,Cumungham stated thatin orderto reduce burnoutamong teachers,there 

must be anincrease in teacher support,improvement in physical,emotional and 

psychological conditioning,increase in teacherinfluence onthe organisational 

management,operation and development,and developmentofquality ofwork programs 

in education. 

Frank and McKenzie(1993)conducted an exploratory study ofbumoutin special 

educators,concluding that admimstrators need to learn to identify stress characteristicsin 

the early stages and assist teachersin developing coping skills related to emotional 

exhaustion. Friedman and Farber's 1992studyin Israel suggested that in orderto m;^ke a 

difference in combating bumout,reform efforts should: 

reduce classroom size, permit teachersto choosetheir owntexts and design then-

own curriculum,provide additional servicesfor students with learning difficulties, 

facilitate parent-teacher collaboration(p. 33). 
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Henderson-Sparks,Ehrgott and Sparks(1995)surveyed administratorsto 

ascertain keyfactors that contributed mostto the condition oftheir marginal teachers. 

Admimstratorsfrom all levels listed lack ofmotivation,burnout and personal crises. 

Hipps(1990)used the MBIto develop a meansofmeasuring educatorjob stress that 

would be applicable for both teachers and administrators. Hemmasi,Grafand Lust(1992) 

indicated thattenure at an institution impacted satisfaction negatively. Greer and Greer 

(1992)and Surpuriya and Jordan(1997)recommended changesin pre-service teacher 

training in orderto provideteachers with the ability or meansto cope before burnout 

becomesanissueforthem. 

Organizational Structure 

Teacher participation in decision-making processes at the school level(Bacharach, 

Bamberger,Conley,&.Bauer,1990;Berg,1994;Holdaway,1978;Jones,1997;Kushman, 

1992;Taylor&Tashakkori,1995;Woodruff,1992)and the organizational structure and 

climate ofthe school(Berg,1994;Farber&Ascher, 1991;Erase, 1989;Goodin,1995; 

Hatchett,1995;Iverson,Olekalns,&Erwin,1998;Lowther,Gill,&Coppard,1985; 

Mason,1980;Moore,1996;Natale,1993;Pisciotta, 1996;Schappe,1998;Steinhauer, 

1995;Walsh&Shay,1993;Whaley,1994)were noted bythese and numerous other 

studies as beingfactorsfor increasingjob satisfaction and,thus,decreasing dissatisfaction 

and burnout potential. 

Jones(1997),Woodruff(1992)and Bacharach et al.(1990)all noted thatteachers 

who participated in decision-making processes expressed a higher level ofjob satisfaction 
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and higher morale. Holdaway(1978)asserted that alack ofparticipation in decision-

making isthe greatest source ofteacherjob dissatisfaction. Berg's 1994study provided 

several organizational interventions that could beimplemented: 

1. Involve staffin decision making 

2. Involve staffin program development 

3. Involve staffin goal setting 

4. Conduct yearly staffretreats 

5. Provide workout centersfor staff 

6. Establish case-load ceilings 

7. Hire more paraprofessionals 

8. Increase pay 

9. Offer flex-time opportunities 

10. Offer a class in dealing with difficult people(p. 187). 

Asnoted in Berg(1994),Farber and Ascher(1991),Goodin(1995),Hatchett 

(1995)and Steinhauer(1995),school-based managementis a changein the governing 

structure ofa school system which allowsthose most affected by a decision to help make 

the decision,thus,empowering the teachers to develop goals ofeducationthat will 

enhancetheir professionalism. Additional aspects ofschool climate that have been shown 

to enhanceteacher satisfaction have beenteam teaching(Walsh and Shay,1993;Natale, 

1993);feedback,reward and support(Whaley,1994);mentoring and seminars(Natale, 

1993;Frase, 1989);workload adjustments(Ely,1993;Iverson,Olekalns,&Erwin,1998); 
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work domain or environmentimprovement(Mason,1980;Pisciotta, 1996;Schappe,1998, 

Walsh and Shay, 1993);and flexible scheduling(Diener, 1985). 

Administrative Impact 

Neil(1994)suggested administrators need to be aware ofthe positive and 

moderate relationship between the organizational structure and culture and teacherjob 

satisfaction. Meansshould be designed for strengthening school culture while addressing 

the needs oftheteachers. Additionally,Neil noted that administrators in low socio 

economic areas should not assume thatthe teachersinthose areas will exhibit an 

inordinately high level ofdissatisfactionjust because oftheincomelevelofthe student 

population. 

Emphasison organizational commitment wasreported in Reyes(1990),Bartol 

(1979),Bateman and Strasser(1984),Farrell and Rusbult(1981),and Hrebiniak and 

Alutto(1972). Each ofthese noted a strong relationship between the employee's 

organizational commitment andjob satisfaction and the motivation and stimulation 

received at workthrough recognition,perceived school effectiveness,achievement and 

strong administrative leadership. In effect,it wasfelt that an employee's happiness with 

his or herjob hasa strong relationship withthe level ofcommitmentto the organization, 

Administrativeleadership styles and relationships with teachershave also been 

studied asfactorsimpactingjob satisfaction. Whaley(1994)reported that"experts have 

begunto examine administrative leadership in the schools asanother wayofdealing with 

education crises"(p.46). Prest(1993)investigated the relationship betweenthe 
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expressedjob satisfaction ofteacher assistants(paraprofessionals)and their perception of 

the leadership behaviors ofthose who are in supervisory roles overthem. Dorminyand 

Brown(1982)studied the impact ofadministrators'behavior onthejob satisfaction of 

assistant principals. They asserted that considerate high school administrators are most 

likely to have assistant principals highly satisfied in extrinsicfactors such as working 

conditions,salary,security,supervision and policies. Culver et al.(1990)recommended 

that administrators should learn the needs ofthe subpopulations ofteachersin their 

schoolsin orderto bring aboutjob satisfaction amongthe staff. Singh and BiUingsley 

(1996)noted thatthe strongest influence onjob satisfaction was administrative support 

and,subsequently,job satisfaction wasthe strongestcommoninfluence on intentto stay in 

the teaching profession. 

Friedman and Farber(1992)were critical ofthe tendency ofadministrators(and 

parents)to overestimate teachers'sense ofsatisfaction. This tendency,they suggested, 

may speak to teachers as a"glib, unrealistic attitudetoward their[teachers']real needs" 

(p. 35). LoVette(1997)added to this view by stating thatteachers areleaving the 

profession in great numbers because ofinsufficient pay and"thetremendous stress which 

is associated with society's negative attitudestoward schools,teachers,and 

administrators"(p.306). In an effort to better understand the complexities ofthe 

variables thatimpactjob satisfaction.Pool(1997)identified leadership styles as one ofthe 

factors that affects teacher satisfaction levels. 

Pennington(1997)and Everett(1988)both noted a significant relationship 

between teacher motivation and the perceived leadership style ofthe administrator. 
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Administrators should be encouraged to display high levels ofconsideration in their 

behavioralleadership styles. Natale(1993)supported that view with results from a survey 

that showed a relationship between teacher dissatisfaction and perceived inadequacy of 

administrative support. Ofthose surveyed who cited feelings ofdissatisfaction,over one 

fourth ofthem,the largest single group,listed inadequate administrative support asone of 

the main reasonsfor that dissatisfaction. Natale observed that"manyteachers still believe 

school administrationsto be more detrimentalthan helpfulto the business ofteaching"(p. 

15). In contrast,Werner(1990)studied the effect ofadministrator-delivered positive 

reinforcement onteacherjob satisfaction. The study did not produce significant support 

forthe hypothesisthatthere wasa significant impact. Caldwell(1992)studied elementary 

teachers' perceptions ofadministrators' motivation behaviors. Herzberg'stwo-factor 

theory ofmotivators and hygienefactors wasincluded in that study. 

Reyes and Hoyle(1992)conducted a study ofteachers'satisfaction with their 

administrators'interpersonal communication. Specifically,they addressed three aspects of 

administrative communication thatimpacted theteachers: adininistrators' 

communication,administrators'feedback and perceived adequacyofthe administrators' 

instructions. Administrators would benefitfrom knowingto what degree their 

communicative skills contribute to or detract from teacherjob satisfaction. 

Because ofthe smaller poolofavailable teachers and the numbersofretiring and 

departing teachers,Bacharach and Bamberger(1990)suggested that administrators 

become more sensitive to the potential causes ofteacher dissatisfaction and departure. 
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Role conflict and ambiguity werefound to be significantly and inversely related tojob 

satisfaction. 

Littrell,Billingsley and Cross(1994)studied the ejffects ofperceived administrative 

support onteacher stress and personal health,job satisfaction,schoolcommitment and 

intent to stay in teaching. The results indicated that administrative support decreases 

stress and burnout,supportive administrators are likely to have a positive effect on teacher 

commitment and satisfaction,and that teachers' personal health may be adversely affected 

by perceived nonsupportive administrative behavior. Four categories ofproposed 

administrative support were suggested: emotional,providing open communication and 

interestin teachers'work;instrumental,helping teachers with work-related tasks; 

informational,offering teachers workshops and inservices;and appraisal, providing clear 

guidelines ofeffective teaching. 

CompensationImpact 

In itsfamous 1983 report,A Nation atRisk,the National Commission on 

Excellencein Education noted that one ofthefactors contributing to a decline in 

educational standards and the inabilityto attract able studentsto theteaching profession is 

the salary structure ofmost educational systems. Too often teachers are required to 

supplement theirincome with part-time summer employment. TheNational Commission 

on Excellencein Education noted that salariesfor the teaching profession"should be 

increased and should be professionally competitive,market sensitive,and performance 

based"(p. 30). Although in most studies, salary was generally addressed as one 
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contributing factor tojob dissatisfaction,G^dara(1992)reported that"though teachers 

note a number ofworking condition problemsthattroublethem ...low salaries remain an 

important source ofdissatisfaction among manyteachers"(p.229). G^darafurther noted 

thatincreased salary was,forthe largest portion ofthe teachers,the keytojob satisfaction 

and the feeling ofbeing considered true professionals. 

Absenteeism 

The problem with teacher absenteeism,often recognized as a representation of 

potential or existingjob dissatisfaction,was noted by several studiesfor its importance. 

Hanisch and Hulin(1991)identified absenteeism and other withdrawal behaviors(e.g., 

tardiness,turnover)asbeing reflective ofattitudes such asjob dissatisfaction,low level of 

commitmentto the organization,or an intention to quit. Iverson,Olekalns and Erwin 

(1998)saw personal accomplishment as a predictor ofdecreased absenteeism; Similarly, 

Reyes(1990)and Bridges(1980)noted thatjob satisfaction contributesto a decrease in 

absenteeism. 

Scott and Wimbush(1991)conducted a studyto examine the absenteeism in 

secondary schoolsto determine factors related to absenteeism. In the study,motivation to 

attend was expected to be highforthose employees who perceived workto be more 

central to their life than other activities,and also forthose who reported higher 

involvement and satisfaction with their work. Absenteeism wasnegatively related tojob 

satisfaction andjob involvement. Variables which impacted motivationto attend were 

noted as satisfaction with pay,with promotions,with peers and supervisors,and with the 
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work itself. Supportive ofthese findings was Jacobson's 1989 study oftheimpactofpay 

incentives on teacher absenteeism. In his study,financial rewards ofhigher attendance 

rates resulted in significant short-term reduction ofteacher absences. 

Sagie's study(1998)reported that an employee"whois absentfrom work is 

consciously or unconsciously expressing negative attachmentto the organization . .. 

absence can provide him or her an opportunityto avoid the negative emotions associated 

with work"(p. 156). Conversely,higher satisfied employees,orthose strongly committed 

tothe organization,will avoid withdrawal behaviors and maintain continued attachmentto 

the organization. Sagie suggested administrators provide detailed feedback to then-

employeesabouttheir attendance and absences. 

Yet,in contradiction to Sagie's reporting,Randall's(1990)research showed little 

evidence that a meaningful and consistent relationship exists between attitude and 

absenteeism. Accordingto Randall,poorer correlations were observed between work 

attitudes and absenteeism than those correlations in other areas. 

Morale and Climate 

Work attitudes were often reflective in the teachers'self-concepts. Sweeney's 

study in 1981 suggested thatthe greatest teacher need deficiency wasin the category of 

esteem,prestige or status. "Lack ofesteem continuesto pose a serious problem for our 

teachers"(p.205). Strike(1990)noted the need for recognition ofteaching as a 

"profession"and LoVette(1997)noted thatteacher prestige and status are probablylower 

than ever before. 
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LoVette attributed lack ofrespect,low salaries,little opportunity for advancement 

and decreasingjob security as addingto the lack ofprestige and respectfor teachers and 

the teaching profession. Asa result, manyteachersfeel dissatisfied withjobsthat are 

"overwhelming,and low morale,stress, burnout,and low self-esteem are clearly evident" 

(p.305). Just as a positive school climate can positively affect a child's self-concept, 

LoVette asserted that a positive teacher self-concept can be instrumentalin producing 

positive student self-concepts. LoVettefurther noted,however,that studies have rarely 

focused onthe esteem needs ofteachers. 

Similarly,Kushman(1992)reported thatteachers need to feel in control ofthe 

learning process. Whenthey do,they are morelikely to perceive their own professional 

worth and efficacy,seek and find solutionsto students'learning difficulties, and in the end, 

experience more successin the classroom leading to greater intrinsic satisfaction with 

teaching(p.36). Whenthatintrinsic satisfaction is achieved,the ability to retain quality 

teachers will increase. 

Hill(1995)noted thatteachersleave the teaching profession for numerousreasons; 

no sense ofachievement,no sense ofaffiliation, and no sense ofcontrol. Lobosco and 

Newman(1992)and Ascher(1991)recognized the need to retain quality teachers as one 

ofthe major tasksfacing the field ofeducation. Ascher specifically noted the importance 

ofworking conditions and their impacton teacher morale and effectiveness. Pisciotta 

(1996),in a survey ofprivate school and public schoolteachersin Texas,noted that nearly 

hdf(48%)ofthe public school teachers plan to leave teaching. This compared to only 

28%ofthose in private education planning to leave. 
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Other Impacting Factors 

Other causes ofteacher satisfaction and/or dissatisfaction have been addressed in 

additional studies. The British Columbia Teachers'Federation study(1996)noted that 

dissatisfaction arises outofproblems and demandsofthejob itself(i.e., workload,hours, 

student behavior,lack ofsupport/resources,unhappiness with assignment,problems with 

administration and staff,and lack ofstability). Reyes and Pounder(1993)addressed the 

issue oforganization orientation in both public and private elementary schools. 

Corcoran,Walker and White(1988)noted that positive working conditions which 

would have a positiveimpactonteacher satisfaction and,thus,retention ofgood teachers 

include: supportive administrative leadership,high levels ofstaffcoUegiality,high levels 

ofteacherimpacton decision-making,high levels ofteacher inputin curriculiun and 

instruction decisions,and good physical working conditions. 

Hall,Pearson and Carroll(1992)compared teachers who were contemplating 

leaving the teaching profession and those who planned to stayin the profession longterm. 

Those who planned to leave expressed less satisfaction with their current employment and 

with their salary and had a more negative attitude toward teaching as a career and toward 

the school administration. 

Verdugo,Greenburg,Henderson,Uribe and Schneider(1997)noted that dueto 

the importance ofteacherjob satisfaction onjob quality and student achievement,teacher 

satisfaction with theirjob autonomy maybe a useful predictor ofoveralljob satisfaction. 

Sergiovanni(1967)suggested that satisfaction factorstended tofocus onthe work itself 

and dissatisfaction factors tended to focus onthe conditions ofthe work. Though the 
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elimination ofjob dissatisfiers would notinsurejob satisfaction, Sergiovannifurther 

suggested that one cannot experience work satisfaction withoutthe elimination or 

tempering ofthosefactors that cause dissatisfaction. 

Tokar and Subich(1997)tested to see ifpersonality dimensions contributed to the 

ability to predictjob satisfaction. The results indicated that personality traits are less 

relationaltojob satisfaction than practical issues such as finances,home-career conflict, 

thejob market,and supervisory or other working conditions. Dowell(1985)also studied 

personality types and level ofjob satisfaction among east Texasteachers using the MSQ 

and Myers-Briggs test. 

Engelking(1986)identified satisfaction factors asincluding recognition and 

achievement. Dissatisfaction factors were identified as relations with students and parents, 

lack ofachievement by students and teachers,district policy and its administration,and 

communication with administrators. 

Lobosco and Newman(1992)noted that teachers wholike and are moreinvolved 

in their profession would mostlikely be more effective teachers. Further,they reported 

thatthe level ofjob satisfaction perceived byteachers has been shown to be linked to the 

teachers'perceptions oftheir students. Though mostteachersfind studentlearning to be 

rewarding,Lobosco and Newman reportthat several studies have reported thatthe 

intrinsic rewardsofteaching that havecomefrom the students have declined. Friedlander 

(1964),however,indicated that intrinsic factors werethe mostimportant determinants of 

job satisfaction. 
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Measurement 

In their study,Bacharach,Bamberger,Conley and Bauer(1990)determined four 

categories useful in measuringjob satisfaction: 

1. The authoritythe individual hasfor carrying out bis or her work. 

2. The individual's presentjob in light ofcareer expectations. 

3. The chance thatthejob providesthe individual the opportunityto do what 

he or she does best. 

4. The extentto which conditions in the individual's school enablesthat 

individualto be effective in his or herjob. 

Cranny,Smith and Stone(1992)listed thefollowing criteria in measurementofjob 

satisfaction: 

1. Job satisfaction must be measured reliably. 

2. Different results may be expected accordingto the scales used. 

3. Satisfaction cannot bejudged in absolute terms,butinvolves comparisons. 

4. Relationship between person and environmentis interactive. 

5. Job satisfaction can be broken down into components. 

6. Each ofthesefacets can be tied to one or more aspects ofthe work 

environment. 

7. Satisfaction wdth these aspects are intercorrelated. 

8. Some ofthis general factor can be attributed to relatively permanent 

characteristics ofthe individual. 

9. Job level is typically correlated with satisfaction with all aspectsofthejob. 
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10. Community characteristics can accoimtfor alarge proportion ofthe 

intercorrelation ofsatisfaction(p.45-47). 

Lester(1987)asserted that there is a growing need to create a more exact measure 

that can be applied specificallytojob satisfaction in an educational setting. Henoted that 
y 

the problem ofjob satisfaction can be addressed in the context ofthree broad areas: 

definitions ofjob satisfaction,job characteristics and theinstrumentation used. 

Minnesota Satisfaction Questionnaire 

A secondaiyfocus ofthis review is the usage and validity ofthe Minnesota 

Satisfaction Questionnaire(MSQ). It has been used in numerous studies to measure and 

determine levels ofjob satisfaction in various work areas. Studies otherthan the ones 

previously cited have used the MSQ asthe main survey instrument,or as one ofthe survey 

instruments. Butler(1983)used the MSQand the Work ValuesInventoryto compare 

group dififerences in determining whether control over valuefulfillment acts asa 

moderator,along with value importance,ofthe value fulfillment-job satisfaction 

relationship. Hansen(1993)studied staffdevelopment perceptions. Lyimo(1997)studied 

femalefaculty membersto determine ifthere wasa relationship between personal 

demographic characteristics,institutional variables and the dimensions ofjob satisfaction. 

Mason(1981)studied comparativejob satisfaction between administrators and teachers. 

Neuman(1997)concluded that general satisfaction levels amongteachers werelow,while 

recognizing that measuring general satisfaction is not a completeindicator ofjob 

satisfaction. Rhodes-Ofiutt(1990)noted that early childhood educators'job satisfaction 
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was related to numerous variables such as grade level experience,teaching experience,life 

satisfaction,ethnicity and salary. Thompson and Blain(1992)compared theMSQ with 

the MinnesotaImportance Questionnaire(MIQ)and determined their usefulnessfor career 

counselors and for career-changing clients. Walker(1996)studiedjob satisfaction 

betweenteachersin magnet high schools and teachers in non-magnet high schoolsin 

Indianapolis. 

SUMMARY 

Intrinsic and extrinsic variables have been reviewed asfactors in determiningjob 

satisfaction andjob dissatisfaction. Research supportsthe view thatofthetwo,intrinsic 

variables have a greater impact. Research does not discounttheimpactofextrinsic 

variables,however. Gtender and agefactors appeared to supportthe theory that women 

were generally more satisfied than men and that olderteachers were more satisfied than 

younger teachers. Perceived administrative behavior and communication were noted as 

keyfactors in determining individual satisfaction or dissatisfaction. Additionally,factors 

such as salary scales,self-esteem,workloads,career ladders and student behavior were 

amongthose addressed in various studies. 
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CHAPTERin 

METHODOLOGYOFTHESTUDY 

INTRODUCTION 

The methodology used in this studyis presented in this chapter. The population is 

identified,the proceduresfor selecting the study sample are explained and the procedures 

used in conducting the study are presented. A description oftheinstrumentation used and 

a presentation ofthe statistical analysis procedures are also included. 

SUBJECTS 

The population ofthis study wasfull-time teachers atthe 398 member schoolsof 

the SoutheastRegion ofthe Association ofChristian SchoolsInternational which metthe 

criteria ofoffering educational programs within the range ofkindergartenthrough twelfth 

grade. The number ofschools and student enrollment was obtained fi-om the 1998 

International Membership Directory. The numberofgrades offered varied by school,but 

those schools listed as offering preschool programs only were notincluded in the study. 

Thetotal student enrollmentin the schoolsin that region(including preschools)was 

approximately 116,000. 

Twenty percent ofthe member schools in each ofthe seven states in the region 

were selected. The selection wasfi'om those schools which metthe criteria ofoffering day 

school programs within the kindergarten throughtwelfth grade range. The sampleforthe 
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study wasrandomly selected through a stratified cluster sampling by state with the 

selection of82schools agreeing to participate,or approximately20%ofthe schools in 

each state which metthe criteria. Alabama had 10 outof49 eligible schools chosen, 

Georgia had 16 out of80eligible schools chosen,Mississippi had4out of19 eligible 

schools chosen.North Carolina had 16 outof77eligible schools chosen.South Carolina 

had6outof28 eligible schools chosen,Tennessee had 12out of58 eligible schools 

chosen and Virginia had 18 outof87eligible schools chosen. 

The selection ofparticipating schools was accomplished by assigning each eligible 

school within a state arandomly selected number fi-om a Table ofRandom Numbers 

(Leedy,1997). The list ofschools used wasan alphabetical list by city within each state. 

From a different Table ofRandom Numbers(Gay,1996),a starting point wasrandomly 

selected. Using the lasttwo digitsin therandom numbers,the schools were selected in 

order ofthe listing oftheir assigned random number untilthe determined niunber of 

schools was obtained. Allfull-time teachersin those selected schools were given the 

opportunityto participate in the survey. 

PROCEDURES 

A permission to survey letter(Appendk A)was obtained fî om Tom McClure, 

regional director ofthe SoutheastRegionofACSI. It delineated that participation in the 

survey was voluntary and that regardless ofthe decision to participate or not,no school 

would beimpacted in its standings or relationship with ACSI. 
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After the random selection ofschools,the chiefadministrator at each school was 

contacted bytelephone and sent afoUow-up letter(AppendixB)requesting permission to 

survey his/her teachers. Included with that letter wasacopy ofthe ACSIpermission letter 

and a postage-paid response card(Appendix B). There was a place onthe card forthe 

administratorto agree to or decline participation in the survey. Ifan administrator 

declined,another schoolfrom that state wasrandomly selected and contacted. There was 

also a place onthe card forthe administrator to indicate the numberoffull-time teachers 

at the school(to determine the number ofsurveysthat wasrequired per school). The 

administrator was asked to coordinate the distribution and collection ofthe surveys and to 

return whatever surveys were completed bythe return deadline date(February 9,1999), 

approximately three weeksfromthe initial mailing. 

After receiving permission from the administrator,a survey packet was sent to the 

school with a cover letter to the administrator(Appendix B),enough survey packetsfor 

each ofthe full-time teachers and a postage paid return mailerforthe administrator to use 

for returning the surveysoncethey were collected. Theteacher survey packetsincluded 

the survey,a cover letter explaining the importance oftheteacher's participation in the 

survey and assurance ofconfidentiality and anonymity(Appendix C),a sealable envelope 

for returning the surveyto the administrator and aPersonalDescriptors page and 

Informed Consent page(AppendicesD and B). Approximately one week before the 

deadline date,afollow-up letter(AppendixB)was sentto all administrators reminding 

them ofthe deadline date and requesting they send a memoto their teachers reminding 

those who are participating to return the surveys. Ifthere wasno responsefrom a school 
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after a reasonable amount oftime,afollow-up phone call wasmadeto the administrator 

to ascertain the status ofhis/her school's participation. A postcard wassent to each 

schoolfollowing receipt oftheir surveystothank the administratorsfor their participation 

and to letthem know that any additional surveysthat camein after the mailback date 

could still be sentfor inclusion in the study. 

INSTRUMENTATION 

Theinstrumentation utilized wasthe Minnesota Satisfaction Questionnaire Long 

Form(100items), 1967 edition. Personalinformation(descriptors)was collected as part 

ofthe survey instrument. 

Each ofthetwenty satisfaction scales ofthe MSQ consists offiveitems. Each 

item refersto a reinforcer factorin the work environment. Participantsidentified their 

degree ofsatisfaction by meansoffive response alternatives(as provided onthe MSQ): 

not satisfied,only slightly satisfied, satisfied,very satisfied and extremely satisfied. 

Thetwentyjob satisfaction factors,as identified in the MSQ manual are: 

1. Ability utilization. The chance to do something that makesuse of 

my abilities. 

2. Achievement. Thefeeling ofaccomplishmentIget fi'omthejob. 

3. Activity. Being able to keep busy all thetime. 

4. Advancement. The chancesfor advancementon thisjob. 

5. Authority. The chanceto tell other people whatto do. 
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6. Company(school)policies and practices. The waycompany 

(school)policies are putinto practice. 

7. Compensation. Mypay and the amountofworkI do. 

8. Co-workers. The way myco-workers get along with each other. 

9. Creativity. The chanceto try myown methodsofdoing thejob. 

10. Independence. Thechanceto work alone onthejob. 

11. Moral values. Being able to do things that don't go against my 

conscience: 

12. Recognition. The praiseIgetfor doing agoodjob. 

13. Responsibility. Thefreedom to use myownjudgment. 

14. Security. The way myjob providesfor steady employment. 

15. Social service. The chanceto dothingsfor other people. 

16. Social status. The chanceto be"somebody"in the community. 

17. Supervision—human relations. The way myboss handles his 

employees. 

18. Supervision—technical. Thecompetence ofmy supervisor in 

making decisions. 

19. Variety. The chanceto do different things from timeto time. 

20. Working conditions. The working conditions(Weiss,Dawis, 

England,&Lofquist, 1967). 

Thetwentyjob satisfaction scales are divided into three subscales: intrinsic, 

extrinsic and general satisfaction. Theintrinsic subscale measuresthe satisfaction with the 

51 



work itself. The extrinsic subscale measuresthe satisfaction with the work environment. 

The general satisfaction subscale consists oftwo scales. 

The intrinsic subscaleincludesthefollowing factors from the list given previously: 

1. 

2. 

3. 

5. 

9. 

10. 

11. 

13. 

14. 

15. 

16. 

19. 

Ability utilization 

Achievement 

Activity 

Authority 

Creativity 

Independence 

Moral values 

Responsibility 

Security 

Social service 

Social status 

Variety 

The extrinsic subscale includesthefollowing factorsfrom the list given previously: 

4. Advancement 

6. Company(school)policies and practices 

7. Compensation 

12. Recognition 

17. Supervision—human relations 

18. Supervision—technical 
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The general satisfaction subscale includesthefoUowing factorsfrom the list given 

previously: 

8. Co-workers 

20. Working conditions 

The internal reliability oftheMSQ wasestimated using Hoyt's analysis-of-

variance. The median Hoyt reliability coefficients ranged from.78for Responsibility to 

.93for Advancement and Recognition. Ofthe 567Hoyt reliability coefficients reported in 

the MSQ manual,83%were.80 or higher and only2.5% werelower than .70. These 

suggestthat the MSQ scales have adequate internal consistency reliabilities(Weiss et al., 

1967). 

Test-retest stability correlation coefficients are reported ata median coefficient of 

.83(excluding the General Satisfaction scale)and .89 (for the General Satisfaction scale) 

based on a one-week interval for a sampling testing ofseventy-five employees attending 

night school. Test-retest reliability correlation coefficients are also reported fora one-year 

interval of115 employed individuals. For that group,the median stability coefficient, 

excluding General Satisfaction,was.61. The General Satisfaction stability coefficientfor 

the one-year interval was.70(Weiss,et al., 1967). 

Evidencein supportofconstruct validity for the MSQ was derived "indirectlyfrom 

construct validation studies ofthe Minnesota Importance Questionnaire(MIQ),based on 

the TheoryofWork Adjustment... analysis ofthe data yielded good evidence of 

construct validity for the Ability Utilization,Advancement and Variety scales oftheMIQ 

and therefore indirectly forthe same scales ofthe MSQ"(Weiss,et al., 1967,p. 16-17). 
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The personal information consisted ofdescriptors related to the participants' 

personal,Educational and professional profile. Itemsincluded: gender,age,marital 

status,degree,length ofteaching experience,class level taught,and salary(Appendix D). 

STATISTICALANALYSIS 

The chi-square test ofindependence,used in testing categorical datato determine 

differences betweenindependent variables(Borg,1987;Hamburg,1994),wasused with 

'Research Question 1,testing whetherthereis a significant difference in the responsesto 

thetwentyjob satisfaction scalesontheMSQ based ontheteachers' personal,educational 

and professional descriptors. The data were analyzed to ascertain the percentage ofthe 

participants in each ofthe five satisfaction scale categories: not satisfied,only slightly 

satisfied, satisfied, very satisfied,extremely satisfied. In some cases,when morethan 

20%ofthe categories had an expected countoflessthan five,someofthe descriptive data 

categories were combined to yield an expected count of20%or less. 

The one-way analysis ofvariance(ANOVA)statistical test was used with 

Research Questions2,3 and 4. For each question,it wasused to determine whetherthere 

is a difference in the means ofthe respective satisfaction subscores(intrinsic, extrinsic and 

general)based on the teachers'personal,educational and professional descriptors. The 

means were calculated by converting the response to a scale ranging fi"om 1(not satisfied) 

to5(extremely satisfied). The TukeyHSD(honestly significant difference)test wasused 

as a post-hoc analysisto identify where differences occurred. Ifthere werefewer than 

three classifications,however,the TukeyHSD could not be performed. 
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CHAPTERIV 

DATA ANALYSISANDFINDINGS 

INTRODUCTION 

The purpose ofthe study,research questions and analysis ofthe data are presented 

in this chapter. Each research question is presented in hypothesisform and applicable data 

analysis is discussed. 

PURPOSEOFTHESTUDY 

The purpose ofthis study wasto investigate the perceptionsofjob satisfaction 

among teachers in randomly selected member schoolsin the SoutheastRegion ofthe 

Association ofChristian SchoolsInternational(ACSI)and to determinejfany differences 

exist injob satisfaction based on selective personal,educational and professional 

descriptors(age,degree,experience,gender,marital status, salary, and teaching level)as 

reported bytheteachers. 

RESEARCHQUESTION NULLHYPOTHESES 

1. There is no difference in teachers'responsesto the twentyjob satisfaction 

scales onthe long-form Minnesota Satisfaction Questionnaire(MSQ)based 

on their personal,educational and professional descriptors. 
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2. There is no diflference in the means ofthe twelve intrinsic satisfaction scales 

oftheMSQ based on theteachers' personal,educational and professional 

descriptors. 

3. There is no difference in the meansofthe six extrinsic satisfaction scales of 

theMSQbased onthe teachers'personal,educational and professional 

descriptors. 

4. Thereis no difference in the meansofthetwo general satisfaction scales of 

the MSQ based on the teachers'personal,educational and professional 

descriptors. 

ANALYSISOFDATA 

Atthe82schoolsthat granted permission to survey teachers,there were 1325 

teachers who received the survey instrument. Ofthose,725 returned the surveys. This 

gavearesponse rate of55%. The number ofusable surveys varied,depending uponthe 

personal,educational and professional information provided bythe teachers. Sincethe 

surveys were completed anonymously and voluntarily and the only contact person at each 

school wasthe administrator or his/her designee,it was not possibleto dofoUow-up with 

individualteachersto ascert^whythe non-response rate wasas high as it was. 

Dueto the small numbers at the extremesofthe satisfaction rating scales,it was 

necessaryto collapse the rating scalesforthe chi-square analysis. They were collapsed 

into three categories: not/sUghtly satisfied, satisfied, very/extremely satisfied. 
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In someinstances,the range frequencies(see AppendixF)in the descriptors 

representing the teachers' personal,educational and professional characteristics weretoo 

small,resulting in greater than20%ofthe cells with an expected countlessthan five. 

According to Norusis(1997),"iftoo manyofthe expected valuesin atable are lessthan 

5,the observed significance level based on the chi-square distribution may notbe correct" 

(p. 308). Therefore,wheneverthe expected count wasabove20%,the descriptors were 

also collapsed for the chi-square analysis. The only exception to this wasthe gender chi-

square analyses. Dueto only havingtwo gender classifications,the characteristics could 

not be collapsed. The descriptors that were collapsed will be identified in their respective 

sections. 

Seven null hypotheses(HJ weretested for Research Hypothesis 1,onefor each of 

the personal,educational and professional descriptors. The chi-square analysis wasused 

for each ofthose null hypotheses. A one-way analysis ofvariance(ANOVA)was used for 

Research Hypotheses2,3 and 4. Acceptance or rejection ofthe null hypothesis wasbased 

on a.05 alphalevel ofsignificance. Significance levels equalto or lessthan.05 were 

rejected. Thus,the probability ofa TypeI error occurring(rejection ofthe null hypothesis 

when it is actually true)is5%orless. 

Forthe chi-square analysis,the variables that werefound to be significant are 

shownin Tables 1 through 22. Variablesfound notto be significant are presented in 

Appencfix G. The significant variables are summarized in Table23. The results ofthe 

one-way analysis ofvariance(ANOVA)for Hypotheses2,3,and4are presented in 

Tables24through 27. Asummary ofall hypotheses is presented in Table 28. 
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Hypothesis 1 

There is no diflference in teachers'responsestothetwentyjob satisfaction scales 

on thelong-form Minnesota Satisfaction Questionnaire(MSQ)based on their personal, 

educational and professional descriptors. 

Hypothesis la. 

There is no difference in teachers'responsestothetwentyjob satisfaction scales 

ontheMSQ based on their age. 

Thefourth and fifth categories ofthe age descriptors(50-59and 60+)were 

collapsed for the purposes ofthe chi-square analysis. One ofthetwenty satisfaction 

yariables(5.0%)wasfound to be statistically significant at the.05 leyel. That yariable 

(Social Status)is an intrinsic yariable. There were no extrinsic or general satisfaction 

yariablesfound to be statistically significant at the.05 leyel. 

Social Status(see Table 1): The number ofusable responses was712. Ofthe712, 

10.7%ofthe teachers who responded were not/slightly satisfied,57.7% were satisfied and 

31.6% were yery/extremely satisfied. Ofthose who were age 20-29,84.0% were satisfied 

or yery/extremely satisfied. Ofthose who were age 30-39,88.7%.were.satisfied or 

yery/extremely satisfied. Ofthose who were age40-49,90.9% were satisfied or 

yery/extremely satisfied. Ofthose who were age50or older,94.3% were satisfied or 

yery/extremely satisfied. The highest single crosstabulation(63.3%)wasthe"satisfied" 
/ 

I 

categoryforthose who were age 40-49. With six degrees offreedom,the chi-square 

analysis yielded a significance of.013 and theH^wasrejected. 
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Table 1 

Sipnifirance ofTeachers'Ageand Social Status 

not/sli^tly very/extremely 
AGE satisfied satisfied satisfied TOTAL 

20-29 28 83 64 175 

(16.0%) (47.4%) (36.6%) 

30-39 21 106 59 186 

(11.3%) (57.0%) (31.7%) 

40-49 19 133 58 210 

(9.0%) (63.3%) (27.6%) 

50+ 8 89 44 141 

(5.7%) (63.1%) (31.2%) 

TOTAL 76 411 225 712 

(10.7%) (57.7%) (31.6%) 

Chi-square DF Significance 

16.056^ 6 .013 REJECT 

^0cells have e7q}ected countlessthan 5. 

Teachers were generally satisfied with their social status,butthe percentagesfor 

"very/extremely satisfied"were considerablylowerthan the percentagesfor"satisfied." 

Overall,teachers age20-29 were less satisfied. This maybe duein partto the fact that 

they arejust beginning their careers and have not been able to achieve a desired social 

status level, yet. The visionary perceptions ofteaching which they had in college may not 

have been realized during the early stages oftheir teaching careers. The satisfaction ofthe 

older teachers maybe attributed to their career longevity and to thefactthatthe older 

teachers are those who have chosento remain in the teaching profession. 
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Hypothesis lb. 

There is no difference in teachers'responsestothetwentyjob satisfaction scales 

onthe MSQ based on their degree. 

Forthe purpose ofthe chi-square analysis,the degree categories were collapsed to 

two categories.Bachelor'sDegree or less and Master'sDegree or higher. There were no 

variablesfound to be statistically significant atthe.05 level. TheH„wasaccepted. 

Hypothesis Ic. 

Thereis no difference in teachers'responses to thetwentyjob satisfaction scales 

on the MSQ based on their gender. 

The gender descriptors could not be collapsed. Seven ofthetwenty satisfaction 

variables(35.0%)werefound to be statistically significant atthe.05 level. Three ofthe 

seven(Authority,Independence,and Responsibility)are intrinsic variables. The otherfour 

(Advancement,Compensation,Recognition,and Supervision-Human Relations)are 

extrinsic variables. There were no general satisfaction variablesfound to be statistically 

significant atthe.05 level. 

Authority(see Table 2): The number ofusable responses was714. Ofthe 714, 

6.2% ofthe teachers who responded were not/slightly satisfied,62.5% were satisfied and 

31.3% were very/extremely satisfied. Ninety-five percent ofthe males were either 

satisfied or very/extremely satisfied;93.7%ofthefemales were either satisfied or 

very/extremely satisfied. The highest single crosstabulation(64.0%)wasthe"satisfied" 

categoryforfemale respondents. Withtwo degrees offreedom,the chi-square analysis 

yielded a significance of.021 and theH^wasrejected. 
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Table2 

Significance ofTeachers'Gender and Authority 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 4 40 36 80 

(5.0%) (50.0%) (45.0%) 

Female 40 406 188 634 

(6.3%) (64.0%) (29.7%) 

TOTAL 44 224446 714 

(6.2%) (62.5%) (31.4%) 

Chi-square DF Significance Ho 

7.772" 2 .021 REJECT 

"1 cell(16.7%)has an expected countlessthan 5. 

Though both genders had high percentagesofsatisfaction with authority,there 

wasa considerable difference between male and female perceptionsin the"satisfied"and 

"very/extremely satisfied"categories. Females were higher in the"satisfied"category 

while males were higher in the"very/extremely satisfied"category. It maybethat dueto 

thefewer number ofmale teachers,those males may have a greater sense ofauthority 

within the school setting. 

Independence(see Table 3): The number ofusable responses was713. Ofthe 

713,4.3% ofthe teachers who responded were not/slightly satisfied,44.0% were satisfied 

and 51.6% were very/extremely satisfied. Ninety-five percent ofthe males were either 

satisfied or very/extremely satisfied;95.7%ofthefemales were either satisfied or 

very/extremely satisfied. The highest single crosstabulation(46.1%)wasthe"satisfied" 
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Table3 

Sipnificance ofTeachers'Gender and Independence 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 4 22 54 80 

(5.0%) (27.5%) (67.5%) 

Female 27 292 314 633 

(4.3%) (46.1%) (49.6%) 

TOTAL 31 314 368 713 

(4.3%) (44.0%) (51.6%) 

Chi-square DP Significance Ho 

10.092^ 2 .006 REJECT 

®1 cell(16.7%)has an e3q)ected countlessthan 5. 

categoryforfemale respondents. Withtwo degrees offreedom,the chi-square analysis 

yielded a significance of.006 and the Hg wasrejected. 

The greatest difference in responses wasatthe"satisfied"category,withfemales 

having a much higher response percentage. Contrastingly,the response percentages were 

reversed atthe"very/extremely satisfied"categories,with males having the higher 

percentage. Again,this difference maybe attributed,in part,to thelarge difference in the 

number ofmale andfemale teachers. 

Responsibility(see Table 4): The number ofusable responses was714. Ofthose, 

3.4% ofthe teachers who responded were not/slightly satisfied,28.9% were satisfied and 

67.6% were very/extremely satisfied. Ofthe males,96.3% were either satisfied or 

very/extremely satisfied;96.6% ofthefemales were either satisfied or very/extremely 
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Table4 

Sipnifirance ofTeadiers'Genderand Respcmsibilitv 

not/shghtly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 3 13 64 80 

(3.8%) (16.3%) (80.0%) 

Female 21 193 420 634 

(3.3%) (30.4%) (66.2%) 

TOTAL 24 206 484 714 

(3.4%) (28.9%) (67.8%) 

Chi-square DF Significance Ho 

6.982® 2 .030 REJECT 

® 1 cell(16.7%)hasan e7q)ected countlessthan 5. 

satisfied. The highest single crosstabulation(80.0%)wasthe"very/extremely satisfied" 

categoryforthe male respondents. Withtwo degrees offi-eedom,the chi-square analysis 

yielded a significance of.030and the wasrejected. 

Both genders expressed high percentagesofsatisfaction with responsibihty. There 

wasa notable difference between male and female responsesinthe"satisfied"and 

"very/extremely satisfied"categories. Asreported previously,females were higher in the 

"satisfied"category while males were higher in the"very/extremely satisfied"category. 

Additional duties,such as coaching,may givethe males a greater senseofresponsibility. 

Advancement(see Table 5): The numbCTofusable responses was712. Ofthe 

712,21.9%ofthe teachers whoresponded were not/sUghtly satisfied,56.3% were 

satisfied and 21.8% were very/extremely satisfied. Ofthe males,83.8% were either 
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Table5 

Significance ofTeadiers'Gender and Advancement 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 13 38 29 80 

(16.3%) (47.5%) (36.3%) 

Female 143 363 126 632 

(22.6%) (57.4%) (19,9%) 

TOTAL 156 155401 712 

(21.9%) (56.3%) (21.8%) 

Chi-square DP Significance Ho 

11.244® 2 .004 REJECT 

®0 cells have e?q}ected countlessthan 5. 

satisfied or very/extremely satisfied;11.3iVo ofthefemales were either satisfied or 

very/extremely satisfied. The highest single crosstabulation(57.4%)wasthe"satisfied" 

categoryforfemale respondents. Withtwo degrees offireedom,the chi-square analysis 

yielded a significance of.004 and the Hq wasrejected. 

Asin the previous category,thefemales expressed higher"satisfied" percentages 

while the males expressed higher percentagesin the"very/extremely satisfied"category. 

There were considerable differences in the percentagesin the"very/extremely satisfied" 

category. Again,dueto thefewer number ofmales whoteach at Christian schools,the 

perception maybe thatthere is greater opportunityfor advancementforthem,simply 

because ofthefewer numbers. There werelarger percentages ofmales and females who 

were not/slightly satisfied,possibly dueto limited advancement opportunities overall. 
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Compensation(see Table 6): Ofthe 714 usable responses, 60.6% ofthe teachers 

were not/slightly satisfied,27.6% were satisfied and 11.8% were very/extremely satisfied. 

Ofthe males,50.1% were either satisfied or very/extremely satisfied;38.1%ofthefemales 

were either satisfied or very/extremely satisfied. The highest single crosstabulation 

(62.0%)wasthe"not/slightly satisfied"categoryforfemale respondents. Withtwo 

degrees offî eedom,the chi-square analysis yielded a significance of.002and the was 

rejected. 

Males were considerably higher in the"very/extremely satisfied"category. 

Females were notably higher in the"not/shghtly satisfied"category,perhaps dueto the 

limited number ofhigher paying positions and thelarge number offemaleteachers. 

Table6 

Significance ofTeadiers'Gender and Cornnensation 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 40 21 19 80 

(50.0%) (26.3%) (23.8%) 

Female 393 65176 634 

(62.0%) (27.8%) (10.3%) 

TOTAL 433 197 84 714 

(60.6%) (27.6%) (11.8%) 

Chi-square DP Significance Ho 

12.743^ 2 .002 REJECT 

®0cells haveexpected countlessthan 5. 
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Recognition(see Table 7): The number ofusable responses was714. Ofthe 714, 

14.8% ofthe teachers who responded were not/slightly satisfied,37.3% were satisfied and 

47.9% were very/extremely satisfied. Ofthe males,92.6% were either satisfied or 

very/extremely satisfied;84.2%ofthefemales were either satisfied or very/extremely 

satisfied. The highest single crosstabulation(61.3%)wasthe"very/extremely satisfied" 

categoryfor male respondents. Withtwo degrees offi'eedom,the chi-square analysis 

yielded a significance of.024 and the wasrejected. 

The biggest percentage difference wasin the"very/extremely satisfied"category, 

with males havingthe higher percentage. Conceivably,the males who have chosen to 

teach at Christian schools may have higher prominence simply dueto theirfewer numbers. 

Table7 

Significance ofTeachers'Gaiderand Recognitim 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 6 4925 80 

(7.5%) (31.3%) (61.3%) 

Female 100 293241 634 

(15.8%) (38.0%) (46.2%) 

TOTAL 106 342266 714 

(14.8%) (37.3%) (47.9%) 

Chi-square DP Significance Ho 

7.499'' 2 .024 REJECT 

®0 cells have erqiected countlessthan 5. 
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Supervision-Human Relations(see Table 8): The number ofusable responses 

was714. Ofthose, 12.6% ofthe teachers who responded were not/slightly satisfied, 

23.5% were satisfied,and 63.9% were very/extremely satisfied. Ofthe males,92.6% were 

either satisfied or very/extremely satisfied;86.7%ofthefemales were either satisfied or 

very/extremely satisfied. The highest single crosstabulation(76.3%)wasthe 

"very/extremely satisfied"categoryforthe male respondents. Withtwo degrees of 

fi'eedom,the chi-square analysis yielded a significance of.048 and theH„wasrejected. 

The greatest differencein percentage wasin the"very/extremely satisfied" 

category. There wasa notably higher percentage ofmalesthanfemales. The males may 

feel a better relationship with their supervisors because oftheir limited numbers and their 

perceptions ofeasier accessibility to the supervisors. 

Table8 

Significance ofTeachers'Gaider and SuDervision-Hiiman Relatims 

not/slightly very/extremely 
GENDER satisfied satisfied satisfied TOTAL 

Male 6 6113 80 

(7.5%) (16.3%) (76.3%) 

Female 84 395155 634 

(13.2%) (24.4%) (62.3%) 

TOTAL 90 168 456 714 

(12.6%) (23.5%) (63.9%) 

Chi-square DF Significance Ho 

6.055^ 2 .048 REJECT 

^0cells have expected countlessthan 5. 
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Hypothesis Id. 

There is no diflference in teachers'responsesto thetwentyjob satisfaction scales 

onthe MSQ based on their teaching level. 

Theteaching level categories were collapsed totwo categoriesforthe chi-square 

analysis: elementary(K-5)teachers and teachers who either teach only secondary grades 

(6-12)oracombination ofelementary and secondary classes. Three ofthetwenty 

satisfaction variables(15.0%)werefoimd to be statistically significant atthe.05 level. 

Twoofthose variables(Creativity and Independence)are intrinsic variables;the other 

variable(Supervision-Human Relations)isan extrinsic variable. There were no general 

satisfaction variablesfound to be statistically significant atthe.05 level. 

Creativity(see Table 9): The number ofusable survey responses was713. Of 

those who responded,4.7% were not/slightly satisfied, 19.8% were satisfied, and 75.5% 

were very/extremely satisfied. Ofthe elementaryteachers,93.8% were satisfied or 

very/extremely satisfied;97.5% ofthe secondary and combination teachers were satisfied 

or very/extremely satisfied. The"very/extremely satisfied"categoryfor secondary and 

combination teachers wasthe highest single crosstabulation(81.0%). Withtwo degrees 

offi-eedom,the chi-square analysis yielded a significance of.010 and the H,,wasrejected. 

Overall,the secondary and combination teachers were more satisfied with their 

opportunityto be creative,perhaps dueto the flexibility that is available in the secondary 

classrooms. Nevertheless,elementaryteachers are generally perceived as being very 

creative. However,dueto the self-contained natureoftheir classroom,they maynotfeel 

they havethe opportunityto be as creative asthey would like. 
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Table9 

Significance ofTeachers'Teaching Leveland Creativitv 

not/slightly very/extremely 
LEVEL satisfied satisfied satisfied TOTAL 

K-5 27 95 312 434 

(6.2%) (21.9%) (71.9%) 

6-12and 7 46 226 279 

Combination (2.5%) (16.5%) (81.0%) 

TOTAL 34 141 538 713 

(4.7%) (19.8%) (75.5%) 

Chi-square DF Significance Ho 

9.283® 2 .010 REJECT 

®0cells have e:q)ected countlessthan 5. 

Independence(see Table 10): The numberofusable survey responses was712. 

Ofthe 712,4.4% ofthe teachers who responded were not/slightly satisfied,44.1% were 

satisfied,and 51.5% were very/extremely satisfied. Ofthe elementaryteachers,94.5% 

were either satisfied or very/extremely satisfied;97.5%ofthe secondary and combination 

teachers were either satisfied or very/extremely satisfied. The highest single 

crosstabulation(59.9%)wasthe"very/extremely satisfied"categoryfor secondary and 

combination teachers. Withtwo degrees offreedom,the chi-square analysis yielded a 

significance of.001 and the wasrejected. 

The biggest difference in percentages wasin the"very/extremely satisfied" 

category,with secondary and combination teachers higher. This maybe duetothe 

difference between a self-contained classroom and classesthat change at regular intervals. 
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Table 10 

Significance ofTeachers'Teaching Leveland Ihdependeace 

not/sHghtly very/extremely 
LEVEL satisfied satisfied satisfied TOTAL 

K-5 24 209, 200 433 

(5.5%) (48.3%) (46.2%) 

6-12and 7 105 167 279 

Combination (2.5%) (37.6%) (59.9%) 

TOTAL 31 314 367 712 

(4.4%) (44.1%) (51.5%) 

Chi-square DF Significance Ho 

14.086^ 2 .001 REJECT 

^0cells have ejqrected countlessfiian 5. 

Supervision-Human Relations(see Table 11); The number ofusable survey 

responses was713. Ofthe 713,12.6% oftheteachers whoresponded were not/slightly 

satisfied,23.6% were satisfied,and 63.8% were very/extremely satisfied. Ofthe 

elementary teachers,85.7% were either satisfied or very/extremely satisfied;90.0% ofthe 

secondary and combination teachers were either satisfied or very/extremely satisfied. The 

highest single crosstabulation(70.3%)wasthe"very/extremely satisfied"categoryfor 

secondary and combination teachers. Withtwo degrees offreedom,the chi-square 

analysis yielded a significance of.016 and theHq wasrejected. 

The secondary and combination teachers were notably higher in the 

"very/extremely satisfied"category. With flexibility in scheduling and less constant 

supervisory responsibilities,those teachers mayfind it easier to relate to their supervisors. 
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Table 11 

Significance ofTeachers'Teaching Level and Supervision-Human Relations 

not/slightly very/extremely 
LEVEL satisfied satisfied satisfied TOTAL 

K-5 62 113 259 434 

(14.3%) (26.0%) (59.7%) 

6-12and 28 55 196 279 

Combination (10,0%) (19.7%) (70.3%) 

TOTAL 90 168 455 713 

(12.6%) (23.6%) (63.8%) 

Chi-square DP Significance Ho 

8.287^ 2 .016 REJECT 

®0 cells have e3q)ected countlessthan 5. 

Hypothesis le. 

There is no difference in teachers'responsesto thetwentyjob satisfaction scales 

onthe MSQ based on their marital status. 

The marital categories were collapsed totwo categoriesforthe chi-square 

analysis: Unmarried(which included single,divorced and widowed teachers)and Married. 

Four ofthetwenty satisfaction variables(20.0%)werefound to be statistically significant 

atthe.05 level. One ofthose variables(Social Status)is an intrinsic variable. The other 

three(Recognition,Supervision-Human Relations,and Supervision-Technical)were 

extrinsic variables. There were no general satisfaction variablesfoimd to be statistically 

significant atthe.05 level. 
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Social Status(see Table 12): The number ofusable survey responses was711. 

Ofthe 711,10.7% ofthe teachers who responded were not/slightly satisfied,57.8% were 

satisfied,and 31.5% were very/extremely satisfied. Ofthe unmarried teachers,86.2% 

were either satisfied or very/extremely satisfied;90.1% ofthe married teachers were either 

satisfied or very/extremely satisfied. The highest single crosstabulation(60.1%)wasthe 

"satisfied"categoryfor married teachers. Withtwo degrees offi'eedom,the chi-square 

analysis yielded a significance of.050 and the wasrejected. 

Generallythe married teachers were more satisfied with their social status. A key 

factorto be considered isthat,mostlikely,the married teachers are notthe sole financial 

supportfor their families and so they may not sense a need for social status as strongly as 

those who have no other financial or emotional support. 

Table 12 

Significance ofTeachers'Marital Status and Social Status 

MARITAL not/slightly very/extremely 
STATUS satisfied satisfied satisfied TOTAL 

Unmarried 20 71 54 145 

(13.8%) (49.0%) (37.2%) 

Married 56 340 170 566 

(9.9%) (60.1%) (30,0%) 

TOTAL 76 411 224 711 

(10.7%) (57.8%) (31.5%) 

Chi-square DF Significance Ho 

6.007^ 2 .050 REJECT 

®0cells have e3q)ected countlessthan 5. 
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Recognition(see Table 13); Ofthe 713 usable responses,14.9% ofthe teachers 

were not/slightly satisfied,37.3% were satisfied,and 47.8% were veiy/extremely satisfied. 

Ofthe unmarried teachers,78.8% were either satisfied or very/extremely satisfied;86.7% 

ofthe married teachers were either satisfied or very/extremely satisfied. The highest single 

crosstabulation(49.3%)wasthe"very/extremely satisfied"categoryfor unmarried 

teachers. Withtwo degrees offi-eedom,the chi-square analysis yielded a significance of 

.017and the wasrejected. 

Married teachers may have a higher sense ofsatisfaction with recognition because 

they have emotional supportthrough their spouses. Unmarried teachers mayfeel a 

stronger need for recognition because they do not havethat support at home. 

Table 13 

Significance ofTeachers'Marital Status and Recognition 

MARITAL not/slightly very/extremely 
STATUS satisfied satisfied satisfied TOTAL 

Unmarried 31 43 72 146 

(21.2%) (29.5%) (49.3%) 

Married 75 223 269 567 

(13.2%) (39.3%) (47.4%) 

TOTAL 106 266 341 713 

(14.9%) (37.3%) (47.8%) 

Chi-square DF Significance Ho 

8.126® 2 .017 REJECT 

®0 cells have expected countlessthan 5. 
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Supervision—Human Relations(see Table 14): Ofthe 713 usable responses, 

12.6% Avere not/slightly satisfied,23.6% were satisfied,and 63.8% were very/extremely 

satisfied. Ofthe unmarried teachers,78.7% were either satisfied or very/extremely 

satisfied;89.6% ofthe married teachers were either satisfied or very/extremely satisfied. 

The highest single crosstabulation(64.4%)wasthe"very/extremely satisfied"categoryfor 

married teachers. Withtwo degrees offireedom,the chi-square analysis yielded a 

significance of.001 and the wasrejected. 

The relationship that ateacher has with his/her supervisor maybeimpacted bythat 

teacher's marital status. Married teachers maynot desire more fi"om a supervisor since 

that teacher has a home support resource that is not availableto the unmarried teacher. 

Table 14 

Significance ofTeachers'Marital Status and Supervision—Human Relatinn.«s 

MARITAL not/slightly very/extremely 
STATUS satisfied satisfied satisfied TOTAL 

Unmarried 31 25 90 146 

(21.2%) (17.1%) (61.6%) 

Married 59 143 365 567 

(10.4%) (25.2%) (64.4%) 

TOTAL 90 168 455 713 

(12.6%) (23.6%) (63.8%) 

Chi-square DF Significance Ho 

14.149" 2 .001 REJECT 

"0cells have eiqiected countlessthan 5. 
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Supervision-Technical(see Table 15): The number ofusable responses was713. 

Ofthose teachers whoresponded,10.1% were not/slightly satisfied,31.6% were satisfied, 

and 58.3% were very/extremely satisfied. Eighty-five percent ofthe unmarried teachers 

were either satisfied or very/extremely satisfied;91.1% ofthe married teachers were either 

satisfied or very/extremely satisfied. The highest single crosstabulation(60.3%)wasthe 

"very/extremely satisfied"categoryfor unmarried teachers. Withtwo degrees offi-eedom, 

the chi-square analysis yielded a significance of.025 and the wasrejected. 

Since most married teachers are probably providing a second familyincome,they 

may not be as critical ofthe decision-making abilities ofthe supervisor. They may not 

perceive administrative decisions as having significantimpacton their families. 

Table 15 

Significance ofTeachers'Marital Status and Supervision-Tecbmcal 

MARITAL not/sli^tly very/extremely 
STATUS satisfied satisfied satisfied TOTAL 

Unmarried 22 36 88 146 

(15.1%) (24.7%) (60.3%) 

Married 50 189 328 567 

(8.8%) (33.3%) (57.8%) 

TOTAL 72 225 416 713 

(10.1%) (31.6%) (58.3%) 

Chi-square DF Significance Ho 

7.378" 2 .025 REJECT 

"0cells haveejected countlessthan 5. 
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Hypothesis If. 

There is no difference in teachers'responsesto the twentyjob satisfaction scales 

onthe MSQ based on their salary. 

Salaries, as reported bythe teachers,were to be base salaries only. Supplements 

for extra responsibilities were notto beincluded. The salary categories were collapsed to 

two categoriesfor the chi-square analysis: Lessthan $20,000and $20,000or greater. 

Seven ofthetwenty satisfaction variables(35.0%)werefound to be statistically significant 

atthe.05 level. Five ofthose variables(Authority,Creativity,Responsibility,Security, 

and Social Status)are intrinsic variables. The othertwo variables(Advancement and 

Compensation)are extrinsic variables. There were no general satisfaction variablesfound 

to be statistically significant atthe.05 level. 

Authority(see Table 16): The number ofusable survey responses was714. Of 

the 714,6.2% oftheteachers who responded were not/slightly satisfied,62.5% were 

satisfied,and 31.3% were very/extremely satisfied. Ofthe teachers who earn lessthan 

$20,000,93.1% were either satisfied or very/extremely satisfied;95.1% ofthe teachers 

who earn $20,000 or more were either satisfied or very/extremely satisfied. The highest 

single crosstabulation(65.7%)wasthe"satisfied"categoryfor teachers who earn lessthan 

$20,000. Withtwo degrees offreedom,the chi-square analysis yielded a significance of 

.015 and the wasrejected. 

There wasa notable difference in percentages at the very/extremely satisfied level. 

This could demonstrate thatteachers with higher salaries arethose who have positions of 

greater authority,such as department heads. 
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Table 16 

Significance ofTeachers'Salaryand Autfaoritv 

not/slightly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 30 283 118 431 

(7.0%) (65.7%) (27.4%) 

^ $20,000 14 163 106 283 

(4.9%) (57.6%) (37.5%) 

TOTAL 44 446 224 714 

(6.2%) (62.5%) (31.3%) 

Chi-square DF Significance 

8.432® 2 .015 REJECT 

®0 cells have e7q)ected countlessthan 5. 

Creativity(see Table 17): The number ofusable survey responses was714. Of 

the 714,4.8%oftheteachers whoresponded were not/slightly satisfied, 19.7% were 

satisfied,and 75.5% were very/extremely satisfied. Oftheteachers who earn lessthan 

$20,000,93.7% were either satisfied or very/extremely satisfied;97.6%oftheteachers 

who earn $20,000 or more were either satisfied or very/extremely satisfied. The highest 

single crosstabulation(79.2%)wasthe"veiy/extremely satisfied"categoryfor the teachers 

who make$20,000or more. Withtwo degrees offireedom,the chi-square analysis yielded 

a significance of.040 and the wasrejected. 

Satisfaction with creativity wasnot significantlyimpacted by salary. Higher paid 

teachers expressed greater levels ofsatisfaction with creativity,butthere wasnota 

significant difference between their viewsand those ofthelower paid teachers. 
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Table 17 

Sip;nificance ofTeachers'Salaryand Creativitv 

not/sh^tly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 27 89 315 431 

(6.3%) (20.6%) (73.1%) 

2: $20,000 7 52 224 283 

(2.5%) (18.4%) (79.2%) 

TOTAL 34 141 539 714 

(4.8%) (19.7%) (75.5%) 

Chi-square DF Significance Ho 

6.436^ 2 .040 REJECT 

^0cells have expected countlessthan 5. 

Responsibility(see Table 18): The number ofusable survey responses was714. 

Ofthe 714,3.4% ofthe teachers who responded were not/slightly satisfied,28.8% were 

satisfied,and 67.8% were very/extremely satisfied. Ofthe teachers who earn lessthan 

$20,000,95.6% were either satisfied or very/extremely satisfied;98.2% ofthe teachers 

who earn $20,000 or more were either satisfied or very/extremely satisfied. The highest 

single crosstabulation(73.5%)wasthe"very/extremely satisfied"categoryfor teachers 

who earn $20,000 or more. Withtwo degreesoffî eedom,the chi-square analysis yielded 

a significance of.014 and the wasrejected. 

Higher paid teachers expressed higher levels ofsatisfaction with their levels of 

responsibiUty. In general,however,teachers at both salary levels were highly satisfied 

with the amount ofresponsibility they have. 
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Table 18 

Significance ofTeachers'Salaryand Resnonsihilitv 

not/shghtly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 19 136 276 431 

(4.4%) (31.6%) (64.0%) 

^ $20,000 5 70 208 283 

(1.8%) (24.7%) (73.5%) 

TOTAL 24 206 484 714 

(3.4%) (28.8%) (67.8%) 

Chi-square DF Significance Ho 

8.556^ 2 .014 REJECT 

®0 cells have e3q)ected countlessthan 5. 

Security(see Table 19): The numberofusable survey responses was714. Ofthe 

714,10.4%ofthe teachers who responded were not/slightly satisfied,44.7% were 

satisfied,and 44.9% were veiy/extremely satisfied. Ofthe teachers who earn less than 

$20,000,88.9% were either satisfied or very/extremely satisfied;90.8% ofthe teachers 

who earn $20,000 or more were either satisfied or very/extremely satisfied. The highest 

single crosstabulation(53.0%)wasthe"very/extremely satisfied"categoryfor teachers 

who earn $20,000 or more. Withtwo degrees offi'eedom,the chi-square analysis yielded 

a significance of.002and the wasrejected. 

The highest percentage difference was noted in the"very/extremely satisfied" 

category,with teachersin thelower salary range expressing higher percentages of 

satisfaction. Regardless ofsalary,however,theteachersfeel secure in theirjobs. 
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Table 19 

Sipnifirjince ofTeachers'Salaryand Security 

not/slightly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 48 212 171 431 

(11.1%) (49.2%) (39.7%) 

> $20,000 26 107 150 283 

(9.2%) (37.8%) (53.0%) 

TOTAL 74 319 321 714 

(10.4%) (44.7%) (45.0%) 

Chi-square DF Significance Ho 

12.327^ 2 .002 REJECT 

^0cells have e:q)ected countlessthan 5. 

Social Status(see Table 20): The number ofusable survey responses was712. 

Ofthe 712,10.7%ofthe teachers who responded were not/slightly satisfied,57.7% were 

satisfied, and 31.6% were very/extremely satisfied. Ofthe teachers who earn lessthan 

$20,000,88.8% were either satisfied or very/extremely satisfied;90.1% ofthe teachers 

who earn $20,000or more were either satisfied or very/extremely satisfied. The highest 

single crosstabulation(62.2%)wasthe"satisfied"categoryfor teachers who earn lessthan 

$20,000. Withtwo degrees offireedom,the chi-square analysis yielded a significance of 

.002 and theHq wasrejected. 

The differences noted in perceptions ofsocial status were similar to those noted in 

other categories. Teachers with lower salaries express higher percentagesof"satisfied" 

while those with higher salaries had higher percentagesin the upper satisfied categories. 
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Table20 

Sipnifirance ofTeachers'Salary and Social Status 

not/shghtly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 48 267 114 429 

(11.2%) (62.2%) (26.6%) 

2: $20,000 28 144 111 283 

(9.9%) (50.9%) (39.2%) 

TOTAL 76 411 225 712 

(10.7%) (57.7%) (31.6%) 

Chi-square DF Significance Ho 

12.710^ 2 .002 REJECT 

®0 cells haveexpected countless fiian 5. 

Advancement(see Table 21); The number ofusable survey responses was712. 

Ofthose,21.9% were not/slightly satisfied,56.3% were satisfied; and 21.8% were 

very/extremely satisfied. Ofthe teachers who earn lessthan $20,000,75.8% were either 

satisfied or very/extremely satisfied;81.6% oftheteachers who earn $20,000 or more 

were either satisfied or very/extremely satisfied. The highest single crosstabulation 

(56.9%)wasthe"satisfied"categoryfor thoseteachers who earn lessthan $20,000. With 

two degrees offreedom,the chi-square analysis yielded a significance of.032and the 

wasrejected. 

The percentages ofsatisfaction are lower with regard to advancement. Dueto the 

limited advancement opportunities,teachers at both levels did not express the same high 

levels ofsatisfaction with advancement that they expressed in other categories. 
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Table 21 

Significance ofTeachers'Salary and Advancement 

not/slightly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 , 104 244 81 429 

(24.2%) (56.9%) (18.9%) 

^ $20,000 52 157 74 283 

(18.4%) (55.5%) (26.1%) 

TOTAL 156 401 155 712 

(21.9%) (56.3%) (21.8%) 

Chi-square DF Significance Ho 

6.876'' 2 .032 REJECT 

0cells have-ejqjected countlessthan 5. 

Compensation(see Table 22): The number ofusable survey responses was714. 

Ofthe 714,60.6% oftheteachers who responded were not/slightly satisfied,27.6% were 

satisfied,and 11.8% were very/extremely satisfied. Ofthe teachers who earn less than 

$20,000,34.5% were either satisfied or very/extremely satisfied;46.7% ofthe teachers 

who earn $20,000 or more were either satisfied or very/extremely satisfied. The highest 

single crosstabuiation(65.4%)wasthe"not/slightly satisfied"categoryfor teachers who 

earn lessthan $20,000. Withtwo degreesoffi'eedom,the chi-square analysis yielded a 

significance of.000 and the Hj,wasrejected. 

Compensation is the area ofgreatest concern. Regardlessofsalary range,the 

majority oftheteachers are not satisfied with their compensation. Understandably,the 

lower paid teachers are the least satisfied. 
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Table22 

Sipnificance ofTeachers'Salaryand Compensation 

not/slightly very/extremely 
SALARY satisfied satisfied satisfied TOTAL 

<$20,000 282 117 32 431 

(65.4%) (27.1%) (7.4%) 

2: $20,000 151 80 52 . 283 

(53.4%) (28.3%) (18.4%) 

TOTAL 433 197 84 714 

(60.6%) (27.6%) (11.8%) 

Chi-square DF Significance Ho 

21.594® 2 .000 REJECT 

®0 cells have e}q>ected countlessthan 5. 

Hypothesis Ig. 

There is no difference in teachers'responsesto thetwentyjob satisfaction scales 

on the MSQ based ontheir years ofteaching experience. 

For the purpose ofthe chi-square analysis,the experience categories were 

collapsed to two categories, 1-7 years and8 years or more. There were no variables 

found to be statistically significant at the.05 level. The wasaccepted. 

Summaryofthe ResultsofHypotheses la Through le 

Table23 presentsa summary ofthe statistically significant differences between 

teachers' personal,educational and professional characteristics and the twentyMSQjob 

satisfaction factors. 
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Table23 

Summary ofSignificance ofHypotheses la Through la 

Factor Age Degree Gender Leyel Marital Salary Exper. 

Ability Utilization 

Achieyement 

Actiyity 

Authority SIG SIG 

Creatiyity SIG SIG 

Independence SIG SIG 

Moral Values 

Responsibility SIG SIG 

Security SIG 

Social Seryice 

Social Status SIG SIG SIG 

. .Variety 

Adyancement SIG SIG 

CompanyPolicies... 
- .. . -

Compensation SIG 
' 

SIG 

Recognition SIG SIG 

Superyision—HR SIG SIG SIG 

Superyision~Tech. SIG 

Co-Workers 

Working Conditions 

There are22outof140 cells that werefound to be significant(SIG)with an a of.05. 
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There wasa statistically significant difference in the teachers'responses based on 

age and thejob satisfaction factor ofSocial Status. 

There was no statistically significant difference in the teachers'responses based on 

degree and thetwentyjob satisfaction factors. 

There wasa statistically significant difference in the teachers'responses based on 

gender and thejob satisfaction factors ofAuthority,Independence,Responsibility, 

Advancement,Compensation,Recognition,and Supervision-Human Relations. 

There wasa statistically significant difference in the teachers'responses based on 

their teaching level and thejob satisfaction factors ofCreativity,Independence,and 

Supervision-Human Relations. 

There wasa statistically significant difference in the teachers'responses based on 

marital status and thejob satisfaction factors ofSocial Status,Recognition, 

Supervision-Human Resources,and Supervision-Technical. 

There wasa statistically significant difference intheteachers'responses based on 

salary and thejob satisfaction factors ofAuthority,Creativity,Responsibility,Security, 

Social Status,Advancement,and Compensation. 

There wasno statistically significant difference in the teachers'responses based on 

experience and thetwentyjob satisfaction factors. 

Hvpothesis2 

There is no difference in the means ofthe twelve intrinsic satisfaction scales ofthe 

MSQ based onthe teachers' personal,educational and professional descriptors. 
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Based onthe analysis ofvariance ofthe seven descriptor variables,none were 

found to be significant atthe.05 level. The Hj,was accepted(see Table 24). 

Hvpothesis3 

There is no difference in the meansofthesk extrinsic satisfaction scales ofthe 

MSQ based on the teachers' personal,educational and professional descriptors. 

Based onthe analysis ofvariance ofthe seven descriptor variables,three(42.9%) 

werefound to be significant atthe.05 level. There wasa statistically significant 

difference in the extrinsic meansfor the gender,salary and experience variables. There 

wasno significant differenceforthe age,degree,level and marital variables(see Table 25). 

A post hoctest could not be performed forthe gender variable becausethere were 

fewerthan three gender classifications. The TukeyHSD post hoctest wasused for 

analysis ofthe salary and experience comparisonsto identify wherethe difference lies(see 

Table 26). Since thefourth salary category($40,000+)had only onecase,the third and 

fourth categories were collapsed forthe TukeyHSD. The collapsed ANOVAdata are 

included in Table 25. For salary,post hoc analysis showed a significant difference in the 

meansofteachers making lessthan $20,000and those making $20,000-$29,000. For 

experience,post hoc analysis showed a significant difference in the meansofteachers with 

4-7 yearsofexperience and those with 16+ years ofexperience. Conceivably,the 

teachers in the 4-7 year range are possibly at a transitional stage in their professional 

career,considering whether or notto remain in education. Those with 16+ years 

experience have,in all probability, settled into their career. 
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Table24 

One-Wav AnalysisofVariance ofthe Descriptor Variables and the Twelve Tntrinsir. 

Satisfaction Scales 

Variable Group # Mean 

Standard 

Deviation 

DF 

Between FRatio Sig. 

Age 20-29 

30-39 

40-49 

50-59 

60+ 

175 

186 

211 

123 

19 

3.7714 

3.7984 

3.8483 

3.8537 

3.8421 

.7065 

.7002 

.6588 

.6857 

.8342 

4 .425 .790 

Degree Bachelor 

Masters 

Doctoral 

564 

139 

10 

3.8165 

3.8201 

3.7000 

.6838 

.7148 

.6749 

2 .144 .866 

Gender Male 

Female 

80 

634 

3.8750 

3.8099 

.5819 

.7025 

1 .631 .427 

Level K-5 

6-12 

Combo 

434 

250 

29 

3.7984 

3.8440 

3.8276 

.7138 

.6429 

.7106 

2 ,352 .704 

Marital Single 
Married 

Widowed 

Divorced 

97 

567 

12 

37 

3.7526 

3.8175 

4.0833 

3.8649 

.6775 

.6795 

.9962 

.7514 

3 .939 .421 

Salary <$20K 

$20-29K 

$30-39K 

$40K+ 

431 

259 

23 

1 

3.7923 

3.8494 

3.9130 

4.0000 

.7212 

.6444 

.5964 

3 .545 .652 

Experience 1-3 

4-7 

8-15 

16+ 

186 

183 

197 

147 

3.7527 

3.7842 

3.8477 

3.8912 

.7152 

.6450 

,6978 

.6937 

3 1.378 .248 
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Table25 

One-Wav Analysis ofVariance ofthe Descriptor Variables and the Six Extrinsic 

Satisfaction Scales 

Variable 

Age 

Group 

20-29 

30-39 

40-49 

50-59 

60+ 

# 

175 

186 

211 

123 

19 

Mean 

3.1571 
3.3065 

3.2417 

3.3455 

3.5789 

Standard 

Deviation 

.8507 

.8237 

.8300 

.7331 

.7685 

DF 

Between 

4 

FRatio 

1.929 

Sig. 

.104 

Degree Bachelor 

Masters 

Doctoral 

564 

139 

10 

3.2447 

3.3381 

3.2000 

.8071 

.8475 

.9189 

2 .760 .468 

Gender Male 

Female 

80 

634 

3.4625 

3.2397 

.7947 

.8185 

1 5.295 .022 

Level K-5 

6-12 

Combo 

434 

250 

29 

3.2177 

3.3380 

3.3103 

.8291 

.7831 

.9298 

2 1.765 .172 

Marital Single 
Married 

Widowed 

Divorced 

97 

567 

12 

37 

3.2165 

3.2681 

3.7500 

3.1622 

.8807 

.7906 

.7538 

1.0412 

3 1.720 .161 

Salary 
(collapsed) 

<$20K 

$20-29K 

$30K+ 

431 

259 

24 

3.1961 

3.3494 

3.5833 

.7934 

.8551 

.7173 

2 4.774 .009 

Experience 1-3 

4-7 

8-15 

16+ 

186 

183 

197 

147 

3.3065 

3.1011 

3.3147 

3.3367 

.8559 

.7893 

.8406 

.7429 

3 3.269 .021 
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Table26 

SummaryofPostHoc Analysis ofSalary and Experience 

Mean Difference 

Variable(I) Variable(J) a-j) Significance 

<$20,000 $20,000- $29,000 -.1534* .044 

$30,000or more -.3873 .060 

$20,000-$29,000 <$20,000 .1534* .044 

$30,000 or more -.2339 .369 

$30,000 or more <$20,000 .3873 .060 

$20,000-$29,000 .2339 .369 

* The mean difference is significant atthe.05 leyel. 

Variable(I) Variable(J) 

1-3 years 4-7 years 
8-15 years 
16+ years 

4-7 years 1-3 years 
8-15 years 
16+years 

8-15 years 1-3 years 
4-7 years 
16+years 

16+ years 1-3 years 
4-7 years 
8-15 years 

Mean Difference 

(I-J) Significance 

.2054 

-8.27E-03 

-3.03E-02 

.072 

1.000 

.987 

-.2054 

-.2136 

-.2356* 

.072 

.051 

.044 

8.269E-03 

.2136 

-2.20E-02 

1.000 

.051 

.995 

3.208E-02 

.2356* 

2.201E-02 

.987 

.044 

.995 

* The mean difference is significant atthe.05 leyel. 
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Hypothesis4 

There is no difference in the meansofthetwo general satisfaction scales ofthe 

MSQ based onthe teachers' personal,educational and professional descriptors. 

Based on the analysis ofvariance ofthe seven descriptor variables,none were 

found to be significant atthe.05 level. The was accepted(see Table 27). 

SUMMARY 

The results ofthe data analysisfor each ofthe hjrpotheses were presented in this 

chapter. The statistically significant differences between teachers'personal,educational 

and professional descriptors and thetwentyjob satisfactionfactors and the intrinsic, 

extrinsic and general satisfaction subscores are presented. Thefollowing conclusions can 

be developed: 

A. Age~A statistically significant difference wasshown in responsesto 

Social Status. There wasno statistically significant difference in the means 

ofthe intrinsic,extmsic or general satisfaction subscores based on age. 

Asageincreased,there wasan increase in satisfaction. Several 

factors could contribute to thisincrease. Teachers atthe beginning oftheir 

careers,generally fi*esh out ofcollege,maynotfeel a sense ofsocial status 

related to their career. Asteachers continue in the profession,either their 

need for social status is accomplished,the need diminishes,or the need is 

fiilfilled in other areas. In those cases,other factors,not necessarily related 

to their career,may contributeto their overall sense ofsocial status. 
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Table27 

One-Wav Analysis ofVariance ofthe Descriptor Variables and the Two General 

Satisfaction Scales 

Variable Group # Mean 

Standard 

Deviation 

DF 

Between FRatio Sig. 

Age 20-29 

30-39 

40-49 

50-59 

60+ 

175 

186 

211 

123 

19 

3.8000 

3.7473 

3.9005 

3.8293 

4.1579 

.8442 

.7889 

.7835 

.7322 

.8983 

4 1.788 .129 

Degree Bachelor 

Masters 

Doctoral 

564 

139 

10 

3.8103 

3.8921 

4.0000 

.7892 

8226 

.8165 

2 .823 .440 

Gender Male 

Female 

80 

634 

3.9375 

3.8170 

.7850 

.7977 

1 1.626 .203 

Level K-5 

6-12 

Combo 

434 

250 

29 

3.8249 

3.8440 

3.7586 

.7965 

.7837 

.9124 

2 .163 .849 

Marital Single 
Married 

Widowed 

Divorced 

97 

567 

12 

37 

3.8247 

3.8236 

4.2500 

3.7838 

.8540 

.7800 

.8660 

.8542 

3 1.169 .321 

Salary <$20K 

$20-29K 

$30-39K 

$40K+ 

431 

259 

23 

1 

3.8097 

3.8533 

3.9565 

4.0000 

.7930 

.8080 

.7674 

3 .374 .772 

Experience 1-3 

4-7 

8-15 

16+ 

186 

183 

197 

147 

3.8226 

3.8361 

3.7817 

3.8912 

.8092 

.7812 

.8069 

.7863 

3 .538 .656 
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B. Degree-There were no statistically significant differences shown in 

responsesto any ofthe twenty satisfaction variables. There wasno 

statistically significant difference in the means ofthe intrinsic,extrinsic or 

general satisfaction subscores based on degree. Thus,the highest degree 

earned did not makea statistically significant difference in the teachers' 

perceptionsofjob satisfaction. 

C. Gender-Statistically significant differences wereshown in responsesto 

Authority,Independence,Responsibility,Advancement,Compensation, 

Recognition,and Supervision-Human Relations. There wasa statistically 

significant difference in the meansofthe extrinsic subscores based on 

gender. There wasno statistically significant difference in the meansofthe 

intrinsic and general satisfaction subscores based on gender. 

In all buttwo ofthe scales,men expressed higher levels of 

satisfaction than women. Inthetwo where women were higher 

(Independence and Responsibility),the difference wassmall. Animportant 

consideration is the small number ofmenteachers in the response group. 

Since they are sofew in number,the men mayfeel a greater potentialfor 

opportunitiesthan whatthe womenfeel. Their minority status may,infact, 

offerthem more recognition and more authority,simply dueto the 

uniqueness ofbeing a malein a traditionallyfemale dominated profession. 

Additional responsibilities,such as coaching,though notincluded in this 

study,may also befactors in developing a higher sense ofsatisfaction. 
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D. Level-Statistically significant differences were shown in responseto 

Creativity,Independence,and Supervision-Human Relations. There was 

no statistically significant difference in the meansofthe intrinsic, extrinsic 

and general satisfaction subscores based on level. 

In each area,higher levels ofsatisfaction were reported byteachers 

who either teach secondary classes orteach a combination ofelementary 

and secondary classes. The nature ofthe traditional self-contained 

elementary classroom maybe such thatteachersin those roomsdo notfeel 

as muchindependence asthose who have rotating schedules and regular 

class changes. Though elementary teachers are generally perceived as 

being creative in the kinds ofthingsthey do,th^maynot perceive then-

own creativity becausethey are with the same students all day,every day. 

Teachersin secondary and combination classes have an opportunityto 

interact with different students each period and,possibly,have more 

opportunityto interact with supervisors and peers during class changes and 

non-supervisory times. Thetime during class changes may give secondary 

and combination teachers a sense ofmoreindependence,as well. 

E. Marital-Statistically significant differences wereshownin responsesto 

Social Status,Recognition,Supervision-Human Relations,and 

Supervision-Technical. There wasno statistically significant difference in 

the meansofthe intrinsic, extrinsic and general satisfaction subscores based 

on marital status. 
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In each case,married teachers expressed higher levels of 

satisfaction than the unmarried teachers. Admittedly,collapsing the 

non-married variablesinto a single category doesnot make allowancesfor 

needs and perceptions that maybe uniqueto teachers who are divorced or 

widowed. Still,80%ofthe teachers who responded were married and the 

breakdownin the other classifications wastoo smallto allowfor suflBcient 

analysis without collapsing them. Future study ofthose particular 

distinctions maybe warranted. 

Taking all that into consideration,there are still somefactorsthat 

may significantlyimpact teachers'perceptions. Eighty-eight percent ofthe 

married teachers are female. Thus,it can be assumed that mostofthem are 

notthe sole source ofincomefortheir families and are,infact,providing a 

secondaryincome. Therefore,they may not have the same sense of 

financial need thatthe unmarried teachers feel. Similarly 86.3% ofthe male 

respondents are married. They,also,mayhavethe benefit ofa second 

incomefi-om a working spouse or may assume additional responsibilities, 

such as coaching,that supplementtheir baseincome. It should be noted, 

the assumption ofadditional responsibilities is notlimited by marital status 

norto a specific gender. Those opportunities are availableto all teachers, 

maleand female,married and unmarried,and provide the meansfor 

teachersto acquire supplementalincome. 
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Additionally,the married teachers havethe benefit ofemotional,as 

well as financial,support at homethrough their spouses and it would be 

unwiseto discount the impactofhaving that spousal support. Married 

teachers may gain their sense ofsocial status and recognition through then-

spouses and mayfeel they are better ableto relateto their supervisors. 

Contrastingly,unmarried teachers may eitherfeelthe need for moreinput 

and emotional supportfrom their supervisors or,ifthe supervisors are 

married,urnnarried teachers mayfeelthey are unable to relate to the 

supervisors orthatthe supervisors are unable to relate to their particular 

needs. 

F. Salary-Statistically significant diflferences wereshownin responsesto 

Authority,Creativity,Responsibility,Security, Social Status, 

Advancement,and Compensation. There wasa statistically significant 

difference in the meansofthe extrinsic subscores based on salary. Post hoc 

analysis showed the differencesto be significant betweenthose making less 

than $20,000and those making $20,000-$29,000. There wasno 

statistically significant difference in the meansofthe intrinsic and general 

satisfaction subscores based on salary. 

Almost2/3 ofthe teachers who responded earn lessthan $20,000. 

In every instance,teachers with higher salaries($20,000 or more) 

expressed higher levels ofsatisfaction. This would appearto be a simple 

matter ofeconomicimpact. Quite simply,teachers who make moreseem 
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to be more satisfied. Yet,interestingly enough,theteachers with thelower 

salaries were not exceptionallylower in their expressions ofsatisfaction. 

Higher salaries can contribute to a sense ofhigher social status and 

financial security. The salaries reported were supposed to be base salaries, 

but it maybe that some ofthose with higher salaries also have additional 

responsibilities which allowthem the opportunityto be more creative and 

to have more authority, at least in their perception. 

Salary(Compensation)wasthe only scalethat had greater than 

50%in the not/slightly satisfied rangefor every descriptive variable. Yet, 

in spite ofthelow salaries,teachers consistently expressed high levels of 

satisfaction,demonstrating that,regardless ofsalary,they receive 

satisfaction fi-om whatthey do. 

Ofthose with thelower salaries,265(61.6%)have 1-7 years of 

experience. Thus,2/3 ofthose making lessthan $20,000 arein the early 

stages oftheir careers. This may account,in part,for theirlowersalves 

and someoftheir salary-based perceptions,though experience alone was 

not a statistically significantfactor impacting those perceptions. 

G. Experience-There were no statistically significant ^fiferencesshown in 

responsesto any ofthetwenty satisfaction variables. There wasa 

statistically significant difference in the meansofthe extrinsic subscores 

based on experience. Post hoc analysis showed the differencesto be 

significant between teachers with 4-7 years ofexperience and those with 
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16+ years ofexperience. There wasno statistically significant diJBference in 

the meansofthe intrinsic and general satisfaction subscores based on 

experience. Thus,thelength ofexperience did not makea statistically 

significant difference in the teachers' perceptions ofjob satisfaction. 

Experience mayimpact salary level,but experience alone was notshown to 

be statistically significant. 

The statistically significant differences are presented in Table28. The numbersin 

parenthesesrepresent the percentage ofsatisfaction scales that a variable hasin a 

particular subscale category(intrinsic, extrinsic,or general satisfaction). For example, 

there is one intrinsic scale(Social Status)that was statistically significant with regard to 

the responses based on age. That one scale is 8.3% ofthe twelve intrinsic scales. 
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Table28 

SummaryofSignificance ofHypotheses 1 Through4 

Hypothesis 1 
Variable 

Intrinsic Extrinsic General Total 
[12scales] [6scales] [2scales] [20 scales] 

Age 1(8.3%) - - 1(5.0%) 

Degree - - - -

Gender 3(25.0%) 4(66.7%) - 7(35.0%) 

Leyel 2(16.7%) 1(16.7%) - 3(15.0%) 

Marital 1(8.3%) 3(50.0%) - 4(20.0%) 

Salary 5(41.7%) 2(33.3%) - 7(35.0%) 

Experience - - - -

Hypothesis2 Hypothesis3 Hypothesis4 
Variable Intrinsic Means Extrinsic Means General Means 

Age NS NS NS 

Degree NS NS NS 

Gender NS SIG NS 

Level NS NS NS 

Marital NS NS NS 

Salary NS SIG NS 

Experience NS SIG NS 

NS=Not Significant/SIG=Significant 
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CHAPTERV 

SUMMARYANDCONCLUSIONS 

INTRODUCTION 

The purpose ofthis study wasto investigate the perceptions ofjob satisfaction 

among teachersin selected member schoolsin the SoutheastRegion ofthe Association of 

Christian SchoolsInternational and to determine ifany differences exist injob satisfaction 

based on selected personal,educational and professional descriptors asreported bythe 

teachers. Given this purpose,four research questions guided the study. They are: 

1. Isthere a difference in the teachers'responsesto thetwentyjob 

satisfaction scales on the long-form Minnesota Satisfaction Questionnaire 

(MSQ)based on their personal,educational and professional descriptors? 

2. Isthere a difference in the meansofthetwelve intrinsic satisfaction scales 

ofthe MSQ based on theteachers'personal,educational and professional 

descriptors?. 

3. Isthere a difference in the meansofthe sbc extrinsic satisfaction scalesof 

theMSQ based onthe teachers'personal,educational and professional 

descriptors? 

4. Isthere a difference in the meansofthetwo general satisfaction scales of 

theMSQbased ontheteachers'personal,educational and professional 

descriptors? 
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The population ofthe study consisted offull-time teachersin kindergarten through 

twelfth grade at82randomly selected schoolsin the SoutheastRegion. The schools were 

ofvaried Christian denominational affiliations and their main similarities weretheir 

identification as Christian schools and their membership in ACSI. The data were collected 

through individual surveys(the Miimesota Satisfaction Questionnaire longform)sentto 

the school administratorsfor distribution to the teachers who metthe full-time and grade 

level criteria. Frequencies ofresponses were noted and the surveys were analyzed using 

chi-square analysisfor Research Question 1 and analysis ofvariance(ANOVA)for 

Research Questions2through4. The statistical analysis was described in ChapterIV. 

CONCLUSIONS 

Alist ofthe most significant conclusionsthat emerged fi"om the data follows: 

1. Teachersin all age groups were satisfied with the intrinsic aspects oftheir 

work. There were statistically significant differences shown with regard to 

Social Status. Teachersage50and above werethe most satisfied and 

teachers age 20-29 wereleast satisfied.. Teachersin all age groups were 

not/slightly satisfied with the extrinsic factor ofCompensation and showed 

lowerlevels ofsatisfaction with CompanyPolicies and Practices(also, 

extrinsic)and Working Conditions(general satisfaction). Teachers ofall 

age groups were satisfied withthe other extrinsic and general satisfaction 

factors. 
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Therefore,teacher expressionsofsatisfaction increased with age. 

A keyfactorin this maysimply bethatthe older teachers arethose who 

have chosento stay with the profession and,thus,would logically be more 

positive abouttheir satisfaction with that choice. Manyofthe younger 

teachers mayhave already determined thatthey do not wantto stay in 

education(or private Christian education)and their satisfaction perceptions 

maylowerthe overall percentagesfortheir age group. 

2. Teachersin both degree classifications were satisfied with the intrinsic 

aspectsoftheir work. They were not/slightly satisfied withthe extrinsic 

factor ofCompensation and showed lower levels ofsatisfaction with 

Advancement and CompanyPolicies and Practices(both extrinsic). They 

were satisfied with the other extrinsic and general satisfaction aspects of 

their work. There were no statistically significant dififerences in responses 

based on degree. 

Thelevelofdegree earned did not significantly impactteacher 

perceptions. In the Christian schools surveyed,there were morethan three 

times as manyteachers with an undergraduate degree orlessascompared 

to those who had graduate degreesofsometype. It would appear that 

degree,in and ofitself,is notafactor thatimpactsteacherjob satisfaction 

amongthose surveyed. 

3. Statistically significant differences wereshownin genderresponses with 

regard to the intrinsicfactors ofAuthority,Independence,and 
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Responsibility. Males werethe most satisfied with Authority and females 

werethe most satisfied withIndependence and Responsibility. Overall, 

teachers ofboth genders were satisfied with the intrinsic aspectsofthen-

work. Statistically significant dijfferences wereshown with regard to the 

extrinsic factors ofAdvancement,Compensation,Recognition,and 

Supervision-Human Relations. Males werethe most satisfied in each of 

those categories. Overall,teachers ofboth genders were satisfied with the 

extrinsic aspects oftheir work. They were not/slightly satisfied with the 

extrinsicfactor ofCompensation. Teachers ofboth genders were satisfied 

with the general satisfaction aspects oftheir work. 

Asnoted previously,the smaller number ofmalesin the survey may 

have a substantialimpact onthe findings. Their numbers may workto then-

favor in thatthey may have,or perceive themselves as having,a greater 

profile atthe school and,thus,greater opportunityforadvancement orfor 

making a significant difference in school policies. Contrastingly,the 

femaleteachers may sense a greater competitionfor advancement and 

authority roles because ofthe greater numberoffemales. Similarly,the 

femaleteachers may also sense that because ofthe small numberofmales, 

priority may be given to male teachersfor those advancement and authority 

opportunities. 

4. Teachersin both teaching levels were satisfied with the intrinsic aspects of 

their work. There were statistically significant differencesshown with 
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regard to Creativity and Independence. In each ofthese factors,secondary 

and combination teachers werethe most satisfied. Teachersin both level 

categories were not/slightly satisfied with the extrinsic factor of 

Compensation and showed lower levels ofsatisfaction with Advancement 

and CompanyPolicies and Practices. They were satisfied with the other 

extrinsic and the general satisfaction aspects oftheir work. 

In almostevery category,secondary and combination teachers 

expressed higher levels ofsatisfaction. It could be thatthe nature ofthe 

position doesimpactteacher perceptions. Elementaryteachers are,most 

often,in self-contained classrooms and work withthe same studentsfor 

most ofthe school day. Secondary and combinationteachers have set class 

periods and,generally,different students in each ofthose periods. By 

virtue oftheir age,elementary students may require more direct 

supervision,thus giving the elementaryteachers a greater sense ofconstant 

responsibility and alower sense ofindependence. Secondary and some 

combination teachers,on the other hand,mayfeel morefreedom and 

flexibility during class changesand non-instructionaltime because their 

students are older and do not need to be supervised as closely. 

5. Unmarried and married teachers were satisfied with the intrinsic aspects of 

their work. There were statistically significant differences shownin their 

response with regard to Social Status. Statistically significant differences 

were shownin their responsestothe extrinsic factors ofRecognition, 
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Supervision-Human Relations,and Supervision-Technical. In each of 

these,married teachers Avere the most satisfied. Additionally,teachersof 

both marital status categories were not/slightly satisfied with the extrinsic 

factor ofCompensation and showed lower levels ofsatisfaction with the 

extrinsic factor ofAdvancement. They were satisfied with the other 

extrinsic and general satisfaction aspects oftheir work. 

A significant number(80%)ofthe respondents were married. The 

married teachers consistently expressed higher levels ofsatisfaction. There 

are a number offactors that should be considered with regard to marital 

status and the impactthat status hasonteacher perceptions. In many 

ways,the support ofaspouse can lighten the emotional and financial 

burden that an individual carries,evenimpacting that individual's 

perceptions about his/herjob. Since so many ofthe respondents were 

married,the consideration that theirincome may,in fact,bea secondary 

familyincome cannot be overlooked. Similarly,having a spouseto provide 

emotional support may relieve someofthe pressures orfrustrations that an 

individual may have. Thatis notto say that unmarried teachers do not 

have external emotionaland financial support nor does it mean thatthey 

have greater need for it than married teachers. It is more likely,however, 

thatthe impact ofa spouse,in whateverfashion that may be,does provide 

some meansin helping teachers cope with theirjobs. Though thatimpact 

cannot beignored,it is not measured in this study. 
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6. Teachers at both salary levels were satisfied with the intrinsic aspects of 

their work. There were statistically significant differences shown in then-

responses with regard to Authority,Creativity,Responsibility,Security, 

and Social Status. For each ofthosefactors,teachers with salaries of 

$20,000or more werethe most satisfied. Overall,teachers at both salary 

levels were generally satisfied with the extrinsic aspects oftheir work. 

There wasa significant difference shown with regard to Compensation with 

teachers with salaries of$20,000or more beingthe most satisfied. 

However,there were higher percentages ofteachers at both salary levels 

who were not/slightly satisfied Avith Compensation. Additionally,teachers 

at both salary levels showedlowerlevels ofsatisfaction with Advancement 

and CompanyPolicies and Practices. Teachers ofboth salary levels were 

satisfied with the general satisfaction aspectsoftheir work. 

Regardless ofsalary the teachers ware generally satisfied with then-

work. Though the higher paid teachers had higher satisfaction percentages, 

there was nota significant difference in the responsesgiven bythelower 

paid teachers. Salary seemsto bethe greatest area ofconcern,though it 

does notseem to significantly impactteacher perceptions ofsatisfaction. A 

possible consideration,which will be discussed later in this chapter,is that 

teachersin Christian schools realize their salaries will belower and perceive 

they haveagreater purposefor being atthe Christian school. They appear 

to be willing to acceptthe trade-offoflower salaries in exchangeforthe 
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benefits that come fi*om the Christian school environment(i.e.,smaller 

class loads,fî eedom to share their religiousfaith,generallyfewer discipline 

problems,a positive Christian environment). 

7. Teachers at both levels ofexperience were satisfied with the intrinsic 

aspects oftheir work. They were not/slightly satisfied with the extrinsic 

factor ofCompensation and showed lower levels ofsatisfaction with the 

extrinsicfactors ofAdvancementand CompanyPolicies and Practices. 

They were satisfied with the other extrinsic and general satisfaction aspects 

oftheir work. There were no statistically significant difierences in 

responses based on experience. 

Initially,one mightassume thatresponses based on e7q)erience 

would parallelthose based on age,with the more experienced teachers 

consistently expressing higher levels ofsatisfaction because they have 

stayed with the profession. This wasnotthe case with this study,however. 

Significant differences were notshown and the higher percentages were not 

limited to one experience category over another. Thus,it can be concluded 

thatforthe Christian schoolteachers who responded,their years of 

experience did not significantlyimpacttheir satisfaction perceptions. In 

reality,otherthan thelower percentagesfor Advancement,Compensation 

and CompanyPolicies and Practices,their perceptions are notimpacted by 

their years ofteaching experience. There is no det^mination ofyears of 

experience at their respective school,however. Future study might warrant 
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identifying the years ofexperience at a given schoolto seeifthere are 

significant differences in responses based onthatfactor. 

Consistently,teacher responsesto Compensation were not/slightly satisfied. 

Sunilarly,responsesto Advancement and CompanyPolicies and Practices were repeatedly 

lowerthan responsesto other factors. 

DISCUSSIONANDREFLECTIONSONTHESTUDY 

Accordingto Lottie(1975),the"traditions ofteaching"have atendencyto muzzle 

personal ambition. Teachers who seek money,power or prestige are often viewed with 

suspicion asto their commitmentand education is perceived asa service-oriented 

profession. The virtue ofgiving morethan receiving is highly extolled and countless 

numbersofteachers derive satisfaction fi'om seeing and participating in student success, 

from knowingthat their impact on the student islife-changing and thatthey are giving so 

their students may receive and achieve success and fulfillment. In many cases,the 

teachers'driveto teach comesfrom sharing and imparting knowledgeand from knowing 

they are giving students something the studentscan use and apply and that will make a 

difference in the students'lives(Miller, 1998). 

Numerous studies, predominantlyin public education and higher education sectors, 

have been conducted to analyzethefactors whichimpactlevels ofjob satisfaction in 

various educational settings. An often unstated goalofmany ofthese studies ofjob 

satisfaction is the desireto learn what might be doneto enhance the teachers'levels of 
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satisfaction. The topic ofjob satisfaction is one that is considered time and again because 

ofthe apparent relationship betweenjob satisfaction, performance and decision to stay. 

Smith,Kendall and Hulin(1969)reported the presence ofsk"relatively 

independent"factorsthat should be considered when studyingjob satisfaction. They are: 

1. General satisfaction and morale 

2. Attitudestoward the company[school]and its policies 

3. Satisfaction with intrinsic aspects ofjob satisfaction 

4. Attitudestoward theimmediate supervisor 

5. Attitudestoward satisfaction of[personal]aspirations 

6. Satisfaction with conditions at the presentjob. 

Often overlooked in manyofthe studies,the private school sector can also be a 

source ofsubstantialinformation related to this topic. Reyesand Pounder(1993)reported 

thatthere are difierences injob satisfaction levels and commitmentbetween private and 

public schools. They suggested thatthe strength ofthe private school sector is often a 

result ofgreater homogeneity ofbeliefs amongtheteachers and staff! Because ofthis 

commonality in values and beliefs,they believe the organizational commitmentleveltends 

to be stronger in private schools eventhough factors such ascompensation are generally 

lower. It should be noted,however,thatthere is often a distinction between private 

Christian schools and other(non-sectarian)private schools with regard toflmding and 

compensation. In general,though not alwaysthe case,private Christian schools are 

unable to offer salaries commensurate with those offered in the more heavily endowed 

private schools and in the public school systems. 
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This study hasfocused on private Christian schoolsin the SoutheastRegion of 

ACSI. Though compensation has been shownto be a significant factor in the perceptions 

ofmany ofthe teachers,it is not significant enough to causethe teachers to leave the 

schoolfor higher-paying positions elsewhere. Obviously,otherfactors must play a partin 

giving the teachers satisfaction in theirjobs and,thus,causing them to be willing to accept 

the trade-oflfoflesser pay. 

Differences were noted in social status based on age. Though teachersin all age 

ranges expressed satisfaction,alower percentage ofteachers in the 20-29agerange were 

satisfied. A possible contributing factorto this could be thatthe youngerteachers are at 

the beginnmg oftheir careers and are still trying to establish their identities asteachers and 

even whether or nottheyintend to stayin education orin private Christian education. 

Sunilarly,the older teachersin private Christian education mayfeela greater sense of 

conumtmentto wherethey are professionally and greater fulfillment fi'om whatthey do. 

There were no statistically significant differences based on degree. Chapman's 

1984 study reported that intrinsic, extrinsic and general satisfaction decreased asthe level 

ofgraduate education increased. This wasnot fully supported bythe findings ofthis 

study. The meansofthe intrinsic and extrinsic scales increased atthe Masterslevel and 

decreased atthe Doctorallevel. The meansofthe general satisfaction scale increased at 

both the Mastersand Doctorallevels. There were onlyten respondents who reported a 

degree beyond the Masters level. This number istoo smallto allow for any conclusions 

about perceptions ofthose who have degrees beyond the Masterslevel. Anincrease in 

their number could dramaticallyimpactthe results. 
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There were statistically significant differences in some areas based on gender. 

Notably,the males were more satisfied with advancement,authority,compensation, 

recognition,and supervision-human relations. Females were more satisfied with 

responsibility and independence. One possible explanation for the higher male perceptions 

might be thatthere were substantiallyfewer males(n=80)thanfemales(n=634)and those 

males might have perceived themselves as having more opportunityfor authority, 

recognition and advancementsimply because oftheirfewer numbersand the need forthe 

establishment ofcredible male role models. Asa result,their compensation might also be 

at a higher level dueto the opportunities that are afforded them. This is not meantto 

imply gender discrimination;rather,the poolofindividualsfrom whichto pull is smaller 

with males and,therefore,their perceptionsofmore opportunities may be higher. The 

higher numbersoffemales may cause manyto feel they don't have the opportunitiesfor 

advancementand authority thatthey would like to have. 

The higher number offemales could also positively impacttheir perceptions. They 

may have higher satisfaction perceptions aboutindependence and responsibility because 

they may notfeel they are as noticeable asthe male teachers. The old adage ofsafety in 

nvunbers may apply here simply becausethefemales may notsense they are under scrutiny, 

orthe proverbial microscope, as much asthe males do. That is notto saythatthefemale 

teachers have moreindependence and responsibility as males,itjust maybe that then-

perceptions are skewed bytheir large numbers. 

A possible explanation for the secondary and combinationteachers expressing 

higher percentages ofsatisfaction with creativity,independence and supervision-human 
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relations could bethe class schedules with different students,periods and subjects that are 

the norm for secondary teachers. In contrast,the elementaryteachers might perceive their 

teaching environment(self-contained classrooms)as offering less opportunityfor these 

factors. 

Consistently,the married teachers expressed statistically significant higher levels of 

satisfaction with regard to a number offactors. Quite possibly,the married teachers are 

notthe soleincome providers for their families and do notfeel the fiustration and/or 

urgency that comesfi"om being the principal provider. Therefore,theirincomes may be 

supplemental and thefactors where significant differences were noted simply might not be 

asimportanttothem. Contrastingly,forthe unmarried teachers,as sole providers,factors 

such as recognition,social status and supervision-human relations might be perceived as 

being ofhigh importance. 

There were no statistically significant differences based on years ofexperience. 

Adcock(1991)found that satisfaction with responsibility was related to teaching 

experience. However,the findings ofHemmasiet al.(1992)differed fi-om Adcock's with 

respectto theimpactofteaching experience on satisfaction in general. Hemmasiet al. 

found that length oftime at an institution had a negativeimpacton satisfaction. This 

related specifically to tenure with an institution and did not directly relate to overall 

teaching experience. Reyes(1990)reported thatthe total years ofteaching experience 

and personal value orientation may be other variables that influencejob satis&ction and 

commitmentto the organization. 
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Theteachers in this study consistently showed high levels ofsatisfaction with 

creativity and independence. Statistically significant differences were noted based on 

teaching level(for creativity and independence)and gender(for independence). This 

would agree with the findingsofFriedlander(1964),whoindicated that the fi'eedom to 

choose textbooks,programs and media,and the opportunityto be creative enhanced 

satisfaction. Similarly,Evers(1992)and Diener(1985)found thatflexible and 

autonomous(independent)working conditions were influentialfactors in promotingjob 

satisfaction. Thus,increasing opportunitiesfor creativity and independence in decision-

making as it relatesto the classroom,could increase levels ofsatisfaction. 

Satisfaction with authority was high in all categories,with statistically significant 

differences based on gender and salary. Pumipuntu(1992)indicated that asteachers'age 

increased,their satisfaction with their level ofauthority increased and Guy(1992)found 

the levelofauthority to be significantly related to the level ofjob satisfaction. 

In this study,the responses regarding responsibility were consistently high. The 

only statistically significant differences in responses were noted with regardsto salary level 

with teachers with salaries of$20,000 or more expressing higher levels ofsatisfaction with 

responsibihty. There wasalower percentage ofyoungerteachers(age20-29)who 

expressed satisfection with responsibility. Initially,this might be attributed to their lack of 

teaching experience. Contrastingly,however,there were minimal differences in the 

percentages ofsatisfied responses based on years ofexperience with teachers with less 

experience(1-7 years)having a slightly higher percentage. 
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In all descriptive categories,teachers expressed high levels ofsatisfaction with 

moral values. This would be consistent with Reyes'(1990)and Reyesand Pounder's 

(1993)findings mentioned previously. The homogeneity ofreligious views embraced in a 

private Christian school would be expected to promote higher levels ofsatisfaction with 

the moral values espoused bythat school and would belesslikely to bein conflict with the 

individual's personal moral values. 

Twofactors having lower percentages ofsatisfaction were advancement and 

company policies and practices. Statistically significant differences were noted bygender 

for advancement. As stated previously,the differences in gender perceptions may be due, 

in part,to the smaller number ofmalesin the private Christian school sector. 

With regard to company policies and practices,studies have emphasized the 

importance ofteacher input and/or participation in policy making. Benson(1983) 

recommended that administratorsinvolve teachersin decision-making,reporting that 

modification ofthe organizational structure ofa schoolcanimprovelevels ofsatisfaction. 

Reyes(1990)concurred by suggesting that as schools become more open to teacher 

participation in decision-making,the level ofsatisfaction increases. 

The onlyfactor that was consistently noted as not being satisfactory was 

compensation. In every descriptive category,morethan halfresponded as being either 

not/slightly satisfied with compensation. Statistically significant differences were noted by 

gender(50.2%for males compared to62.0%forfemales)and salary(65.5%forthose 

making lessthan $20,000compared to 53.4%forthose making $20,000 or more). For 

both gender and salary,a total of60.7%ofthe participants were not/slightly satisfied. 
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According to G^dara(1992),increased compensation wasthe keytojob 

satisfaction for the largest portion ofteachers. For manyteachers,increased 

compensation helpsto promotethefeeling ofbeing a professional. Further,Gandara 

recommended consideration ofextended contractsto give teachers an option which would 

provide compensation at alevelthat would more accurately reflect their valueto society. 

Private Christian schools are often limited in their flnancial resources and, 

therefore,teachers must accept salaries that are lessthan whatthey could makein other 

educational settings. Yet,in spite ofthelower salaries,the teachers expressed high levels 

ofsatisfaction in virtually all other areas oftheir work. 

From personal experience in the private Christian school sector,the researcher has 

found that manyteachers in those schools feela sense ofdivine"calling"or"purpose"in 

whatthey are doing. Thisis notto saythelower salaries arejustified bythe ministry 

aspectofthe position;rather,many ofthoseteachers perceive their work asa ministryin 

and ofitselfand,therefore,though higher salaries would be welcomed and appreciated, 

they do notexpectthe salaries to be equal with whatthey would be ableto getin other 

settings. Often,teachers in Christian schools work in settings that have limited financial 

and physical resources,require additional responsibilities beyond those that are partofthe 

normal classroom setting and must meet and accept other affiliation(e.g.,denominational) 

and/or lifestyle requirementsthatcome asa result ofbeing employed in a Christian school 

setting. Tothoseteachers,however,the opportunityto be open abouttheir religious 

faith,the somewhat cloistered setting ofthe parochial school environment and the smaller 

student/teacher ratio compensatesfor the limited ftmding and resources. 
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Thetwo scales with the highest overall satisfaction percentages were moral values 

(99.0%)and social service(98.3%). Though this study was not designed to identify 

religious views,the high percentages ofmoral values^d social service may coincide with 

the individualteachers'religious perceptions ofwhatthey do and whythey do it. Theirs is 

not only a mission ofcommitmentto education,but also a mission ofcommitmentto the 

spiritual development oftheir students and the environment ofthe private Christian school 

providesthe vehicle wherebythat mission ofspiritual nurturing can be accomplished. 

RECOMMENDATIONS 

Ascher(1991)offered several recommendationsthat could beimplemented to 

increase teacher satisfaction. Hesuggested that schools/administrators(1)should workto 

improve managementofexisting resources,(2)should work toward smallness ofscale, 

(3)should reward good teaching,(4)should empower teachersthrough a minimization of 

bureaucracy,(5)should workto break downteachers'feelings ofisolation by promoting a 

communityfeeling amongthe staff,and(6)should provide opportunities and assistance 

for teachers to function ascontinuous learners. 

Similarly,the findings ofthis study suggest a numberofrecommendations 

pertaining tojob satisfaction as reported bytheteachers who participated in the study. 

Thethree areas oflowestlevels ofsatisfaction were Compensation,Advancement and 

CompanyPolicies and Practices. Thefollowing recommendations,based onthose 

concerns,are only applicableto those teachers/Christian schoolsthat responded,though 
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they have potential applicabilityfor other educational settings. Further study is 

recommended to determine ifthat applicability exists. 

1. In spite oflimited financial resources,compensation should be made a 

priority and should be analyzed to determine where inequalities may exist, 

where other sources offunding maybefound and to develop creative ways 

whereby compensation options may beincreased. 

2. Proceduresfor determining advancement should be examined and 

restructured to allow more opportunities or,at least,to demonstrate an 

equality ofadvancement opportunityfor men and women. Teachersshould 

be encouraged and enabled to pursue advanced degrees which might 

increase both their potentialfor advancementand their salary level. 

3. The policies and practices at the school should be structured in such a way 

asto encourageteacher participation in decision-making and to provide 

teachers with a voice in policy decisions. Teacheridentification and 

ownership with the school and its policies should be promoted. 

RECOMMENDATIONSFORFURTHERRESEARCH 

The results ofthis study suggestthefollowing recommendationsforfurther 

research: 

1. This study should bereplicated with moreteachers fî om the Southeast 

Region ofACSIto seeifthe findings are representative ofothertochersin 

the region. A response rate greater than55%would have been preferred 
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to makethe findings more credible. The structure ofthe study 

methodology prohibited direct access to the individual teachers and,thus, 

prohibited fiutherfollow-through in securing additional responses. 

Restructuring the methodology ofthe study would be advisable. 

2. Further research should be conducted in other ACSIregionsto determine if 

the perceptions ofteachers in those regions are comparableto the 

perceptions ofteachersin the SoutheastRegion. This would provide a 

more diverse population and would be usefulin determining ifthere are 

geographic and other differences in schools affiliated with ACSI. 

3. Further research shouldfocuson other private schools(parochial and non-

parochial),specifically in the southeastern geographical region,but also in 

other regions. This research would identify ifcommonality oflocation, 

afiBliation or mission ofa school have implicationsfor perceptions ofjob 

satisfaction. 

4. Further research should focus on policy-making procedures,opportunities 

for advancement and compensation and theimpactthey have onteacher 

perceptions ofjob satisfaction. This research could identify specific areas 

or practices that enhancejob satisfaction. 

5. Further research should be conducted to attemptto identify otherfactors 

that promotejob satisfaction that might not have been identified in this 

study. 
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ASSOaAnONOFCHRISTIANSCHOOLSINTERNAnONAl 
1 SOUIHEASTREGION 
SIREETA0C8^; 2386CLOWER STREET,BLDG.8,SURE 100,SNELLViljyE.GA30078 
MAIUNGADDRESS; RO.BOX 1537,SNELLVniE,GA30076 
(770)98M840/FAX(770)986^847 

PERMISSIONTOCONDUCTRESEARCH 

Asregional directorofthe SoutheastRe^m ofthe Association ofChristian Sdiools 
Intonaticnai(ACSl),I,Tom McChire,grantpermissionfbr GordonD.Millertoconduct 
research rdatedto his doctoral dissertationthiougjiarandom surveyofteadio^id ACSImember 
schoolsin the SoutheastRegion. 

I undemtand and agreethat: 

• the purposeoftinsstudyistoiovesttgate die percepticwsof satisfaction among 
teadiersin selected meoiberschoolsintheSoutheastand FloridaRegions. 

« schoolsselectedtosurv^will bedonethrough arandom selection process. 

• thecinefadministrator ateach schoolwillbe pesonally contactedtorequest 
pennisaontosurvey his/her teachersand the administratorsareunderno 
obligadtm from ACSItograntdiat permission. Th^win beinformed that 
participation is voluntaryand win havenoinqiactondieir member^bip or standing 
with ACSI. 

• each adnunistratorwin sign aconsentfbrm indicating wilfingn^fiir his/her sdiool 
to participate in thestu^. 

« asurveyofnolessthantwenty questions and no morethanonehundred questions 
win bedistributedtotheteacfa^inthosesdioolsvthoseadnnnistiatotsl^ve 

• aU surveys will be keptconfidentia]and individual particqiants will beanonymous. 

• theregional officewill have accesstothe aggregatefindingsofthestudy. 

iintfais 
research study. 

Signature Date 

tWOrWAOBVWnONM l€WaUARISS 
MIVUNeACORESS! l!QBC0(3fiO97COLaWDOSFRNS&CO8093S'3iO9 SUSr/VXraSS: 731 CfWaiaUBa,C010IW308nilNe&CO«R20 7I9I52SM16 

DMtIndMie<H*iri^howCMintMnei^ CoL1:18 
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FBRSTLETTERTOADMINISTRATORS 

Dear Administrator; 

This letter is follow-up to our recenttel^hone conversaticHi. To recap vdiat we discussed,Iam a 
former headmaster ofan ACSIaccredited school and a doctoralstud^tatTheUniversityof 
Teonessee,Knoxville. lam requesting your permissionto contact yourfiill-timeteadiersin 
kindergarten and abovefora studyoftheir percepticais ofteacherjob satis&ction. Their decisicm 
to participate is voluntaryandthere should benopressure onthemto volunteer. Further,the 
teadiershavethe rig^to withdrawtheir participation atanytime with no paaahies ofanykind. 

Permission has been granted bythe Soudieastregional ofBce ofACSItoconductthis studywith 
the understandingthatthe schools contacted would knowthattheir decision to participate is 
voluntaryand willin nowayinqiacttheir standing or affiliation with ACSI. Acopyofthe ACSI 
permission letter is attadied. 

Your schoolhas been randomlyselected fromthe regioitotake partinthe study. Thestudy will 
cmsistofa 100 question questionnaire(the Minnesota Satisfrction Questionnaire)and a one page, 
sev^question perscmal descr^orpage(identifying gender,age,marital status,degree,e}q)erience, 
level/gradetau^salary range). All infr)iination provided byyourteachers willbeanonymous 
and will bek^confidential. Results will betotaled,arranged in tableform,and analyzed asa 
whole. 

Youshould receivethe surveys attheend ofJanuary,1999. Iam askingthat you(or your 
designee)distributefiie surveys theyarrive. When conq)leted,theteachers should sealtheir 
respcmses inthe aivelopes provided and retumthemto your office. A deadline fr>rthe retum ofthe 
respcmses will be setforthree weeksfollowingthe mail date. Onthe dayfr)llowingthat deadline 
date(vhich willbenoted inthe surveys),please retumto me whatever surveys have bem collected. 
A post-paid return mailer will be provided. 

The data gathered willnotbe used in anywayexceptas setfinth inthis proposaland will in no 
wayreflect backonthe individual schools surveyed. There willbean appendix listing ofall 
schools\Nhich participated inthe study,butno identification will be made asto individual 
re^cmses received fromthose sdiools. 

I appreciate your willingnessto participate. It is understood that your deci5i<Hi is voluntaryand 
you havethe rig)rtto withdraw permissionto survey yourschoolatanytime. Ianticipatethe 
findings will contributetoincreased knowledgeaboutpercq>tionsofjob satisfrtctim among ACSI 
teachers. Aswritten docum^tation ofyour agreementtopartic^ate inthis study,please conpl^e 
the^closed card and retum itto meas soon as possible. Thank you for yourhelp. 

Sincerely, 

Gordon D.Miller 

enc. 
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PERMISSIONTOSURVEYRESPONSECARD 

Permission is granted for GordonD.Millerto conduct a survey study ofjob satisfaction 
perceptions amongthe full-time teachers at: 

m 

(Nameofschool) (City/State) 

Numberofsurveys needed(full-time teachers/kindergarten and above): 

(Signature ofchiefadministrator) (Date) 
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ADMINISTRATORCOVERLETTER 

Dear Administrator: 

Enclosed you will find the materialsfor conducting the survey ofyourteachers regarding 
their perceptionsofjob satisfaction. Please distribute one envelope to each ofyour fixU-
time teachersin grades kindergarten and above. Each envelope contains the following: 

• Letter explaining the purpose ofthe study 
• Nfinnesota Satisfaction Questionnaire 
• Informed Consentform with personal descriptors onthe back 

Each teacher who choosesto participate isto complete the questionnaire and the personal 
descriptorsform and sealthem in the envelope. The envelopes should be returned to you 
(or your designee). The deadline datefor returning the surv^sto your office is February 
9,1999. Please send me whatever surveys have been collected throughthat date. A post 
paid mailer has been provided for returning the surveys. 

As mentioned in my previousletter,teacher and school participation is voluntary. There 
should be no pressure placed onthe teachersto participate. Should you desire to 
withdraw your schoolfrom the study or should yourteachers desire to withdraw their 
participation,you,orthey,may do so at anytime with no penalties or ramifications ofany 
kind. 

Thank youfor your cooperation and your sacrifice oftime and effort on behalfofthis 
study. 

Sincerely, 

GordonD.Miller 

enc. 
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ADMINISTRATORFOLLOW-UPLETTER 

Dear Administrator: 

This letter is a reminder thatIneed to receive thejob satisfaction surveys sent to your 
schoolin January. The deadline datefor returning the surveys is February9,1999. 

I would appreciate it is you would send out a general memoto all teachers remindingthem 
ofthe survey and deadline date. Please remind them that their participation is voluntary, 
they will be anonymous,all data will be kept confidential and there are no penaltiesfor 
choosing notto participate. 

Return those surveys which have been completed in the post-paid mailer the dayfollowing 
the deadline,February 10,1999. 

Your school's participation is very important. Thank youfor your assistance. 

Sincerely, 

GordonD.Miller 
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TEACEffiRCOVERLETTER 

Dear Teacher: 

Iam aformer headmaster ofan ACSIaccredited schoolin Florida and a doctoral student 

at The University ofTennessee,Knoxville. Ineed your assistancein conducting a study of 
the perceptions ofjob satisfaction amongteachers in ACSImember schools. I have 
selected the SoutheastRegion because ofmy prior affiliation with,what wasthen,the 
Southeast Region(Florida included)ofACSI. Atthattime,and prior to the establishment 
ofFlorida as a separate region,the SoutheastRegionformed the largest member regional 
grouping ofACSIschools. 

Permission has been granted bythe Southeast regional officeto conductthis study. Your 
school has beenrandomly selected to take part and your participation is very important. 
All responsesto the survey will be anonymous. Allindividual responses will be keptin 
strictest confidence. Participation is voluntaiy and you can withdraw from participation at 
anytime with no penalties or ramifications ofany kind. For adequate data analysis, 
however,Ineed your participation. 

I have enclosed anInformed Consentform(on the back ofthe personal descriptive page) 
giving moreinformation aboutthe study and protective measuresforthose who 
participate. Pleasetake time to read it priorto completing the survey. Ifyou arein 
agreement,take about20minutesto respond to the enclosed Minnesota Satisfaction 
Questionnaire(MSQ). Please do not answerthe personalinformation questions on page 
two oftheMSQ. Rather,a setofpersonal descriptive questions has been provided on a 
separate page. For completion ofthe study and to assist in analyzing the data,it is 
essentialthat you complete thatinformation and return it with the completed 
questionnaire. Seal your questionnaire and descriptive questions pagein the envelope 
provided and return it to your school office onor beforeFebruary9,1999. Your 
administrator will send me whatever surveys have been returned bythat date. 

I appreciate your help in providing theinformation needed for this study,and,again,your 
participation is understood to be voluntary and you are under no pressureto participate. 

Sincerely yours. 

GordonD.MUer 

enc. 
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C0NHDEISIT1AL BACKGROUND INFORMATION 

_Youranswersto all questions and infonnation provided wiH be held in strictest confidence. 

Checkone boxfor each item bdow: 

1. Gender: 

□ Male □ Female 

2. Age range; 

D 20-29 a 30-39 □ 40-49 o 50-59 o 6(H-

3. Marital status: 

Q Sii^e □ Married □ Widowed □ Divorced 

4. Highest degree earned: 

□ Bachdors □ Masters □ EdS/EdD^KD 

5. Years ofteachingeTqieiience (including this year): 

a 1-3 a 4-7 □8-15 o 16+ 

6. Levd taught (majority ofday): 

□ Kindergarten/Elementary □ Middle School/Junior High □ High School 

7. Current base salary range (not includii^ supplements): 

□ Less than $20,000 □ $20,000-$29,000 □$30,000-39,000 □ $40,000+ 
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INFORMEDCONSENTFORSUBJECTSRECEIVINGSURVEY 

ThisInfonned Ccmsentis for individuals participating inthe surveyforthe doctoral 
research conducted byGordon D.Miller ofthe UniversityofTennessee. Thetitle ofthis study is 
"Job Satisfaction Among Teachers in Member Schoolsofthe SoutheastRegion ofthe Association 
ofChristian Schools Ihtemational." The purpose ofthe studyisto investigatethe percqjtions of 
job satisfaction amongteachersin selected member schools inthe specified region ofthe 
Association ofChristian Schools Intemational(ACSI)andto determine ifanydifferences exist in 
job satisfiiction based on selected personal,educational and professional descriptors(gender,age, 
marital status,degree,e3q)erience,level/gradetaugjit,salary range)as rqrorted bytheteachers. 
Thefollowing protective measures will be provided for all participants. 

1. Thechiefadministrator ateach schoolhasbe^personally contactedto secure 
permissionto conductthe surveyand is awarethatteacher(and school) 
participation in the studyis voluntaryand in nowayimpactsdie sch(x>rs 
membership or standing with ACSI. 

2. Teacher participaticm inthe studyis strictly voluntaryand willnotin:q)actthe 
teacher's standing attheschool or relationship with ACSI. Teachers are underno 
pressureto respcmd andthose whochooseto participate maywithdraw fiomthe 
study atanytime with nop^alties or ramificationsfor doing so. 

3. Anonymity will be assured for all participants becausethe questionnaire contains 
no idaitifying questions or codes. Results will betotaled,arranged intableform, 
and analyzed asa vchole. hidividual responses and perscmal descriptive 
infisrmation willnot be idaitifiable and will be kq>tconfidential. 

4. Selection ofschoolsto participate in the survey hashem dcmethrough a random 
selection process. 

5. AMioughthestudy willnot bmefitthose whoparticipate,it will contributeto 
increased knowledge aboutperceptions ofjob satisfiictimi am<xig ACSIteachers in 
the Soudieast Region. 

6. The data gathered willnot be used in anywayexceptas setforth in this prqjosal. 
Aggregate findings ofthestudy willbe available upon request. 

7. The researdier.Gordon D.Miller,willanswer questions relatedtothe studv. His 

address is I 

8. Return ofthe questimmaire,includingthe confidential background informaticm, 
will constitute yourinformed cmisentto participate. 
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Table F-1 

Data Frequencies 

Frequency Percent 

VaHd-AGE 20-29 175 24.1 

30-39 186 25.7 

40-49 211 29.1 

50-59 123 17.0 

60+ 19 2.6 

Total 714 98.5 

Missing 11 1.5 

Total 725 100.0 

Valid-DEGREE Bachelors 564 77.8 

Masters 139 19.2 

EdS/EdD/PhD 10 1.4 

Total 713 98.3 

Missing 12 1.7 

Total 725 100.0 

VaKd-GENDER Male 80 11.0 

Female 634 87.4 

Total 714 98.5 

Missing 11 1.5 

Total 725 100.0 

VaUd-LEVEL K/5 434 59.9 

6-12 250 34.5 

Combination 29 4.0 

Total 713 98.3 

Missing 12 1.7 

Total 725 100.0 

151 



Table F-1(continued) 

Frequency Percent 

Valid-MARITAL Single 
Married 

Widowed 

Divorced 

Total 

97 

567 

12 

37 

713 

13.4 

78.2 

1.7 

5.1 

98.3 

Missing 11 1.5 

Total 725 100.0 

VaHd-SALARY <$20,000 
$20,000-529,000 
$30,000-$39,000 

$40,000+ 
Total 

431 

259 

23 

1 

714 

59.4 

35.7 

3.2 

.1 

98.5 

Missing 11 1.5 

Total 725 100.0 

Valid-EXPERIENCE 1-3 years 
4-7 years 
8-15 years 
16+ years 
Total 

186 

183 

197 

147 
713 

25.7 

25.2 

27.2 

20,3 

98.3 

Missing lO 1 n 
X.t 

Total 725 100.0 
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TableF-2 

DataFrequencies fcollapsedl 

Frequency Percent 

VaUd-AGE 20-29 175 24.1 

30-39 186 25.7 

40-49 211 29.1 

50+ 142 19.6 

Total 714 98.5 

Missing 11 

Total 725 100.0 

VaUd-DEGREE Bachelors 564 77.8 

Masters+ 149 20.6 

Total 713 98.3 

Missing 12 1.7 

Total 725 100.0 

Valid-LEVEL K/5 434 59.9 

6-12&Combined 279 38.5 

Total 713 98.3 

Missing 12 1.7 

Total 725 100.0 

VaUd-MARITAL Unmarried 146 20.1 

Married 567 78.2 

Total 713 98.3 

Nfissing 12 1.7 

Total 725 100.0 

Valid-SALARY <$20,000 431 59.4 

> $20,000 283 39,0 

Total 714 98.5 

Missing 11 1.5 

Total 725 100.0 
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TableF-2(continued) 

Frequency Percent 

Valid-EXPERIENCE 1-7 years 369 50.9 

8+ years 344 47.4 

Total 713 98.3 

Missing 12 1.7 

Total 725 100.0 
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Table G-1 

Non-Significance ofTeachers'Age and Job Satisfaction Factors 

Factor Age not/slightly satisfied satisfied+ 

Ability Utilization 20-29 8-4.6% 167-95.4% 

(Intrinsic) 30-39 8-4.3% 178-95.7% 

40-49 14-6.6% 197-93.3% 

50+ 5-3.5% 137-96.5% 

Achievement 20-29 5-2.9% 170-97.1% 

(Intrinsic) 30-39 1 -0.5% 185-99.5% 

40-49 1 -0.5% 210-99.5% 

50+ 3-2.1% 139-97.9% 

Activity 20-29 3-1.7% 172-98.3% 

(Intrinsic) 30-39 3-1.6% 183-98.4% 

40-49 2-0.9% 209-99.1% 

50+ 5-3.5% - 137-96.5% 

Authority 20-29 14-8.0% 161 -92.0% 

(Intrinsic) 30-39 14-7.5% 172-92.5% 

40-49 12-5.7% 199-94.3% 

50+ 4-2.8% 138-97.2% 

Creativity 20-29 8-4.5% 167-95.4% 

(Intrinsic) 30-39 10-5.4% 176-94.6% 

40-49 9-4.3% 202-95.7% 

50+ 7-4.9% 135.95.1% 

Factor Chi-square DF Significance 

Ability Utilization 9.093 6 .168 

Achievement 9.424 6 .151 

Activity 3.490 6 .745 

Authority 9.024 6 .172 

Creativity 1.858 6 .932 
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Table G-1(continued) 

Factor 

Independence 
(Intrinsic) 

Moral Values 

(Intrinsic) 

Responsibility 
(Intrinsic) 

Security 
(Intrinsic) 

Social Service 

(Intrinsic) 

Factor 

Independence 

Moral Values 

Responsibility 

Security 

Social Service 

Age 

20-29 

30-39 

40-49 

50+ 

20-29 

30-39 

40-49 

50+ 

20-29 

30-39 

40-49 

50+ 

20-29 

30-39 

40-49 

50+ 

20-29 

30-39 

40-49 

50+ 

Chi-square 

7.763 

7.121 

3.216 

1.639 

5.806 

not/slightly satisfied satisfied+ 

9-5.1% 166-94.9% 

11-5.9% 175-94.1% 

5-2.4% 205 -97.6% 

6-4.2% 136-64.8% 

2-1.1% 173 - 98.9% 

0 186- 100.0% 

2-1.0% 209- 99.0% 

3-2.1% 139- 97.9% 

8-4.6% 167-93.4% 

5-2.7% 181-97.3% 

5-2.4% 206-97.6% 

6-4.2% 136-95.8% 

20-11.4% 155-88.6% 

17- 9.1% 169-90.9% 

22- 10.4% 189-89.6% 

15- 10.6% 127-89.4% 

2-1.1% 173-98.9% 

2-1.1% 184-98.9% 

5-2.4% 206-97.6% 

3-2.1% 139-97.9% 

DF Significance 

6 .256 

6 .310 

6 .781 

6 .950 

6 .445 

157 



Table G-1(continued) 

Factor Age not/slightly satisfied satisfied+ 

Variety 20-29 6- 3.4% 169-96.6% 

(Intrinsic) 30-39 7-3.8% 179-96.2% 

40-49 7-3.3% 204-96.7% 

50+ 6-4.2% 136-95.8% 

Advancement 20-29 40-22.9% 135-77.1% 

(Extrinsic) 30-39 42-22.6% 144-77.4% 

40-49 54-25.7% 156-74.3% 

50+ 20-14.2% 121 -85.8% 

CompanyPolicies 20-29 42-24.0% 133-75.0% 

and Practices 30-39 38-20.4% 148-79.6% 

(Extrinsic) 40-49 40- 18.9% 171-81.1% 

50+ 24-16.9% 118-83.1% 

Compensation 20-29 113-64.6% 62-35.4% 

(Extrinsic) 30-39 106-57.0% 80-43.0% 

40-49 135-64.0% 76-36.0% 

50+ 79-55.6% 63-44.4% 

Recognition 20-29 35 -20.0% 140-80.0% 

(Extrinsic) 30-39 25-13.4% 161-86.6%-

40-49 33- 15.6% 178-84.4% 

50+ 13 - 9.2% 129-90.8% 

Factor Chi-square DF Significance 

Variety 1.583 6 .954 

Advancement 9.509 6 .147 

CompanyPolicies 4.126 6 .660 

and Practices 

Compensation 5.731 6 .454 

Recognition 9.538 6 .146 
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Table G-1(continued) 

Factor Age not/slightly satisfied satisfied+ 

Supervision-
Human Relations 

(Extrinsic) 

20-29 

30-39 

40-49 

50+ 

28-16.0% 

20-10.8% 

27-12.8% 

15- 10.6% . 

147.84.0% 

166-89.2% 

184-87.2% 

127-89.4% 

Supervision-
Technical 

(Extrinsic) 

20-29 

30-39 

40-49 

50+ 

22-12.6% 

17-9.1% 

20-9.5% 

13 -9.2% 

153-87.4% 

169-90.9% 

191 -90.5% 

129-90.8% 

Co-Workers 

(General) 
20-29 

30-39 

40-49 

50+ 

8-4.5% 

10-5.4% 

5-7.7% 

3-5.2% 

167-95.5% 

176-94.6% 

206-92.3% 

139-94.8% 

Working 
Conditions 

(General) 

20-29 

30-39 

40-49 

50+ 

28-25.7% 

30-27.4% 

25-31.0% 

22-20.9% 

147-74.3% 

156-72.6% 

186-69.0% 

120-79.1% 

Factor Chi-square DF Significance 

Supervision-
Human Relations 

3.764 6 .709 

Supervision-
Technical 

2.514 6 .867 

Co-Workers 7.956 6 .241 

Working 
Conditions 

3.592 6 .732 
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Table G-2 

Non-Significance ofTeachers'Degree and Job Satisfaction Factors 

Factor Degree not/slightly satisfied satisfied+ 

Ability Utilization Bachelors 25 -4.5% 539-95.5% 

(Intrinsic) Masters+ 10-6.7% 139-93.3% 

Achievement Bachelors 8-1.4% 556-98.6% 

(Intrinsic) Masters+ 2-1.3% 147-98.7% 

Activity Bachelors 8-1.4% 556-98.6% 

(Intrinsic) Masters+ 5-3.4% 144-96.6% 

Authority Bachelors 36-6.4% 528-93.6% 

(Intrinsic) Masters+ 8-5.4% 141 -94.6% 

Creativity Bachelors 25-4.4% 539-95.6% 

(Intrinsic) Masters+ 9-6.0% 140-94.0% 

Independence Bachelors 20-3.5% 543-96.5% 

(Intrinsic) Masters+ 11-7.4% 138-92.6% 

Moral Values Bachelors 4-0.8% 560-99.2% 

(Intrinsic) Masters+ 3-2.0% 146-98.0% 

Responsibility Bachelors 16-2.9% 548-97.1% 

(Litrinsic) Masters+ 8-5.4% 141 -94.6% 

Factor Chi-square DF Significance 

Ability Utilization 2.957 2 .228 

Achievement .113 2 .945 

Activity 2.611 2 .271 

Authority .575 2 .750 

Creativity .903 2 .637 

Independence 4.165 2 .125 

Moral Values 2.442 2 .295 

Responsibility 2.380 2 .304 ' 
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Table G-2(continued) 

Factor 

Security 
(Intrinsic) 

Social Service 

(Intrinsic) 

Social Status 

(Intrinsic) 

Variety 
(Intrinsic) 

Advancement 

(Extrinsic) 

CompanyPolicies 
and Practices 

(Extrinsic) 

Compensation 
(Extrinsic) 

Recognition 
(Extrinsic) 

Factor 

Security 

Social Service 

Social Status 

Variety 

Advancement 

CompanyPolicies 
and Practices 

Compensation 

Recognition 

Degree 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Bachelors 

Masters+ 

Chi-square 

1.171 

1.214 

.060 

.399 

1.293 

.513 

2.780 

2.729 

not/slightly satisfied 

55- 9.8% 

19- 12.7% 

8-1.5% 

4-2.7% 

61 - 10.8% 

15-10.1% 

20-3.6% 

6-4.0% 

126-22.4% 

30-20.3% 

114-20.2% 

30-20.1% 

341 -60.4% 

92-61.7% 

89- 15.8% 

17-11.4% 

DF 

2 

2 

2 

2 

2 

2 

2 

2 
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satisfied+ 

509-90.2% 

130-87.3% 

556-98.5% 

145-97.3% 

502-89.2% 

133-89.9% 

544.96.4% 

143-96.0% 

437-77.6% 

118-79.7% 

450-79.8% 

119-79.9% 

223-39.6% 

57-38.3% 

475-84.2% 

132-88.6% 

Significance 

.557 

.545 

.970 

.819 

.524 

.774 

.249 

.255 



Table G-2(continued) 

Factor Degree not/slightly satisfied satisfied+ 

Supervision- Bachelors 73-13.0% 491 -87.0% 

Human Relations Masters+ 17-11.4% 132-88.6% 

(Extrinsic) 

Supervision- Bachelors 60-10.6% 504-89.4% 

Technical MastersH- 12- 8.0% 137-92.0% 

(Extrinsic) 

Go-Workers Bachelors 23-4.1% 541 -95.9% 

(General) Masters+ 3-2.0% 146-98.0% 

Working Bachelors 81 - 14.4% 483-85.4% 

Conditions Masters+ 24-16.1% 125-83.9% 

(General) 

Factor Chi-square DF Significance 

Supervision- 1.795 2 .408 

Human Relations 

Supervision- 1.048 2 .592 

Technical 

Co-Workers 3.747 2 .154 

Working 1.335 2 .513 

Conditions 
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Table G-3 

Non-Significance ofTeachers'Grander and Job Satisfaction Factors 

Factor 

Ability Utilization 
(Intrinsic) 

Achievement 

(Intrinsic) 

Activity 
(Intrinsic) 

Creativity 
(Intrinsic) 

Moral Values 

(Intrinsic) 

Security 
(Intrinsic) 

Social Service 

(Intrinsic) 

Social Status 

(Intrinsic) 

Factor 

Ability Utilization 

Achievement 

Activity 

Creativity 

Moral Values 

Security 

Social Service 

Social Status 

Gender 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Chi-square 

.848 

1.881 

1.905 

5.054 

.908 

2.938 

1.317 

3.900 

not/slightly satisfied 

3-3.8% 

32-5.1% 

0 

10-1.6% 

1 - 1.3% 

12-1.9% 

1 - 1.3% 

33-5.2% 

1 -1.3% 

6-1.0% 

11 -13.8% 

63-10.0% 

1 -1.3% 

11 - 1.8% 

7- 8.8% 

69- 10.9% 

DF 

2 

2 

2 

2 

2 

2 

2 

2 
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satisfied+ 

77-96.2% 

602-94.9% 

80- 100.0% 

624- 98.4% 

79-98.7% 

622-98.1% 

79-98.7% 

601 -94.8% 

79-98.7% 

628 -99.0% 

69-86.2% 

571 -90.0% 

79-98.7% 

623-98.2% 

73-91.2% 

563-89.1% 

Significance 

.654 

.390 

.386 

.080 

.635 

.230 

.518 

.142 



Table G-3(continued) 

Factor 

Variety 
(Intrinsic) 

CompanyPolicies 
and Practices 

(Extrinsic) 

Supervision-
Technical 

(Extrinsic) 

Co-Workers 

(General) 

Working 
Conditions 

(General) 

Factor 

Variety 

CompanyPolicies 
and Practices 

Supervision-
Technical 

Co-Workers 

Working 
Conditions 

Gender 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Chi-square 

4.077 

4.513 

1.820 

.375 

1.319 

not/slightly satisfied satisfied+ 

2-2.5% 78-97.5% 

24-3.8% 610-96.2% 

10- 12.5% 70-87.5% 

134-21.1% 500-78.9% 

5-6.3% 75-93.7% 

67- 10.6% 567-89.4% 

2-2.6% 78-97.4% 

24-3.8% 610-96.2% 

10- 12.6% 70-87.4% 

95-15.0% 539-85.0% 

DF Significance 

2 .130 

2 .105 

2 .403 

'2 .829 

2 .517 
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Table G-4 

Non-Significance ofTeaching Level and Job Satisfaction Factors 

Factor Teaching Level not/slightly satisfied satisfied+ 

Ability Utilization K-5 21-4.8% 413-95.2% 

(Intrinsic) 6-12and Combined 14-5.0% 258-95.0% 

Achievement K-5 8-1.8% 426-98.2% 

(Intrinsic) 6-12and Combined 2-0.7% 277-99.3% 

Activity K-5 8-1.8% 426-98.2% 

(Intrinsic) 6-12and Combined 5-1.8% 274-98.2% 

Authority K-5 29-6.7% 405-93.3% 

(Intrinsic) 6-12and Combined 15 -5.4% 264-94.6% 

Moral Values K-5 5-1.2% 429-98.8% 

(Intrinsic) 6-12and Combined 2-0.7% 277-99.3% 

Responsibility K-5 16-3.7% 418-96.3% 

(Intrinsic) 6-12and Combined 8-2.9% 271-97.1% 

Security K-5 45- 10.4% 389-89.6% 

(Intrinsic) 6-12and Combined 29- 10.4% 250-89.6% 

Social Service K-5 10-2.3% 424-97.7% 

(Intrinsic) 6-12and Combined 2-0.7% 277-99.3% 

Factor Chi-square DF Significance 

Ability Utilization .020 2 .990 

Achievement 2.385 2 .303 

Activity .016 2 .992 

Authority .952 2 .621 

Moral Values .369 2 .832 

Responsibility 5.282 2 .071 

Security .086 2 .958 

Social Service 2.712 2 .258 
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Table G-4(continued) 

Factor 

Social Status 

(Intrinsic) 

Variety 
(Intrinsic) 

Advancement 

(Extrinsic) 

CompanyPolicies 
and Practices 

(Extrinsic) 

Compensation 
(Extrinsic) 

Recognition 
(Extrinsic) 

Supervision-
Technical 

(Extrinsic) 

Factor 

Social Status 

Variety 

Advancement 

CompanyPolicies 
and Practices 

Compensation 

Recognition 

Supervision-
Technical 

Teaching Level 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

K-5 

6-12and Combined 

Chi-square 

.315 

4.882 

2.415 

, 3.687 

2.682 

5.948 

4.531 

not/slightly satisfied 

44-10.1% 

32-11.5% 

20-4.6% 

6-2.2% 

96-22.1% 

60-21.5% 

96-22.5% 

48- 17.3% 

272-62.7% 

161 -57.7% 

71 - 16.4% 

35-12.5% 

49-11.3% 

23- 8.3% 

DF 

2 

2 

2 

2 

2 

2 

2 

satisfied+ 

388-89.9% 

247-88.5% 

414-95.4% 

273-97.8% 

337-77.9% 

219-78.5% 

338-77.5% 

231 -82.7% 

162-37.3% 

118-42.3% 

363-83.6% 

244-87.5% 

385-88.7% 

256-91.7% 

Significance 

.854 -

.087 

.299 

.158 

.262 

.051 

.104 
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Table G-4(continued) 

Factor Teaching Level not/slightly satisfied satisfied+ 

Co-Workers K-5 17-3.9% 417-96.1% 

(General) 6-12and Combined 9-3.3% 270-96.7% 

Working K-5 65- 14.9% 369-83.1% 

Conditions 6-12and Combined 40-14.3% 239-83.7% 

(General 

Factor Chi-square DF Significance 

Co-Workers 2.955 2 .228 

Working .132 2 .936 

Conditions 
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Table G-5 

Non-Significance ofTeachers'Marital Status and Job Satisfaction Factors 

Factor 

Ability Utilization 
(Intrinsic) 

Achievement 

(Intrinsic) 

Activity 
(Intrinsic) 

Authority 
(Intrinsic) 

Creativity 
(Intrinsic) 

Independence 
(Intrinsic) 

Moral Values 

(Intrinsic) 

Responsibility 
(Intrinsic) 

Factor 

Ability Utilization 

Achievement 

Activity 

Authority 

Creativity 

Independence 

Moral Values 

Responsibility 

Marital Status 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Chi-square 

.169 

.580 

.067 

5.191 

1.442 

3.865 

2.668 

1.255 

not/slightly satisfied 

7-4.8% 

28-4.9% 

3-2.1% 

7-1.2% 

3-2.1% 

10-1.8% 

14-9.6% 

30-5.3% 

9-6.2% 

25-4.4% 

9-6.2% 

22-3.9% 

0 

7-1.2% 

7-4.8% 

17-3.0% 

DF 

2 

2 

2 

2 

2 

2 

2 

2 

satisfied+ 

139-95.2% 

539-95.1% 

143 -97.9% 

560-98.8% 

143-97.9% 

557-98.2% 

132-90.4% 

537-94.7% 

137-93.8% 

542-95.6% 

137-93.8% 

544-96.1% 

146- 100.0% 

560- 98.8% 

139-95.2% 

550-97.0% 

Significance 

.919 

.748 

.967 

.075 

.486 

.145 

.263 

,534 
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Table G-5(continued) 

Factor 

Security 
(Intrinsic) 

Social Service 

(Intrinsic) 

Variety 
(Intrinsic) 

Advancement 

(Extrinsic) 

CompanyPolicies 
and Practices 

(Extrinsic) 

Compensation 
(Extrinsic) 

Co-Workers 

(General) 

Factor 

Security 

Social Service 

Variety 

Advancement 

CompanyPolicies 
and Practices 

Compensation 

Co-Workers 

Marital Status 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Unmarried 

Married 

Chi-squiare 

.322 

.790 

.166 

2.418 

5.472 

5.720 

3.594 

not/slightly satisfied 

17-11.7% 

57- 10.0% 

2-1.4% 

10-1.8% 

6-4.1% 

20-3.5% 

35-24.0% 

121-21.4% 

37-25.3% 

107-18.9% 

76-52.0% 

356-62.8% 

9-6.2% 

17-3.0% 

DF 

2 

2 

2 

2 

2 

2 

2 

satisfied+ 

129-88.3% 

510-90.0% 

144-98.6% 

557-98.2% 

140-95.9% 

547-96.5% 

111-76.0% 

444-78.6% 

109-74.7% 

460-81.1% 

70-48.0% 

211-37.2% 

137-93.8% 

550-97.0% 

Significance 

.851 

.674 

.921 

.299 

.065 

.057 

.166 
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Table G-5(continued) 

Factor Marital Status not/slightly satisfied satisfied+ 

Working Unmarried 22-15.0% 124-85.0% 

Conditions Married 83-14.6% 484-85.4% 

(General) 

Factor Chi-square DF Significance 

Working .307 2 .858 

Conditions 
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Table G-6 

Non-Significance ofTeachers' Salary and Job Satisfaction Factors 

Factor Salary not/slightly satisfied satisfied+ 

Ability Utilization <$20,000 23-5.3% 408-94.7% 

(Intrinsic) ^ $20,000 12-4.2% 271 -95.8% 

Achievement <$20,000 8-1.9% 423-98.1% 

(Intrinsic) ^ $20,000 2-0.7% 281 -99.3% 

Activity <$20,000 10-2.3% 421 -97.7% 

(Intrinsic) ^ $20,000 3-1.1% 280-98.9% 

Independence <$20,000 19-4.4% 412-95.6% 

(Intrinsic) ^ $20,000 12-4.3% 270-95.7% 

Moral Values <$20,000 5-1.2% 526-98.8% 

(Intrinsic) ^ $20,000 2-0.7% 281 -99.3% 

Social Service <$20,000 6-1.4% 425 -98.6% 

(Intrinsic) ^ $20,000 6-2.1% 277-97.1% 

Variety <$20,000 18-4.2% 413-95.8% 

(Intrinsic) ^ $20,000 8-2.8% 275-97.2% 

Factor Chi-square DF Significance 

Ability Utilization .441 2 .802 

Achievement 2.416 2 .299 

Activity 3.309 2 .191 

Independence 2.150 2 .341 

Moral Values .480 2 .786 

Social Service 2.191 2 .334 

Variety 2.214 2 .331 
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Table G-6(continued) 

Factor Salary not/slightly satisfied satisfied+ 

CompanyPolicies <$20,000 90-20.9% 341 -79.1% 

and Practices i $20,000 54-19.1% 229-80.9% 

(Extrinsic) 

Recognition <$20,000 66-15.3%, 365 -84,7% 

(Extrinsic) ^ $20,000 40-14.1% 243-85.9% 

Supervision- <$20,000 59-13.7% 372-86.3% 

Human Relations s $20,000 31-11.0% 252-89.0% 

(Extrinsic) 

Supervision- <$20,000 44- 10.2% 387-89.8% 

Technical ^ $20,000 28- 9.9% 255-90.1% 

(Extrinsic) 

Co-Workers <$20,000 17-3.9% 414-96.1% 

(General) ^ $20,000 9-3.2% 274-96.8% 

Working <$20,000 66-15.4% 365-84.6% 

Conditions s $20,000 39- 13.8% 244-86.2% 

(General) 

Factor Chi-square DF Significance 

CompanyPolicies .408 2 .816 

and Practices 

Recognition 2.118 2 .347 

Supervision- 3.256 2 .196 

Human Relations 

Supervision- .072 2 .965 

Technical 

Co-Workers .300 2 .861 

Working 1.125 2 .570 

Conditions 
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Table G-7 

Non-Significance ofTeaching Experience and Job Satisfaction Factors 

Factor 

Ability Utilization 
(Intrinsic) 

Achievement 

(Intrinsic) 

Activity 
(Intrinsic) 

Authority 
(Intrinsic) 

Creativity 
(Intrinsic) 

Independence 
(Intrinsic) 

Moral Values 

(Intrinsic) 

Responsibility 
(Intrinsic) 

Factor 

Ability Utilization 

Achievement 

Activity 

Authority 

Creativity 

Independence 

Moral Values 

Responsibility 

Experience not/slightly satisfied 

1-7 years 17-4.6% 

8+ years 18-5.3% 

1-7 years 7-1.9% 

8+ years 3-0.9% 

1-7 years 7-1.9% 

8+years 6-1.8% 

1-7 years 26-7.0% 

8+years 18-5.3% 

1-7 years 17-4.6% 

8+ years 17-5.0% 

1-7 years 19-5.1% 

8+ years 12-3.5% 

1-7 years 2-0.5% 

8+ years 5-1.5% 

1-7 years 12-3.3% 

8+years 12-3.5% 

Chi-square DF 

4.272 2 

1.869 2 

.035 2 

3.358 2 

.590 2 

2.200 2 

2.443 2 

1.924 2 
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satisfied+ 

352-95.4% 

326-94.7% 

362-98.1% 

341 -99.1% 

362-98.1% 

338-98.2% 

343-93.0% 

326-94.7% 

352-95.4% 

327-95.0% 

350-94.9% 

331 -96.5% 

367-99.5% 

339-98.5% 

357-96.7% 

332-96.5% 

Significance 

.118 

.393 

.982 

.187 

.744 

.333 

.295 

.382 



Table G-7(continued) 

Factor 

Security 
(Intrinsic) 

Social Service 

(Intrinsic) 

Social Status 

(Intrinsic) 

Variety 
(Intrinsic) 

Advancement 

(Extrinsic) 

CompanyPolicies 
and Practices 

(Extrinsic) 

Compensation 
(Extrinsic) 

Recognition 
(Extrinsic) 

Factor 

Security 

Social Service 

Social Status 

Variety 

Advancement 

CompanyPolicies 
and Practices 

Compensation 

Recognition 

Experience 

1-7 years 
8+ years 

1-7 years 
8+ years 

1-7 years 
8+ years 

1-7 years 
8+years 

1-7 years 
8+years 

1-7 years 
8+years 

1-7 years 
8+years 

1-7 years 
8+ years 

Chi-square 

2.150 

4.355 

.446 

4.024 

3.139 

2.714 

4.332 

1.674 
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not/slightly satisfied 

41-11.2% 

33- 9.6% 

5-1.4% 

7-2.0% 

42-11.4% 

34- 9.9% 

11-3.0% 

15-4.4% 

84-22.8% 

72-21.0% 

81-21.9% 

63- 18.4% 

235-63.6% 

198-57.6% 

61 -16.6% 

45-13.1% 

DF 

2 

2 

2 

2 

2 

2 

2 

2 

satisfied+ 

328-88.8% 

311-90.4% 

364-98.6% 

337-98.0% 

326-88.6% 

309-90.1% 

358-97.0% 

329-95.6% 

284-77.2% 

271 -79.0% 

288-78.1% 

281-81.6% 

134-36.4% 

146-42.4% 

308-83.4% 

299-86.9% 

Significance 

.341 

.113 

.800 

.134 

.208 

.257 

.115 

.433 



Table G-7(continued) 

Factor 

Supervision-
Human Relations 

(Extrinsic) 

Supervision-
Technical 

(Extrinsic) 

Co-Workers 

(General) 

Working 
Conditions 

(General) 

Factor 

Supervision-
Human Relations 

Supervision-
Technical 

Co-Workers 

Working 
Conditions 

Experience 

1-7 years 
8+years 

1-7 years 
8+ years 

1-7 years 
8+years 

1-7 years 
8+ years 

Chi-square 

.596 

.333 

.060 

.227 

not/slightly satisfied satisfied+ 

50-13.6% 319-86.4% 

40-11.6% 304-88.4% 

37-10.0% 332-90.0% 

35-10.2% 309-89.8% 

14-3.8% 355-96.2% 

12-3.5% 332-96.5% 

56-15.2% 313-84.8% 

49-14.2% 295 -85.8% 

DF Significance 

2 .742 

2 .847 

2 .971 

2 .893 
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