To the Graduate Council:

I am submitting herewith a dissertation written by
Rodolphe J. Savoie entitled "The Job Satisfaction Level of
New Brunswick's French Business and Trade and Industrial
Education Teachers in Relation to Attitudes and Other
Demographic Variables." I have examined the final copy
of this dissertation for form and content and recommend that
it be accepted in partial fulfillment of the requirements
for the degree of Doctor of Education, with a major in
Vocational-Technical Education.

W&W@«

George W. Wiegers,!/Jdr.,
Major Professor

and recommend its acceptance:

We have read this dissertation
\
\
\

Accepted for the Council:

Corra el

The Graduate School




THE JOB SATISFACTION LEVEL OF NEW BRUNSWICK'S FRENCH
BUSINESS AND TRADE AND INDUSTRIAL EDUCATION
TEACHERS IN RELATION TO ATTITUDES AND

OTHER DEMOGRAPHIC VARIABLES

A Dissertation
Presented for the
Doctor of Education
Degree

The University of Tennessee, Knoxville

Rodolphe J. Savoie

August 1983




ACKNOWLEDGMENTS

The author wishes to express his appreciation to those
who offered their assistance for this dissertation and
especially throughout the doctoral degree program. Without
their assistance, this study would have been extremely
difficult to conduct.

Grateful acknowledgment is made to the graduate com-
mittee of The University of Tennessee, Knoxville, for their
fine understanding and their guidance. The members of the
committee are Dr. George W. Weigers, Jr., Major Professor;
Dr. Donald V. Brown, Dr. Carroll B. Coakley, and Dr. H.

Alan Lasater.

A sincere note of appreciation is offered to several
of the author's colleagues who have given different kinds of
help: Mr. Robert Beaudoin, assistant professor, for his
help in SPSS programming; Dr. Gilles G. Nadeau, full profes-
sor, for his help in statistical analyses; Dr. John Tivendell,
associate professor and industrial psychologist, M. Jean-
Claude Ladouceur, associate professor and management exgért;
Dr. Simone Rainville and Mad. Yolande LeBlanc, associate
professors and linguist specialists who have helped on a
panel for the evaluation of the content validity and quality
of the trans;ated version of the MSQ and to Edmond Bastarache,
programmer, for his constant help in getting programs to run
smoothly at the computer center. A note of acknowledgment is

ii



iii
also sent to the Vocational Psychology Research department
of the University of Minnesota for their permission to
translate and to use the Minnesota Satisfaction Question-
naire--Short Form.

The author also wishes to express his appreciation to
a group of graduate students and to the staff ot eh Evole
Beausejour for their role in the pilot testing of the
instruments. As well, a sincere note of appreciation is being
sent to all Business and Trade and Industrial teachers of
New Brunswick's French teaching personnel. Without their
fine professional attitude, it would have been very difficult
to gather all the data found in this study.

Finally, and of utmost importance, the author cannot
find the appropriate words to properly thank his wife,
Carmelle, and his family of four children, Paulette,
Rodrigue, Rolande and Cleo. Without their help and espec-
ially their wonderful understanding, this study would not

have been possible. It is to them that I proudly dedicate

™ this study.




ABSTRACT

The purposes of the study were (1) to gather descrip-
tive data on the French Business Education and Trades and
Industrial Education teachers of New Brunswick, (2) to
determine the relationship between selected demographic
variables and the overall job satisfaction of these teachers
and (3) to determine whether any or all of the chosen vari-
ables can predict overall job satisfaction.

A mail survey technigue was used to collect the data
for this study. A set of three qguestionnaires was sent to
each teacher via nis/her chairperson. One of the question-
naires was used to collect the demographic data. Another,
the Minnesota Teacher Attitude Inventory was used to measure
the teachers' attitudes. The third questionnaire, the
Minnesota Satisfaction Questionnaire - short form, was used
to measure the overall job satisfaction. The collected data
was analysed by means of the SPSS program (Statistical
chkage for the Social Sciences).

The major findings of this study were that the percent-
age of the satisfied teachers was similar to that of other
major studies although there was a large shift in the popu-
lation from the Very satisfied group to the Satisfied
group. Also the Business Education teachers were found to

be more satisfied than the Trades and Industrial Education

-eachers.




Other findings were that the overall job satisfaction
was not related to sex, age, tenure status, experience,
education, the number of teaching positions or the type of
background experience. However, a number of these variables
were found to predict the overall job satisfaction. Working
conditions, length of tenure, the attitude score and the
program of the teacher, combined together to form a predic-
tor, accounted for a little over 50% of the variance of the
overall job satisfaction.

Finally, the study revealed that a low number of the
teachers possessed a graduate degree while a high percentage
of them (75%) said that they wanted further professional
development., The first recommendation would be made to the
training institutions. They should try to find out what
kind of training these teachers want.

Other recommendations to be made for a future study
are: (1) a monitoring study to measure the job satisfaction
level all through the year in order to make sure that the
final results are not influenced by some brief external
influence such as an announcement of a budget cutback, (2)
to include both the original and the translated versions of
the questionnaires. (3) to include the entire teaching
population rather than only part of the Vocational Education
teachers. Lastly, the teachers' union would do well to look

at which working conditions these teachers are not satisfied
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with so as to consider them as a part of the next collective
agreement.

In conclusion, the study did gather some useful data
which were not available before. It also provided some
information as to which variables were related to job satis-
faction as well as to which one could predict the overall

job satisfaction.
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CHAPTER I
INTRODUCTION

New Brunswick is no different than the rest of Canada.
Presently, this province is going through a difficult time due
to the poor economic conditions. High unemployment rates,
especially in the northeastern part of the province, a large
number of industries closing down and the provincial govern-
ment's budgetary deficits have been the key reasons for the
cutbacks in the educational spending. Teachers are being
laid off and optional courses in many instances will not be
offered.

A second factor hitting the province's educational sys-
tem is the declining enrollment. This phenomenon is not a
local problem as it is generally the same all across North
America. A special committee was formed at the provincial
level to study this problem and make recommendations so as
to alleviate it. The committee has completed its tasks and
made its recommendations to the government but, it seems,
only the ones with no price tags were considered. The
recommendations, which the committee considered would have
improved the system, of lowering the pupil/teacher ratio or
giving additional paid sabbatical leaves were shelved. Even
worse, there is a stréng possibility that in the coming
collective agreement the teachers could lose the clause

which limits the class size to a maximum of 35 students.

1
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Still another factor which causes some concern for the
teachers is the specialist versus the generalist concept.
Some school districts are favoring the specialist or compe-
tency approach when deciding on whom should be laid off.
This approach favors the teacher who has taken a number of
courses in the subject matter area which is hit by the lay-
off over the teacher who has very little or no courses in
that subject area. Other school districts use the seniority
method which does not consider the specialization of the
teacher but rather the length of time that teacher has been
with the school district. Generally the teacher with the
least experience is the first to go.

Lastly, but not least, the teachers involved in this
study were primarily preparing their students for the
immediate world of work. As stated earlier, there is a very
high unemployment rate in this province and especially in
the 18-25 age group. If placement of students is a
necessary condition to job satisfaction then few teachers
would meet this criterion.

Therefore, having all these factors present, is it
still possible for a teacher to show signs of satisfaction?
If so, what are the factors for which they are the most
satisfied and what are the ones for which they're the least
satisfied? The answers to those questions, it is hoped,

will be found in this study.
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Another area of concern lies with the recruitment of
potential candidates. Until now, the selective process
has mainly been based on academic achievement. It appears

that some members of the teaching profession do not have

the right attitude and even worse, the training institutions
are turning out more candidates with poor attitudes. It
appears that what would have prevented a student-teacher
from ever teaching in this province a decade ago is now a
laughing matter. If it were possible to correlate posi-
tively an attitude score with the satisfaction level then
such a score could be used in the selection process. If

any of the other demographic factors of this study were
found to be positively related to satisfaction, it could
also be used in the selection of future candidates.

This does not imply that a highly satisfied teacher is
assuredly a high performer. The satisfaction versus perfor-
mance controversy is still not settled. Yet it sounds only
logical that students in the presence of a satisfied teacher
inside a classroom would likely enjoy a better learning
atmosphere than being in the presence of a dissatisfied
teacher. Cooper (1978) once said:

The evidence points consistently to the fact
that teacher morale and high educational achieve-
ment are closely related. Where teacher morale is

high, student achievement is high and teaching is
well done.

)

Since the job market is fairly well saturated with the

recent cutbacks, it would be an opportune time to train only




those who would eventually become satisfied teachers. To
achieve this end, the present study will have to demonstrate
that job satisfaction can be predicted by certain factors.

A final concern is the lack of a data base on teaching
personnel in this province. Even an accurate salary average
is very difficult to obtain. The descriptive information
obtained through this study will partially fill that wvoid.
With the advent of computer technology, such a condition
should no longer exist.

Since little is known about the French teaching popula-
tion, it will be interesting to find out more about thenm,
especially the teachers in Business and Trades and Industrial
Education. These two groups differ slightly from the academic
teachers because they are made up of a good number of persons
who have had work experience other than teaching. Conversely,
the academic group is made up of a large majority of individuals
who have had no other work experience but that of teaching.

By choosing the Business Education and the Trades and
Industrial teachers, it made it possible to study the entire
population rather than just a sample to provide the descriptive
data for the two groups. They also served as a sample to pro-
vide some indication as to the level of job satisfaction of
New Brunswick's French teachers in general. Additional infor-

mation will be found concerning their level of attitudes and

the demographic composition of the groups.




I. PROBLEM

Statement of the Problem

To determine whether significant differences exist
in the job satisfaction level of Business and Trades and
Industrial teachers as well as that of teachers in general
in the French comprehensive high schools of New Brunswick in

relation with several demographic variables.

Analysis of the Problem

This study proposed to provide additional data which
could be of use to consultants in those respective fields as
well as for future studies. 1In order to further define the
problem, the following questions were to be answered:

1. Are male teachers more satisfied than female
teachers?

2. 1In this group, does age have any relationship with
the job satisfaction level?

3. Does the fact that a teacher is tenured or not
have any relationship on his/her job satisfaction level?

4. Will the length of teaching experience make a
difference in the job satisfaction level?

5. Will a teacher who has changed teaching jobs be

more satisfied than one who has had only one teaching

position?
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6. Do teachers who have a work experience background
other than teaching enjoy a higher level of job satisfac-
tion?

7. Does the type of degree a teacher possesses have
any influence on the level of job satisfaction?

8. Are teachers who show a desire for further
professional development more satisfied than those who
don't?

9. Do working conditions affect teachers' satisfac-
tion?

10. Are these teachers satisfied overall and what are
their levels of intrinsic and extrinsic levels of satisfac-
tion?

The answers to the foregoing questions snould provide
some useful information, thus making it possible to do compari-
sons between this group of teachers and other groups of
teachers as well as other occupational and professional

groups found in previous studies done elsewhere.

Assumptions

A few basic assumptions were made in this study.

1. Satisfaction is an important state of being for
teachers.

2. The fact that the teachers were getting ready to
negotiate a new collective agreement did not affect the

satisfaction level of teachers.
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3. The time of year at which this study was conducted
did not influence the job satisfaction level of teachers.

4. Teachers who are satisfied will provide a better
learning atmosphere for the students. This does not mean
necessarily that teachers will give a better performance or
that students will have better results. The reason for that
is because the satisfaction-performance relationship is still
controversial and not well defined.

5. Participating teachers can be openly honest on

questions such as job satisfaction and attitudes.

Scope of the Problem

The researcher is the director of the teacher education
programs for the two groups of teachers involved, which was
one of the reasons why the study was limited to those sub-
populations. Secondly, the total number of French teachers
in New Brunswick is approximately 2700; therefore, those sub-
populations made up a 6% sample of the entire French teaching
population. By using only these two groups, it was possible
tu use the entire subpopulations to provide the descriptive
data.

In 1963, the public school system of New Brunswick was
modified. Up until that time, the responsibility of public
education was mainly the responsibility of local school
boards who perceived special school taxes to provide addi-

tional services which the small provincial budget could not

maintain. Some school boards were doing fairly well,
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especially those in larger urban centers, but others were on

the verge of bankruptcy. For this reason, the richer school

boards were able to offer a variety of programs such as
vocational education and physical education while the poorer
ones could hardly pay for the basic academic programming.
Public education then became a provincial responsibility
with school boards having only to administer funds provided
by the central office. The number of school boards dwindled
from 422 to 33 to become new school districts. These school
districts were subdivided into 7 regions labelled alphabeti-
cally from A to G. This study was to be limited to four of
those regions, namely region A, region B and region C-D,
where the totality of the French Business and Trade and
Industrial teachers are employed.

One of the reasons for including a measure of teacher
attitude in the study was simple. The College of Education at
the University of Moncton has been administering the Minnesota
Teacher Attitude Inventory (MTAI) to all first-year students
for the last decade. WNo follow-up has ever been done. 1If é
correlation were to bé found between attitude and job satis-
faction, some appropriate adjustments could be suggested to
first-year students depending on the score they would obtain
on the MTAI.

More demographic factors could have been included but

it was decided otherwise in this initial attempt to gather

empirical data.




Limitations

In this study, there were a few limitations. The first
one was tne lack of a solid theory. The traditional theory,
as the name implies, exists because of no other generally
accepted theory. Herzberg's dual-factor theory has been
around for some time but not too many studies have supported
it. Therefore, the traditional theory will form the basis
of this study.

Another limitation was the timing of the study. One
would be tempted to say, like Strong (1959) that satisfac-
tion is cyclical and revolves around different situations.
In this province, teachers are getting ready to negotiate a
new collective agreement. The economic condition in
New Brunswick, as well as that of Canada in general, has
been depressing of late for many reasons. High levels of
unemployment, high interests and high rates of business
failures could be the cause for varying levels of satisfac-
tion and yet they have no direct relationship with the job
of a teacher. Therefore, it is difficult to say when would
be an appropriate time to conduct such a study.

Not using a random sample of the population was a
limitation. In an effort to have accurate descriptive data
about the two subpopulations, the researcher did not use
the appropriate randomization of the overall population.

Therefore when inferences were made from the sample for the
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entire population the reader has to keep in mind that it was

not a random sample.

The interaction of all the variables was another limi-
tation. It is almost impossible to control all of them thus
making it difficult to explain certain results. An attempt
to have more accurate results was made by controlling a few
variables in certain instances and by using those same vari-
ables as moderators in other instances. Another limitation
was the colincidence of the announcement of teacher cutbacks
at the same time as the teachers were responding to the

questionnaires.
IT. DEFINITION OF TERMS

Attitude. Collier's Encyclopedia defines attitude as
"a positive or negative feeling (or affect) associated with
a specific psychological object." Therefore, a person is
known to have a level of attitudes towards a particular
job. In this study, the measurement of those attitudes
towards teaching was measured by the Minnesota Teacher

Attitude Inventory also known as the MTAI.

Job satisfaction. 1In this study, job satisfaction was

defined as a pleasurable or positive emotional state re-

sulting from one's appraisal of his or her job or job
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experiences. The level of satisfaction was to be determined
by summing up the 20 scales of the short-form of the

Minnesota Satisfaction Questionnaire (MSQ).

Intrinsic job satisfaction. It is a dimension of job

satisfaction that refers to those elements that are a
function of the content of work (e.g. achievement, work
itself). The level of intrinsic satisfaction was to be
determined by summing up the scores on scales 1, 2, 3, 4, 7,

8, 9, 10, 11, 15, 16 and 20 of the MSQ.

Extrinsic job satisfaction. It is the dimension of job

satisfaction that refers to the elements that are a function
of the context of the work (e.g. salary, supervision). The
level of extrinsic satisfaction was determined by summing up

the scores on scales 5, 6, 12,'13, 14 and 19 of the MSQ.

Demographic variables. These are the variables that

are related to the personal background and the characteris-

tics for each subject (e.g. sex, education, age). -

Region. As explained earlier, the province was divided
in 1963 in seven different regions. A region is made up of
a number of school districts and each has a different number
of school districts, (see figure 1). Since 1973, a number
of bilingual districts have become unilingual. Thus, the

scnool districts 2, 3, 4, and 11 have been subdivided and

have become the new unilingual districts 37, 35, 41 and 39.
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Region A. This region is generally recognized as the
northwestern part of the province and includes school dis-
tricts numbers 1, 32 and 33. The population there is also
predominantly French speaking and the school districts are

unilingual French districts.

Region B. This is the region known as the northeastern
part of the province. It is also predominantly French spea-
king and includes the school districts numbers 5, 6, 7, 35,
37 and 41. Similar to region A, these districts are unilin-

gual and French.

Region C-D. These are located in the southeastern part

of the province. Although these regions are separate, they
are generally considered as one for the French speaking
population and include school districts numbers 12, 13 and

39.

ITI. IMPORTANCE OF THE STUDY

Few studies have been done involving teachers as sub-
jects in the province of New Brunswick. It follows that
little is known about them. This study claimed to fill such
a void for it had multiple purposes. A first purpose was to
provide some useful descriptive data such as the number of
teachers who have had previous work experience other than

teaching, the percentage of those who want additional train-

ing, the average age of this population group, their average
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degree of satisfaction, the educational composition of the
group as well as other information which were not available
at the present time. Secondly it was to be a predictive
study in that it would attempt to find the variables that
could predict the job satisfaction level of a teacher.
Thirdly, it would provide a better knowledge of whether
teachers were satisfied or not and whether they were more
extrinsically or intrinsically satisfied. The results could
probably have a direct bearing on bargaining agreements by
indicating what teachers want more in order be satisfied.
Lastly but not least, the knowledge of whether teachers want
more professional training or not and the areas for which
they were not satisfied would make it easier for the College
of Education to know what kind of training to offer. If the
training institution knows what makes a teacher satisfied,
it will be in a better position to provide the most appro-

priate type of training.

IV. HYPOTHESES

Although this was to be a descriptive study, a number
of hypotheses were stated. Earlier in this proposal, the
majority of these hypotheses were formulated in question
forms. In this section, most of them were stated in a null
form and were not necessarily in the same direction as what

is supported by the literature of studies on teachers.
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1. There is no significant difference between the

sexes and Jjob satisfaction.

2. There is no significant difference between the

number of teaching jobs and job satisfaction.

3. There is no significant difference between the

types of background experience of the teacher and job

satisfaction.
4. There
of teachers and
5. There
tenure statuses
6. There
various regions

7. There

is no difference between the program groups

job

satisfaction.

is no significant difference between the

and

are

and

are

various educational

8. There

are

job satisfaction.

no significant differences among the
the job satisfaction.

no significant differences among the
levels and job satisfaction.

no significant differences among the

expressed need for professional development and job satis-

faction.

9. There are no significant differences among the

various salary levels and job satisfaction.

10. There are no significant differences among the

various lengths of experience and job satisfaction.

11. There are no significant differences in satisfaction

and among the various age groups.

12. There are no significant differences among the

various lengths of tenure and job satisfaction.
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13. There are no significant differences among the
various MTAI scores and job satisfaction.

14. There is no significant difference between
teachers who are satisfied with the intrinsic factors of
their job and those who are satisfied with the extrinsic
factors.

15. There is no significant relationship between
selected demographic variables and the level of overall job

satisfaction.

V. CHAPTER SUMMARY

One of the purposes of this study was to contribute to
the present body of knowledge in relation to job satisfac-
tion and to measure the degree of satisfaction of Business
and Trade and Industrial teachers in the French schools of
New Brunswick.

This chapter included the setting of the problem, the
problem and its scope, the underlying assumptions, the limi-

tations and the importance of the study. It also contained

the definition of terms and the hypotheses.




CHAPTER 1II
REVIEW OF LITERATURE
I. THEORIES OF JOB SATISFACTION

Thousands of studies have been done on job satisfac-
tion. Although Hoppock started it all in 1935, job satis-
faction does not yet have a generally accepted definition or
a theory. There are almost as many definitions as there are
studies. Although fewer theories exist, there are two which
are’better known and a few others, lesser known. The first
two theories, the two-factor theory and the traditional the-
ory present opposing viewpoints. The lesser known theories
neither oppose nor support the other two theories.

Probably the most controversial of these theories is
the Herzberg's two-factor theory. It was first introduced in

The Motivation to Work (Herzberg, Mausner, and Snyderman,

1959). Briefly, it is described in the following manner:

1. Job satisfaction and job dissatisfaction are viewed
as two separate and parallel continua.

2. The opposite of job satisfaction is not dissatis-
faction but rather no satisfaction. 1In the same manner,
the opposite of dissatisfaction is no dissatisfaction.

3. The feelings a person has for work-content related
factors determine his/her level of satisfaction.

17
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4. The feelings one has about the work-context related
factors of his/her job determine his/her job dissatisfac-
tion.

This theory was tested by several researchers. Even
though it received support from a few studies, the majority
did not support it. For instance, Landy and Trumbo (1980
say:

Due to the conceptual and empirical problems

in supporting Herzberg's propositions, there has

been a substantial decrease in research on the

two-factor theory (p. 407).

Earlier, Dunnette, Campbell and Hakel (1967) had this
to say: "It seems that the evidence is now sufficient to
lay the two-factor theory to rest, and we hope that it may
be buried peaceably."

The main criticisms offered are directed at the method
used by those who support this theory. It has been called
by Dunnette (1966) the "storytelling method." 1In the liter-
ature, there are fewer and fewer studies using the
two-factor theory.

The traditional theory of job satisfaction is still the
most commonly used approach. 1In oppositon to Herzberg's
theory, this theory implies that job satisfaction and job
dissatisfaction share the same continuum. Halfway between
satisfaction and dissatisfaction there is a point of
neutrality. It also implies that if you decrease the dis-
satisfaction level, you are then increasing the satisfacton

level. This theory has evolved over time and no one person
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is responsible for it. It has received more support than
the two-factor theory. 1In fact, some support has been
provided to this theory by researchers who were attempting
to support Herzberg's theory (Graen, 1966).

An interesting article was written by Hazer (1976) in
which he explained a theoretical integration of those two
theories. Realizing the controversy that existed, he gave a
rationale which would help someone decide which theory to
use for employees having different levels of satisfaction.
He claimed that the traditional theory applied only to those
who are moderately satisfied or dissatisfied. 1In the case
of extremely satisfied or dissatisfied employees, the two-
factor theory would take over. This rationale would be
worth investigating and until now no study has been done to
test its value or its plausibility.

Some of the most recent and lesser known theories have
been the Lawler's Facet Satisfaction theory, the Locke's
Value theory and the Landy's Opponent-Process theory.

In Lawler's model, satisfaction is based on the dif-
ference between perceived equitable rewards and actual
rewards. Satisfaction is only present when perceived equi-
table rewards are equal to the actual rewards. 1If the
perceived equitable rewards exceed or are less than the
actual rewards, then dissatisfaction arises.

Locke's Value theory makes the distinction between

values and needs. It can be defined as a pleasurable
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emotional state which one has from the perception that
his/her job fulfills his/her job values providing these
values are compatible with his/her needs (Dunnette 1976).

Needs are considered to be objective while values are
considered to be subjective. Needs are those elements that
ensure an individual's survival; values are what a person
desires at either a conscious or subconscious level. For
instance, if one considers fringe benefits as very important
then the variety of fringe benefits one has will affect
greatly his/her satisfaction; on the other hand, if one
places little importance on fringe benefits then variations
in fringe benefits will not affect his/her satisfaction.

Few studies have been done to test this theory.

Another recent theory is the Opponent-Process theory
(Landy, 1978). This theory implies that a person's satis-
faction with a particular facet will change over time even
though the reward is held constant. It also implies that
there are opposing processes for dealing with emotional
states. When one is extremely unhappy, there is a mechanism
that automatically attempts to prevent it from getting out
of control. Whether it is a case of positive or negative
emotion, this automatic mechanism comes into play. This
theory as well as Locke's theory are too recent to have
generated any decent amount of research. Further research

would be required vefore any decision could be taken on

either one.
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It is therefore obvious that, instead of getting closer
to a generally accepted theory, the experts in the field
tend to diverge and formulate their own theories. However,
another concept has surfaced of late and is called the
Quality of Work Life (QWL). This concept has shifted the
emphasis away from the controversial methods of measuring
job satisfaction over to what constitutes the Quality of
Work Life. The proponents of this concept talk about
measuring all the different aspects which affect a worker's
life rather than just measuring the satisfaction on the

job. In the literature, it seems to be the newest craze.
II. OVERALL JOB SATISFACTION

Several national surveys, both American and Canadian,
have measured the percentage of satisfied workers. Quinn,
Staines and McCullough (1974) reported the results of seven
national surveys and eight Gallup polls. The national sur-
veys spanned a period of fifteen years and the last five
report almost identical percentages, approximately 90% of
workers are satisfied. Similar findings were found in the
seven Gallup polls from 1963 to 1973. Weaver (1980) ex-
amined more national surveys done between 1972 to 1978 and
again found the overall satisfaction level of workers to be
close to 90%.

Lesage and Rice (1978) reported that close to 90% of

all working Canadians claim to be satisfied with their work

o
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although they would like to have more complex work to do so
they could make full use of their potentials. Lemelin and
McNeil (1982), in their book on the quality of work life,
reported one of their studies and said the results showed
that 88% of the workers from Quebec are either satisfied or
very satisfied. 1In general, it can be said that the great
majority of workers are satisfied.

A few authors claimed otherwise and said that dissatis-
faction was on the rise or that the number of satisfied wor-
kers was getting smaller. Carey (1982) reported the results
of studies that were made in Ontario in 1977 and in 1981 and
said that Canadians were less satisfied now than they were
five years ago. In an Editorial (1982) of Metropolitan
Toronto Business, a similar claim was made and the reasons
cited for the decrease were the reduced opportunities for
advancement and fewer chances to influence superiors in
their decisions.

Similar claims of decreases in the satisfaction level
of workers were also made in the U. S. However, Chelte,
Wright and Tausky (1982) did an analysis of the many nation-
al studies to see if such a trend existed. After completing
their analysis, they were able to conclude that job satis-
faction did not drop during the 1970's.

The results of those national surveys showed that the

percentage of dissatisfied workers varied from 8 to 12%

at the most.
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III. TEACHER JOB SATISFACTION

Almost every segment of the population has been
studied. Researchers have tried to find possible differ-
ferences in job satisfaction between white-collar and blue-
collar workers, professionals and manual workers, males and
females, older and younger workers, and amongst various
occupational groups.

One segment of the population that has attracted a lot
of attention during the last 10 to 15 years has been the
teaching profession. Hoppock's study in 1935 involved tea-
chers but it was in the seventies before the largest number
of studies involving teacher job satisfaction were made.
Therefore, the better part of this literature review was
made up of more than 100 studies that have been done with
teachers as subjects. Additional studies were reviewed and
considered because of their relation with the demographic
variables used in this study such as age, sex, salary,
educational level, experience, tenure and attitudes.

Davis (1981) says "The epidemic problems of teacher
stress and 'burnout' indicate an obvious need for job satis-
faction research in our profession." He also says that
overall satisfaction is the sum of an equal weighted index
of intrinsic and extrinsic satisfaction. Stephen Truch

(1980) in his book "Teacher Burnout and What to do About it"

says that "...there is a close association between job
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dissatisfaction and stress" (p. 42). These two statements
would lead someone to believe that teachers are a highly
dissatisfied group. Yet this review has found the opposite
since the studies analysed gave strong indications that tea-
chers are a satisfied group of workers.

Sykes (1982) analysed national surveys and found that
teachers in 1973 and 1978 were the most satisfied group and
were only 2nd to non-farm managers in the 1969 survey. He
reported that those findings corresponded to the ones found
by Kilpatrick in an earlier study. According to Sykes,
Kilpatrick had found the teachers to be next to the college
professors as the most satisfied workers. Lacy (1968), Lee
(1972), Tirado (1979), Nederveen (1982) and Fedler and
Counts (1982) found that better than 80% of the teachers
were satisfied. A great number of other studies such as
Hogan (1968), Messerschmidt and Barnhardt (1972), Hallum
(1974), Talbot (1974), Muncrief (1979) Cohen and Friedlander
(1980), Coley (1980), Lytle (1980), Ornstein (1981), Ellis,
Frey and Thompson (1982), Wa;gberg, Metzger and Livitov
(1982) reported that 60% of teachers or better are satis-
fied. Rudd and Wiseman (1962) did their study in England
and found those teachers to be highly satisfied. The Cana-
dian studies on job satisfaction such as Aikenhead (1960),
Giard and Therrien (1976), Rainville (1977), Schoeman (1978)
and Friesen, Holdaway and Rice (1981) all reported that a

very large percentage of teachers are satisfied. A study by
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DesRoches (1979) done with community college instructors and
another by Onuoha (1980) with university professors reported
similar findings.

In more than 100 studies analysed, only a few claimed
that there was teacher dissatisfaction. Napier (1966) found
almost 74% of the teachers in the York public school system
to be below average in satisfaction or dissatisfied with 39%
and 34% in each group respectively. Owens, Mundy and
Harrison (1980) talked of widespread dissatisfaction amongst
Georgia teachers. They did not give any percentages so it
was difficult to interpret why they felt it was widespread.
The only other studies to report a high level of dissatis-
faction were Frataccia and Hennington (1982) and Aven
(1968). Both of these studies were done with teachers who
had already left the profession.

A number of other studies have reported that teachers,
in general, were satisfied even though no percentages were
given. Wangberg, Metzger and Levitov (1982) found dissatis-
faction to be on the rise. Their study involved elementary
female teachers only in a national sample. Cooke, Kornbluh
and Abramis (1982) found that Michigan teachers were signi-
ficantly less satisfied than the 1977 national sample in a
study conducted by the Institute for Social Research. Could
it be that the different male-female proportions of both

samples 63% females in the Michigan study and 59% males in

the national sample, made the difference in the results?




26
In summary, the majority of the studies reveal that
teachers, on the whole, are a satisfied group of workers.
Aven though a few studies said that dissatisfaction was on
the rise for certain groups, one can still say that teachers

are amongst the most satisfied group of workers.

IV. DIFFERENT VARIABLES AND JOB SATISFACTION

Age and Job Satisfaction

In the many studies analysed that had age as a vari-
able, varying results were obtained. Five different kinds
of results could be found. One result was that no signifi-
cant relationship exists between age and job satisfaction.
Another result showed a linear increase of job satisfaction
with age. A third result showed a curvilinear relationship
between age and job satisfaction. Yet another recent result
was a sort of S-shape relationship which combines the curvi-
linear relationship up to the age of 60 and a dip between 60
and 65, called the pre-retirement dip. Finally, some
studies have found a negative relationship between age and
job satisfaction.

Several studies have found no significant relationship
between age and job satisfaction. Arvey and Gross (1977) did
a study on the satisfaction of the homemaker's job with an
all female population and did not find a relationship.

Adair (1968) tried to find the relationship between age and
job satisfiers rather than the age and overall job satisfac-

tion and found none. His study included eighty one evenly
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distributed male and female teachers. 1In a survey of
100 agriculture teacher educators, Bowen (1981) reported
no significant difference. Although he found that the
intrinsic satisfaction lowered with age, Cohn (1979) found
that the overall satisfaction did not change with age. 1In a
follow-up surQey of graduates in education, Hogan (1968)
found a slight positive relationship but it was not signifi-
cant. Similarly, Indiresan (1976) found a small positive
relationship and it also was not significant. His subjects
were engineering professors in India. Lee (1972),
Messerchmidt and Barnhardt (1972) and Kaufman (1976)
surveyed Industrial Arts teachers and teacher educators and
found no correlation between age and job satisfaction.
Finally, Wickstrom (1973), came to the same conclusion in
his study of Canadian teachers in Saskatchewan.

The linear increase of job satisfaction with age has
been made popular by Hulin and Smith (1964). They attempted
to support the Herzberg's U-shape relationship of age,
tenure and job satisfaction. Their findings did not support
Herzberg's hypothesis but instead reported a linear increase
of job satisfaction with age. Earlier, Johnson (1951) and
Vollmer and Kinney (1955) had found similar results but with
a few notable differences.

In a study involving nine Central New York urban dis-
tricts, Johnson found a general trend for a linear increase

except for married women whose age and job satisfaction
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relationship was curvilinear. Vollmer and Kinney used three
groups of people. One was college-trained, another was high
school trained and the latter was at the grammar school
level. The last group demonstrated an S-shape relationship.

Since the Hulin-Smith study, others such as Gibson and
Klein (1970), Glenn, Taylor and Weaver (1978), Schoeman
(1978), Weaver (1980), Janson and Martin (19%2), King,
Murray and Atkinson (1982), Fedlar and Counts (1982),
Nederveen (1982), Sykes (1982) found similar results. The
Weaver and the Glenn, Taylor and Weaver studies were ana-
lyses of several other studies. The Schoeman, the Sykes and
the Nederveen studies used teachers as subjects while Fedler
and Counts studied journalism professors. King, Murray and
Atkinson's study involved over 3000 Canadians in a 1977
survey. Besides finding a higher level of satisfaction in
Atlantic Canada of which New Brunswick is a part, they found
older workers to be more satisfied.

Something different was tested by Janson and Martin.

On the assumption that the older worker was more satisfied,
they attempted to explain why it was so. Two views were
studied: (1) the relationship in satisfaction is explained
by generational differences and (2) the relationship is
explained simply by the fact that older workers have moved
to other newer and better jobs. Both views were not sup-
ported and the causes that make older workers more satisfied

on their jobs are still unexplained. Finally Gibson and
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Klein found a linear relationship when tenure was not
controlled but when it was controlled, the relationship was
no longer completely linear.

The curvilinear relationship was hypothesized by
Herzberg in 1959. Johnson (1951), as stated earlier, had
found a curvilinear relationship of age and job satisfaction
for married women. Since then, other researchers have re-
ported somewhat similar findings. Giard and Therrien (1976)
studied two groups of teachers, one at the high school level
and one at the collegiate level. Both groups showed a cur-
vilinear relationship of job satisfaction to age. Schwab
and Heneman III (1977) indicated that age and job satisfac-
tion had an approximate linear relationship and that intrin-
sic satisfaction was consistently related to age. Bamundo
and Kopelman (1980) used age as a moderating variable bet-
ween job satisfaction and life satisfaction and found age to
have a curvilinear moderating effect. Teachers in northwes-
tern Ohio and western Pennsylvania showed the same relation-
ship (Feithler and Tokor, 1981). Finally, Quinn, Staines
and McCullough (1974) in their study, found a slight dip in
45-54 age group which lent support to the curvilinear
hypothesis.

An attempt by Gibson and Klein (1970) was made to ex-
plain the curvilinear relationship. Having found a positive

linear relationship between age and satisfaction, they also

found a negative linear relationship between tenure and
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satisfaction. A combination of the slopes resulted in a
curve whiéh they said was a possible explanation for the
U-shape relationship.

A few other studies such as those by Super (1939),
Saleh and Otis (1963) and Miller (1976) supported the
U-shape relationship with an added twist. It could be
called the S-shape curve. They found a U-shape relationship
up to age 60 and found a slight dip again in a period called
the pre-retirement stage. This light drop in the curve
gave it an S-shape on its side. Strong (1959) went beyond
this reasoning and gave a different rationale by saying that
satisfaction was cyclical. He claimed for various reasons
that satisfaction was like a cycle and varied often during
the course of a single year.

A number of other studies such as Hoppock (1960),
Bruce, Bonjean and Williams (1968), Karolat (1971), Belasco
and Alutto (1972), Fedler and Counts (1982) reported they
had found older workers to be more satisfied than younger
workers although they had made no attempt to support the
age-satisfaction linear relationship.

Finally, some studies claimed a negative relationship
between age and job satisfaction. 1In a study of academic
employees in a college of allied health science, Buhmeyer

and Hunt (1982) found the older faculty to be less satis-

fied. Similar findings were reported by Fraser (1970) in a
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study of teachers from New Zealand, Australia and the United
States.

The studies analysed did not give a conclusive evidence
as to whether the linear or the curvilinear relationship was
the most accurate. One thing which was evident in almost
all the studies was that older workers were more satisfied.
The few studies that had chosen to include an age group of

60-65 have all found a slight decrease during that period.
Therefore this study chose the S-shape relationship which is

the curvilinear relationship plus the pre-retirement dip.

Sex and Satisfaction

Another variable commonly associated with job satisfac-
tion is sex. A good number of studies on job satisfaction
were not able to compare between sexes for they had used
either an all-male or an all-female population. However the
ones that did compare sexes do report different findings.

Very few studies have found the males to be the more
satisfied of the two sexes. Berman (1980) and Lovano-Kerr
and Fuchs (1982) reported female university professors to be
less satiéfied than their male counterparts. University
teaching, claimed to be a male bastion, was said to be the
reason why female professors were less satisfied. Albrecht

(1981) conducted a study involving 296 CPA's., He reported

that the male accountants were more satisfied. Another
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study by Hulin and Smith (1964) involving electronic workers
and one by Hogan (1968) on teachers obtained similar re-
sults. They did not offer any explanation why male workers
would be more satisfied.

A larger number of studies did claim a greater satis-
faction for women. Female teachers were reported more
satisfied by Chase (1951), Karolat (1971), Belasco and
Alutto (1972), Wickstrom (1973), Lortie (1975), Schoeman
(1978), Chapman and Lowther (1982) and Nederveen (1982).
Siegel (1969) and Schwab and Wallace (1974) reported simi-
lar findings for non-teaching workers and so did Buhmeyer
and Hunt (1982) for college professors. Giard and Therrien
(1976) included in their population high school teachers and
college instructors. The latter study found female teachers
more satisfied than their male counterparts but found no
significant differences in the satisfaction level of the
college instructors.

Yet another set-up would be to compare the sexes along
the professional and the non-professional lines. 1In doing
so, Shapiro and Stern (1975) found female non-professionals
to be more satisfied than male non-professionals while the
male professionals were more satisfied than their female
counterparts thus leaning in the same direction as the
studies reported earlier by Berman (1980) and Lovano-Kerr and

Fuchs (1982). Since teachers are classified in the
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professional group, it would seem then that female teachers
differ from other professionals.

Many other studies reported no differences in the job
satisfaction level of both sexes. Adair (1967}, Lacy
(1968), Hallum (1974), Tirado (1978), King, Murray and
Atkinson (1982) and Sweeney (1982) did not find female tea-
chers to be more satisfied than male teachers. Similarly,
in studies involving non-teaching personnel, no differences
were found by Burke (1966) Allen (1967a), Perron and
Robichaud (1977) and Voydanoff (1980). Other studies had
been undertaken to analyse existing studies or national

~surveys and the results had been compared. Quinn, Staines
and McCullough (1974), Weaver (1977 and 1980) and Glenn,
Taylor and Weaver (1978) found no differences in the level
of job satisfaction of both sexes.

In some studies, although they did not report differ-
ences on the overall level of job satisfaction, they found
variations between the groups. For instance, the study by
Voydanoff reported earlier, found females to be more satis-
fied intrinsically and less extrinsically than male tea-
chers. Cohn (1979) found that in older males, the level of
intrinsic satisfaction lowers while the level of extrinsic

satisfaction increases. A sharpest decline in work satis-

faction was reported by Worklife (1982) for females but the

author did not give a comparison of the two sexes.
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The difference in the satisfaction level of men and
women was not in sex but in the complete gamma of factors
that were related to sex such as pay, possibilities for ad-
vancement, etc... Such a claim was made by Fournet,
Distefano and Pryer (1966). They claimed that females have
lower pay, fewer chances of advancement, etc., and for
these reasons they were less satisfied. These reasons would
not hold for teachers since the pay is the same for both
sexes and chance for advancement is almost non-existant in
either case.

There were neither convincing results to prove that fe-
male workers were more satisfied than male workers nor were
there any more proving that there was no difference between
them. However in the case of teachers, the almost totality
of studies reported that female teachers were more satisfied
than male teachers and yet teachers are professionals
according to Weiss, Dawis, England and Lofquist (1967). If
this were so, then according to Shapiro and Stern, female
teachers should be less satisfied than male teachers. 1In
this study, the direction of the hypothesis for teachers'

satisfaction and sex was the same for both sexes.

Educational Level and Job Satisfaction

Very few factors have been studied for which the

satisfaction relationship was either positive, negative or

unrelated. Such was the case of education's relationship
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with job satisfaction. Of the studies reviewed, they were
about evenly divided amongst the three types of relation-
ship.

Arvey and Gross (1977) compared the level of satisfac-
tion for the homemaker job between homemakers and other job
holders. The educational level of the subjects had no
relationship with the level of job satisfaction. A similar
comparison was made by Indiresan (1976) with engineering
professors in India. His findings were the same as Arvey
and Gross. Messerschmidt and Barnhardt (1972) and Wickstrom
(1973) studied industrial teachers and Canadian teachers
respectively and found the same results. 1In an earlier
survey of literature by Fournet, Distefano and Pryer (1966),
it was reported that Sinha Sarma had found no relationship.
Finally, Arvey and Dewhirst (1976), using education as a
moderating variable between goal-setting attributes and job
satisfacion, did not find education to have a moderating
impact.

In Fournet, Distefano and Pryer, they said that Vofimer
and Kinney had found a negative relationship. Verifying
vollmer and Kinney (1955), they reported that the educated
workers were likely to be more dissatisfied. Dissatisfied
was meant to be at the opposite end of the satisfaction-
dissatisfaction scale.

Others that have found a negative relationship were

Gross and Napior (1967), Perkes (1968), Bruce, Bonjean and
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Williams (1968), Perron and Robichaud (1977), Schoeman
(1978) and Gruenberg (1980). In the case of Perron and
Robichaud, the difference in education level meant different
types of training thereby making it difficult to compare.
They compared university graduates and high school graduates
in completely different types of jobs. A negative curvili-
near relationship was found by Gross and Napior. Comparing
bachelor's, master's and doctoral degrees they found that
those who held a bachelor's degree had the highest intrinsic
satisfaction followed by the doctoral degree holders. No
mention was made of the general satisfaction. 1In three
separate groups, Bruce, Bonjean and Williams found in their
worker's group a negative relationship between education and
job satisfaction. However, for their independent business-
man and their managers groups, no relationship was found
between education and job satisfaction,

In his analysis of the International Time Use Study,
Gruenberg (1980) reported that if one looked at workers who
had equal levels of intrinsic and extrinsic satisfactions
and had different educational levels, satisfaction would
tend to be lower for those at the higher educational level.
For Perkes (1968), the difference was found in the teacher's
level of satisfaction with their students. He found that
teachers who had the most training in their specialty were

the most dissatisfied with their students.
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The last group of studies included the ones that had
found a positive relationship between job satisfaction and
education. The studies reviewed and belonging to this group
were those by Allen (1967), Klein and Maher (1968), Lacy
(1973) Quinn, Staines and McCullough (1974), Kaufman (1976),
Bamundo and Kopelman (1980), Quinn and Baldi de Mandilovitch
(1980) and Weaver (1980), King, Murray and Atkinson (1982).
Like in the previous groups, a good cross-segment of the
population was represented.

Bankers made up the population in Allen's study. Klein
and Maher studied first level managers in electronics manu-
facturing plants. Business education teachers formed Lacy's
group while Industrial Arts educators made up Kaufman's
group. They all found a positive relationship between edu-
cation and job satisfaction.

Quinn, Staines and McCullough analysed a number of
previous studies and found a positive relationship although
they said increases were different for college and non-
cgllege workers. The size of each increment was larger for
the college group than the non-college group. In a similar
analysis done on eleven national studies, Quinn and Baldi de
Mandilovitch found a statistically significant positive
relationship. Doing a follow-up of Quinn, Staines and
McCullough, Weaver analysed studies made after 1973 and
found the same relationship. Lastly, Bamundo and Kopelman

used education as a moderating variable and found that it
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had a moderating effect on the job satisfaction - life
satisfaction relationship.

In summary, it could as easily be said that the
relationship was positive or negative or that there was no
relationship between these two variables, For the purpose
of this study, the last alternative was accepted; that is,
there are no differences in job satisfaction scores among the

various educational levels of teachers.

Experience and Tenure Versus Job Satisfaction

Two other variables closely related to age and educa-
tion level are experience and tenure. The more experienced
teachers are generally older; so if older workers are more
satisfied, chances are that more experienced teachers would
also be more satisfied.

The relationship between experience and job satisfac-
tion can be expected to be positive, negative or simply non-
existing. Only a couple of studies have found a negative
relationship between those two variables. Chase (1951) and
Giard and Therrien (1976) were the only two studies found to
report a negative relationship and both were done with tea-
chers. Chase said that the level of job satisfaction
decreased with increasing length of teaching experience but
he did not say whether his findings showed a significant

difference. However, Giard and Therrien reported their fin-

dings to be significantly different.
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It was suggested earlier that the more experienced
workers are likely to be more satisfied. Although more
studies could be found to support a positive relationship
rather than a negative relationship, they were still few in
numbers. All of the studies that do report a positive
relationship involved teachers. Lacy (1968), Karolat (1971),
Muncrief (1979), Schoeman (1978) and Nederveen (1982) found
a positive correlation. Having found age and total years of
experience to be significantly related to job satisfaction,
Nederveen held age as a covariate and still found a positive
relationship.

Most of the studies, however, reported a non-signifi-
cant relationship between experience and job satisfaction.
Allen (1967a) with bank employees, Gross and Napior (1967)
with school principals, Fraser (1970), Lee (1972),
Messerchmidt and Barhardt (1972), Wickstrom (1973) with
teachers, Indiresan (1976) with Indian professors, Cortis
(1979), Berman (1980), Bowen (1981) and Wangberg, Metzger
and Levitov (1982) all reported a non-significant relation-
ship. Therefore, the literature seemed to point towards a
non-significant relationship between job satisfaction and
experience.

Tenure can often be found in the literature to be asso-
ciated with age and/or experience. Using the same rationale
as was done previously for age and experience, one would say

that because tenured workers tend to be older than
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non-tenured workers the Fformer group would be more satisfied
than the latter group. A few studies have supported this
rationale. Such was the case for the findings reported by
Schwab and wallace (1970), Buhmeyer and Hunt (1982) and
Fedlor and Counts (1982).

However, a greater number of studies have found other-
wise. Fournet, Distefano and Pryer (1966), Bruce, Bonjean
and Williams (1968), Kaufman (1976), Gould (1979), Bowen
(1981), and Worklife (1982) reported no significant rela-
tionship between tenure and job satisfaction. A negative
relationship was found by Hulin and Smith (1964b), Fraser
(1970) and Gibson and Klein (1970). Not only did Gibson and
Klein find a negative linear relationship but they also
found a positive linear relationship between age and job
satisfaction. Combining those two results, they claimed to
have a partial answer for the curvilinear relationship
between age and job satisfaction. Figure 2 is a graphic

demonstration of their interpretation.
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Relationship Between Age, Tenure and Satisfaction
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Although their rationale seemed to be logical, there
was a greater tendency for tenure not to be related signifi-

cantly with job satisfaction.

Salary and Job Satisfaction

Another variable often associated with job satisfaction
is salary. Many studies have been done either on satisfac-
tion with pay or the relationship of salary with job satis-

faction. Unlike other variables previously associated with

| job satisfaction, no studies reported a negative relation-
ship between salary and job satisfaction. Probably this was
so for it is difficult to think of someone becoming less
satisfied because of having salary increases. Still another
possibility would have been for low salaried workers to be
more satisfied than high income workers. Such was not the
case in the literature reviewed.
Studies were fairly well divided between the ones that
did report no significant differences in the job satisfac-
tion level of high and low income workers and those that
said there was a positive relationship because the highest
salaried workers reported the highest level of satisfac-
tion. The scale seemed to sway in favor of the positive
relationship.
Bourn (1972) says "It is because the intrinsic satis-
faction to be gained from job enlargement are not at the

forefront of the worker's aspirations that although he may

appreciate and respond to those changes, this does not

o
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ensure an end to labor troubles." One can conclude from the
above statement that if workers receive more money they will
be more satisfied. That idea has had support from Kenneke
(1968), Lacy (1968), Pallone, Hurley and Rickard (1971), Lee
(1972), Kaufman (1976), Weaver (1980) and Fedler and Counts
(1982). Each study reported findings to support a positive
relationship between income and job satisfaction.

Such a relationship was not supported by Hoppock
(1935), Armstrong (1966), Fournet, Distefano and Pryer
(1966), Wernimont (1966), Armstrong (1970), Ellenburg
(1972), Fitzpatrick (1972), Hallum (1974) Indiresan (1976)
and Worklife (1982). No significant differences were found
for the various income levels and job satisfaction. Hayes
(1979) in his article titled "When money is not the answer"
says: "One of the big mistakes many supervisors make is to
assume a raise is all their employees need to work harder."
He was not saying that money is not important but that other
non-financial rewards may be just as important. Some
examples of other rewards given were early time off with
pay, personal time off with pay and extended break or lunch
periods.

In the studies done with teachers who had left the pro-
fession, findings indicated salaries as the prime reasons
for leaving (Nelson and Thompson, 1963, Aven, 1968 and

Maddux, Henderson and Darby, 1980). However, Aven's find-

ings showed that reason to hold true for men only. Women
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left primarily for homemaking reasons. Finally, Hulin and
Smith (1964) found differences for men and women in the
relationship of salary to job satisfaction. For men, the
relationship was positively linear while there was no signi-
ficant relationship between these two variables for women.

They did not say whether an effort had been made to identify
if both men and women were the major breadwinner in the
household. That could have been the reason for the differ-
ent results obtained.

Although Hayes says that money is not the answer, one
would definitely say that it helps. This study will attempt
to provide additional support to the findings of no significant
differences between various salary levels and job satisfaction.

Experience QOther Than Teaching and Various Teaching Positions
versus Job Satisfaction

Very few studies have tried to find the relationship
between "the number of teaching positions” or "experience
other than teaching” and job satisfaction. For instance, no
studies could be found where the variable "more than one
teaching position" was used.

As a variable "experience other than teaching" was
studied in various ways by researchers. In a longitudinal
study, Hoppock (1960) found that subjects who had changed
jobs reported higher increases in job satisfaction. Bowen

(1981) did attempt to find a correlation between the length

of her subjects' experience as high school agriculture
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teachers and their level of job satisfaction as agricultural
teacher educators. She did not find any significant differ-
ences. In her study of Business Education teachers, Lacy
(1968) compared teachers who had had previous work experi-
ence other than teaching to those who hadn't. The two
groups did not show a significant difference in their level
of job satisfaction.

Adair (1967) used a slightly different approach. Using
two groups as mentionned earlier, he wanted to know if the
groups would differ in the selection of job factors that act
as satisfiers. His results did not show a difference in the
two groups.

This study attempted to find the difference in the job
satisfaction level of teachers who have had more than one
teaching position and those who have not changed their
teaching position. It also tried to show that teachers who
have had other work experience other than teaching will not

be more satisfied than teachers who taught only.

Working Conditions versus Job Satisfaction

The traditions of teaching make people who
seek money, prestige or power somewhat suspect;
the characteristic style in public education is to
mute personal ambition. (Lortie, 1975)
In this study, only a few factors made up the working
conditions. The main reason for including those factors was
to find out with which set of factors these teacnhers were

less satisfied. Five of these factors belong to what some

authors would classify as work-context factors while the
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other five would be classified as work-content related
factors. Other authors say that work-content related
factors are what causes the intrinsic job satisfaction of
workers while context related factors are responsible for
the extrinsic job satisfaction.

Those who supported the Herzberg's two-factor theory
said that work-context factors are hygiene factors while the
work-content factors are called motivators. They all seem
to agree that these are two sets of factors but they identi-
fy them differently. Where the major difference exists is
in the way they affect the worker's satisfaction. This
study used the intrinsic and extrinsic rationale and
furthermore said that overall satisfaction is the sum total
of the intrinsic, the extrinsic and the general satisfac-
tion.

Some findings were reported in the literature about
working conditions and intrinsic versus extrinsic satisfac-
tion. Kaufman (1976) reported a 0.82 correlation between
intrinsic and overall job satisfaction and a 0.88 correla-
tion between extrinsic and overall job satisfaction for a
group of teachers. Earlier, Wernimont (1966) did a study
involving accountants and engineers. He measured the in-
trinsic and extrinsic satisfaction separately from the over-
all job satisfaction. High levels of satisfaction were
found to be due to intrinsic factors while dissatisfaction

was caused by low levels of satisfaction with intrinsic
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factors. He went on to say that extrinsic factors caused
both satisfaction and dissatisfaction but less readily than
did the intrinsic factors.

Oreilly and Caldwell (1980) did a follow-up study on
MBA graduates immediately after accepting a job and again
six months later. Their study revealed that decisions made
on intrinsic job features were likely to be associated with
job satisfaction and attitudinal commitment. It was also
found that decisions made for extrinsic reasons were in-
versely related to job satisfaction and commitment.

Gruneberg (1978) reported a study by Ewen et al. that
had found intrinsic factors to be the most important sources
of both satisfaction and dissatisfaction. Nelson and
Thompson (1963) in a study of teachers who had left the pro-
fession, gave extrinsic factors as reasons for which tea-
chers left the profession.

Many other studies have obtained other results. This
was probably the variable for which most different results
had been mentioned. It was next to impossible to try and
match the various studies. Therefore, this study, as it was
stated before, attempted to identify working conditions with
which these teachers were more or less satisfied. It also
tried to find out which factors, intrinsic or extrinsic, had
the highest correlation with either the one item satisfac-

tion scale or the overall job satisfaction as measured oy

the MSQ.
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V. CHAPTER SUMMARY

To measure accurately job satisfaction is no simple
task. To know what to measure in job satisfaction or what
constitutes job satisfaction is not any simpler. That did
not stop thousand of researchers to try and find the
answer. From those studies, the following conclusions were
drawn:

1. Workers in general are satisfied; teachers are
amongst the highest satisfied group.

2, Older workers are more satisfied except for the
studies who have used a 60-65 age interval. Such studies
reported a slight decrease in the pre-retirement period.

3. There does not seem to exist convincing results to
say either one of the two sexes is more satisfied than the
other. However, in the case of teachers, almost all the
studies reported female teachers to be moré satisfied.

4. Education and job satisfaction is probably the only
situation where one can find as equally a non-relationship,
a positive or a negative relationship. The studies read
were fairly well divided amongst the three situations.

5. Experience and tenure are not related significantly
to job satisfaction.

6. Job satisfaction is positively related to salary.

7. Teachers who have had work experiences other than

teaching are not necessarily more satisfied than those who

nad taught only. ©No studies have done an analysis of
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teachers who have had more than one teaching position but
the few studies that have analysed workers who have changed
jobs, have found these workers to be more satisfied.

8. Finally, whether they have called them motivators
and hygienes, satisfiers and dissatisfiers, work-content and
work-context factor, intrinsic and extrinsic factors, most
studies do breakdown the working conditions into two
groups. The great majority of these studies pointed to the
intrinsic group (same as motivators, satisfiers and work-
content factors) as the one contributing most to the overall
job satisfaction.

No matter in which occupational group you're in, these
general findings do apply. It will now be interesting to

find out if New Brunswick's French Business and Industrial

teachers are any different.




CHAPTER III

METHODOLOGY
I. SUBJECTS

As mentionned earlier, the population of this study was
made up of all the French teachers in the Business Education
and the Trades and Industrial Education programs of New
Brunswick. In all, teachers from thirteen schools in twelve
school districts were involved in the study. An official
list was obtained from the Industrial Arts and Industrial
Education consultant of the province of New Brunswick-French
division. His list is updated annually and also includes
the names of the Industrial Arts teachers. 1In the 1982-83
list, there were 103 teachers who identified as Trades and
Industrial teachers.

It was impossible to obtain a similar list from the
Business Education consultant of the French division.
However, the researcher of this study had made a survey the
previous year and had compiled an.unofficial list. Working
from that list, it was thus possible, after numerous phone
calls to different schools, to update that list and confirm

the accuracy of the names included. The final results

indicated that there were 60 French Business Education

teachers.
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From both subpopulations, the teachers on sabbatical
leaves were left out of the respective lists. The overall
population for the study was 163 teachers who were actually
teaching. This number represented a 6% sample of the entire

French teaching population of New Brunswick.
II. INSTRUMENTS

Three different kinds of information.were sought in the
study. One type of information was demographic in nature.
The other two types were the level of satisfaction and the
attitude level. Several methods were possible to gather
those kinds of information. One of those methods was the
use of questionnaires and it was the one chosen by the
author,

The decision to use the questionnaire method was
enhanced by Berdie and Anderson (1974). They give the
following advantages for using questionnaires:

1. Cost

2. Reaching subjects - sometimes it is very difficult
to arrange appointments for interviews.

3. Larger population.

4. Could be worldwide.

5. Ease of completion.

6. Less bias.

7. Ease of tabulation.

8. Method familiarity.
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9. Catch that opinion - if given a short period of
time to answer, chances are that the entire group will be in
the same reference of mind.

10. Uniform question presentation,

They also give a number of limitations in reference to the
utilization of questionnaires. First and foremost is the
low response rate associated with mailed questionnaires.
This limitation as well as another limitation also given by
Berdie and Anderson, impersonalization, did not change the
researcher's decision. He felt that the good rapport he had
with the two subgroups would offset those two limitations.
Also, another limitation which is hardly even mentionned is
the number of questionnaires. This population is very often
flooded with a number of questionnaires for various studies
and very often, they have to prioritize the ones to which
they'll answer. Again the researcher was confident that his
questionnaires would receive top priority.

After analysing all the advantages and limitations of
questionnaires and studying the different alternatives, it
was decided that the questionnaires were by far the most
advantageous. The next task was then the development and/or

selection of the different instruments.

Demographic questionnaire. The first instrument to be

developed was the one intended to gather demographic data

(see Appendix C). 1In the review of the literature, none were
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found to be appropriate for this study. After deciding which
factors would be interesting to associate with the job satis-
faction of teachers, it was then an easy task to develop this
instrument. It was made up of two parts and part I contained
twelve items of demographic nature such as sex, age, educa-
tion, geographic region, etc.

Part II resembled a job satisfaction survey. It in-
cluded ten different work factors for which each one was to
be judged as being satisfying, neutral or unsatisfying to
the respondent. Another single item which measured the
overall job satisfaction was also included.

The rationale for including part II was to allow for
the comparisons of the responses to these items to those in
a standardized instrument on job satisfaction. If a
high correlation were to be found then one could dispense
the use of a longer instrument and substitute it with a one-

item measure in future studies,

Minnesota Teacher Attitude Inventory (MTAI). One of

the variables included in the study which would be difficult

to measure in a demographic instrument was the construct,
teacher attitude. While reviewing the literature the researcher
noted that for the greatest majority of studies on teacher
attitude the MTAI had been used. Only one of those studies
attempted to correlate teacher attitude and job satisfac-

tion. It was a study done by Hogan (1968) and although he
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found a slight positive correlation between the two vari-
ables, it was not significant. Villeme and Hall (19380) also
attempted to correlate the same two variables but used their
own instrument to measure the attitude level of their sub-
jects. They found no relationship between those two vari-
ables.

A decision was taken to use the MTAI for two reasons.
The first reason had to do with the fact that it was by far
the best known and the most commonly used instrument in the
literature, dealing with the measurement of teacher atti-
tudes. Secondly and probably the best reason was because it
was the only instrument of its kind to have a French trans-
lated version.

The original version was developed in 1951 as a result
of the work done by three researchers in education: Cooke,
Leeds and Callis. In the manual for the MTAI it says:

It is designed to measure those attitudes of

a teacher which predict how well he will get along

with pupils in interpersonal relationships, and

indirectly how well satisfied he will be with tea-

ching as a vocation.

It also makes mention that one of the direct uses of the
instrument would be for the selection of students for teacher
preparation,

The "Inventaire Minnesota des Opinions de 1l'Enseignant"
was published in 1972. The translation and the adaptations

were made by Dr. Jean-Marc Chevrier for the Institut de

Recherches Psychologiques, Inc. Since then, it has widely
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oeen used in French Canada. However there is no reliability
or validity coefficents available for the French version.
The English version has no coefficients in the manual ei-
ther.

In Canada, two validation studies were conducted, one
in English and one in French. Stein and Hardy (1957) did a
study in Manitoba with student-teachers. They found a sta-

bility coefficient of 0.92 of the instrument and 0.56 cor-

relation between the MTAI scores and outside criteria. They
thus claimed the instrument to have a fair degree of reli-
ability and validity.

The French study, conducted by Bhushan (1973) did not
obtain similar results. His efforts were oriented towards
the validation of the translated version. He claimed that
the only way to cross-validate an instrument was by compar-
ing it with another well-known instrument. Since no other
known instrument existed in French, he chose to cross-
validate it with a method of scoring developed by Yee and
Kriewall in 1969. He found no correlation between the two
sets of scores and said the translated version was not va-
lid. Rather than disclaiming the translated instrument on
its validity rating, one could question seriously the ra-
tionale for his using the Yee and Kriewall method as a
i cross-validation index.
|
|

Despite the negative results brought forth by Bhushan,

the decision was maintained to use the translated version

]
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in the measurement of the teachers' attitudes for the pur-

pose of this study (see Appendix C).

Minnesota Satisfaction Questionnaire (MSQ). Job satis-

faction was to be measured. Several instruments were avail-
able such as the Brayfield-Rothe Index, the Faces Scales,
the Hoppock Job Satisfaction Blank, the Job Description
Index and the Minnesota Satisfaction Questionnaire to name a
few. Which instrument could do a better job?

Again, the researcher analysed the review of
literature. A wide variety of measures were being used.
Some of them were better known, such as the ones already
mentionned, and others lesser known. The two instruments
that seemed to crop up most often were the Job Descriptive
Index, also known as the JDI, and the Minnesota Satisfaction
Questionnaire, also known as the MSQ.

Several authors claimed the MSQ to be superior to the
JDI. While validating their own instrument, the "Index of
Organizational Reactions,"” against the JDI, the MSQ and the
Faces Scales, Dunham, Smith and Blackburn (1977), found that
the MSQ had the highest convergent validity and was the
least affected by sex and job differences. Earlier, Roberts
and Savage (1973) in an article called "Twenty Questions:
Utilizing Job Satisfaction Measures," listed the major

instruments in the measurement of job satisfaction and said

the MSQ makes it possible to compare different workers.
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Heneman III, Schwab, Fossum and Dyer (1980) in a book
titled "Personnel/Human Resource Management" describe dif-
ferent satisfaction measures. Of the MSQ, they say that it
measures a more detailed set of facets than the JDI scale,
They also say that studies which have used both instruments
have found them to be highly related. Two such studies were
those of Cheloha and Farr (1980) and Schwab and Wallace
(1974). Both studies found the two scales to be highly cor-
realated.

The MSQ was developed at the University of Minnesota
in 1967. It came about through the Work Adjustment Pro-
ject. The authors were David J. Weiss, René V. Dawis, George
W. England, and Lloyd H. Lofquist. 1In the Eight Mental Mea-
surement Yearbook, Guion had this to say:

In summary the MSQ is well developed, it

holds up well in comparison with a major alternate

instrument, and it can give detailed diagnostics

or parsimonious summary statements according to an

investigator's needs.

There are two forms of the MSQ, a long and a short-
form. The short-form was used in this study due to the fact
that the subjects would have already two other question-
naires to answer. Also, the instrument would have to be
translated and the short-form would be easier to do.

Reliability and validity coefficients for the two in-

struments can be found in the "Manual for the Minnesota

Ssatisfaction Questionnaire" by Weiss, Davis, England and

Lofquist (1967). For the short-form the median reliability
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coefficient was 0.86 for the Intrinsic Satisfaction, 0.80
for the Extrinsic Satisfaction and 0.90 for General Satis-
faction. A stability coefficient was not available for the
short-form but the one for the long-form was given as 0.89
over a one-week period and 0.70 over a one-year span. Simi-
larly, no validation studies have been made for the short-
form items; the authors of the test infer the validity of the
short-form from that of the long-form.

Since no French version of the MSQ exists, it had to be
translated (see Appendix C). A permission to translate the
instrument was requested from the Vocational Psychology Re-
search of the University of Minnesota. The permission was

granted; a copy of their letter can be found in Appendix A.

Testing the intruments. Two instruments had to be tes-

ted, the demographic questionnaire and the translated ver-
sion of the MSQ. A panel of experts was formed to study the
initial draft both for form and content. On the panel, the
members were: the Head of the Psychology department, an
industrial psychologist; the Head of the Translation depart-
ment, an expert translator; the Assistant-dean of the
College of Business Administration, a management expert
involved in several "Quality of Work Life" projects; two
other professors from the Curriculum and Instruction depart-

ment, both language specialists.




58

After submitting the two instruments for their analysis
and comments, they were modified according to the sugges-
tions made by the panel, The two instruments were then
ready for a pilot test. A test for stability and a test of
internal consistency were to be made on the MSQ (Appendix D).

A group of Masters in Education students provided the
setting for the test run. It had a class enrollment of 30
students who were either teachers on a sabbatical leave or
teachers in the school system taking a part-time class. A
first administration of the tests was made on a Thursday and
a second administration was made on the following Thursday.
The scores on the first test were used to calculate the
Cronback's alpha and the scores on both sittings were used
to calculate a Pearson's product-moment correlation coeffi-
cient. The internal consistency was found to be 0.82 and
the stability coefficient to be 0.75.

Of the 30 students enrolled, only 20 answered both
times. After the analyses were done, the researcher had made
aware that some of those respondents had never had a job and
were not even teachers. It was then decided to pilot test
with an entire school staff of teachers in the local area.

A school was chosen and it happened to be a junior high school
with a staff of 20 teachers. A similar pattern was used at
that school by having the teachers to respond to the ques-

tionnaires twice with a one-week interval. Nineteen tea-

chers participated in the study. For that group the
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internal consistency was 0.91 and a 0.95 stability coeffi-
cient was found for the two sets of scores.

A possible explanation for the higher coefficients was
probably due to the fact that the last group were all tea-
chers and were at it full time. By combining the two
groups, 39 subjects in all, the resulting internal consi-
tency coefficient was 0.89 and the stability coefficent also
became 0.89. Based on those results, a decision was made to
use the questionnaires for the study without further modifi-
cations.

III. DATA COLLECTION PROCEDURES

The data for this study were collected partly through
the mail survey technique. The gquestionnaires and a cover
letter (Appendix B) were inserted in separate envelopes and
the appropriate number of envelopes to be sent to each school
were put into a larger envelope. They were mailed to the re-
spective chairperson of each department. Some of them, those

| in the local area, were distributed personally by the researcher.

The initial distribution and mailing began on April
30th, 1983. A provincial meeting of the Industrial Arts and
Industrial Education subject council was held on May 12,

1983 in Bathurst, New Brunswick. The department chairper-

sons brought back the completed questionnaires at that meet-

ing where the researcher collected them.




A goodvrate of response was obtained with 82% of the
subjects responding. A follow-up letter was sent to the
chairpersons to (1) extend the researcher's sincere apprecia-
tion of their strong participation and (2) ask them to
remind the non-respondents that they still had time to fill
out the questionnaires and return them (see Appendix B). A
single set of questionnaires was received as a result of that
follow-up letter thus increasing the number of responses to
135, making it close to an ¥3% response rate. It was then

decided to proceed to the analysis of the data.
IV. DATA ANALYSES AND REPORTING

The statistical analysis and the compilation of data

were made via the program, Statistical Package for the Social

Sciences--SPSS (Nie, et al., 1975). Wherever it applied,

the SPSS Update 7-9 (Hull and Nie, 1981) was used.

A frequency count was made on all variables to show the
distribution of the group on each variable. A series of
cross-tabulations were also made so it would be possible to -
observe subgroups within the entire group.

For a number of demographic variables that had only two
levels, the t-test was used to determine whether any signi-
ficant differences existed between the means. Such vari-
ables as sex, more than one teaching position, work experi-

ence other than teaching, the program-Business or Industrial

and tenure were two-level variaoles.
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The analysis of variance was used for the remainder of
the variables and in some cases the analysis of covariance
was used where it was deemed necessary to hold one or more
variables constant. Some of the proposed covariates were
sex, age, salary and years of experience. Scheffé's test
was used as the post hoc test rather than the Tukey's test
because of the unequal n's in the groups. It is also the
most conservative of the two tests.

Part II of the demographic questionnaire measured the
satisfaction of the teachers. Some items in part II mea-
sured the intrinsic satisfaction, some measured the extrin-
sic satisfaction and there was a one-~item general satisfac-
tion measure. The MSQ gives scores on all those three kinds
of satisfaction. 1In order to find out if any'relationship
existed between part II of the demographic questionnaire and
the MSQ, the Pearson's product moment correlation coeffi-
cient was calculated for the various scores.

Finally, an attempt was made to find out if any of the
variables could predict the job satisfaction of teachers. A
multiple regression was done by including all variables the
first time; by rearranging them on the basis of the R
squared value, from the highest to the lowest; and including

only the four or five highest indicators. An alpha test was
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also run to determine the internal consistency coefficient

of the MSQ.




CHAPTER IV

RESEARCH FINDINGS

This study was designed to provide descriptive data
pertaining to the job satisfaction of French Business and
Trades and Industrial Education teachers of New Brunswick.
However, fifteen different hypotheses were stated in refer-
ence to the teaching population in general. Throughout this
chapter all fifteen hypotheses are presented, along with the
respective statistical analyses used in each situation.

The chapter begins with some data presented by frequencies

and by percentages.
I. PRESENTATION OF THE DATA

One hundred and sixty-three teachers were sent the
questionnaires used in this study. One hundred and three
sets of questionnaires were sent to the Trades and Indus-
trial teachers and sixty sets of questionnaires were sent to
the Business Education teachers. O0Of those sent, one hundred
and thirty-five questionnaires were returned for an 82.8%
rate of return. Business Education teachers had an 83.6%
return rate while the Trades and Industrial education tea-
chers had an 81.6% return rate. The usable return rate was
79.1% since six sets of the questionnaires had some impor-
tant information lacking.

Since one of the purposes of this study was to gather

useful descriptive data about this population, the first
63




series of tables will present such data. The distribution
of the respondents by program, by sex and by region can be
found in Table 1.

Almost half of the respondents were from Region B, the
northeastern part of the province. Over 44% of the respon-
dents were from that area and the two reasons are that (1)
the heaviest concentration of the French speaking population
lives in that area; (2) there are six comprehensive high
schools in that Region while there are only three in Region

A and four in Region C-D.

TABLE 1

Distribution of Respondents by Program, by Sex
and by Region

Business Education Trades and Industrial

Male Female Male Female Total
Regions

£ % f % £ % f % f %
Region A 7 38.9 5 16.7 22 27.2 34 26 .4
Region B 8 44.4 13 43.3 36 44.4 57 44.2
Region C & D 3 16.7 12 40.0 23 28.4 38 29.5
Total 18 100.0 30 100.0 81 100.0 129 100.0

The Business Education teachers's population is made up
of 30 (62.5%) males and 18 females (37.5%). It is interest-
ing to note that the table shows a female-dominated popu-
lation in two regions and a male-dominated one in the other
region. Region A (7 males - 5 females) has the only male-

dominated population while in Region C and D (3 males -




12 females), 80% of the Business Rducation teachers are
females. The Trades and Industrial Eduéation group is
strictly an all male population.

It was mentionned earlier that this population differed
from the academic teachers in their background experience.

As can be seen in Table 2, 52% of these teachers have had

TABLE 2

Distribution of the Population by Type of Working Background,
by Program and by the Number of Districts Taught

Business Education Trades and Industrial Total

2 or more One 2 or more One
Background
Experience f % f $ f % £ $ f %
Working Experience 9 56 10 31 15 60 33 51 67 52
Teaching Only 7 44 22 69 10 40 23 41 62 48
Total 16 100 32 100 25 100 56 100 129 100

work experience other than teaching while the remaining 48%
taught only. If the number of districts taught is a sign of
mobility, the type of work background has very little to do
with teacher's mobility. While 36% (9+15) of those who have
background work other than teaching have taught in more than
one school district, 27% (7+10) of those who have taught only
have also taught in more than one district. The two groups

are very similar in their distribution.

Table 3 represents a descriptive breakdown of teachers'

educational level. Again, as can be seen, both groups are
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very similar. Over 88% of the teachers have undergraduate
degrees or less. Although the difference is not that great,
the female population is more heavily concentrated at the
baccalaureate level or less (56.7%) while the male
population is mainly above the baccalaureate level (55%).
One surprising observation is the small number of this
population who possess a graduate degree. Only 11% have a
Master's degree and that includes two teachers who had
indicated "other" since they possessed a Master's degree
other than in education. Could this be because there is not
a Master's degree in vocational education offered in the
French teacher education institution?

It is always interesting to know the salary distribu-
tion of any group of workers. 1In this study, Table 4 dis-
olays such a distribution combined with the need for profes-
sional development as well as the tenure status for the two
subgroups. There are 23% in the $26,101 or 1less bracket,
37% in the $26,102 - 31,900 bracket and 40% in the $31,901
and over. As can be observed, there are more subjects in
the higher salary scales. A simple explanation for this has
to do with the questionnaire itself. When the demographic
questionnaire was developed, the average teacher salary,
according to the "Association des enseignants francophones
du Nouveau-Brunswick was $27,094 (January 1982) plus a 7

percent increase. When the questionnaire was answered, the

average salary had gone up to approximately $30,000 a year.
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The scales were initially divided at 10% above or below the
average salary. Since the average salary was no longer the
same, it meant a shift in the population toward the higher
scales. The fact that 77% of the population is at the
middle scale or higher is not an indication that this group
has a salary equal or better than the average provincial
salary. Due to the difference in the two averages, it is
impossible to compare this group with the actual salary
average in the province.

An encouraging observation is the strong percentage of
teachers who want further development. Almost 75% of the
respondents answered in the affirmative to the need of
further development and another 9% were undecided. Only 16%
said they did not want further training. Although this
number is low, it is very surprising to know that there are
still some teachers who do not feel a need to update their
training.

Two other observations to be made are that the
percentage of the tenured staff (75%) who want further
professional development is almost identical to that of the
non-tenured staff (76%) and the ones who want such training
are mainly in the two highest salary levels (37% and 40%).
Thus, it means that even though teachers are tenured they

are still looking for further training even if they are at

the top of the salary scale.




The age distribution of the population is

shown in

Table 5. Gould (1979) had divided the age spectrum in three

groups. He said that he had been largely influenced by the

earlier work of Donald E. Super. The three groups he chose

were:

1. Trial stage - (ages 22 to 30). At the onset of a

career, a person will try a job. This person may try

several other jobs before he/she settles down.

2. Stabilization stage (ages 31 to 44).

in the career, the pattern becomes clearer and

will look for security in the career.

TABLE 5

Distribution of Respondents by Age

At this time

the person

Age id %

Trial Stage (22-30) 24 19.2
Stabilization Stage (31-44) 78 64.2
Maintenance Stage (45-54) 18 14.4
Pre-retirement Stage (55-65) 5 4.0
Total 125 100.0

3. Maintenance (ages 45 to 65). More importance is

placed on what a person has already accomplished. There is

a tendency to just coast along.
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For this study, the latter stage wés modified. Since
some studies indicated a drop in the satisfaction level as
individuals got nearer to the retirement stage, a fourth
stage was decided upon. It was called the pre-retirement
stage. It also modified the maintenance stage for it took
away ten years from it. The newer stage is from 55 to 65
and includes that period prior to retirement. A recent
change in New Brunswick Teachers' Pension Act makes it
possible for teachers to retire at age 55. Possibly the
maintenance stage could have been altered even more,

As can be observed, very few teachers were in this new
age group (4%). Since the building program for comprehen-
sive high schools only started in 1967, very few teachers of
this group were in the system prior to that year. It was
also the likely reason why the largest percentage (64%) of
teachers was found in the stabilization stage. However the
average age of this group, 37.6 years, is almost identical
to the provincial average teachers' age which is said to be
38 years of age. One reason for this similarity is because
a large number of these teachers had a working experience
prior to entering the teaching profession thus offsetting
the recency of the vocational education programs.

Similarly in Table 6, it can be observed that the
largest group of teachers (35%) was the 11-15 years' group.

Only 22% have 16 or more years of experience. This can be

explained by the fact that some teachers were in the system




TABLE 6

Distribution of Respondents by Years of Experience

Years of

Experience f %

0 to 5 yrs 23 17.8
6 to 10 yrs 33 25.6
11 to 15 yrs 45 34.9
16 to 20 yrs 18 14.0
20 yrs or more 10 7.8
Total 129 100.0

in the few districts which were priviledged enough to have
vocational programs prior to 1967 and others had taught
either in Trades schools or for the English school
districts.

Table 7 presents descriptive data for a number of
variables included in the study. These are age, attitude,
levels of intrinsic and extrinsic satisfaction and the over-
all satisfaction score. As reported earlier, the average
age was 37.6 years of age. The attitude score average was
-18.20 which is lower than the score given for the 50th
percentile in the Minnesota Teacher Attitude Inventory
Manual (Cook, Leeds and Callis, 1951).

In years of experience, they averaged 11.71 and this

corresponds with the recency of the comprehensive vocational

high school programs.
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The average scores obtained for the intrinsic, the
extrinsic and the overall satisfaction are 47.45, 18.39 and
73.97 respectively. The corresponding standard deviations

for the three sets of scores are 4.86, 4.35 and 9.01.

A Cronback's alpha was done for the entire group. A
coefficient of 0.83 was found and it is lower than the 0.896
Hoyt's average for the seven groups reported in the above-
mentionned manual. It is also lower than the one obtained
in the pilot study. It must be noted that the Hoyt and the
Cronback are two different reliability coefficients.

It was mentioned earlier that the average attitude
score was low. A breakdown of those scores is given in
Table 8 for the two subgroups as well as between males and
females. For the entire population, one can see that 86% of
the teachers had a score less than the 50th percentile.

When comparing both groups, the Business Education
group had 21% of its teachers with a higher score than the
50th percentile while the Trades and Industrial group had
only 10%. That difference is explained by the female pre-
sence in the former group. When looking at the male popula-
tion's scores for both groups under the 50th percentile, the

percentages were almost identical, being 89% for the Business
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