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CHAPTER OWE

INTRODUCTION

Previous research on teachers' attitudes has tended to concentrate
on gpecific attitudes toward job satisfaction, professionalism, or collec-
tive negotiations., In so doing, such research largely has neglected the
possibility that strong interrelationships might exist among these three
variables, For instance, one might hypothesize that high teacher satis-
faction and/or sense of professional image does not lead one to choose the
route of collective negotiations, On the other hand, one might equally
argue that collective negotiations are a means toward greater teacher
satisfaction and/or professional image,

This chapter will focus on three principal areas. First, we shall
focus upoit the problem area itself, providing some rationale for this
particular research study. Second, given the statement of the problem,
certain objectives of the study will be stated as well as a general treat-
ment of how the objective was reacheds Finally, we will define the major
variables and terms which are used in our research,

Problem

The purpose of this study is to provide a better understanding of
the attitudes of school teachers, toward the areas of job satisfaction,
professionalism and collective negotiations. Thus, we hope to test empiri-
cally the indications from our earlier research concerning the interrela-
tionships existing between these three variables,l

This research is significant for a number of reasons. First, the
experience of teachers' strikes in New York as well as in many other com-
munities in the past few years suggests that teacher militancy may not
be explained solely by the collective bargaining experience in the blue
collar sector, For example, the New York teachers! strike in 1968 was
not primarily a result of an impasse over salary negotiations. Rather,
the issues centered utzaon teacher tenure, school decentralization and dis-
ciplinary complaints,

lpon Hellriegel, Wendell French and Richard Peterson, '""Collective
Negotiations and Teachers: A Behavioral Analysis,' Industrial and Labor
Relations Review, April 1970, pp. 380-396.

2Nauri.ce Berube and Marilyn Gittell (Editors), Confrontations at
Ocean Hill-Brownsille: The New York School Strikes of 1968, (New York:
Frederick A, Praeger, 1969).




Secondly, there has been very little empirical research on the inter-
relationship of professionalism and job satisfaction to professional nego-
tiations. If teacher organization for bargaining is seen as 2 symptom of
dissatisfaction with job and professional status, then it is advisable
that school administrations seek to irvprove the climate so as to enhance
higher teacher satisfaction. On the other hand, the reality of the situ-
ation might require greater utilization of negotiations by teachers so
as to protect their interests vis-a-vis the administration and the commu-
nity.

Thirdly, ere present teacher attitudes ia the United States a phenome-
non peculiar to our nation or might we find similar degrees of satisfaction
or dissatisfaction in other industrialized nations as well? For example,
is the greater interest in teacher bargaining in +he United States in the
past ten years explained by forces peculiar to our nation, or might it be
a phenorenon of increased size and burecaucratization in areas throughout
the industrialized world? :

Finally, this research may provide some indications as to the effective-
ness of communication channels between the principal and the teaching
staff.3 Are building principals cognizant of the level of teacher satis-
faction with their jobs, the working conditious, and professional status?
More specifically, is the principal aware of possible areas of discontent
on the part of the instructional staff? Does he perceive the difficulties
experienced by his teachers? Although our research camnot suggest easy
solutions, if such problems exist, knowledge provides the first step toward
rectification of the problem to the degree that the principal can, and will,
respond effectively,

Objectives

Having raised some important questions for consideration, we now turn
our attention to stating the primary objectives of this study as a means

of responding to the questions raised above, The primary objectives are as
follows:

1. Determine the attitudes of a random sample of public school
teachers concerning the variables of professionalism, job
satisfaction and professional or collective negotiations and
the relationship of these attitudes to their socio-economic
characteristics,

2, Determine the interrelationships between the variables of job
satisfaction, professionalism, and collective negotiations,

3At present, one of our doctoral students is completing his disser-
tation on the issue of role ambiguity and conflict as perceived by public
school principals in a large metropolitan school system,

2
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Not only are we interested in the mean scoxe for the specific elements
of the variables of satisfaction, professionalism, and collective negotia-
tions, but we also wish to determine direction of movement among the three
variables. Do responding teachers perceive direct, inverse or no relation-
gship between these major variables? Although the statistical tools do

not allow us to determine causal relationships, movement of two variables
in the same direction might suggest a coupling relationship.

3. Determmine the applicability of our findings across cultures by
means of statistically analyzing the responses of public school
teachers in the United States (State of Washington) with their
Swedish counterparts.

The question often arises as to the universality of attitudes across
national boundaries. Do differing traditions and institutional settings
meterially affect the level of teacher responses to specific statcments
degling with the three major variables in this study?

Why use Swedish teachers as the comparison group? Swedish teachers are
chosen for several reasons. First, Sweden leads the world in the per-
centage of professional employees affiliated with an association bargaining
with their government and private employers concerning salaries and working
conditions. Secondly, collective bargaining has been used by Swedish teach~
ers for over twenty-five years. Their longer experience with collective
negrtZations may suggest possible effects of bargaining on the variables
of teguber satisfaction and profeasionalisme In the State of Washington,
efinbl? vy logislation has only existed since 1965 and formal negotiations
hive feen limited generally to the larger citiese.

A third reason is that the National Association of Secondary School
Teachers in Sweden provides a comparison group with affiliates of the
National Education Association's and American Federation of Teachers in
Washington State. By analyzing the results by organizational affiliation
(Washington Education Association, Washington Federation of Teachers, and
National Association of Secondary School Teachers), similarities and
differences can be ascertained.

4, Compare the attitudes expressed by secondary school teachexs
with the perception of teacher attitudes held by principals
in both countries to determine the degree of consistency or
inconsistency in response.

The literature in role theory suggests that problems often arise
because of differences in expectations held by the role incumbent and his
supervisor. Previous research by Katz and Kahn% and others on role con-
flict and role ambiguity shows that these two parties often conflict in

4Dam'.e1 Katz and Robert Kahn, The Social Psvchology of Organizations,
“(New York: John Wiley & Sons, Inc., 1966) and Robert Kahn et.al, Oxrgani-
zational Stress: Studies in Role Conflict and Ambiguity., (New York:
John Wiley & Sons, Inc., 1964), .




terms of their perceived expectations of role duties. To the degree that
discrepancy exists for the role incumbent, reduced satisfaction is likely
to result. We are interested in determining not only the possible con-
gruence or incongruence in expectations but the degree to which the princi-
pals!® perceptions on elements of these ma jor variables equate with the
teachers! attitudes.

Definition of Texrms

Before proceeding further, it is advisable to define briefly the major
variables used in this study as well as classifications of teachers and
principals as used here.

Job satisfaction. dJob satisfaction may be defined as the degree to
which individual motives are gratified in a work situation. The term should
be considered in a multi-dimensional way. In other words, no one_factor
"by itself" can produce a situation of high teacher satisfaction.” The
level of satisfaction or dissatisfaction is specific to some facet of the
job 1like salary, status, etc.

Satisfaction may be determined in one of two ways. First, the indi-~
vidual teacher may compare his or her situation with that of other teachers
or non-teachers. Secondly, the teacher might compare the presence or
absence of a particular element to an internalized measure of his own ex-
pectation of what should be. No doubt, most teachers are using both stan-
dards in determining their present level of consonance or dissonance with
the particular element or issue.

Professionalisme In reviewing the- literature-one. is unable to find
a widely accepted definition of this term. Therefore, we shall look at
the various elements fcund in professional occupations such asi expertise
in a systematic body of theory usually requiring extended education; right
of the group (occupation incumbents) to determine competency and estab~
1ish standards for entry; relative autonomy in performance of the function
or role; an occupational code of ethics; the existence of a professional
association; and a stronger emphasis on service rather than personal gaine.

One of the difficulties in researching these two variables concerns
- gome necessary overlap between them, It is doubtful that a respondent can
clearly separate job satisfaction from professionalism.

5(2hm:1es E. Bidwell, "Administration and Teacher Satisfaction," The
Phi Delta Kappan, April 1956, p. 286. '

6Leon Festinger. A Theory of Cognitive Dissonance. (Evanston, Illinois:
Row Peterson, 1965). _

Isatisfaction with the job becomes integrated with professionalism in the
gense that such factors as autonomy (professionalism) play an important role
in affecting satisfaction with specific components of the job. This inter-
connection does not negate the factor that major differences exist between
job satisfaction and professionalism,

4
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Collective negotiations. Quite simply, collective negotiations may
be defined as some method of formal bilateral determination of the employ-
ment relationshipe Although the primary focus of collective negotiations
for teachers is on improved salary and working conditions, it is not
uncommon to find negotiators dealing with who should participate in
decision-msking as well. Representatives of the American Federation of
Teachers have at times argued that negotiations may be a means for pro-
fegsionalizing the occupation., The National Education Associatiocn, on
the other hand, has emphasized the need to professionalize first,

Having defined the major variables in the study, it will now prove
helpful to explain briefly the characteristics of the respondent groupings
of teachers and principals in the study. This explanation is particularly
pertinent given some differences in the education systems of Sweden and
the United States,

Primary school teacher., This classification refers to those teachers,
counselors, or other instructional personnel at the Kindergarten through
Sixth grade levels (Washington).

Junior high school teacher, This classification refers to those re-
spondent teachers, counselors or other instructional personnel at the
Seventh through Ninth grade levels (Washington). However, it should be
mentioned that in a few cases the respondent was associated with a middle
school.

Senior high school teacher. This classification refers to those
teachers, counselors, or other instructional persomnel at the Tenth through
Twelfth grade levels (Washington)s In a few cases the respondent was
associsated with a foux-year high school programs:

Principal. This classification refers to those principals, vice
principals, assistant principals,etc., who are responsible for the admin-
istration and operation of a particular school building or buildings at
the junior high or senior high level of instruction in the State of
Washington,

Adiunkt or lektor. These classifications refer to those personnel

~ teaching primarily at the upper stage of the Comprehensive school (Seventh
through Ninth grades) and/or in the Secondary school or Gymnasium in Sweden.
Comparison between the Swedish and American school systems is somewhat
difficult, However, generally speaking, the last three years of the com=
preéhensive school may best be compared with a slightly upgraded junior high
system in the States. Many Swedish educators would equate their gymnasium
with the last two years of high school and first two years of college, but
in terms of administration the gymnasium is considered pre~university level.

With regard to level or required education, the adjunkt must have the
first university degree to teach at the advanced stages of the comprehensive
school or gymmasium, The lektor must have an advanced degree and may even
gave the licentiate diploma which is somewhat comparable to the doctorate

egree,




The researcher's original intent wes to use Swedish teachers for the
first six grades of comprehensive school as well, However, it was found
that such teachers were trained, for the most parc, in specisal teacher
institutes not a part of the university systeme Furthermore, such teachers
were affiliated with another labor confederation.

Rektor. This classification is roughly comparable to the junior
or senior high school principal in the State of Washington. Although the
job duties of the rektor are comparable to our principals, educational
decicion-making is more centralized in Sweden than in the United Statese.
The National Board of Education takes over many of the responsibilities
normally found at the state and local levels in the United States. For
that reason, several of the questions asked of the Washington respondents
were dropped in the Swedish translation because the answer was already
clear.

Orgenization of the Report

The purpose, significance, and objectives of the study have been
outlined in this chapter. In addition, a brief definition of terms and
concepts used throughout the study has been given to aid the reader in
some fundamental understanding of how ve are using the terms and concepts.

In Chapter II, a schematic diagram or model of the knowm variables
is presented. The diagram or model ig descriptive rather than predictive,
Though we believe that the major factors have been included, the model
may not be totelly exhaustive of all key factors. Rather than provide
the reader with a comprchensive review.of the literature, pertinent 1it-
erature will be presented with the discussion of the model.

Chapter III focuses upon the methodology used in the study, Origin
and composition of sample populations, research instruments, hypotheses
for testing, statistical tests, and limitations will be treated.

In Cheaepter IV, the results of the analysis are presented, including
tabulation of respondent characteristics, mean level scores, and the
testing of the five major hypotheses.

The final chapter reports the major findinge of the study; discusses

conclusions and operational implications for school administration; and
suggests areas for further research effort.

i3




CHAPTER TWO
THE CONCEPTUAL MODEL

It is helpful for the reader to have a visual presentation of the
variables which relate to teachers' attitudes toward job satisfaction,
professionalism, and collective negotiations and their interrelationships,
For that reason, we have presented a systems model. This schematic model
is descriptive, rather than predictive, in nature, Further empirical
work is required before predictive relationships can be established,
although suggested directions will be advanced in our treatment of the
variables in the conceptual model.

Before presenting the model in Figure I, it is advisable to define
briefly what we mean by ''systems,” A system ig defined as "a get of
components interacting with each other and & boundary which possesses the
property of filtering botéh the kind and rate of flow of input and output
to and from the system.'"® The typical systems model includes: (a) inputs g
to the system; (b) intervening variables; (c) outputs from the system; 1
and (d) a feedback mechanism involving either the intervening variables
or outputs back into the system, The feedback mechanism provides a dynamic
rather than static process,

We now are ready to focus our attention upon the specific variables
presented in Figure 1 below, The model itself is a modification of a
model earlier developed by Hellriegel, French, and Peterson.? Wherein
the earlier model was specifically directed at the effect of twacher sat-
isfaction and professionalism on attitudes toward collective negotiations,
this study emphasizes the interactions among all three of the major vari- {
ables. ‘

There are certain underlying assumptions of this conceptual model
vhich should be stated. The first assumption is that attitudes can be
measured fairly sccurately. Second, such attitudes have some degree of
permanency. In other words, a teacher's attitude toward a specific issue
will remain rather constant over fairly long periods of time, Finally,
such attitudes may, but do not necessarily, lead one to some action
(bring into balance) where the-attitude is of a dissonant nature.l0 Ve
now shall refer to the variables in the model., .

L 8Kenneth F. Berrien, gg:lefal and Social Systems. (Wew Brunswick, NeJ.: |
Rutgers University Press, 1968), ppo 14-15, :

9lflellriegel., French and Peterson, op. cit., p.382,
101p44., p. 381,
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Though not included as a variable foxr testing, the institutional context
plays some role.in explaining the formatiom of attitudes. For teachers, the

specific school system and building in which they teach may be considered as
the institutional context. Had we.chosen to focus upon specific school systems
in the two countries, we would have gathered such data as mumber of teachers,
number of students, particular governing process, ratio of support per-

sonnel to instructional personnel, atc. Such data would have provided

fairly hard measures of organizational structure. However, since we were
using a wider sampling base for respondents, these data were not collected.

The first two variables may be considered as factors which help to
explain possible differences in teacher attitudes toward job satisfaction,
professionalism and collective negotiations. The demographic characteristics
and particular culture of the teacher are the variables singled out for
attention in this model.

Demographic

Past research has often focused upon the demographic factors (Varisble
1) as playing some role in determining specific attitudes of particular i
respondents, For example, some of the literature on teachers has showm
the following to be true: (a) teachers at the secondary school level are ;
more professionally oriented than teachers at the primary school level; ’;
(b) older female teachers are more satisfied with their jobs than younger :
male teachers; and (c) younger male and female teachers at the secondary
gchool level are more supportive of collective ne%otiations than are older 5
male and female teachers at the elementary level.ll Factor analyzing the ;
results would likely chow differential lovel of explanation for age, sex,
and level of teaching, but all three of these factors seem to play a
differentiating role on teacher attitudes.

The literature has suggested the following demographic factors as !
vorthy of attention: 1level of teaching, sex, marital status, age, level ?
of formal education, years of teaching experience, professional affiliation,
occupational background of father, and early family background.

115 number of reasons have been posited for these results. One reason
that teachers at the secondary level might be more professionally oriented
concerns the fact that many of these teachers are specialists in a particular
area such as math, science, etc., and are therefore more coomited to their
field than primary school teachers, who teach many subjects, Secondly, male
teachers, on the whole, have greater financial responsibilities and more career
orientation, wvhich might explain their greater pressure to change the system.
Thirdly, younger teachers might be more supportive of collective bargaining
- because it is less foreign to them given the recent experiences in teacher nego=-
' tiations throughout the United States. Finally, the older teachers may be

more satisfied because time has allowed them to modify their original expec~
tations in line with reality., The important point is that there is likely to

be a strong interaction between setisfaction, professional role oricntation,

and negotiations so that one camnot easily explain cause and effect relationships.

9
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Culture

. Variable 2 denotes the role of culture as a possible explanation for
differences in attitudes of teacher populaticns in two or more countries.
Culture is defined as a set of shared beliefs and values. It is expected
that differences in shared beliefs and values between two nations will
play some role in the attitude formation of the respective teacher popu-
lations, The greater the difference in the cultural values, the more
different one might expect the respective teachers® attitudes to be,l2

Having presented the two intervening variabtles, we now turn our

attention to the three major variables in our study, namely, job satise«
faction, professionalism, and collective negotiations.

Job Satisfaction

Variable 3 refers to the perceived satisfactions or dissatisfactions
by teachers with a number of elements of the institutional or environmental
context within which they function, These eiements of satisfaction in-
clude: rapport with principal, satisfaction with teaching, rapport among
teachers, salary, class load, curriculum issues, status, community support
for education, school facilities and services, and community pressures,
Thereby, teacher satisfaction is viewed as a multidimensional concepte. The
model posits that differing levels of satisfaction will have differential
effects on the other variables of professionalism and collective negotiations.

A vast number of studies have been done on various elements of
teacher satisfaction at the different levels of public education both
here in the United States and abroad. Our intention is to cite only a
few of these studies, It should be noted that most of these studies have
related job satisfaction to certain demographic characteristics,

12The comparative literature in both education and management argues
in both directions. My own research on international chief executives
supports both positions; namely, that there are both similarities and
differences in attitudes across national boundaries. The problem is
further complicated by the fact that differing cultural traditions result
in differing institutional frameworks. Malinowski argues that insti~
tutions and culture are interrelated elements as shown by the following
quote: ‘'‘The real components of cultures .., o are the organized systems
of human activities called institutions." See reference to Malinowski
in Tony Bonaparte, 'Management in the Cultural Setting,' Advanced Manage-
ment Journal, October 1966, p. 38.
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'.l?ob:!,atson13 developed an instrument called the Dissatisfaction Mag-

nitude Scale to identify and measure dissatisfaction among public school
teacherse He found there was a decrease in dissatisfaction with increasing
age and that greater dissatisfaction was found by males than females

in his sample. Furthermore, it was found that primary school teachers

were less dissatisfied than secondary school teachers.,

Bienenstock and Sayres14 sought to identify and analyze factors
relating to job satisfaction at the junior high school level in the State
of New York. Based upon 1349 useable responses, they found that teacher
dissatisfaction increased with age, family responsibility and experience.
Their findings on age and experience run counter to most of the research.

‘Hellriegel, French and Peterson,l® in a study of 335 senior high
school teachers found that satisfaction with classroom teaching and
comminity response were the most favorably viewed elements of their job.
On the other hand, teachers were most dissatisfied with social status
and saiary.

The latter finding is not surprising. Corwi.n16 and others have
suggested that the status of the public school teacher in the United
States has been unclear for some time, In terms of occupational rankings,
the public school teacher has not been &ccorded the position to which he
or she feels entitled,

Comparative salary data for teachers and other occupations reguiring
similar educational background for entry and advancement has shown the
teacher to be less economically rewarded when compared to people with
comparable educational background.L?

13
John R, Tobiason, The Measurement of Teacher Dissatisfaction (un=-

published doctozal dissertation, University of Washington, 1967). Also
see Geraldine Evans and John Maas. Job Satisfaction and Teacher Militancy:
Some Teacher Attitudes (Minneapolis: Educetional Research and Develop-
ment Council of the Twin Cities Metropolitan Area, Inc., 1969)s The

latter vork specifically tests the Herzberg dual factor theory.

11"1‘. Blénenstock and-W, C, Sayres, Problems in Job Satisfaction
Among Junior High School Teachers, ED 013245,

lsl{euriegel., French, and Peterson, op. cite., ppe. 390-391,

16See Ronald Corwiny A Sociology of Education: Emerging Patterns of
Class, Status, and Power in the Public Schools (New York: Appleton-Centurye

Crofts, 1965), pe 218,

: 17See Leon H, Keyserling, Goals for Teachers! Salaries in Our Public
Schools (Washington, D.C.: Conference on Economic Progress, December 1967),
Pe 27, and Erik Lindman, "Are Teacher Salaries Improving?" Fhi Delta Kappan,
April 1970, pp. 420-422, ‘
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Finally, research by Katz and Kahn18 and Guba and Bi.dwel.ll'9 stress
the importance of congruency batween: (a) expectations of the incumbent
and of other parties toward incumbent's role; and (b) reference group
expectations and incumbent's occupational experience.

Professionalism

The elements of professionalism have been defined in Chapter I,
Although it is clear that public school teachers meet some of the require-
ments for professional status, we find that their role as employees
hinders their possibilities for automony in the carrying out of their
occupation. In fact, Phillips considers the lack of autonomy for teacbsrs
to be one of the most serious retarding forces toward professionalism.z

Eow do teachers view themselves? In a nationwide study of 1493 public
school classroom teachers, approximately eighty percent of the respondents
thought of teaching as a profession. On the other hand, approximately
fourteen percent considered it as only a highly skilled occupation, and
three percent viewed teaching as a technical occupation.2l

Bank322 suggests that sex plays an important role here. Given the
fact that more than half of the public school teachers in the United
States are women, and that women are less professionally oriented than
their male counterparts, then teaching will move somewhat slowly toward
professional status. However, where males constitute the majority of
teachers, as in the Hellriegel, French and Peterson study ag the senior
high level, we find a moderately professional orientation.?

18paniel Katz and Robert Kshn, op. cit.

l'gEgon G. Guba and Charles E, Bidwell, Administrative Relationships:
Teacher Satisfaction and Administrative Behavior (Chicago: The Midwest
Administration Center, University of Chicago, 1957), ppe 63-74.

2oRi.char:d C. Phillips, "How Does Education Measure Up As a Professional”

The High School Journal, January 1968, pp. 161-162,

2lustatus of Teaching as a Vocation: Teacher Opinion Poll," NEA
Journal, May 1964, p. 56.

22ouve Banks, The Sociology of Education (New York: Schocken Books,
1968), p. 163, .

23He11r1ege1, French and Peterson, op. cit., p. 391,
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. Professionalization itself presents gome role conflict. The teacher's
professional obligation binds him to the standards of the national
assoclation which is outside the community while strong internal and ex-
ternal pressures are exerted also for the teacher to meet his obligations
to the students and the local community as clients. CorwinZ4 suggests that
there will be growing conflict between teachers and administrators as a
result of these professional-empioyee conflicts. Specifically, profession-
alization will mean greater attempts by such employee to wrest greater
power from these groups who have controlled the vocation, In this sense
it is a8 militant process, One mechanism by which teachers may seek to
wrest this power is through collective negotiations.

Collective Hegotiations

The fifth variable in our model is collective negotiations., Although
collective negotiations in American public education were rather dormant
until 1962, events during the past nine years have indicated a growing
use of negotiations by teacher groups in order to incrcase salarics, improve
working conditions, and, in some cases, play some larger role in the
decision-making process,

What reasons might explain this increased interest and participation
by public school tecachers in a system of formalized negotiations? First,
the success of the United Federation of Teachers in New York suggested
that hard bargaining resulted in favorable changes in pay, etc. Secondly,
later success by the National Education and American Federation of Teachers
wvere perceived by many teachers as enhancing the teaching field in numer-
ous ways. For as liorvat states,

Negotiation is a rapidly growing force in American
education because it is a method by which teachers
can gain some real control over decision-making in
the schools. No longer can administrators and
board members choose to, or afford to, reject out
of hand or ignore the requests of teacher groups.
Collective negotiation processes create political,
psychological, and in some cases legal pressures
vhich force boards and administrators to listen
and respond to the demands of teachers of their
districts,2d

There also is another side to the issue. For many teachers collective bar-
gaining is viewed as inimical to their responsibility to their pupils or
to the profession itself, In fact, much of the past literature assumes that

24Corwin, op. cit., p. 263. Also, see his articles '"Militant Profession-
alism, Initiative and Compliance in Public Education," Sociology of Education,
Summer 1965, pp. 310~331, and "Professional Person in Public Organizatiions,"
Educational Administrative Quarterly, Autumn 1965, pp. 1-22,

2530hn J, Horxvat, '"The Nature of Teacher Power and Teacher Attitudes
Toward Certain Aspects of This Power,' Theory into Practice, April 1968,

PP. 53-54,
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teachers' interests in enhancing their salary through collective negotiations
is incompatible with the service function of a professiondl. to yrovide, quality
education for his atudents, S

More recent literature suggests that there may be compatibility be-
tween professicnalism and collective negotiations in the teaching field,
Two approaches to such compatibility are taken, Corwin maintains that
collective nego%%ations emerge, in part, as a consequence of growing
professionalism®”’ while MacGuigan contends that collective negotiations
will lead to greater professionalisme MacGuigan's argument is as follows:

ece the creation of a staff association for the purpose
of collective bargaining will r.ake professional employees
more rather than less fully professional, for it will
‘'restore to them in some measure the independence and
self-control of which_they have been deprived by their
status of employees.27

There has been a paucity of research dealing with the effects of
collective negotiations in public education. However, a few empirical
studies have been carried out in this field. Belasco and Alutto, in a
study of nine school districts in upstate New York, found that collective
bargaining was perceived‘gy the teachers as increasing their role in the
decision-making process.2 In another study, Hellriegel, French and
Peterson found indication that teachers were generally supportive of vari-
ous dimensions of collective bargaining including a broad scope for
negotiations, arbitration of disputes, teacher strikes and the negotia-
tlons process itself,2?

The model posits that there will be a strong interaction between
teacher attitudes toward job satisfaction, professionalism and collective
negotiations, For example, if the teacher is extremely dissatisfied with
salary and perceives low economic status as incongruent with strong pio-
fessional orientation, then collective negotiations may be deemed as

26Corwin, A Sociology of Education,

27Mark Re MacGuigan, "Arguments For and Against Collective Bargaining
by Professionals," in Collective Bargaining and the Professional Employee
Conference Proceedings, John H, G. Crispo, editor (Toronto: Centre for
Industrial Relations, 1966), p. 31,

28James Belasco and Joseph Alutto, "Organizational Impacts of Teacher

Negotiations,' Industrial Relations, October 1969, pp. 67-79.

29Hel1riegel, French and Peterson, op. cit., ppe 391-392. Also, see
Stephen Cole, ''The Unionization of Teachers: Determinants of Rank-and-
File Support," Sociology of Education, Winter 1968, pp. 66-87, and Alan
Rosenthal, "The Strength of Teacher Organizations: Factors Influencing
Membership in Two Large Cities," Sociology of Education, Fall 1966, pp. 359
380, These studies in New York City and Boston supported the more pro-union
Eosiiion of males, younger teachers and those teaching at the junior high
evel,
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‘a positive action to correct the incongruence. - This example is, of coucse,
predicated on the assumption that the teacner wishes to remain in the
teaching fileld and in his preseat position,

Other Variables Internal to the System

We now shift our attention to the outputs (both short- and longe-term)
or regsults in the modele The outpuis are related both to the individual
teacher and to the teaching staff as a whole,

Variable 6 refers to the relative power and control exerted by
teachers vis-a-vis other power groups such as the school board, school
adninistrators, students, and the community. It is assumed that the
model is dynamic in the sense that imbalances always exist in terms of
relative power and control of the various parties,

It is expected that, where teachers are highly satisfied with the
various elements of their position and experience high professional stotus,
theixr attitudes toward collective negotiations will be less supportive.
However, if success in collective negotiations is perceived as strengthing
teacher satisfaction and professional status, a more positive valence will
be exhibited toward negotiations.

The past few years have shown strong indications that some teachers
and their professional and/or union orgonizations have been willing to
participate in the power game, For other teachers, however, confrontation
ney represent an undesirable alternative,

Variable 7 shows that as greater power and control are exerted by
teachers, greater rewards are to be expected for teachers. Such rewards
may include: higher relative and actual salary, greater autcnomy in the
position, higher occupational status, and greater influence in educational
decision-making, or any combination of these factors. The model presents
a feedback loop from the reward variable back into teacher attitudes
toward job satisfaction, professionalism and collective negotiations.,

Greater rewards for teachers are expected to: (a) lead to a higher
aspiration level for the individual teacher and (b) provide reinferce-
ment for behavior wiiich has led to the greater rewards. Aspiration level
(Variable 8) will likely increase, thus resulting in higher expectations
of future .rewards. One notes that there is a feedback loop from aspiration
level to the attitude variables. What might have satisfied the teachers
one year may not necessarily continue to fulfill their expectations at
future points of time. Thus, aspiration level emphasizes the change
element in the model, .

Reinforcement (Variable 9), on the other hand, suggests a continuation
. of past policies and practices which have proven rewarding to the teachers

in the past and therefore may be considered as maintaining the present
system,

15

20




External Forces

Realistic models recognize that events external to the immediate
environment also play an importoat role in understanding the dynamics
of the system. Thorefore, for undewstanding teachers® attitudes and
behaviors one must add variables external to the specific school sys~
tem which interact with the more internally based variables.

Legislation and the political process (Variable 10) not only play
an important role jin determining attitudes of teachers but operate
as encouraging or inhibiting factors on the various parties in public
education, For example, during the 1960's legislation in many states
provided a means by which teachers might legally bargain with their
respective school administrationse On the other hand, legislation can
alsc act to restrain the parties by limiting the money available to
the public schools or limiting the subjects over which the parties may
negotiates The temper of the legislature therefore may have an impore
tant effect on the attitudes of the teachers toward specific elements of
satisfaction with the job, professionzlism, end collective negotiations,

Competition (Variable 11) between various organizations représenting
the teacher is expected to play some role. For instance, in tlie United
States many feel that the pressure of the American Federation of Teachers
on the National Education Association in the 1960°%s partially explained
the shift toward more militance by the latter oxganization, such as the
use of sanctions in Utah and Florida and the removal of the no-strike
pledge from their constitution in 1968,

The experiences of other teachers (Variable 12) are not insignie-
ficant in explaining attitudes and behaviors of teachers toward job sate
isfaction, professionalism and collective negotiations. The success of
teachers in one area of the country are quickly communicated to teachers
in other parts of the country through their teacher organizations and the
daily press, If teachers in New York and Chicago are receiving large
pay increase, this data will be used as support for teachers in other
areas of the country.

Finally, we wish to add a new variable to our earlier model. Variable
13 denotes the role of supply~demand factors for teachers and is part of
the overall economic situation at the time. During most of the post-War
period the demand for teachers clearly outstripped the supply. This favor-
able supply~demand relationship for teachers no doubt provided more leverage
for teachers and their organizations with regard to such issues as salary,
class size, working conditions, etc,

However, during the past year or so conditions have changed. With
the present recession, an oversupply of teachers-in many communities, and
growing reluctance of the taxpayer to pay the increasing bill for public
education, teacher expectations and attitudes may change, Clearly, if
teachers are being laid off, as they are in some parts of the country,
soma options may be closed to teachers in terms of methods of meeting their
needs, Whether the results will be greater passivity or greater teacher
militance cannot be deduced at this time,
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Conclusion

In this chapter we have sought to present a dynamic model of the
factors relating to teachers' attitudes toward job satisfaction, pro-
fessionalism, and collective negotiations. In terms of the model, our
study will focus only upon variables one through five. However, the
reader should keep in mind the possible ramifications of the other cited
variables,




CHAPTER THREE
METHODOLOGY

This chapter of the study will focus upon the research design and
methodology utilizedo We shall present: the major hypotheses to be
tested, the rationale supporting the chosen methdology, the specific
research instruments, the ra ture of the sample population including a
brief discussion of the respective organizations, data collection pro-
cedures, statistical tools, and possible limitations of the study.

Hypotheses

A fairly considerable body of literature exists on teacher satis~
faction per ge or in relating teacher satisfaction with a number of demo-
graphic or socioecconomic variables. A somewhat smaller body of literature
is found on professional attributes of the teaching field. Furthermore,

collective negotiations. Finally, with the exceptiom 6f the Hellriegel,
- French and Peterson study, t:her,e,haem’z:gnpt to test the inter-

relationship concerning the variables of job satisfaction, professionalism
and coll.ective negotiations.,

In order io explore some of these variables in more depth, we have
chosen six major hypotheses for testing. The first hypothesis has been
tested in one way or another by earlier research studies. Hypotheses two
through 8iXx, on the other hand, should be considered as more tentative
in nature given the fact that they are being tested in this specific manner
for the first time,

To carry out the objectives stated in Chapter I, the following five
hypotheses are presented:

1.0 There will be significant differences in the attitudes of
responding teachers toward job satisfaction, professionalism,
and collective negotiations on the basis of demographic
characteristics,

As mentioned earlier, previous research has found significant differences
in teacher attitudes according to a number of demographic characteristics
which will be tested separately,

2,0 Those teachers with high level of job satisfaction will be

significantly less favorable toward collective negotiations
than those teachers who have lower levels of job satisfaction,

30He11riegel, French and Peterson, op., cit,
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This hypothesis is concerned with exploring the perceived relationship
between the variables of job satisfaction and collective negotiations, We
are arguing that highly satisfied teachers will see less need for collective
negotiations than their less satisfied colleagues. According to this reason-
ing, interest In collective negotiations may represent an attempt by the
respondent to correct dissonance regarding job satisfaction. If a low
level of dissonance exists, then negotiations are considered unnecessary .-l

3.0 Those teachers with high level of professionalism will be
significantly less favorable toward collective negotiations
than those teachers who perceive lower professional values
in their position,

The descriptive and philosophical literature is somewhat contradictory
with regard to the association between professionalism and collective negotia-
tions, The earlier literature supported the position that professionalism
and collective negotiations basically were incompatible, If one wished to
be a professional, then he could not participate in collective negotiations,.
More recent literature by Corwin32 and MacGuigan33 raises serious questions
with this position. The hypothesis is so stated as to test the earlier
position,

4,0 Those teachers with high level of job satisfaction will be
significantly more satisfied with the professional components
of their position than those teachers with low job satisfaction,

There is a basic assumption that the variables of job satisfaction and
professionalism move together and in the same directim, Since job satis~-
faction and professionalism are basic variables, one would expect that
teachers would not have high job satisfaction without perceiving high
professional fulfillment as well. However, if the teacher is highly
satisfied with the job, but has low need for professional expectations
to be met, this positive relationship might not hold.

5.0 There will be significant differences between the responses
of American (State of Washington) secondary school teachers
and Swedish secondary school teachers toward professionalism,
job satisfaction, and collective negotiations (Need Deficiency Score).

This hypothesis includes ‘only secondary school teachers inasmuch as
differences in educational requirements in Sweden and the United States
for primary school teachers do not allow comparability. Teachers in the
State of Washington must have at least a bachelors degree while Swedish
teachers at the primary level are required to complete only a program at
one of the t.eacher training colleges,

. As stated in an earlier chapter, the literature on culture provides
an unclear picture. While some writers argue for similar attitudes of

31Festi:nger, op. cit,

32Corwin, The Sociology.of Education,

33MacGuigan, op. cite, pe 31,
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people in various countries with comparable industrialization, our research
has suggested that different cultural traditions which result in different
institutional forms bring about differing attitudes.

At this point, it is necessary to state that certain changes were made
in the wording of hypotheses two through five prior to testing. In review-
ing, the original statements for hypotheses 2, 3, and 4, it was noted that
we had not provided for all of the possible comparisons between the
variables of job satisfaction, professionalism and collective negotiationms.
To rectify this omission would have required the adding of three additional
hypotheses. Parsimony suggested that all possible comparisons could be
contained within three hypotheses if they were stated in a different
manner.

Further reading suggested that re-wording of part of the hypothesis
would allow us to test for consonance vs. dissonance between specific
questions for two of the three variables compared with a composite score
on the third additudinal variable to determine direction of movement.
Finally, the re-phrasing of these three hypotheses clarified the point that
the level of satisfaction or dissatisfaction with a variable would be
determined by means of the need deficiency score (explained in Chapter Four).

Listed below are hypotheses 2, 3, and 4, as revised:

2.0 (Rev.) Those teachers with generally lower need deficiency scores
for overall job satisfaction will also experience signifi-
cantly lower need deficiency scores for specific statements
regarding professionalism and collective negotiations than
those teachers with higher need deficiency scores for job
satisfaction.

3.0 (Rev.) Those teachers with generally lower need deficiency ‘scores
for overall professionalism will also experience signifi-
cantly lower need deficiency scores for specific elements
of job satisfaction and collective negotiations than those
teachers with higher need deficiency scores for
professionalism.

4.0 (Rev.) Those teachers with generally lower need deficiency scores
for overall collective negotiations will also experience
significantly lower need deficiency scores for specific
elements of job satisfaction and professionalism than
those teachers with higher need deficiency scores for
collective negotiations.

Hypothesis five, as originally stated, did not make clear the manner
in which we would test for attitudes of Swedish and Washington secondary
school teachers. Since we were using the need deficiency scores for the
preceeding three hypothesis, it was deemed advisable that comparison of
the two national samples be consistent. Therefore, hypothesis five was
re-worded as follows:
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5.0 (Rev.) There will be significant differences between the
responses of American (State of Washington) and Swedish
secondary school teachers toward professionalism, job
satisfaction, and collective negotiations as measured
by the need deficiency score.

Separate testing of this hypothesis for junior high and senior high
school teachers in the two countries was carried out on the assumption
that consolidating these two groups of teachers might hide some major
differences in attitudinal set.

The final hypothesis was concerned with measuring the attitudes of
the secondary school teachers against the perceptions of attitudes of such
teachers as held by secondary level principals.

6.0 There will be significant differences between the attitudes
held by secondary school teachers and the perception of
attitudes of secondary school teachers held by principals at
the secondary level (Need Deficiency Score).

Like the preceding hypothesis, separate analysis was provided for both
the junior and senior high levels.

It will be recalled that one definition of job satisfaction was the
congruence between role expectations held by the employee and the
expectations of the administration for the role incumbent. The literature
in role ambiguity and role conflict suggests that the position one holds
determines, in large part, how he sees the world. Using this reasoning,
one would expect that the principal and secondary school teachers would
not agree totally with each other because of their different role
positions. ' '




‘'Rationale for the Methodology

Earlier empirical research on attitudes has used a variety of method-
ologies including the sending of questionnaires, interviews, observation,
etc. Although observation and personal interviews have some notable ad-
vantages in terms of depth of analysis, time and cost restrictions usually
result in a rather small sample population.

The field approach through use of questionnaires was used principally
because: a) it would allow us to use a fairly large sample population;
b) the cross-cultural nature of the study would result in prohibitive costs
if interviews or observations were utilized; and c) the data would be
amenable to statistical testing.

Having chosen the questionnaire route, the next question concerned
the particular method of determining attitudes of the responding teachers.
Our earlier research3* had utilized a direct method of ascertaining teacher
attitudes toward job satisfaction and a subtractive method for determining
attitudes toward professionalism and collective negotiations., The direct
method is illustrated by the following question: How satisfied are you
with your salary? The subtractive method, on the other hand, might be
stated as follows: My present position provides a reasonable salary.
How much is there now? How much should there be? By subtracting how
much should there be from how much is there, we arrive at a need satis-
faction or deficiency score.

We shall use the subtractive method in ascertaining attitudes of the
responding teachers to specific elements of their job satisfaction, pro-
fessionalism, and collective negotiations. Using the methodology developed
by Porter and Lawler3® we shall ask not only how much there should be,
but will also determine how important the specific element is to the
respondent., '

3l'Hellri.egel, French and Peterson, op. cit.

35The rationale for using a subtractive approach over the direct
approach is that the direct approach does not allow for comparing what is
relative to the expectation level of the respondent.” Furthermore, by
exploring the felt importance of the issue to the respondent, it provides
a8 means of prioritizing correctional action.

36Lyman Porter and Edward Lawler, Managerial Attitudes and Performance
(Homewood: Richaxrd D. Irwin, Inc., 1968) provides an example of research

utilizing the subtractive approach.
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Research Instruments

The material sent to the sample teacher and principal populations in
the State of Washington and Sweden consisted of the following: a) a
cover letter explaining the purpose of the research and asking the teacher
or principal to participate in the study; and b) the questionnaire itself,
Furthermore, the cover letter stated that the respective organizations
encouraged participation, See Appendices A, B, and C for copies of the
cover letters and questionnaires,

Both the cover letter and the questionnaire were tranmslated into
Swedish so as to provide greater participation and more assurance that
the recpondent thoroughly understood the nature of _the study, the instruc-
tions, and the nature of the questions themselves .3/

As a means of insuring that the meaning was not changed in translation,
the cover letter and questionnaire were first translated from English to
Swedish, Then, the translator orally translated the questionnaire back
into English to the researcher to insure that the original meaning ggd not
been misconstrued. This process resulted in the final translation.

The questionnaire consisted of four major parts and an overall assess-
ment of the relationships between variables in part five.

Demographic Data

Certain questions wverec asked of the responding teacher relative to
his position, professional organizations, and demographic characteristics.,
Specifically, we asked about: 1level of teaching or principalship, sex,
marital status, age, level of formal education, years of teaching experi-
ence, professional affiliation, occupational background of father, and
early background, Most of these factors were used in our earlier study.
However, the last two factors were added as a result of a coomunication
with Professor Moore at the University of Houston.39

37'I.'he translator, Dr, Karl-ivar Hildeman, is a Professor of Scandinavian

Language and Literature of the University of Washington in addition to his
teaching courses at one of the teacher training colleges in Stockholm part
of the year, He is a native of Sweden with broad exposure to the education
field in both countries,

. 38}3}( having the opportunity for the translator to feedback the trans-
lation to the research there was insurance against a major limitation in
crogs-cultural research, namely that the translation changes the intent of
the question,

3%i11tam J o Moore, "Comments on Collective Negotiations and Teachers:
A Behavioral Approach,' Industrial and Labor Relations Review. January 1971,
pr. 249-257, Also see our retort on pp. 257-264,
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Job Satisfaction Instrument

A geries of ten questions wag asked of ecach respondent relative to
the major elements vwhich constitute teacher satisfaction in the job. The
specific dimensions are given in Chapter 1. Each of the questions re-
presents one of the dimensions used in the Purdue Teacher Opinionnaire
which has been tested for reliability and validity on a number of occasions.
The length and cost of the Opinionnaire and the fact that translation would
have been a major problem ruled out any thought of using the Opinilonnaire
itgelf,

40

Professionalism Instrument

A series of eight questions were asked of each respondent concerning
the major characteristics of 'professionalism' as cited in the literature
on education. The specific elements of professionalism were cited in
Chapter I. Our choice of characteristics was supported by the similarity
of those chazacteristics to those elements used in Corwin's Teacher Orienta-
tion Survey. 1

Collective ox Professional Negotiations Instrument

This part of the questijmnaire was developed to measure respondent
attitudes toward specific dimencions of negotiations, The dimengions
included effect of collective negotiations on: teacher salary, quality
of education for students, professional status, administrators' acceptance
of legitimacy of negotiations, the right to strike, binding arbitrationm,
impact on decision-making process, and overall satisfaction with job.

Summary Section

The final section of the questionmnaire was used: a) to provide an
overall wmeasure of the respondents' attitudes toward job satisfactioa,
professionalism, and collective negotiations; and b) to test for
compatibility of the variables with each other as seen by the respondent.
As such, these questions form a consistency check on the answers to
the earlier questions which utilized the subtractive method.

Sample Population

Originally, our intention was to compare the responses of public
school teachers in the United States and Sweden. However, in correspondence

40The purdue Teacher Opinionnaive has evidence d both high validity and
reliability in a number of situations. For documentation see Ralph R,
Bently and Averno Rempel. The Purdue Teacher Opinionnaire (West Lafayette:
Purdue Research Foundation, 1967), See particularly ppe. 4, 5, and 8.

M'See Ronald Corwin, Staff Conflicts in the Public Schools, Cooperative

Research Project No. 2637, Department of Sociology and Anthropology, The
Ohio State University, 1966, '




with the two national teachers organizations in the United States, it was
found that this was not feasible. Heavy demands by researchers on both
organizations in the past have caused the organizations to limit their
national participaticn to a limited number of research studies., However,

it was supggested that we contact their state affiliates. Fortunately, we
were able to receive the support of both the Washington Education Agssociation
and the Vashington Federation of Teachers.

In the case of Sweden, we were able to receive the approval of the
Swedish Association of Secondary School Teachers, and through them the
Swedish Rektors or Headmasters Association,

The teacher sample population consisted of a sample of teachers
at the primary, junior high, and senior high levels in the State of Wash-
ington and their equivalent group of teachers throughout Sweden at the
secondary level only.

The principal sample population represented only those principals,
vice principals, and assistant principals at the junior and senior high
schools levels in the State of Washington. The sample population in
Sweden represented those rektors responsible for administration of the
last three years of Comprehensive School and the Gymnasium. See Appendix
D for membership of participating organizations,

pData Collection

The cover letter and questionnaire was sent to & xandom sample of
teachers and principals (rektors) drawn from the participating organi-
zations. In terms of sampling, the Washington Education Association and
the National Agsociation of Secondary School Teachers utilized the com-
puter to determine the random sampling while the other two organizations
made random samplings by choosing every so-many people on their member-
ship lists.

There were 2,200 questionnaires sent out to teachers and principals.
Listed below are the number of questionnaires sent out by organization:

l. Washington Education Association ~ 1,200 teachers and 200
principals.

2. Washington Federation of Teachers - 200 teachers.
3. National Association of Secondary School Teachers - 500 teachers.
4, Swedish Rektors Association - 100 rektors.

In the case of the State of Washington sample, the questionnaires were
mailed out by the two participating organizations including 2 business
reply envelope for return. The returns were addressed to the resecarcher so
as to maintain the confidentiality of the participating teachers and
principals,
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For the Swedish sample, the questionnaires were sent out by the two
organizations. The responses were mailed back to the National Association
of Secondary School Teachers who forwarded the questionnaires to the
researcher. There were no follow up letters sent to the sample populations
in either country.

§patistical Tests

A number of statistical tests were utilized in this study in order to
provide: (a) tabulation of demographic characteristics of the responding
sample populations; (b) mean scores and standard deviations for the
responding sample populations; and (c) testing of the specific hypotheses.

The statistical tests used were the Pearson Product-Moment Correlation
and analysis of variance (F test). Im addition, a simple data description
program was employed for determining characteristics of the respondents
and mean scores and standard deviationms.

Biomedical Computer Programs and the Statistical Package for the
Social Sciences (SPSS) were utilized to facilitate analysis of the data.
For testing the specific hypothesis, it was deemed advisable to accept the
alternate hypothesis only if the score were significant at the .05 level
of significance or greater. In so doing, we could feel more comfortable
with our findings given the fact that in at least 95% of the cases the score
would not have been a result of chance.

Sample Limitations

A

Five limitations should be noted regarding the sample population.
First, by limiting the American part of the study to teachers and principals
in the State of Washington, we are unable to generalize our findings to the
entire United States. However, an argument could be made that the State of
Washington is typical of many states with a few larger cities interspersed
within a basically more rural background. The group of teachers and
principals missing from this study are in the very large cities like
New York, Chicago, Los Angeles, etc., which are located in the more
industrialized Middle West and Northeast.

The percentage of total membership approached in this study repre-
sents a second limitation. Although we sent questionnaires to approxi-
mately 20% of the public school teachers (below college) belonging to the
Washington Federation of Teachers, the percentage for the Washington
Education Association (WEA) and the Swedish associations was less than ten
percent., However, random sampling should have resulted in a sample popula-
tion fairly typical of the entire membership.




A third limitation related to the comparability of the teacher
populations in the two countries. Although the Swedish school system has
become more similar to ours since its reorganization in 1965-66, Swedish
students' six years of schooling prior to entering the university are not
directly comparable in terms of subject matter and level to the pre-college
education of an American student.

Another limitation is the representativeness of the responding
teachers and principals according to socio-economic background and way in
which they might answer the questions. The organizations participating in
the study could not provide the demographic characteristics of the total
membership; thus, we are unable to determine whether our respondents

were typical of the respective association memberships.

The final limitation concerning the sample population relates to the
timing of the study and its effects on respondents' answers. The
questionnaires were sent out to the teachers and principals affiliated with
‘the Washington Education Association during the latter part of April 1971.
During this time there was considerable r.w1s coverage concerning the
school levies and the effect of the poor economic conditions in the State
upon such passage. The Washington Federation of Teachers (WFT) sample
received the questionnaires during the middle of May and shortly after a
suborganization had lost a representation election to WEA in Seattle.
Finally, the attitudes of the sample Swedish teachers and rektors might
have been affected by the strike and lockout in the public section in 2
February-March 1971 when they answered the questionnaire in late May.

42No reported strikes have taken place in the State of Washington
since the Professional Negotiation Act was instituted in that state in
1965. On the other hand, Swedish teachers have participated in two strikes
and lockouts since governmental employees were given the right to strike in
January 1966. Both strikes were based upon the position of the Swedish
Association of Professional Employees (SAC)) and their affiliates that
academically trained employees were being discriminated against on salary
improvements vis—-a-vis industrial workers. For specifics, see Everett
Kassalow, "Professional Unionism in Sweden," Industrial Relations,
February 1969, pp. 119-134; Boyd Hight, ''Teachers' Bargaining and Strikes:
Perspective from the Swedish Experience,' UCLA Law Review, Volume 15,
1967-1968, pp. 840-876; and "Government Lockouts, Strikes Disrupt Sweden,"
Seattle Times, February 21, 1971, p. A-16. ,




Methodological Limitations

There are three principal methodological limitations to this study.
First, is the subtractive method most appropriate for measuring attitudes?
Although much tesearch has been done utilizing the subtractive method, some
questions still remain. Specifically, when the respondent is asked how
much should thexe be, is he really using a base of an ideal position, a
moral position, or a realistic position?

Secondly, given the nature of the field study and the statistical
tools used, we can only suggest associations between the variables. No
causal relationship can be ascertained.

The final limitation concerns our totaling of the mean scores for the
various elements within the variables of job satisfaction, professionalism,
and collective negotiations when testing some of the relationships. There
is an implicit position that each of the elements has equal weighting in
determining overall attitude. Realistically, the importance of specific
elements will differ with the respondent. In this regard, seven questions
had to be dropped from the Swedish questionnaire as legal restrictions in
‘Sweden made the answers superfluous. To have left the questions in the
instrument would have made the instrument less creditable to the Swedish
audiences.

Conclusion

Having discussed the methodology and research design as well as the
statistical tools employed and certain limitations, we are now in a position
to analyze the data in the following chapter.
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CHAPTER FOUR

DATA ANALYSIS

This chapter will be divided into several sections. First, we shall
focus upon the background and demographic characteristics of the responding
teacher and principal populations, peinting out similarities and differences
among the four sub-populations. Secondly, some general comments will be
made regarding overall scores for the four sub-groupings with no attempt
to provide statistical testing of possible differences. Finally, the major
portion of this chapter will be devoted to reporting the results of the
statistical testing of the various hypotheses.

Demographic and Background Characteristics

In all, 2200 questionnaires were distributed to teachers and principals
in the State of Washington and in Sweden., Usable responses were received
from 1054 people for an overall response rate of 48%.

With regard to the teacher samples, the Swedish response of 308

(61.9%) was better than for the teachers in Washington State, 568 (47.4%).

A possible explanation for this discrepancy is the wide use of questionnaire
surveys in American public education which many teachers may tire of answer-
ing. Another possible explanation might relate to the economic difficulties
experienced by Washington State which particularly affected teachers at a
time when the demand for teachers had slackened considerably. This state
of general discouragement might have brought about a sense of frustration
and unconcern.

The Swedish and Washington principals had a higher response rate than
the teachers, with 63 (63%) of the Swedish and 115 (57.7%) of the Washington
principals responding. The higher response of principals might have been
occasioned by their greater receptivity to research studies, based on their
generally higher level of education than teachers.

Each of the four sub-groupings could be characterized in the following
manner based upon Table 1.

1. Washington teacher: She was married, between the ages of 35-44,
and teaching at the elementary level, She has had less than 10
years of teaching experience and was affiliated with the NEA.
She might have been raised in an urban or rural environment.

Her father was likely to have been employed in a manual occupa-
tion. She had at least a bachelor's degree.

2. Swedish teacher: He was married, between the ages of 35-44, with
less than 10 years teaching experience. He had the first uni-
versity degree and taught either at the junior or senior high
level.43 His childhood background was in the city, and his

_father was most apt to be a manual worker.
43From this point forward, the last three years of grundskolan will
be considered as junior high and gymnasium as senior high. The researcher
.is aware that one cannot totally equate the educational systems of Sweden

and the U.S.
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3. Washington principal: He was most likely a principal of a senior
high school, between the ages of 35-44, and had over 10 years
experience in the education field. He was likely to have an
advanced degree (Masters or Ph.D.) and belonged to the NEA. He
was married with a rural childhood background, and his father had
been in some type of manual employment.

4., Swedish principal: He might have administered a junior or senior
high school, had more than 10 years of experience in education,
and had less than the first university degree. He was married
and between the ages of 45-54. He might have been raised in the
country or city, and his father was in a manual occupation. He
belonged to the Swedish Association of Headmasters.

If we could draw some general characteristics from the four profiles,
the composite picture would show the following attributes of our respondents.
The respondent was a male. Only in the Washington teacher sample did we find
women predominant. If the primary grade teachers were dropped (non-
comparison group), men would also dominate that sub-grouping.

The principal was likely to be somewhat older than the members of the
instructional staff. This finding is not surprising given their generally
higher number of years of schooling and their previous teaching experience
in most cases. The Swedish and Washington principals were also more likely
to have been in the teaching field for a longer period of time which again
is not surprising. The principalship is considered by some as a promotion.

If we eliminated the primary school teachers in Washington, we would
find a slight favoring of the senior high level for both principals and
teachers, With the exception of the Swedish principals, the vast majority
of respondents had at least their first university degree.

It was also found that in the majority of cases, the respondent's
father was or had been employed in a manual (unskilled, semi-skilled, or
skilled) occupation. Finally, the respondent was slightly more likely to
have had his childhood upbringing in the city. _Generally, we found only
minor variations across sub-groups. ‘

We had hoped to compare the demographic characteristics of our
respondents to the total membership of their constituent organization.
Unfortunately, this information was unavailable. Comparison of the
Washington teacher sample to a national survey showed similar profiles.

General Attitudinal Profile of Respondents

How can one characterize the overall attitudes of the four sub-groups
with regard to the categories of job satisfaction, professionalism, and
collective negotiations? Table 2 reports what is, what should be, and

44National Education Association  (Research Division), The American
Public School Teacher, 1965-1966, page 58. In this report it was found
that the typical secondary school teacher was likely to be male, 33 years
old, teaching at the senior high level with at least his bachelors degree

and 7 years of teaching experience.
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felt level of importance for each of the categories.

It can be seen that each of the four groups report moderately positive
scores on overall job satisfaction. The Swedish tcachers are generally
more satisfied than the Washington teachers. Furthermore, principals'
perceptions of teachers' attitudes are quite consistent with teachers'
attitudes themselves. Washington teachers have a somewhat higher need
deficiency score than their Swedish counterparts. The Washington teachers
also give slightly more importance to job satisfaction than the Swedish
teachers. Finally, both groups of principals believe that teachers placed
less importance on overall satisfaction than the teachers themselves

actually did.

With regard to professionalism, neither teacher group is overly
satisfied with the present climate for professionalism in their positions.
The Swedish teachers fall in the neutral category while the Washington
teachers are only slightly positive. Teacher expectations of professional
climate were not as high as for job satisfaction. Swedish teachers exhibited
a higher level of need deficiency although Washington teachers placed more
overall importance on the subject.

Before commenting upon attitudes dealing with collective negotiatioms,
the reader is reminded that the Swedish respondents only answered three of
the eight questions. Therefore, the overall average is somewhat misleading.
With this prior caution, we note that the Washington responses fell in the
neutral range while the attitudes of the Swedish respondents were rather
negative. By noting 'what should be," we find considerable disparity (need
deficiency) in terms of positive effects of collective negotiations. The
importance attached to collective negotiations for the Washington respon-
dents is somewhat less than that accorded either professionalism or job
satisfaction. However, for the Swedish respondents collective negotiations
has priority over professionalism.

Based upon earlier studies, it might be surmised that attitudes of
teachers in Washington might be more critical (negative) if the primary
teachers were dropped from the sample for each of the three attitudinal
categories. This argument holds true for professionalism. Unfortunately,
the dropping of some questions for job satisfaction and collective negotia-
tions for secondary teacher comparison does not allow such analysis of those
categories.

The means and standard deviations for the four sub-groups (Washington
teachers, Washington principals, Swedish teachers, Swedish principals) by
question may be found in Appendices E and F. A summary of the extreme mean
scores for teachers by category of attitude and level of questionm is
included after the tables for Appendix E.

45For the purpose of this report a score of 3.5 to 4.5 is interpreted
as falling into the neutral category. Scores lower than 2.5 or higher than
5.5 are translated as highly dissatisfied or satisfied, and the intermediate
ranges as moderately satisfied or dissatisfied.
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Having provided this overall profile, we are now ready to test the
various hypotheses by means of computer programs.

Hypothesis Testing

Six major hypotheses were tested in order to ascertain the inter-
relationship between teacher attitudes toward job satisfaction, professional- :
ism, and collective negotiations. Each of the hypotheses was stated in the }
predicted way, even though the statistical testing utilized the null form
of the hypothesis.

The first hypbthesis was principally concerned with possible effects
of demographic characteristics on attitude formation. Specifically, we i
hypothesized: : '

i
1.0 There will be significant differences in the attitudes of |
responding teachers toward job satisfaction, professionalism,
and collective negotiations on the basis of demographic charac~
teristics.

The Pearson product~moment correlation was employed to test possible
differences in both the Washington and Swedish samples of teachers. Our
discussion will be limited to the Washington respondents inasmuch as all
questions were utilized in their questionnaire. The correlations for the
Swedish respondents is found in Appendix G.

Table 3 reports the significant correlation coefficients between the
statement - 'Mlow much is there?" - and certain demographic characteristics
of the responding Washington teacher. At least one significant correlation
was noted for all but two of the thirty-four questions, Only in the questions ; ‘
dealing with degree of autonomy (#0) and right of teachers to strike (i#76)
.were no significant differences found. A possible explanation in the latter
case is that Washington law prohibits strikes by teachers and therefore one
would not expect differences.

It should be noted that no significant correlations were found for !
childhood background or father's occupation, both of which were optional
questions for the respondent. Since the majority of teachers provided this
data, it would seem that these factors play an unimportant role in explain-
ing attitudes in this study. However, we cannot totally discount these g 1
characteristics as one or two significant correlations were found for the |
Swedish teachers. |

46The SPSS sub-program for Pearson product-moment correlation was
employed for teaching hypothesis one. See Norman Nie, Dale Bent, and C.
Hadlai Hull, Statistical Package for the Social Sciences (New York: McGraw=
Hill, 1970), page 145. For tabulation, analysis of variance, and stepwise :
regression, the Biomedical computer programs were  utilized. See W.J. Dickson, i
Biomedical Computer Programs (Berkeley: University of Califormia Press, 1
1970), pp. 42, 486, and 180. ;

47Surprisingly, the mean score for this question did not support the %
legal prohibition of teacher strikes. '
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Sex, age, and professional affiliation provided the largest number of
significant corrclations while level of teaching and teaching experience
were also important. In summarizing the correlation coefficients for the
individual questions, we found significant differences for at lecast one-
half of the questions in each of the categories in the following instances:

1. There were positive correlations betwecen age, sex, and teaching
experience and level of agreement with the statements dealing
with job satisfaction.

a. Older teachers were generally more satisfied with their jobs
than younger teachers.

b. Women experienced more job satisfaction than men.

c. More experienced teachers were more satisfied than less
experienced teachers.

2. There was quite a positive relationship between sex and favorable
professional climate. Women generally viewed the climate in a
more favorable way than men teachers. Lower professional
expectations might explain this difference.

3. There were positive relationships between sex and age and responses
to the statements on collective negotiations. On the other hand, |
a negative relationship was found for professional affiliation. |

a. Women expressed more favorable views with regard to the
statements than men, &s did older teachers in comparison
to their younger colleagues.

b. Those teachers belonging to the American Federation of
Teachers were less positive than tcachers belonging to the
National Education Association. TFurthermore, those teachers
with dual affiliation were the most critical,

The correlation coefficients between mean scores by category and demo-
graphic characteristics provide overall summaries. We found positive
correlations for professional affiliation for each of the three attitudinal
categories. The job satisfaction category provided the largest number of
significant relationships. Only for level of education did we £find no
significant relationship,

In conclusion, it may be said that the null hypothesis is rejected
and the alternate hypothesis is accepted. Certain demographic character=-
istics do, in fact, differentiate attitudinal responses by teachers. Had
we analyzed the sections of each question dealing with '"what should be®
and "importance," similar findings could be expected.

The next thrc¢o hypotheses were concerned with testing the inter-

relationships between the attitudinal categories. Specifically, we were
interested in differentiating attitudinal responses between teachers exhibiting
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high versus low levels of sutisfaction with one of the three attitudiunal
categories. It was found that the criginal hypotheses would requivre re-
vision o allow foxr testing ecach comparison. TFor that recacson, thesa
hypotheses were restated before testing the results.

Rather than test cach of the sub-parts of the questions, primary
attention was given to testing the nced deficicncy scores for the questions,
Two arguments are put forward for this approach. Tirst, previous rescarch
by Porter, Lawler, and others argues for the preferability of this wethod
as an alternative to the dircct method. Secondly, the leval of felt
satisfaction is not as important as the perceived difference between ‘'what
is" and "what should be." According to this position, a teacher may
cxperience more dissatisfaction with thne first alterwnative than the sccond
alternative shown below (using a 7-point scale with 1 representing winimal
level and 7 maximum level of existence in the teaching position), even
though the cowparable scores are hjigher.

Teacher A - what is 5
what should be A

-2

Teacher B - what is 4
what should be )

-1

If the expectations are higher for the first teacher than the second
teacher, then the level dissatisfaction (felt need deficiency) will also be
higher for the first individual,

How did we determine the brecakdowm between high and low need deficiency?
It was assumed that few teachers would assign positive (a-b=+l or more} or
cqual (a-b=0) ratings to the first two parts of each quest:‘.ons.[’8 Thexefore,
a neced deficiency score of -1 ox below would represent higher satisfaction
level (low neced deficiency) and a score of -2 or more would represcnt a
lower satisfaction level (high need deficiency). The statement, 'the grass
is alwvays grecner on the other side,' would argue for this position.

Having explained the use of the nced deficiency score and the scoring
system, we shall now re-state hypothesis two as follows:

2.0 Those teachers with generally lower need deficiency scores for
overall job satisfaction will also ecnperience significantly
lower need deficiency scores for specific statements regarding
professionalism and collective negotiations than those teachers
with higher need defi.ciency scores for job satisfaction.
(Washington only)

Table 4 reports the findings using analysis of variance. The table shows
highly significant differences (.001) level for each of the eighteen

48This was the case. Only 28 of the 568 Washington teachers expressed
equal or positive scores on the trial statements.
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TABLE 4

Comparison Between High Satisfied vs. Low Satisfied
Washington Teachers vwith Specific Elements of
Professionalism and Collective Negotiations
(Analysis of Variance)

High Satisfied Low Satisfied
(N=260) (N=309)
Question No, Mean Difference Mean Difference F Score
Professionalism
40 = ,1538 - 8123 32,0507 %%%
43 - ,2730 -1,1877 63,4965%%%
46 - 7654 ~1,5663 42, 9940%%%
49 -1,.5692 -2,6667 52,0501 %%
52 -1,0731 -1,8091 24,2351 %%
55 - ,4230 -1,0841 49, 60603
58 - .7000 -1,3042 24, 894 6%%
61 - .7769 -1,7896 54,1467 %%
Collective Negotiations |
64 -1,0538 -2,0097 40,7679%%*
67 -1.7154 -2,9191 71, 25480
70 -1.5500 -2,7674 61,3123
73 ~1.4769 -2,3236 26,3697%¥%
76 - 7192 -1,8900 30,6611
79 -1,0423 : -2,0194 29,21 34%%k%
82 -1.2808 -2,4822 59,1497
85 »-1.3385 : -2,5307 52,9037%.c%

%% Significant at .001 level (One way analysis)
%% Significant at ,01 level
* Significant at .05 level
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comparisons. Clearly, those teachers who experienced higher overall job
satisfaction (low need deficiency) were also likely to feel lower need
deficiency scores for the statements dealing with professionalism and

collective negotiations.

With regard to the professicnalism category, the lowest need
deficiency scores were found for teacher decision making in the class-
room (#43) and client orientation toward student (#55). On the other
hand, teachers were quite dissatisfied with the state of school admini-
stration support for professional development (#49).

Analysis of the statements on collective negotiations showed teachers
in general agreement on the right of teachers to strike. Previous
research on attitudes toward negotiations wculd suggest that if only
secondary school teachers were analyzed, there would be even more support.
Lowv satisfied teachers were particularly critical of the discrepancy
regarding positive effects of collective bargaining on (a) the quality of
education and (b) enhanced professional status of teaching. Need defi-
ciency scores were higher for collective negotiations than professionalism,
which suggests greater difficulty in this area for Washington teachers.

Hypothesis three compared those teachers with low and high need
deficiency for professionalism in terms of their answers on specific job
satisfaction and negotiations statements. Specifically, the revised
hypothesis was: '

3.0 Those teachers with generally lower need deficiency scores for
overall professionalism will also cxperience significantly
lower nced deficiency scores for specific clements of job satis-
faction and collective negotiations than those teachers with
higher nced deficiency scores for professionalism. (Washington
only)

Table 5 reports the findings relating to this hypothesis. Again,
highly significant correlations (.001) were found. The only exception
dealt with reasonable work load (#22) where the level of significance was
only .05. Teachers with both low and high need deficiency scores for
professionalism perceived little dissatisfaction with the issue. Ou the
other hand, the highest need deficiency score was found for protection
from undue pressure. Recent criticisms of public educaticn and responding
to conflicting pressures possibly explained this result.

The analyzing of the resulis on collective negotiations showed
similar results to hypothesis two. Namely, least need discrepancy was
found for the right of teachers to strike and most deficiency for the
positive effects of collective negotiations on quality of education and
professional status of teaching.

In conclusion, the alternate hypothesis was accepted. Those teachers
vith greater compatability between professional expectations and reality
("what is") also found this compatability for specific elements of job
satisfaction and professional:ism.

Hypothesis four related overall need deficiency scores for collective

negotiations with job satisfaction and professionalism. Specifically, it
was re-stated as follows:
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TABLYE 5

Comparison Between High Professional vs. lLow Professional
(In Terms of Satisfaction with) Washington Teachers
With Specific Elements of Job Satisfaction and
Collective Negotiations {(Analysis of Variance)

Nigh Profescional

Low Professional

(N=282)
bean Differences F Score

~1.6383 35,4715%%%
-1,6064 26,447 225
-1,0142 22,1874%%%
-1,6950 37.6119%%%
- ,1738 4,8249%

-2,0496 45,0275%%
-1,5035 37, 7434%% %
-2,6418 36,8590
=2,3085 20,3553%w%
-1,4078 27,9328
~2,0603 42,0517%%%
-2,9716 70,6538%%%
~2,8546 73.9130%%w
«2,5745 62,8812
-2,2021 67,4811k
~2,0780 31.0009%x=%
~2,6241 80,0373
«2,6418 64,5922%%%

(N=287)
Question MNo, Mean Differernces

Job Satisfaction

10 - .8118

13 - ,9895

16 - 4774

19 - ,9024

22 ~ L1429

25 -1,0488

28 - ,7735

31 ~1.,7770

34 -1,6551

37 - . 5470
Collective Negotiations

64 -1.0941.

67 =-1.7770

70 ~1,5575

73 -1,3101

76 - .5226

79 -1,0767

82 =1.2544

85 -1,3415
*%%  Significant at .00l level (One way analysis)
%% Significant at ,0l level

% Significant at .05 level
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4.0 Those teachers with generally lower need deficiency scores
for overall collective negotiations will also experience
sign—i—f_i_c.a‘t_l—t_ly lower need deficiency scores for specific
elements of job satisfaction and professionalism than those
teachers with higher need deficiency scores for collective

negotiations. (Washington only)

Table 6 represents the T tests for each of the comparisons.
Significant differences were found for sixteen of the eighteen analyses.
The only statements for which non-significant relationships were found
dealt with job satisfaction. Both groups of teachers were generally
satisfied with rapport among teachers (#16) and quite satisfied with
work load level (#22). Greatest job dissatisfaction related to level of
community support (#31) and school facilities and services (i#34).

Professional comparisons showed lowest need deficiency for teacher
decision making in the classroom (#43) and highest deficiency for
administration support for professional development (#49). In only one
case did we find a lower mean need deficiency score for the less
satisfied group in comparison to the nore satisfied group or teachers in
each category. Those teachers less satisfied with collective negotia-
tions had a slightly more congruent score for reasonable work load than
their more satisfied counterparts.

The primary conclusion from the testing of hypotheses two through
four is that attitudes move in clusters in terms of need deficiency. If
we knew the level of need deficiency score for the overall category, we
could predict relative need deficiency for specific questions in other
categories. Said another way, those teachers with greater consonance
between expectations and reality in one attitudinal category were also
likely to havz relative consonance in the other two categories as well.
Conversely, those teachers with a fairly high level of dissonance in
one attitudinal category were more likely to experience dissonance in
the other two categories as well.

This finding argues for compatability between professionalism, job
satisfaction and collective negotiations. In so doing, it refutes the
position that an inverse relationship exists between attitudes toward
professionalism and collective negotiations. On the positive side, the
findings do support the direct relationship between job satisfaction
and professionalism. Our findings perhaps suggest that there might be
a more global attitudinal viewpoint than we are measuring here.

How might geographical location affect the attitudinal responses
of the secondary school teachers in the two countries? Would the
longer experience with collective negotiations in Sweden tend to make
those teachers more satisfied with regard to the effects of collective
negotiations on salary and working conditions as well as education
itself? Hypothesis five was stated in such a way to test for similar-
ities and differences in attitudes of Washington and Swedish secondary
school teachers.

47

Y




TABLE 6

Comparison Between High vs. Low Satisfaction With Collective

Negotiations Experience of Washington Teachers with

Specific Elements of Job Satisfaction and
Professionalism (Analysis of Variance)

Strong Collective
Bargaining
(N=205)

Question No, Mean Difference

Job Satisfaction

10 - ,7805
13 - .8927
16 - ,6293
19 - .4878
22 . 0585
25 -1,0439
28 ~ 5463
31 -1.6341
34 -1,4537
37 - ,5171
Professionalism
40 - 1415
43 - .2537
46 - 7220
49 -1.2634
52 - .9268
55 - ,5171
58 - .6927

61 - .9024

Weak Collective

%% Significant at .00l level (One way analysis)

“% Gignificant at .0l level
¥ Significant at .05 level
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Bargaining
(N=364)

Mean Difference F Score
-1,4670 22, 0744%%%
-1,5192 25,0605%%%
- .8022 2,0446
~1,7445 95, 7496%x%
~ .0522 . 5404
~1,8269 24 ,8760%%%
~1,4680 57 ,1236%*
-2,5247 35,997 L%
-2,2692 29, 7157%%%
-1,2335 17.5051%%%
- ,6951 20, 9824 %%
~1,0440 42,2156%%%
~1,4615 33, 5692%¥%%
~2,6758 83,9232%%%
-1,7830 30, 7616%%*
- .9203 16,4317%%%
-1,2115 16,8168%**
-1,5632 20, 2191 %**



5.0 There will be significant differences between the responses
of American (State of Washington) and Swedish secondary
school teachers toward professionalism, Jjob satisfaction,
and collective negotiations, as measured by the need
deficiency score.

As mentioned in Chapter Three, the analyses Tor this hypothesis
was run separately Tor Jjunior nigh and senior high school teachers.
Therefore, hypothesis 5.0 was broken down into two sub-hypotheses.

Table T represents the F vest scores for the comparison of junior
high school teachers in America (State of Washington) and Sweden for
the specific questions dealing with job satisfartion, professionalism,
and collective negotiations (hypothesis 5.1). Significant differences
in the mean need deficiency scores were found for only eleven of the
nineteen analyses. Overall, we found that Washington State teachers
vere less satisfied with their jobs in terms of reality testing of
expectations, but relatively more satisfied with the effects of collec-
tive negotiations than were their Svedish counter-parts. No clear
trends emerged for the professionalism questions.

The job satisfaction questions showed similarities between the
two groups of Jjunior high teachers in terms of the most and least
satisfied elements. Both groups were generally satisfied with rapport
among teachers (#16) and least satisfied with school facilities and
services (#3L4). Perhaps the most interesting variance was found for
raasonable work load (522) where the Washington teachers were very
satisfied and the Swedish teachers quite dissatisfied. Significant
differences betvween the two sample populations were found for satisfy-
ing teaching experience (#13), reasonable workload (#22), influence
on curriculum (#25) and reasonable occupational status (728).

Professional comparisons showed most satisfaction by both groups
for degree of autonomy (:##40) with the Swedish sample also quite
satisfied with decision-making vower (#43) in the classroom and client
oricntation toward the student (5/55). On the other hand, Washington
teachers were most unhappy with support for professional development
(#49) while the Swedish junior high teachers were most unhappy with
administration support for professional associations (#%2) and entrance
standards (#!5), Significant differences between the samplie popula-
tions was found for question #45, %2, and 55 above as well as for
attention upon professional standards of performance (#61).

Teacher responses for the three collective negotiation questions
vere quite dramatic. Though the Washington teachers were significantly
more satlsfied with the affects of negotiations on salaries, partici-
pation in decision and overall increcase in satisfaction botn groups
fell into the dissatisfied range.
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TABLE 7

Comparison of Washington and Swedish Junior High School Teachers
With Regard to Need Deficiency Scores on Specific Elements
Of Job Satisfaction, Professionalism and Collective
Negotiations (Analysis of Variance)

Swedish Jr. High
School Teachers

Wash. Jr, High
School Teachers

(N=137) (N=148)
Question No. Mean Differences ~  Mean Differences F Score
Job Satisfaction
10 -1.1241 - 7432 3.5136
13 -1.6277 -1.1284 7.0259%%
16 ~ .7080 - ,5811 .6118
19 -1.3431 -1.2027 .5644
22 - .0730 -1.4527 47.5551%%%*
25 -1.6715 - .5946 32,8012%:%
28 -1.2701 - 7432 6.9396%*
34 -2.1387 -1.9054 1.5029
Professionalism '
40 - .5328 - .5000 0427
43 ~ .7591 - .4932 ~2.5056
46 -1.0730 ~-2.5676 47.3610%*%*
49 -2,0876 -2.1351 0471
52 -1,3650 ~2.6554 33,2885%%%
55 - .8540 - .3986 9.8270%:
58 -1.0219 -1.2905 2,2169
61 -1.4818 - .7909 8.6295%%*
Collective Negotiations
64 -1.5401 2.6689 21.5064%%
82 -1.9854 -3.7027 52,4118%%*
85 -2.1679 -3.3176 21.0671%%:

Nk

*%

o,

*

Significant at .00l level (One way analysis)

Significant at .01 level

Significant at .05 level

SO




Hypothesis 5.2 tested the comparison for senior hinh school
teachers in Washington Stote and Sveden. Table U reporis the mean
need deficiency ccores and F scores for this comparison. Signifi-
cant differences were found for sixtecen of the nineteen analysis of
the senior high teacher sawples. The only non-significant diff-
ercnces were found for reasonsble salary (7#19), degree of awtonomy
(#40) and encouragement of collegiality (#58). Referring back to
Table T we note that no significant differences were found for these
guestions in the Jjuanior high teacher coupuarison either.

We find that for the Job eatisfaction questions, the Vashington
teachers were most satisfied with rcasonable work load (#22) vaile
the Swedish teachers were pasitive about their influence on curriculum
(#19). On the other hand, the Vashington teachers were most dis-
satisfied with school facilities and services (#34) ond the Swedish .
teachers with reasonable work load (i¢22). Washington senior high
teachers vere more dissatisfied than their Swedish counterparts on
all tut one of the Jjob satisfaction questions.

Professionalism responses offer a more mixed picture with regard
to comparison of attitudes. Both senior high populations were most
Pleased with degree of autonomy (#4O) and decision-making power in
the classroom (#U43). The Washington teachers were least pleased with
school administration cupport for professional development (ih9)
while the Swedish tcachers vere most dissatisfied with support for
entrance standards (#46) and support for perticipation in professional
associations (5152).

Again, we found high dissatisfaction by both sample populations i
with regard to the positive affect. of collective negotiations upon
salaries, decision-making power, and overall satisfaction. The Swedish
senior high teachers vere sigrificantly less positive than their
Anmerican countervarts.

If we compare Tables 7 and 8 we are then able to determine whether,
on the whole, the Swedish or Americen teachers (junior and senior high
levels) show the greatest need deficiency. The analysis considers
that the respondents were generally satisfied if the mean score for
need deficiency wes no greater than -1.0. Mean need deficiency scores
of more than -1.0 (in the negative direction) would show dissatisfec-
tion with the particular elcment. No attempt is made to measure the
relative degrees to which our teacher respondents were satisfied or
dissatisfied within these two categories.

The analysis (though not reported here) showed that, on the
whole, the Swedish respondents experienced more cases of low nced
deficiency than did their Weshington counterparts. In only 9 of the
38 possidble cases did the Vashington respondents evidence high satis-
faction (low need deficiency) with the particular element. The Swedish
respondents experienced high satisfaction with 16 of the 38 possible
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TABLE 8

Comparison of Washington and Swedish Senior High School Teachers

With Regard to Need Deficlency Scores on Specific Flements

Of Job Satisfaction, Professionalism and Collective
Negotiations (Analysis of Variance)

Question No.

Job Satisfaction

Wash, Sr. High

School Teachers

(N=181)

Mean Differences

10 -1.4641
13 -1.3481
16 - .9779
19 ~-1.5967
22 .0055
25 -1.6298
28 -1.2210
34 -2.2099
Professionalism
40 - 4530
43 - .7624
46 -1.5635
49 -2.6961
52 -1.9613
55 -1.0110
58 -1.2707
61 -1.7624
Collective Negotiations
64 -1.9779
82 -2.1105
85 -2.3094

fkk
ke

%

Significant at
Significant at
Significant at

Swedish Sr. lligh
School Teachers

(N=1060)

Mean Differences F Score
- .5250 30,2648k
- .6312 21.6174%%%
- 5750 7.4536%%
-1.4187 .9630
-1.7437 70.169 3%
- .3500 51.6739%%%
- 5250 13.7936%%*
-1.3625 20,211 2%%%
- .1937 3.0157
- .1312 18.0050%**
-2.9437 46,7556%%%
-2.1687 7.0692%*
~-2.8937 17.8290%**
- .3812 32.1025%%*
-1.4063 .6133
- 5500 38.3906%*
-2.7375 12.6335%%%
-3.3125 32.7487%%%
-2.9375 7.0111%%*

.001 level (One way analysis)

.01 level
.05 level
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comparisons. No clear trencés showed when comparing the junior and
senior high teachers responses within the vnational sample. If this
method of comparicen is consgiderced valid, then both national teacher
camples wexe categnrized as less sctisfied with the opportunities to
experience high satisfaction with their job, its profassional possi-
bilities and bargaining iteelf,

In conclusion hypothesis five is supported for roughly three-
fourths of the qucstions arked of both the junior and scenior high
school teachers in the twe countries. MHowever, the findings do not
allow an unqualified support for differcnces across national boundaries.

Before procceding to the last hypothesis, the reader is reterrcd
to Appendix H for the mecan scores and F test scores for cach question
("what is,'" '"what snould be' and '"importance") for the Swedish and
Washington secondary school teachers.,

The final hypothesis was concerned with the comparison of secondary
school teacher attitudes and the pexception ot such attitudes as held
by principals at the secondary schcol level. Rather than use the need
deficiency score, we relicd on comparicen of mean scores for part "a'
of each quesi'on which dealt with "what 38" the present situation. The
argument for li.iting our analysis to "what is'" was based upon the
belief that the principal would be in a much better position to judge
the present states of job satisfaction, professionalism, and collec~-
tive bargaining for secondary school tecachers than for the teacher
expectations themselves, Though the secondary school principal has
some indication of what his teachers want, this information is typically
more vague,

llypothesis six stated:

6.0 There will be significant differences (measured by "what is'')
between the attitudes h21ld by secondary school teachers and
tl.e perceptions of attitudes of secondary school teachers
helf by principals at the secondary school level,

Like the preceeding hypothesis, the overall hypothesis was broken
dowr into two sub~hypotheses for the actual testing. For those readers
interested in the nced deficiency score for each question, that infor-
mation will also be reported, as well as providing the F statistic.
Finally, for those readers interested in the mean scores for all three
parts of each question with accompanying F scores, this information is
contained in Appendices I and J.

Hypothesis 6.1 was concerned with testing the comparisons at the
junior high school level and the findings are reported in Table 9. The
interpretation of Table 9 will be confined to the comparison between
the teacher and principal samplee, Overall, significant differences

vere found for only 7 of the 19 analyses which leads one to believe that

principals' perceptions of tecachers' views were not too divergent from
those views of the teacher himself.
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Comparison of Washington aud Swedish Junior High School Teachers
And Principals Scores for "Vhat Is'" Regorvding Attitudes Toward
Specific Elements of Job Satisfaction, Professionalism
And Collective Negotiations (Analysis of Variaucce)

Question No.
Job Satisfaction
10
13
16
19
22
25
28

34

Professionalist
40

43
46
49
52

55

TABLE 9

Wash. and Swedish  Wash. and Swedich
Junior High Junior ligh
Principals Teachers
(N=77) (N=285)
Mean Differences Mcan Differences T Score
4.4026 5.4772 19,7559%
(- .8182) (~ .92€3)
4.6623 5.2211 7.4187%%
(-1.3767) (-1.3684)
5.4020 5.547% .6696
(- .7273) (- .6421)
4.,9740 5.0561 .1965
(~1.0130) (-1.2702)
4.4156 5.0281 7.9603%%
5.0130 4.9088 .1883
(- .7143) (-1.1123)
5.1558 4.5860 8.5261%%
(- .3897) (-1.0005)
4.8442 4.,4842 2.9474
(-1.7626) (-2.0176)
5.0909 5.3439 1.7268
(- .3117) (- .5157)
5.4286 5.3860 0442
(- -0909) (- .6212)
4.,4675 4.,1649 1.5757
(~1.3637) (~1.8491)
4,2597 3.9649 1.5244
(-1.6104) (-2.1123)
3.5325 2.9895 5.4709%
(-1.7402) (-2.0351)
5.3377 5.2246 <2477
(- .8311) (- .6175)
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TABLYE 9 (CONT.)

Wesh., and Swedish Hash. and Swedish

Junior High Junior High
Principals Teachers
(N=77) (N=285)
Question No. Mean Differences Mean Differences F Scove
Professionalism (Cont.)
58 5.1688 4.4667 10.2696%*
(- .7922) (1.1614)
61 £.7662 4.5439 1.0044
(- .9221) (-1.1228)
Collective Negotiations
64 4,3896 3.9719 2,8326
(-1.5065) (~2.1263)
82 3.€494 3.1789 4,1509%
(-1.37.85) (-2.8772)
85 3.4545 - 3.0952 2.3236
(=1.7045) (~-2.7630)
Overall Remarks )
88 5.2857 4,8175 5.3373%
89 5.1688 4,8351 2.8731
91 4.8182 5.3048 3.8853%
92 5.1688 5.7860 7.0254%%

*%% Gignificant at .00l level (Cne way analysis)
%% Significant at .01 level

* Significant at .05 level

( ) = Need Deficiency Score
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Referring to the specific categories, we found that teachers were
more satisfied with the eclements of their job than principals perceived
them to be on five of the eight questions. Significant differences

were found between the two groups for rapport with principal (#10),
satisfying tecaching experience (F13), reasonable work load (#22) and reason-
able occupational status (#28).

Comparison of questions dealing with professionalism and collective
negotiations showed that principals felt that teachers were more satis-
fies with most of these elements than the teachers vicwed the situation.
Significant differences were found for administration support for
professional associations (if52) and encouragement of collegiality (iF58)
as professional characteristics. For collecctive negotiations, the only
significant difference was for negotiations resulting in greacer parti-
cipation in decisions by teachers (i#82).

Four overall questions were asked at the end of the questionnaire.
The first two questions (#88 and #89) wewe measures of overall job
satisfaction and opportunities for professional expectations. llere,
it was found that both junior high tecachers and principals saw
teachers as generally satisfied with these elements although the principal
perceived the situation as more favorable. The final two questions
dealt with the perceived compatability between collective negotiatiomns
and a) professionalism and b) job satisfaction. Table 9 shows that both
the teachers and principals viewed the tecacher as seecing compatability
between collective negotiations and the other two variables. The
junior high schoo) tveachers themselves were quite positive regarding
the consonance between negotiations and job satisfaction.

The final analysis in this report dealt with the comparision of
senfor hish school teachers and principals (hypothesis 5.2, in terms
of attitudes of the teachers themselves toward specific elements of
the threce variables. The analyses are found in Table 10, Significant
differences between the two populations was found for ten of the
nineteen clements of job satisfaction, professionalism, and collective
negotiations, Overall, the principals perceived that teachers were
more satisfied than the teachers themselves viewed the situation.

Four of the job satisfaction questions showed significant differ-
ences between the two populations. These significant questions dealt
with rapport with principal (#10), satisfying teaching experience
(#13), reascaable salary (#19) and reasonable occupational status
(#28), fThree of these questions also had shown significant differences
for the junior high level comparison.

Comparison of mean scores for senior high school teachers and
principals for these questions dealing with professionalism also showed
significant differences for four of the eight questions. Those
questions dealt with support for entrance standards (#46), professional
development (#49), participation in professional associations (#52) and -
encouragement of collegiality. In all cases, the principals perceived
the teachers to be more satisfied than the teachers felt.
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TABLLE 10

Comparisor of Washington and Swedish Senior iligh School Teachers
And Principals Scores for "What Is" Regarding Attitudes Toward
Specific Elements of Job Satisfaction, Professionalism
And Collective Negotiations (Analysis of Variance)

Wash. and Swedish Wash. and Swedish

Senior High Senior High
Principals Tcachers
(N=101) (N=341)
Question No. Mean Differences Mean Differences F Score
Job Statisfaction
10 4.3069 5.3314 19.5444%%%
(- .4753) (-1.0234)
13 4.7327 5.4839 17.2596%%:*
(~1.1089) (-1.0117)
16 5.2277 5.4751 2.3235
(- .8713) (- .7888)
19 5.1485 4.6364 7.7815%%
(- .7921) (-1.5132) )
22 4.9208 4 .8065 .3023
(- .3861) (- .8152)
25 5.2475 5.0059 1.2795
(- .3664) (- .9293)
28 5.0990 4.5630 8.0100%=*
(- 04951) (- 08945)
34 4.7525 4.5249 1.4151
(-1.3069) (-1.8123)
Professionalism
40 5.2574 5.4399 .9983
(— 00792) (- 03314)
43 5.4950 5.5865 .2795
_ (- .1783) (- .4663)
46 4.4851 3.6545 13.7882%%%

.0397) (-2.2311)

«2574 3.5396 12.5830%%%
04555) ’ (-2.4487)

.6535 - 2.6129 27.6299%%%
.4059) (-2.3888)

57




TABLE 1C (CONT.)

Wash. and Suvedish Wash. and Swedish
Senior lHigh Senior High

Principals Teachers
(N=101) (R=341)
Question No. Mean Differences Mean Differcences ¥ Score
Professionalism (Cont.)
55 5.0297 - 5.2815 1.5037
(- .7723) (- .7156)
58 4.8214 4,2199 0.0825%%
(- .9010) (- .3344)
61 4,4950 4.3607 .4029
(- .9703) (-1.1836)
Collective Negotiations
64 4,3267 3.8182 5.5664%
(-1.2377) (-2.3343)
82 3.7129 3.0850 9.1114%=*
(-1.2970) (-1.6745)
85 3.3067 2,9501 2.9778
(~1.6139) (~-2.6042)
Overall Remarks (No F Need Deficiency Score)
Sample Mcan Sample Mean
88 5.3465 5,2346 .3862
89 5.3465 5.0381 3.0610
91 4,7030 5.2757 6.3558%
5.5718 8.6996%*

92 4.9109

*%%  Sigpnificant at .00l level (One way analysis)

*% Gignificant at .0l level
* Siguificant at .05 level
( ) = Need Deficiency Score
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The same phenomenon applied to the questions concerring collective
negotiations. The principals perceived that tcachers viewed negotiations
as having a more positive ecffcet on teacher salaries (i#64) and participa-
tion in decision-making (#82) than the scnicr high teachevs thoemselves,

Finally, wve found the same results for the final four questions that
was shown in the junior high level analysis. Namely, priuncipals viewed
teachers as, overall, more satisfied wich their job and its professional
opportunities than was true for the sceniox high school teachers. both
sample groups felt there was compatability between negotiations and the
other two varlables in this study.

In conclusion, testing of hypothesis shows mixed results. For
approximately half of the questions, significant differences were evident
between secondary school teacher attitudes and perceptions of teacher
attitudes held by the principal at the secondary level. However, given
the fact that no significant differences were found for the other
questions raises the point that on a number of questions there was
congruence betveen the two perceptions.

Analysis of the responzes for Hypotheses €.l and 6.2 raises the
question of what we might find 1f the data was recanalyzed for intra-
country comparisons. Therefore, the data was reanalyzed to show compari-
sons for Swedish teachers vs. Swedish principals and Washington teachers
vs. Washington principals at both the junior and senior high levels.
Though the data is not reported here, it was found that there was a much
higher level of congruence for the Swedish sample than for the Washington
sample. By using the nced deficiency scores, there were relatively few
questions in vhich we found significant differences between Swedish
sccondary school teachers and their principals. On the other hand, there
wvere a large number of quegtions which exhibited significant differences
for the Washington sample.a Therefore, we must conclude that perceptual
differences between sccondary school teachers and principals is much more
a problem in Washington than in Sweden.

Summary

Six major hypotheses were tested in this chapter. The first four
hypotheses were clearly supported by the analysis. The last two hypoth-
eses dealing with cross-national comparison and congrucnces between
principal perceptions of teacher attitudes and the teachers' attitudes
themselves showed somewhat more mixed results.,

49 . :
For the Swedish sample, there were six questions at the juuior

high level (#22, 25, 28, 34, 43 and §2) and four questions at the seunior
high level (#19, 43, 46 and 82) where significant differences were found.
For the Washington sample, there were elecven questions at the junior high
level (#25, 34, 49, 6%, 67, 70, 73, 76, 79, 82 and 85) and eightecn
questions at the senior high level (#10, 19, 25, 28, 31, 34, 46, 49, 52,
61, 64, 67, 70, 73, 76, 79, 82 and 85). The category of collective nego-
tiations provides the greatest amount of perceived difference for the
Washington sample. One should remember, however, that while we had
comparative information for all 26 questions for the Washington sample,
there were only 19 questions provided for the Swedish sample.
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CHAPTER YIVE

SUMMARY, OONCLUSIONS AND IMPLICATIONS
OF 'THE RESEARCH

Having completed the analysis of the data, we are now ready to:
1) summarize the major findings; 2) offer some conclusions which may
be derived from the findings; 3) discuss the implications of our findings
for more effective supervision and motivation of public school teaching
staffs; and 4) suggest implications for fucure research, Moot of the
following discussion must necessarily be limited to the broader groupings,
rather than cach individual question. llowever, individual questions
will be trcated where wide discrepancies existed in the mean score
responses.

Summary of Findings

Before proceeding to the report of findings, it is helpful to
briefly summarize the research design employed in this study, A
questionnaire was developed to assess the attitudes of public school
teachers in Washington State and Sweden regarding the elements of job
satisfaction, profeseionalism, and collective (professional) negotiations,
Speci.fic questions measuring job satisfaction were culled from the major
categories used in the Purdue Teacher Opinionnaire for which reliability
and validity testing has been assessed.

The specific questions employed in testing for professionalism
were derived from lists of the most commonly accepted characteristics
of professional orientation, Finally, the questions on collective nego-
tiations utilized previcus research on thig topic,

An earlicy draft of the questionndﬂre was reviewed by the-staff of
the participating organizations as well as the translator who was familiar
with teaching practices in Sweden. WNecessary revisions were made which
included the deletion of seven questions from the Swedish questionnaire.
The omission of these questions was based upon different methods of
educational administration there.

The first nine items of the inventory were specifically directed
at ascertaining demographic characteristics of the respondents. Most
of the remaining items sought to assess 'what is", "what should be",
and the importance of the specific element to the respondent. The last
five items of the inventory provided some overall assessments.

The cover letter to each respondent noted that the Washington
Educational Association (NEA), Washington Federation of Teachers (AFT),
Swedish Association of Secondary School Teachers, and Swedish Head-
masters (Rektors) Association had reviewed and approved the project.

The Washington teacher sample included elementary junior high, and
senior high teachers. The Swedish tcachers, on the other hand, were
limited to the sccondary school level (7-9th grades of grundskolans
and gymnasium) .
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Principals were utilized in the study to test for similarity of
attitude perception, We were not interested in the attitudes of the
principal per se, but of his perception of attitudes held by the
teachers themselves, Only secondary school principals were participants.

Questionnaires were sent to approximately 1,900 teachers and 300
principals in the two countries. There were 1,054 usable responses
for a response rate of 48%, Based upon later replies, it was estimated
that had the questionnaires been distributed carlier in the school
year, that the response rate may have been higher.

We are now ready to reporxt the major findings of the study. The
major findings were:

1. Our typical respondent was male, between the age of 25-34
(principals were somewhat older), teaching at the senior
high level, with less than 10 years experience (principals
slightly higher) and at least the first university degree.
He was married with equal likelihood of being raised in
the country or city and his father was an unskilled, semi-
skilled or skilled worker (Table 1l).

2. DBoth Washington and Swedish teachers were positive regarding
the level of job satisfaction contained in their present
positions though Swedish respondents were more satisfied,
Furthermore, Washington teachers evidenced greater neced
deficiency and importance level than did their Swedish
counterparts (Tabhle 2).

3. Both Washington and Swedish respondents perceived only a
slightly positive professional climate on their job. 1In
fact by our definition, the Svedish teachers fell in the
neutral range. Not surprisingly, Swedish teachers also
expressed a higher need deficiency score than their American
counterparts. However, the Washington teachers placed some=
what greater importance on professional climate (Table 2).

4, Comparison for collective negotiations is somewhat risky
inasmuch as the Swedish respondents only answered three of s
eight questions in this category. Furthermore, a few of
the statements investigated the use of the strike or binding
arbitration. Where practice or law made these elements un~
available, one would expect a lower score. With these
qualifications, it was seen that the teacher respondents were
not impressed with developments in the collective negotiations
field. The necad deficiency score for both sets of teaching
respondents was highest for this category (Table 2).

5. Overall, the responding teachers were most pleased with the
possibilitiecs for job satisfaction followed by professionalism,
Neither sub-group was particularly pleased with the present
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system regarding collective negotiations. The need deficiency
scores suggested the greatest need for congruence between
reality and expectations in this arca. The findings for prin-
cipals will be summarized under Hypothesis 6,

Having presented these general profiles, we shall report the
findings derived from the testing of specific hypotheses, The
first four hypotheses included the elementary teachers in
Washington State while the last two hypotheses included only
secondary school teachers in the low locations,

Hypothesis 1 was supported., Namely, there were significant
differences in the attitudes of rcsponding teacheys toward job
satisfaction, professionalism and collective negotiations on the
basis of demographic characteristics regarding '"what is." Sex,
age, education, teaching experience, marital status, teaching
level and professional affiliation showed significant differ-
ences. Only in the case of childhood background and father's
occupation were no significant differences found for the
Washington sample. Females and older teachers cvidenced more
favorable attitudes than did their male and younger counterparts.
Those teachers with dual membership in the NEA and AFT were more
likely to be dissatisfied while NEA members were most satisfied
(Table 3)0

The next three hypotheses explored the level of perceived
consonance for Washington teachers by comparing the neced
deficiency scores for high and low congruency.

The comparison was between the overall nced deficiency scores
for a particular category and the mean need deficiency scores
for specific questions in the other two attitudinal variables.
The mean need deficiency score was determined by subtracting
part (b) from part (a) of each question, Higher satisfied

(low need deficiency) teachers were those teachers with need
deficiency scores of =1 or less on any question vhile lower
satigfied teachers (high need deficicncy) had need deficiency
scores of =2 or greater (in negative direction) for categorizing
the teachers into the low and high satisfied groups for the
broad category all the scores on each clement were averaged.
Average scores of more than ~1.,0 denoted low satisfaction while
scores of less than 1.0 denoted high satisfaction. Each of

the stated hypotheses was confirmed,

Those Washington teachers with generally lower need deficiency
scores for overall job satisfaction also experienced significantly
lower need deficiency scores for specific questions dealing with
professionalism and collective negotiations than those Washington
teachers with higher need deficiency scores for job satisfaction
(Tab].e 4)0
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8.

9.

10,

11,

Those Washington tcachers with generally lower nced deficiency
sccres for professionalism also experienced significently
lower need deficiency scorcs for specific elements of job
gatisfaction and collective negotiations than did those Wash-
ington tecachers with bigher need deficiency scores for
professionalism (Table 5).

Thosc Vashington teachers with generally lower need deficiency
scores for overall collective negotiations also experienced
significantly lower scores for specific elements of job satis-
faction and professionalism than did those teachers with higher
need deficiency scores for collective negotiations (Table 6).

The f£ifth hypothesis explored the perccived level of need

deficiency for Washington secondary school teachers compared

with their counterparts in Sweden, It was recognized that the -
two sample populations were not exactly comparable in terms

of educational preparation, but sufficient similarities existed

for such a comparison. Separate analyses was provided for the

junior and senior high school level tcacher populations,

The statement that there would be significant differences
betwecen the secondary school teachers in America (State of
Washington) and Sweden in terms of attitudes toward job satis-
faction, professjonalicm, and collective negotiations was only
partially supported by tne analysis of variance statistic.
Twenty=-seven of the thirty-eight possible comparisons showed
significant differences between the mean need deficiency scores
of the two sample populations (Tables 7 and 8), The Swedish
secondary school teachers had lower mean need deficiency scores
or more questions than was true for the Washington sample.
Finally, if we broke the mean scores into high and low need
deficiency, we found that both sample populations were more
likely to fall into the lcss satisfied group (high need
deficiency).

The last hypothesis tested whether there was congruency
betwecen the attitudes of secondary school teachers (Washington
and Sweden combined) and the perceptions of teacher attitudes
held by secondary school principals in our sample,

The statement that there would be significant diffcrences in

the mean scores for 'what is" between the two groups was supported
in only about one~half of the questions (17 or 38), No clear
trends were evident though it seemed that there was greater
congruence at the junior high level than was true for the senior
high level, When considering the last four overall questions

in the study, it was found that generally principals perceived
their secondary school teachers as more satisfied (overall index)




with their job and itc professional opportunities than was
true for the teachers themselves., Finally, neithzr group
viewed an incompatability between high professionalism and
job satigfaction and collective negotiations.

Conclusions

What general conclusions may be drawn from the resecarch? There
seem to be a number of important generalizations vhich can be drawn
from the data.

First there were some general similarities between the Washington
and Swedish respondents in terms of the overall category responses.
Job satisfaction seemed to be the strongest and most important variable
to the respondents., Professionalism played a somewhat less important
role. However, here it was expected that had the elementary teachers in
Washington been dropped, the importance of professional climate would
have riseu. Teachers at the secondary level are more discipline oriented
and thus are more likely to stress more professional attributes. One
must not generalize tco much as one might expect a higher client orienta-
tion (specific professional attribute) to the student on behalf of the
teacher in the elementary grades. Comparison of scores in Appendix H
shows, in fact, that our reasoning was incorrect. The average score for
importance of professionalism did not show any appreciable difference in
either direction.

With regard to collective negotiations, it is advisable to limit
our conclusions to the Washington sample., Clearly, the respondents
evidenced the least satisfaction with "what is" for collective negotia-
tions and the largest deviations in responsecs from among the three
attitudial categories. Furthermore, the greatest need deficiency score
was found in this area. If one observes the answers to individual
questions (Appendix E), one notes some interesting findings. The
respondents felt that negotiations had contributed to higher salaries,
but were neutral regarding its cffects on quality ¢f education or
increased job satisfaction.

Another significant relationship was found between certain demo-
graphic characteristics and how the teacher responded to the first part
of each statement or question. The Washington teachers were likely to
be more satisfied with the element i.f they were women or were older.
Level of teaching and amount of teaching experience also were positively
related to teacher attitudes., These findings generally support earlier
research with the exception of teaching level., Tobiason and others had
found primary school teachers the most satisfied.

The only negative finding related to professional affiliation.
Though caution should be taken because of the small sample of dual membere-
ship in NEA and AFT, such teachers were least satisfied. In addition,
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NEA members were move satictied than AFT wembers which might suggest
a self-selection process, Teachers scem to choozse that organization
which is most congruent with their present attitude set.

The demographic analysis for Swedish teachers (Appendix 6) raises
some problems. Less signiticant relationships were found in comparison
to the American data. Furthermore, the vast majority of correlations
were negative. FPor instance, greater teaching experience and age
were related to lower felt existence of a particular element ot jecb
satisfaction, professionalism, or collcctive negotiations., What factors
might explain these results? Interviews with representatives of the
National Association of Sccondary Schocol Teachers in Stockholm in
December of 1971 shed some light on these tindings, It was explained
that a number of educationzl reforms in Sweden in the past ten years or
so had been perceived by the elder and move experienced teachers in e
more threatening light. On the other hand, the newer and younger teachexs
grew up and were educated to support these reforms.,

The third major conclusion was the strong directional relationship
for nced deficiency among the three attitudinal variables. There was
a gimilar way in which the Weshington teachers vieved felt need defi-
ciency, If a teacher felt little need deficiency with one variable
(e.g., job satisfaction), the teacher was also likely to expeiience low
need deficiency tor specific elements of the other two variables as
well., The consistent pattern also held true for those teachers with
higher neced deficiency scores.

Some possible explanations are provided for those findings. One
possible view igs that the tcacher does not view these variables as
conflicting, but merely as ditterent elcments in overall assessment ot
1.is teaching position, Thus, the teacher who perceives a satisiactory
level of professional climate for instance is also likely to be positive
toward job satisfaction and bargaining. Another possible explanation is
that the various elements are not totally separate and that the respon-
dent has in mind some overall measurc of satisfaction which cuts across
the three attitudinal categories. This argument would liad one to
believe that the personality of the teacher might strongly condition the
way the person views the world. Viewed in this way, two difterent
teachers could perceive the same situation and give widuly ditferent
evaluations of satisfaction or dissatistaction., Likely, we are finding
an interaction pattern between the personality ot the teachers and the
situation,

An important point should be made. The recent book by Corwin,
Militant Professionalism, argues that improvements in the educational
system are more likely to be advanced by those teachers who perceive the
greatest incongruence between expectations and reality. Using this
reasoning, we could assume that those teachers with lowest new deficiency
may, in fact, be most receptive to the status quo. Though such teachers
may be more satisfied, it may be the less satisfied teachers who are most
crucial in carrying out needed changes in the : :hools.,
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Whatever the explanation, it seems apparent that these variables
interact in a similar pattern. Professionalism and collective negotia-
tions are not seen as antithetical forces which argues against some of
the earlier assumptions. Perkaps, in the mind of the respondent these
variables represent diffcrent methods by which the teacher can increase
his or her overall satisfuction with the job. Seen in this way, negotia-
tions increcase material benetrits (salaries and benelits) and protessional
pressures cnhance less material attributes such as autonomy.

These findinge are, of course, predicated on the legitimacy of the
need deticiency score itcelf, It is our position that the need defi-
ciency score is prererable to merely asking the teacher how he feels
with regard to a specific element. What scems more important is not
the perceived level of satisfaction but congruency (at whatever level)
betweoen expectations and reality,

Several arguments can be advanced tor the superiority of the need
deficiency score over the direct method of determining satisiaction,
First, the extremely dissatisfied teacherxs have probably alrcady left
the teaching field, thus tending to shift the average into the positive
range, This ghift may give the impression of higher satisfaction for
those remaining in the field when the teachers themgselves view the range
around the average as a source of some dissatisfaction. Secondly,
people vary in terms of what condition represents perfection or inter-
nediate degrees toward perfection. A single measure therefore raises
the problem of comparability in responses. The need deficiency score
provides some measure of weighting or the individual'’s responge. Finally,
the psychological coucept of rationalization may be talking place under
the direct method. Theretore, a teacher may be hesitant to be overly
critical ot his position because to do so may adversely aftect his
image of himself,

The fourth major conclusion concerned the fairly stxong indication
of dittercnces between the American (State ot Washington) and Swedish
secondary school teachers in terms ot their attitudes toward specific
facets ot their job, Statistically significant difterences were tound
between the two teacher populations on approximately thrce-tourths of
the questions dealing with job satisftaction, protessionalism, and
collective negotiations. Swedish teachers were consistently more
satisfied (less need deficiency) than their American counterparts on
the job satistaction while reversing the process on collective negotia-
tions. No clear trends were apparent for the questions on professionalism,
Furthermore, the three questions dealing with collective ncgotiations
proved illuminating. Swedish teachers were more accepting of the legitimacy
and importance of colleccive negotiations than the Washington teachers
who have had less experience with the bargaining model. However, the
Swedish teachers were significantly more dissatistied with the results
ot collective negotiations as well. Possible explanations for this
digsatistaction are the relatively unsuccessiul strikes by Swedish
teachers in 1966 and 1971 and the negative reaction ot at least some of
the tecachers to the income solidarity program ot the Government by which
lower income persons receive relatively Larger increases in wages and
salaries than those employeces in the higher paid sectors such as teachers,
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Can we attribote the significant differences to culture. Those
persons, like Malinowski, the anthropologist, who cousider that the
institutions created by a given society are largely an outgrowih of
cultural traditions, would attribute the differences to culture. On
the other hand, those persons who see institutions as separate from
cultural definition would attribute the differences to different
methods of structuring the educational system in the two countries.
This author favors the formcr approach of reasoning.

The fifth major conclusion was that while secondary school teachers
and principals shoved congruence on half of the questions (in terms of
comparison of teacher attitudes and perception of teacher attitudes held
by the principal), significant differences werec also noted for the other
questions. Therefore, it would seem that tcachers and principals see
eye-to-eye on reality for the teacher at tiwes, but at other times the
principal has an overly optimistic evaluation of the level cof teacher
satisfaction at the secondary schcol level. We can only assume that
this over-optimism wvas evident for both the Swedish and Washington
principals since the analysis did not separate the two principal popula-
tions. Such over-optimism may contribute to poorer commnications and
frustration when the teachers see no sign that the principal is aware or
willing to respond to those areas where dissatisfaction is felt by the
teachers. However, this perceptual disparity is more acute for our
Washington sample.

The final conclusion of this study related to comparisons for the
overall questions included at the end of the questionnaire. Questions
88 and 89 dealt with direct measures of overall job satisfaction and
professional satisfaction. The mean scores for =ach of the possitle
groupings were in the positive direction with the sceores for the
principals' samples of teacher perceptions being consistently higher
than the teachers' mecasure of satisfaction. It was alse apparent that
the Washington elementary school teachers were more satisfied thap
their colleagues at the secondary level (see Appendices E and H). How-
ever, the main point was that the overall scores was not at all consis-
tent with the need deficiency findings where both groups of teachers
(Washington and Svedish) were more likely to experience high need
deficiency than low need deficiency when taking all the questions asked
of the respondents. This conclusion argues for using some other method
than directly asking the respondent how satisfied he is with a particular
element of his job.

Questions 91 and 92 showed that both teacher and principal groupings
believed that eachers did mot see any incongruency between collective
negotiations and job satisfaction and professionalism. On the whole,
the junior high teachers and principals perceived less incongruency than
did their peers at the semior high level.

Having presented the major conclusions derived from the study, we
shall now focus upon the implications of these findings to the field of
educational administration in the next section.




Implications for Educational Administyation

A number of suggestions emerge from the statistical analysis in
terms of educational practice, Since most of these points have beoen
indicated already, we shall make only passing reference to them. In
some cases, the data allows more specific recommendations while for
other cases we can only advance guldelines for educational administrative
action, There ig an underlying assumption in this list; namely, that
there are many positive features in cducational administration both in
Sweden and the United States. This list relates, for the most part, to
possible problem arecas or nceds for change.

1. Attitudes and cxpectations of tcachers are conditioned both
by demographic characteristics and experiences both within
and outside the educational field. Whether by maturation,
lover expectancy, rationalization or other reasons, women )
teachers and those Washington tecachers with more experience
evidenced higher scores for '"what is.'" Though this may result
in generally more satisfied teachers, it may not necessarily
mean that these are the best tcachers to support needed innova-«
tions.

2. Professional affiliation may not be a very random process.
Our data supported the position that the higher perceived
existence of a particular element, thie more likely was the
person to affiliate with the less militant oxganization (REA).
Persons with dual membership (NEA and AFT) scemed to be the
most critical of the present status. Yerhaps such a teacher
is faced with paradoxes for which he is unable to choose the
most preferable path, )

3. The Swedish correlations for dcmographic characteristics
suggested some conflicting results, There, older and more
experienced teachers were more dissatisfied, Are events in
Swedich education resulting in more unhappiness for the older
and more experienced teachers? Perhiaps the recent educational
changes in Sweden have been mcre traumatic for the older staff
than their younger counterparts who were trained in line with
the changes. This argument has been supported by interview
findings with staff members of the National Association of !
Secondary School Tecachers in Sweden.

4, Tor job satisfaction, the Washington teachers gave high scores
to rapport with Principal and staff and importance of satisfy-
ing teaching experience. The Washington teachers were most
dissatigfied with community support. More improved public
support for teachers and education seems called for as well
ag the administration serving as a buffer where the public
interest is primarily negative in nature.

68




7.

Our respondents placed the interests of their studeats as
paramount. They sccmed less interested in professional
participation and devclopment, These findings are both gocd

and bad, DPlacing the student in the center of educational
planning will obviously please the student and parents, but
neglect of professional development supported by the administra-
tion may result in a less qualified staff.

Strong divisions exist in terms of teacher responses to the
statements on collective negotiations. Most Washington
teachers felt that necgotiations had enhanced their salaries,
but considerable variance existed regarding the right to
strike and use of binding arbitration., This variance not
only causes difficulty for school administrators, but for the
professional associations themselves. Respondents were quitce
unsure of the effects of negotiations on the quality of
educatbn, Education critics have often crit:icized teachers
for stressing teacher self-interest over cducational priorities,
Teacher orgenizations might improve their efforts in showing
wvhere such improvements in class load, etc., resulted in
better cducation.

Certain conclusions emerge from the testing of the nced defi-
ciency scores for the Washington sample as well as for the
comparison of the Washington and Swedish seccondary school

teacher samples., It seems that there is an overall image that

the teacher has toward his job., Low dissatisfaction (mcasnured

by need deficiency score) on one variable seems to be related
positively with level of perceived satisfaction on the other
variables. Therefore, more satisfied teachers evidence this
positive feeling in all three arcas (job satisfaction, profession-
alism and collective negotiations) while dissatisrfied teachers
experience dissatisfaction in all three of these arcas. This
attitude set may be both a function of the teacher's person=
ality as well as the objective situation. If this argument holds,
then raising the level of satisfaction for the teacher may

require attitude change on the part of the teacher as well as
tangible improvements in the teaching situation.

As stated in the conclusion section, reducing the need deficiency
level is not necessarily the best alternative. Those tecachers
with more congruency between expectations and reality may be

less amecnable to change regarding curriculum, etc. If this
argument holds, then educational administvators should recognize
that some level of discontent is healthy for a school system.
Responsible discontent may then provide the impetus for positive
changes in the school system.

Where might the administrator place most of his attention in
seeking to improve the overall situation for tecacher satisfaction?
The analysis of the total Washington sample (Tables 4~6) shows
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certain arcas in which there scems to be high need deficiency
by both sampio sub-populations. Support for professional
development, community support, end schoo! facilities and
services represent the most dissatisfied elements for both low
and high satisfied teachers.

At a time when there is much criticism of education generally

and some unwillingness by the taxpayers to absorb the costs for
nev buildings and eqipment, these two arcas would seem to require
particular attention for the educaticnal administrator and the
school boards in the various communities. Such responses might
include better public relations as well as more indication as

to the positive affects of the educational program both for

the pupil and the community., Professional development requires
money outlays as well as encouragement, When one considers the
amount of money spent by private firms on management education,
it is doubtful that most school systems begin to compare with
business and industry in terms of the amount of budget allocated
for this function. “The problem of professional development would
seem to be particularly troublesome for the smaller, rural based
school syastems without convenient access to colleges and univer-
sities.

Those persons and organizations respousible for the collective
negotiations function for the school system or teacher organiza-
tions in the State of Washington will note the high level of
dissatisfaction by teachers »egarding the positive affects of
collective negotiations on the quality of education and profes-
sional status of teaching. This high level of dissatisfaction
by both groups may be explained by the relative newness of
collective negotiations in the State of Washington or the fact
that formalized negotiations arc limited to a relatively small
number of systems in the State, However, it is doubtful that
these reasons account for the total difference. It should be
expected that the teacher organizations will need to rvespond to
these areas of dissatisfaction if they expect to have a high
degree of unity within the organization, Finally, if it can be
shown that collective negotiations benefited education, there
might be more support by the general public for changes resulting
from collective bargaining both in terms of salary increases and
other elements of the job,

What implications emenatc from the findings for secondary school
teachers in the State of Washington and Sweden? Where do these
two sample populations of teachers feel the greatest need for
improvements? For the Washington sample we again find that
favorable facilities and servi.ces, professional development and
information consi.tute weak areas as the teacher perceived the
situation. Furthermore, either the junior or senior high school
teacher samples axe dissatisfied with entrance standards,
administration support for professional associations and salaries.
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Finally, the Washington secondary teachers show high dissatis-
faction with the affect of collective negotiations on galaries,
participation in decision-making, and overall increase in
satisfaction, To the extent that these areas are also rated
as highly importaut to the teacher, active response is called
for by the administration.

Swedish teachers at the secondary level scem to experience
dissatisfaction on the same elements as those found for the
Washington teachers. Swedish teachers seem quite displeased
(high need deficiency score) on facilities and services,
entrance standards into the field, and administration support
for professional development and professional associations
themselves, For some reason, the gymnasium teachers are also
quite dissatisfied with their work load. The Swedish secondary
teachers also find a very high level of dissatisfaction with the
affect of collective negotiations on salaries, participation in
decision-making and overall increase in satisfaction,

Corrective action might call for one ox» moxe of the following
responses on the part of administrators at the secondary level:

a, Perhaps greater teacher participation in the develop-
ment plans for new building and equipment through
rnembexship on such committees, where this is not
being done now,

b, Increased commitment of funds and attention to programs
for teacher deveclopment with soie channel by which
tecachers can point out arecas of grecatest professaional
need, Such needs may not be served adequately by
the accumulation of additional college credits during
the summer, Other means available are through support
of professional association (music, science, etc.)
membership.

¢c. The collective bargaining issues raise some more
difficult problems for corrective action, Therc are
undoubtedly many reasons for teacher discontent in
this area, However, when one consciders the level of
discontent, prompt attention secms8 in oxder, If the
teacher associations themselves can show how reduced
classroom size contributes to the quality of education,
then it would seem the administration, teachers and
community would be more favorably disposed to such
plans, Whether rightly or wrongly based, the public
is calling for more accountability on the part of
education at all levels of the educational process,
Those persons who argue that more experience with collec~

tive negotiations will result in more support by teachers

for the bargaining process should be discouraged by the
Swedish findings.,




10. Comparison of perceptions of teacher attitudes held by
secondary school principals arnd the attitudes of the teachers
themselves illustrates some interesting similarities and differ-
cnces. In many arcas the priuncipals' perception of teacher
attitudes are quite congruent with that of the secondary school
teachers. This congruency exists for approximately half of the
comparisons at the unior and senior high school levels. Accu-
racy in such judgment probably provides for more cffecctive
communication between the principal and his staff although there
is no assurance that the principal (or school administration)
will take such action to remedy the problem areas as they are
perceived to exist. However, this perceptual disparity is more
acute for our Washington sample.

If our sample populations are typical of all teachers in
Washington State and Sweden, then it is evident that strong
disparity also exists in the responses of the two groups (prin-
cipal and teacher). Overall, the principals view teachers as
more satisfied with the various elements than the teachers
themselves. For the job satisfaction questions, this phenomena
is particularly evident for those questions dealing with
rapport with principal, satisfying teaching experience and
reasonahle occupational status. Greatest disparity for per-
ceived professional characteristics exists for administration
support for entrance standards, professional development and
professional associations as well as for cncouragement of
collegiality. The two populations secem to be in relatively
more agreement on the three elements of collective negotiations
though both groups see the teacher as generally or strongly
dissatisfied with these elements.

We are unable to offer any panaceas for solving thesc discrep-
ancies between the perceptions of the two groups. Overall, it
would secem most advisable that the building principal and his
staff have a mechanism by which they can identify correctly

the level of teacher attitudes toward the various elements of
their job. Where communications are not effective this problem
is more evident. We recognize that the principal has to play a
difficult role in terms of balancing off the interests of the
teaching staff and the central adininistration. Therefore, there
will be some areas in which corrective action in terms of the
teachers' attitudes is limited by scarcity of resources or
policy of central administration. However, where the principal
is incorrect in terms of his perception and corrective action
is possible, such improvements in perception are expected to
have a favorable reaction on teacher attitudes as well as
teacher attitudes toward the principal.

Implications for Future Research

The carrying out of research usually results in recognition of
methodological difficulties and triggers interest in further research.
This rescarch was of a similar nature. Certain questions evolved con-
cerning the methodology itself.
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First, there were some concerns regarding that part of each question
dealing with "what should be?" 1Is the respondent using a meral, ideal
or practically attainable criterion for responding to the question?

Even if the respondent was given the standard by which to judge "what
should be," it might be difficult for him to clearly separate these
three criteria in his own mind.

Secondly, the importance of the element to the respondent is an
important qualifying factor, Unfortunately, we were unabie to incor-
porate this measure into the need deficiency score in a manner vhich
we could defen methodologically, Thus, perceived importance wag
only reported by itself. Its value was largely related to acting as
a weighting measure for each of the specific elements within the three
major variables of job satisfaction professionalism, and collective
negotiations.

Finally, cross-cultural research raises many questions. For our
study, the comparison cof somewhat dissimilar systems of educational
administration required the dropping of 7 questions from the Swedish
questionnaires. This limitation resulted in our inability to run some
of the analysis while qualifying other results.

Where might future research efforts prove rewarding? Several
possibilities emerge for future research which include:

1. Utilizing a sample of teachers from one of the very large city
school systems such as New York, Chicago, or Los Angeles,
Our sample did not include such a city where social, economic
and political factors might contribute to lower dissatisfaction
with at least two of the three attitudinal variables. The
strength of the American Federation of Teachers is in the
larger American cities., Is there a causal factor for the
phenomena that teachers in these large cities have generally
chosen the more militant organization?

Longitudinal research which might provide an indication of the
affect of time and events on teacher attitudes. In this way
we could measure the affect of time on the perceptions of
American teachers toward collective negotiations. We would
also be able to test for the affect of time on congruency
between teacher views and those views which principals feel
their teachers exhibit,

Replication of this study using a similar population from the
elementary school levels in the two countries. It is expected
that we would find higher levels of satisfaction, perhaps lower
felt need for professionalism and lower need for collective
negotiations on the part of the Washington sample. Would we
find the same situation for the Swedish elementary school
teachers?
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Finally, structural factors are expected to play some role in
teacher perceptions. Such factors as size of faculty, student
enrollmant, span of control, etc, have been shown to affect
attitudes in other settings, Designing the research study to
include a cross-section of schools and their staffs would allow
such an analysis. A further test might include some measure
of relative performance of particular schools as judged by
Central Administration or other compefent body. Such research
would allovw us to relate the importance of teacher satisface
tion to ecducational performance. If it carn be shown that those
schools with higher felt satisfaction by their teaching staffs
are also more effective, then more positive action would be
forthcoming from both the Administration and community.
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APPENDIX A

Cover Letter and Questionnaire Sent to Primary and
Secondary School Teachers in Washinpgton State
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April 1, 1971

Dear Teacher:

How do public school teachers view the importance of professionalism,
job satisfaction, and collective or professional negotiations? Furthermore,
does one find direct or inverse relationships between these three categories?
Finally, are these attitudes generalizable or limited tc a particular society?

/

These questions generated my desire to explore the subject of teacher
attitudes and to determine thc interrelationship or attitudes toward the
three topic areas of jobo satisfaction, professionalism, and collective or
professional negotiations. Some of our previous research in a local area
had focused on the first two questions, Would our findings hold true when
using a statewide sample or sample teacher populations in different countries?

To seek answers to these questions, I would appreciate your participation
in this study. The enclosed questionnaire is being sent to over a thousand
public school teachers in the State of Washington and a smaller number of
teachers in Sweden. The reason for using Sweden is two-fold., First, Sweden
leads the world in the percentage of professional employees affiliated with
associations bargaining over salary and working conditions. Secondly, I am
familar with the Swedish system through previous research and contacts.

The enclosed questionnaire has been reviewed and approved by the leader-
ship of the Washington Education Association, the Washington Federation of
Teachers, and the National Association of Secondary School Teachers in Sweden,
It was made clear that the replies would remain confidential. The member
associations will receive copies of the final report of the study. All tabu-
lation and analysis of results will be undertaken here at the University of
Washington.

As to the questionnaire, I believe that you will find the instructions
quite clear and understandable. Furthermore, your time involvement should
be minimal. If you should have any specific questions dealing with the study,
please feel free to write to me. Finally, I wish to express my appreciation
to you for completing the questionnaire.

Sincerely yours,

q)ﬂfmc/ B Rlercer)
Richard B, Peterson

: Study Director and Assistant Professor
Graduate School of Business Administration
Mackenzie Hall
University of Washington
Seattle, Washington 28105
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CONFIDENTIAL: The results of this survey will be kept confidential. Identity

WASHINGTON TEACHERS AND PRINCIPALS

Teacher Attitude Questionnaire

of individuals will not be disclosed. Dzata will be reported in the form of
totals for the various groupings.

Please make a cross mark (x) to the left of the appropriate entry which best
represents you.

1a.

2.

Part I: Background Data

Level of teaching 1b. Level of principal
secondary (7th, 8th & 2th grades) (7th, 8th & 9th grades)
secondary (10th, 1llth, & 12th grades) (10th, 11th & 12th grades)

primary (lst thru 6th grades)

wn

ex:

male
female

Marital status:
single, divorced, separated, or widowed

married

Age of responding teacher:

up to 25 years old 45 - 54 years old
25 - 34 years old 55 -~ 64 years old
35 - 44 years old 65 years old and above

Level of formal higher education:
less than first university degree
first university degree (Bacheloxs)
advanced university degree (Masters, Doctoral, or equivalent)

Years of teaching experience (including present one):
less than 5 years teaching experience
5 - 9 years
10 or more years

Professional affiliation (check only one category)
National Education Association
American Federation of Teachers
Both NEA and AFT

What 1is the occupational background of your father? (optional)
unskilled, semi-skilled, or skilled (farm or factory work)
clerical
technical or professional

managerial or executive

Was your early (up to 21 vears of age) background primarily:
urban : :
rural
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TEACHER QUESTIONNAIRE

In Parts II through IV of this questicnnaire will be listed a number of charac-
teristics or qualities connected with your present teaching position. For each
characteristic, you are asked to provide three ratings:

a. How much of the characteristic is there now connected with your position?

b. How much of the characteristic do you believe should be connected with
your present teaching position?

c. How important is this characteristic to you?
Each rating is to be placed along a seven—point scale such as the following:
minimum 1 2 3 4 5 6 7 maximum

Please circle the number on the scale that represente the amount of the charac-
teristic being rated. For example, if you think that there is 'none or very
little" of the characteristic associated with your present position, circle 1.
I1f, on the other hand, there is a "maximum" of the characteristic present, you
would circle number 7. If you think there is "just a little," you would circle
number 2. If you think that there is a "great deal but not a maximum amount,"
you would circle number 6. You would circle number 3 if you think there is a
"low amount" of the characteristic, while number 5 would be circled if you think
that there is a "fairly large amount" of the characteristic in evidence. Finally,
you would circle number 4 if you think that there is a "moderate amount" of the
characteristic.

PART II: Job Satisfaction

My presen* teaching position provides favorable rapport with my Principal:

10. How much is there now? minimum 1 2 3 4 5 6 7 maximum
11. How much should there be? minimum 1 2 3 4 5 6 7 maximum
12. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides a satisfying teaching experience:

13. How much is there now? minimum 1 2 3 4 5 6 7 maximum
14. How much should there be? minimum 1 2 3 4 5 6 7 maximum
15. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides a favorable rapport among my fellow teachers:

16. How much is there now? minimum 1 2 3 4 5 6 7 maximum
17. How much should there be? minimum 1 2 3 4 S5 6 7 maximum
18. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides a reasonable salary:

19. How much is there now? minimum 1 2 3 4 5 6 7 maximum
20. How much should there be? minimum 1 2 3 4 5 6 7 maximum
21. How important is this to me? minimum 1 2 3 4 5 6 7 maximum
My present teaching position requires a reasonable work load:
22. How much is there now? minimum 1 2 3 4 5 6 7 maximum
23. How much should there be? minimum 1 2 3 4 5 6 7 maximum
24, How important is this to me? minimum 1 2 3 4 5 6 7 maximum
82




My present teaching position allows me to have influence on curriculum
development:

25. How much is there now? minimum 1 2 3 4 5 6 7 maximum
26. How much should there be? minimum 1 2 3 4 5 6 7 wmaximum
27. How important is this to me? minimm 1 2 3 4 5 6 7 maximum

My present teaching position provides a reasonable occupational status:

28. How much is there now? minimum 1 2 3 4 5 6 7 maximum
29. How much should there be? minimum 1 2 3 4 5 6 7 maximum
30. How important is this to me? minimm 1 2 3 4 5 6 7 maximum

Favorable community support for education exists in my present teaching
position:

31. How much is there now? minimum 1 2 3 4 5 6 7 maximum
32. How much should there be? minimum 1 2 3 4 5 6 7 maximum
33, How important is this to me? minimum 1 2 3 4 5 6 7 maximum

Favorable school facilities and services exist in my present teaching position:

34. How much is there now? minimum 1 2 3 4 5 6 7 maximum
35. How much should there be? minimum 1 2 3 4 5 6 7 maximum
36. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides me reasonable protection from undue
pressures:

37. How much is there now? minimum 1 2 3 4 5 6 7 maximum
38. How much should there be? minimum 1 2 3 4 5 6 7 maximum
39. How important is this to me? minimum 1 2 3 4 5 6 7 waximum

PART TII: Professionalism

‘

In my present teaching position, the teacher is provided with autonomy in

carrying out his or her responsibility:

40. How much is there now? minimum 1 2 3 4 5 6 7 maximum
41. How much should there be? minimum 1 2 3 4 5 6 7 maximum
42. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the teachers have decision-making power in
those areas directly related to classroom instruction:

43, How much is there now? minimum 1 2 3 4 5 6 7 maximum
44, How much should there be? minimum 1 2 3 4 5 6 7 maximum
45, How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the school administration is supportive of
the need for improved academic and prior-performance standards for entrance
into the teaching field:

46. How much is there now? minimum 1 2 3 4 5 6 7 maximum

47. How much should there be? minimem 1 2 3 4 5 6 7 maximum

48, How important is this to me? minimum 1 2 3 4 5 6 7 maximum
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In my present teaching position, the school administration pirovides cancourage-
ment (time and financial) for professional devclopment for courses, seminars,
workshops, etc.:

49, How much is there now? minimum 1 2 3 4 5 6 7 wmaximum
50. How much should there be? minimum 1 2 3 4 5 6 7 maximum
51. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the school administration encourages involve-
ment by the teachers in professional (such as music, math, social scicnces, etc.)

associlations:
52. How much is there now? minimum 1 2 3 4 5 6 7 maximum
53. How much should there be? minimum 1 2 3 4 5 6 7 maximum
54. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the primary thrust of my teaching activities
focuses upon serving the educational needs of the pupils:

55. How much is there now? minimum 1 2 3 4 5 6 7 maximum
56. How much should there be? minimum 1 2 3 4 5 6 7 maximum
57. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, there is encouragement cf collegial (peerx)
relationships among the members of the teaching staff:

58. How much is there now? minimum 1 2 3 4 5 6 7 maximum
59. How much should there be? minimum 1 2 3 4 5 6 7 maximum
60. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, attention is focused upon professional standards
of classroom performance:

61. How much is there now? minimum 1 2 3 4 5 6 7 maximum
62. How much should there be? minimum 1 2 3 4 5 6 7 maximum
63. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

PART IV: Collective or Professional Negotiations

In my present teaching position, negotiations have resulted in improved salary
for teachers:

64. How much is there now? minimum 1 2 3 4 5 6 7 maximum
65. How much should there be? minimum 1 2 3 4 5 6 7 maximum
66. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, negotiations have resulted in improved quality
of education for the students:

67. How much is there now? minimum 1 2 3 4 5 6 7 maximum
68. How much should there be? minimum 1 2 3 4 5 6 7 maximum
69. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, negotiations have enhanced the professional
status of teaching: ‘

70. . How much is there now? minimum 1 2 3 4 5 6 7 maximum

71. How much should there be? minimum 1 2 3 4 5 6 7 maximum

72. How important is this to me? minimum 1 2 3 4 5 6 7 maximum
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In my present teaching position, the school administration recognizes the
legitimacy of the negotiatlon preccess:

73. How much is there now? minimum 1 2 2 4 5 6 7 maximum
74. How much should there be? minimum J 2 3 4 S 6 7 maximum
75. How important is this to wme? minimum 1 2 3 4 5 6 7 maximunm

In my present teaching position, teachers have the right to strike or with-
hold services as a last resort:

76. How much is there now? minimum 1 2 3 4 5 6 7 maximum
77. How much should there be? minimum 1 2 3 &4 5 6 7 maxiinum
78. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching positicn, binding arbitration (by private arbitrator)

would be an effective method of resolving differences between teachers and
school administration:

79. How much is there now? minimum 1 2 3 4 S5 6 7 maxiaum
80. How much should there be? minimma 1 2 3 4 5 6 7 maximum
81. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, negotiations have resulted in greater partici--
pation by teachers in the decision-making process:

82. How much is there now? minimm 1 2 3 4 5 6 7 meximum
83. How much should there be? minimm 1 2 3 & 5 6 7 maximum
84. How important is this tome? minimm 1 2 3 4 5 6 7 mnaximum

In my present teaching position, negotiations have resulted ijn overall increase
in satisfaction with my job:

85. How much is there now? minimue 1 2 3 4 5 6 7 maximum
86. How much should there be? minimm 1 2 3 4 5 6 7 maximum
87. How important is this to me? minimun 1 2 3 4 5 6 7 maximum

PART V: Overall Remarks

88. On an overall basis, I am satisfied with my present teaching position:

disagree 1 2 3 4 5 6 7 agree

89. On an overall basis, I feel that my present position affords opportunities
for meeting professional expectations:

disagree 1 2 3 4 5 6 7 agree

90. Oa an overall basis, I am content with the salary and working conditions
in my present position (whether as a result of negotiations or determina—
tion by school administration):

disagree 1 2 3 4 5 6 7 agree

91, High professional values are compatible with suppoit for collective bargain-
ing (professional negotiations):

disagree 1 2 3 4 5 6 7 agree

92, High level of job satisfaction is compatible with support for collective

bargaining or professional negotiations:

disagree 1 2 3 4 5 6 7 agree
85
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APPENDIX B

Cover Tetter and Questionnaire Sent o Secondary
School Prinecipals in Washington State




April 1, 1971

Dear Principal:

How do public school teachers wview the importance of professionalism,
job satisfaction, and collective or professional negotiations? Furthermore,
does one find direct or inverse relationchips between these three categories?
Finally, are these attitudes generalizable or limit:ed to a particular societyv?

These questions generated my desire to explore the subject of teacher
attitudes and to determine the interrelationship or attitudes teward the
three topic areas of job satisfacticn, profcssionalism, and collective or
professional megotiations. Some of our previous research in a local area
had focused on the first two questions. Would our findings hold true when
using a statewide sample or sample teacher populations in different countries?

A final facet of the study is to determine whether principals of secondary
schools in the two countrics are in agreement with theilr teachers as to the
teachers® attitudes toward these three facets of their job. You are one of
approximately 150-200 principals in the State of Washington and Sweden receiving
this questionnaire.

To seek ancswers to these questions, J would appreciate your participation
in this study. The enclosed questionnaire is being sent to over a thousand
public school teachers in the State of Washington and a smaller number of
teachers in Sweden. The reason for using Sweden is !¢ -o-fold, First, Sweden
leads the world in the percentage of professional emyloyees affiliated with
associations bargaining over salary and working conditions, Secondly, I am
familiar with the Swedish system through previous rescarch and contacts,.

ship of the Washirgton Education Association, the Washington Federation of
Teachers, amd the National Association of Secondary School Teachers in Sweden,
It was made clear that the replies would remain confidential., The member
associations will receive copies of the final repoxt of the study. All tabu-
lations and analysis of results will be undertaken here at the University of
Washington,

As to the questionnaire, L believe that you will find the instructions
quite clear and understandable. Furthermore, your time involvement should
be minimal, If you should have any specific questions dealing with the study,
please feel frece to write to me., Finally, I wish to express my appreciation
to you for completing the questionnaire,

Sincerely yours,

7.
Richard B, Peterson
Study Director and Assistant Professor
Graduate School of Business Administration
Mackenzie llall
University of Washington

Seattle, Washington 98105
&7




WASHINGTON TEACHERS AND PRINCIPALS

Teacher Attitude Questionnaire

CONFIDENTIAL: The results of this survey will be kevt confidential., Identity

of individuals will not be disclosed. Data will be reported in the form of
totals for the various groupings.

Part I: Background Data

Please make a cross mark (x) to the left of the appropriate entry which best
represents you.

la. Level of teaching 1b. Level cf principal
secondary (7th, 8th & 9th grades) (7th, 8th & 9th grades)
______secondary (i0th, iith, & 12th grades) (10th, I1lth & 12th grades)
primary (lst thru 6th grades)
2. Sex:
male

female

3. Marital status:
single, divorced, separated, or widowed
married

4. Age of responding teacher:

up to 25 years old 45 - 54 years old
25 «~ 324 years old 55 - 64 yearc old
35 - 44 years old 65 years old and above

5. Level of formal higher education:
less than first university degree
first university degree (Bachelors)
advanced university degree (Masters, Doctoral, or equivalent)

6. Years of teaching experience (including present one):
less than 5 years teaching cxperience
5 = 9 years
10 or more years

7. Professional affiliation (check only one category)
______National Education Association
American Federation of Teachers
Both NEA and AFT

8. What is the occupational background of vour father? (optional)
unskilled, semi-skilled, or skilled (farm or factory work)
clerical

technical or professional

managerial or executive

9, Was your early (up to 21 years of age) background primarily:
urban -
rural
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" PEACHER QUESTIONNATRE

In Parts II through IV of this questionnaire will be listed a number of charac-—
teristics or qualities connected with your present teaching position. TFox each
characteristic, you are asked to provide three ratings:

a. How wuch of the characteristic is there now connected with your position?

b. How much of the characteristic do ycu believe should be comnected with
your present teaching position?

c. How important is this characteristic to you?
Each rating is to be placed along a seven-point scale such as the following:
minimum 1 2 3 4 5 6 7 maximum

Please circle the number on the scale that represents the amount of the charac-
teristic being rated. For example, if you think that there is "none or very
little" of the characteristic associated with yocur present position, circle 1.

If, on the other hand, there is a 'maximum" of the characteristic present, you
would circle number 7. If you think there is "just a little," you would circle ]
number 2. If you think that there is a "great deal but not a maximum amount,"
you would circle number 6. You would circle number 3 if you think there is a
"low amount" of the characteristic, while numbei 5 would be circled if you think
that there is a "'fairly large amount'" of the characteristic in evidence. Finally,
you would circle number 4 if you think that there is a '"moderate amount' of the
characteristic.

PART IX: Job Satisfaction

My present teaching position provides favorable rapport with my Principal:

10. How much is there now? minimum 1 2 3 4 5 6 7 maximum
11. How much shliculd there be? minimum 1 2 3 4 5 6 7 maxiinum
12. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides a satisfying teaching experience:

13. How much is there now? minimum 1 2 3 4 5 6 7 maximum
14, Mlow much should there be? minimum 1 2 3 4 S5 6 7 meximum
15. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides a favorable rapport among my fellow tecachers:

16. How much is there now? minimum 1 2 3 4 5 6 7 maximum
17. How much should there be? minimum 1 2 3 4 5 6 7 maximum
18. How important is this to me? minimum 1 2 3 4 5 6 7 maximum 1

My present teaching position provides a reasonable salary:

19. How much is there now? minimum 1 2 3 4 5 6 7 maximum
20. How much should there be? minimum 1 2- 3 4 5 6 7 maximum
21. How important is this to me? minimum 1 2 3 4 5 6 7 wmaximum

My present teachiug position requires a reasonable work load:

22. How much is there now? minimum 1 2 3 4 5 6 7 maximum
23. How much should there be? minimum 1 2 3 4 5 6 7 maximum
24, How important is th’s to me? minimum 1 2 3 4 5 6 7 maximum




My present iteaching position allows me tc have ipfluence on curriculum
development: ‘

25. How much is there now? minimem )1 2 3 4 5 6 7 maximum
26. How much should there be? minimum 1 2 3 4 5 & 7 maximum
27. How important is this to me? minimum 1 2 3 4 5 6 7 meximum

My present teaching position provides a reasonable occupational status:

28, How much is there now? minimum 1 2 3 4 5 6 7 maximum
29, How much should there be? minimum 1 2 3 4 5 6 7 maximum
30. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

Favorable community support for education exists in my present teaching
posi.tion:

31. How much is there now? minimum 1 2 3 4 S5 6 7 wmaximum
32, How much should there be? minimum 1 2 3 4 5 6 7 waximum
33. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

Favorable school facilities and services exist in my present teaching position:

34, How much is there now? minimum 1 2 3 4 5 6 7 maximum
35. How much should there be? minimum 1 2 3 4 5 6 7 maximum
36. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

My present teaching position provides me reasonable protection from undue

pressures:

37. How much is there now? minimum 1 2 3 4 5 6 7 maximum
38. How much should there be? minimum 1 2 3 4 5 6 7 maximum
39. How important is this to me? minimum 1 2 3 4 5 6 7 maxinum

PART III: Professi.onalism

In my present teaching position, the teacher is provided with autonomy in
carrying out his or her responsibility:

40. How much is there now? minimum 1 2 3 4 5 6 7 maximum
41. How much should there be? minimum 1 2 3 4 S5 6 7 maximum
42, How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the teachers have decision-making power in
those areas directly related to classroom instruction:

43, How much is there now? . minimum 1 2 3 4 5 6 7 maximum
44, How much should there be? minimum 1 2 3 4 S5 6 7 maximum
45. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the school adwinistration is supportive of
the need for improved academic and prior-performance standards for entrance
into the teaching field:

46. How much is there now? minimum 1 2 3 4 5 6 7 maximum
47. How much should there be? minimum 1 2 3 4 S5 6 7 maximum
48, How important is this to me? minimum 1.2 3 4 5 6 7 maximum

90




In my present teaching position, the school administration provides encourage-
ment (tire and fiunancial) for prcfessional development for ccurses, seminars,
workshcps, ctc.:

49, How much is there now? minimum L 2 3 4 5 6 7 aximum
50. How much should there be? minimum 1 2 3 4 5 6 7 maximum
51. How important is this to me? minimum 1 2 3 4 5 6 7 maxinum

In my present teaching position, the scheol administration encourages involve-
ment by the teachcrs in professional (such as music, math, social sciences, etc.)
associations:

52. How much is there now? minimm 1 2 3 4 5 6 7 maximum
53. How much should there be? minimum 1 2 3 4 5 6 7 maximum
54, How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, the primary thrust of my teaching activities
focuses upon serving the educational needs of the pupils:

55. How much is there now? minimum 1 2 3 4 5 6 7 maximum
56. How much should there be? minimum 1 2 3 4 5 6 7 maximum
57. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, there is encouragement of collegial (pzer)
relationships among the members of the teaching staff:

58. How much is there now? minimm 1 2 3 4 5 6 7 maximum
59. How much should there be? minimum 1 2 3 4 5 6 7 maximun
60. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present tcaching position, attention is focused upcn professional standards
of classroom performance:

61. How much is there now? minimum 1 2 3 4 5 6 7 maximum
62. How much should there be? minimum 1 2 3 4 5 6 7 maximum
63. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

PART IV: Collective or Professional Negotiations

In my present teaching position, negotiations have resulted in improved salaxy

for teachers:

64, How much is there now? minimum 1 2 3 4 5 6 7 maximum
65. How much should there be? minimum 1 2 3 4 5 6 7 maximum
66. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, negotiations have resulted in improved quality
of education for the students:

67. MHow much is there now? minimum 1 2 3 4 5 6 7 maximum

68. How much should there be? minimum 1 2 3 4 5 6 7 maximum

69. How important is this to me? minimm 1 2 3 4 5 6 7 maximum
In my present teaching position, negotiations have enhanced the professional .
status of teaching:

70. How much is there now? minimum 1 2 3 4 5 6 7 maximunm

71. low much should there be? minimum 1 2 3 4 5 6 7 maximum

72. How important is this to me? minimm 1 2 3 4 5 6 7 maxinum
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In my present teaching position. the school sdministration recognizes the
legitimacy of the nepotiation process:

73. How much is there now? minimum 1 2 3 4 5 6 7 maximum
74. Bow much should there he? finimum 1 2 3 4 5 €6 7 maximum
75. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, teachers have the right to strike or with-
hold services as a last resort:

76. How much is therz now? minimum 1 2 3 4 5 6 7 maximum
77. How much should there be? minimum 1 2 3 4 5 6 7 maximum
78. liow important is this to me? minimum 1 2 3 4 5 6 7 maximum

In my present teaching position, binding arbitration (by private arbitrator)
would be an effective method of resolving differences between teachers and
school administration:

79. How much is there now? minimem 1 2 3 & 5 6 7 maximum

80. How much should there be? minimum 1 2 3 4 5 6 7 maximum

81, MHow important is this to me? minimum 1 2 3 4 5 6 7 maximum
In my present teaching position, negotiations have resulted in greater partici-

paticon by teachers in the decision-making process:

82. How much is there now? minimum 1 2 3 4 5 6 7 maximum
83. How much should there be? minimum 1 2 3 4 S5 6 7 maximum
84. How important is this to me? minimum 1 2 3 4 5 6 7 maximm

In my present teaching position, negotiations have resulted in overall increase
in satisfaction with my job:

85. How much is there now? minimum 1 2 3 4 5 6 7 maximum
86. How much should there be? minimum 1 2 3 4 5 6 7 maximum
87. How important is this to me? minimum 1 2 3 4 5 6 7 maximum

PART V: Overall Remarks

88. On an overall basis, I am satisfied with my present teaching position:

disagree 1 2 3 4 5 6 7 agree

89. On an overall basis, I feel that my present position affords opportunitiecs
for meeting professional expectations:

disagree 1 2 3 4 5 6 7 agree

90. On an overall basis, I am content with the salary and working conditions
in my present position (whether as a result of negotiations ur determina-
tion by school administration):

disagree 1 2 3 4 5 6 7 agree

91. High professional values are compatible with support for collective bargain-
ing (professional negotiations):

disagree 1 2 3 4 5 6 7 agree

92. High level of job satisfaction is compatible with support for collective
bargaining or professional negotiations:

disagree 1 2 3 4 5 6 7 agree
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Binta Kollegm!

Hur ser lirarna p3 sitt yrke? Vilken gvad v tilifreds-~
stillelse kiiner de i sitt arbete? Vilken instillring har de
till fackpolitiken? winns det n%zot direckt eller indirekt sam-
bend mellan dessa tre frégestillningar? Jr slutligen deras
attityder generclla, ellexr #r de begrinsade till ett enstaks
land?

s
1

Dessa problemstdllningr ligger bakom min dnskan att under~
sbka vissa liravatiityder och att sdka det ev, sambandet mellan
de tre fakiorerna ovaen: yrkesmedvetsndet, tilifrcdsstillelsen
med arbetet, den facklign politiken. En del tidigere wnderadi-
ningar pi lokalt nlan koncentrersde aig pi de bHgge Torste
{rigorna. Hur lingt hiller dessa resultat, om vi vidrmr fHiltet,
dven till ett helt lend eiler till liixrare frin oliks linder?

For att f4 ovar pd dessa Trigpr viinder Jag mig 311 Br och
vore tacksan {6r BErt bistind i undersskningen,  RBifogade fripe-
Tormuliin sinds ut +ill tusen lirare i staten Vashington och till
ett mirdre antal i Sverige, Jag bar tvd suledningar att viilja
sverige som jimforelseobjickt. Tor det férsta har Sverige
virldens higsta procentandel fackidroniy seanslubna liirare, FoOr
det andra kiinner jag det svensks systemet frdn tidigare forsi-
ning och kontakter.

fxtskillig,a av frdgorna i formuliret kon forefnlla 6
relevante f8r svenska f6vhillanden ~- som den kaltande numreringen
antyder, har minga f&4% uisgi, Milsittningen dr emellertid att
£3 till stdnd en jEmforelse mellan Gen svenzka lirarens rozkiioner
infor sin yrkessituation och hans ercrikanske kollegas upplevelse
av sin stillning. I blca fall blir det en personlig virdering
bide av ett system, som ligger utanfér den enskildes rickvidd
och pédverkan, och av en ner nirligpande miljokonfrontation, dir
personliga faktorer spelar en mer omedelbar roll. I det svencka
frégelformuliret hair termen "myrdigheterna" fatt ersitia en skift-
ande uppsiittning administrative orgen, som saknar sclevons v
det konforma svenska skolsystemet. Somliga av de nyndigheter
som rcaktionerra kommer att bversra ligger pd higsta plan; andrs
Ar lokala, allt intill rektor och kollegor.

De ldrare undersdkninsgen vinder eig till i Sverige Hr an-
stillda i gymnasicskolan. cller P& grundskolaus hogstadium; i
staten Washington inom the high school. Dirutsver vill vi ocksi
veta, hur skollecdarna ansexr, att lidrarns vid derzs skola ser
P4 sin situation.

Bifogade frigeformulir har granskats och godkints av ledningen
for Washington Education Association, Vashington Federation of
Teachers, och iiirarnas Rikefdrbund. Sjilvkiart #r svaren
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konfidentiella. LHrarfdrbunden kommer att f4 kopior av redogdre
elsen for undersdkningen, da den slutférits. Al Learbetlning
utfors hdr, vid University of Washington. :

Vad betréffar frageformuléret bor Ni hdlla i minnet, att det
siktar till en undersdkning av asikter och virderingar och deras
olika graderingar. Aven dir fragorna ter sig osvenska, antyder
de i visgsa fall ett teoretiski ténkt alternative I andra fall
ar utgangspunkten och virderingen relevanta f6r USA, och den
svenska reaktionen psé dem blir av vidrde i sin egenskap av en
utomstaendes kommentar —-- kanske Xorrektiv =« och erfarenhet.

Sa ldsta tror vi Ni finnevr instruktioner och fragoer forsti-
eliga. Jag hoppas Er medverkan btara behdver kriéva ett minimum
av tide Om Ni har nagra speciella fragor rdrande undersdkningen,
sa skriv till nig.

For att minska portokestnaden bor Ert frageformulidr sindas
till LR, nédr Ni fyllt i det. Svaren kommer dirpa att Svers#ndas
till mig oGpnade.

Lat mig slutligen uttrycka min stora uppskattning dver Ert
bistand.

Hogaktningsfullt

Richard B. Peterson.
Study Director and
Assistant Professor

Graduate School of Business Administration,
Mackenzie Hall

University of Washington

Seattle, Washington, 98105

P.S. For den del av undersoXningen, som vidnder sig till svenska
ldrare; har jag konsulterat professor Karl~Ivar Hildeman
vid University of Washington och Lararhdgskolan 1 Stockholm.




SVENSKA LARARE OCH REX'TORER
Frigeformulir rdrande ldrarattityder.
KONFIDENTIELLT: Resultaten av dennz undersokning kommer att vara

konfidentiella. Individuell identitet skall inte avsldjasd Data
rapporteras som helheter f3r de clika grupperingarna.

DEL 1: Bakerundsinformationer

Var vidnlig markera med kryss till vinster om det pastiende sonm
bédst passar Ere

1a. Undervisningsniva

Grundskolans hogstadium ~7:de, 8ide och 9:de érskursen:

Gymnasiet (htsta, 2:dra och 3:dje érskursen}

1be Rektorsniva

. . ! . N\
Grundskolans hdgstadium ;7:de, 8tde och 9:de arskursen}

Gymnasiet (1:sta, 2sdira och 3:idje adrskursen

/

20 Lon
manlig

kvinnlig

3 Civilstand

_ ogift, skild, e¢j sammanboende med make/-é§ tinka, &nkling

gift

L, Lirarens alder

upp till 25 ar by o sh ar

55 « 64 ar

25 w 34 ar

65 ar eller mer

35 w M4 Aar

Srearran
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5. Utbildningsnivi

ligre #n universitetsexamen

File mage

|

Doktorsgrad eller lic.

6. Antal Ar av undervisningserfarenhet . inkl. det nrédrvarandes

mindre én 5 Ar
5« 9 ar

10 ar eller mer

7o Fackforbund ‘markera bara en kategori?

Lirarnas Riksforbund

Rektorsféreningen  (Skollcdarforbundct)

8. Vilken édr Er Taders vyrkesbakerund? ‘Kan uteldmnas;

Lantbrukare eller arbetare
Tjdnsteman
Akademiker, liérare; etc.

Chefsposition i privat eller allmién tjinst,

9. Viixte Ni upp in ti11 21 &rs Alder  huvudsaklicen:

i stad _ D& landet
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FRAGEFORMULAR

T den II « IV av detta frageformulir framkastas en rad pa-
stédenden eller omddmen, De »ér Ert yrke, sadant det ter sig just
nu. VYar god och heddm varje pastaende ur tre synvinklar:

A T vilken grad stdmmer det med Er yrkessituation just nu?

B. I vilken grad borde det stimma med Er yrkessituation,
sadan den f.n. #r, enligh Er mening?

C. Hur pass viktigt dr detta pastaende eller denna probelnm-
stidllning #or Er?

Ringa in den siffra pa skalan, som Mi ansecr ger oHst virdering
av pastdendet. Om Ni exempelvis tycker, att “ingenting eller
mycket litet" passar in p2 Br situation, ritar Ki en ring kring J
1. Ifall & andra sidan pastiendet/omddmet stérmmer “maximalt",
sd ringa in 7. Om Ni menar att "zanska litet" #r relevant, s&
dra ringen kring 2. Ifall "det mesta men inte allt" passar
ihop med Er asikt, bor Ni begagna 6. Vilj 3, ifall Hi anser,
att pastiendet gsller "bara i grinsad utstridckning", men 5 ndr
det stimmer "tdmligen vil". 4 anger, att pastéendet gar
"nagorlunda" ihcp med Er uppfattning.

DEL TI: Tillfredstiillelse ) arbetet

T mitt arbete #r forhdllandet till mina Overordnade rector, etc.
gotte.

10. Hur sant dr pastidendet nu? minimum 1 2 3 4 5 6 7 maximun
11. Hur sant borde det vara? minimum 1 2 3 &4 56 7 maximum
12. Hur viktigt &r detta fér mig? minimum 1 2 3 4 5 6 7 maximum
I mitt arbete trivs jas, ndr jag far undervisa.

13, Hur sant Hr niataendet nu? minimum 1 2 3 4 5 6 7 maximum
1. Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximum ‘
15. Hur viktigl &r detta 76r mig? minimum 1 2 3 4 56 7 maximum
I mitt arbete trivs jas med mina kolleecer.

16. Hur sant #dr pastaendet nu? minimum 1 2 3 4 5 6 7 maximum
17. Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximum
18. Hur viktizt &ar detta for mig? mimimum 1 2 3 & 56 7 maximum
in anatilining ger mie en hygelig lon.

19. Hur sant Hr pastaendet pu? minimum 1 2 3 4 56 7 maximum
20. Hur sant borde det vara? minimum 1 2 3 4 56 7 maximum
21. Hur vikti=t #r detta for mig? mimimum 1 2 3 & 56 7 maximun
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Min

anstillning medfor en rimlis arbetsbordae
22. Hur sant #r pastéendet nu? mimimun 1 2 3 4 5 6 7 maximunm
23+ Hur szant horde det vara? minimam 1 2 3 4 56 7P maxinuna
2k, Hur viktigi &r detta fEr mig? minimum 1 2 3 4 5 6 7 maximum
Min anstdllnineg ger mig inflytande pa underxvisningens upplézaning
L_klassrummed.
25, Hur sant dr pistaendet nu? minimum 1 2 3 4 5 6 7 maximum
26, Hur sant borde det vara? minimum 1 2 3 4% 5 6 7 maximum
27, Hur viktigt 4r detta for mig? minimum 1 2 2 4 5 6 7 maximum
in anstillning eger mig en rimlig yrkesstatus.
28, Hur sant &y pastaendet nu? minimom 1 2 3 4 5 6 7 maximum
29, Hur sant borde det vara? mininmum 1 2 34 5 6 7 maxinum
30, Hur \71&1,1;:‘. Ar detta £01r mig? minimum 1 2 3 4 5 6 7 maximun

I mitt arbete Tinns skolmaterial och service att tillgd i rimlig
utstrickning.

34, Hur sant #r pastaendet nu? minimunn 1 2 3 4 5 6 7 maximum
35, Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximum
3%, Hur viktig+t ar detta £6r mig? minimum 1 2 3 4 56 7 maximum

DEL IIT: Yrkesgituation.

I mitt arbete avedr liraren sidlv hur han uwtformar sin_Aligganden.
L0, Hur sant #r vastdendet nu? minimum 1 2 3 4 5 6 7 maxinuwn
41, Hur sani berde det vara®? minimum 1 2 3 4 5 6 7 maximnu
42, Hur viktigt ar detta £6r mig? minimum 1 2 3 4 5 6 7 maximwum

I mitt arbete har liédrarna bestidmmanderftt nir

det piiller undervig-

ningens utformning 1 klassrumicte

42. Hur sant 4r pastaendet nu? minimum 1 2 3 4 5 6 7 maxinun
Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximum
45, Hur viktigt 4r detta £6r mig? minimum 1 2 3 4 5 6 7 maximum
I mitt vrxe stdder mvndicheterna kravel pa okad axademist och
undervisninroemetodisk standard 1or blivande liArare.
L6. Hur sant #r pastéaendet nu? minimum 1 2 3 4 5 6 7 maximum
47, Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximum
48, Hur viktigt &r detta f6r mig? minimum 1 2 3 b 5 6 7 maximum
I mitt vrke uopmuntrar myndisheterna fortbildning, och stiiller
venear och tid till forfosande {or kursers ctc.
49, Hur sant #dr pistaendet nu? minimum 1 23 4 56 7 maximun
50, Hur sant borde det vara? minimum 1 2 3 4 5 6 7 maximun
nig? winimum 1 34 56 7 maximum

51, Hur viktigt fir detla for
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T mitt arbete urmmunirar nyndirheterna lidrarnass arbete inom

Amnestoreningar  tyvo Svenskliirarnas Riksforbund .

52, Hur sant dr pastaendel nu? minimom 1 2 3 4 5 6 7 maximunm
53+ Hur sant bords det vara’ minimum 1 2 34 56 7 maxinmun
s4, Hur Vll"tJ.S’;L Hdr detta for mig? mininum 2 34 56 7 maximnum

I mitt arbete #r min huvudmdlsatinineg fOr undervisninger att tille
godose elevens ut,lednln"Hb"hOV T motsats Tial mitt ceget intresse
£Oor mitlt “Annc, €TCe

55, Hur sant &r pastaendet nu? mininum 1 2 3 4 5 6 7 naximuam
56+ Hur sant borde det vara? minimumm 1 2 3 4 5 6 7 maximunm
57 Hur viktigi &r detta for mig?  minimum 1 2 3 4 § 6 7 maximum
I mitt arbete uppmuntras samarbete mellan ldErarnae. )
58. Hur sant #r pastdendet nu? minimum 1 2 3 4 5 6 7 maximum
59, Hur eﬁnb borde det vara? minimum 1 2 3 4 5 6 7 maximum
60, Hur viktigt &r detta £f6r mig? minimum 1 2 3 4 5 6 7 maximum

I mitt arbete ligeer man storsta vikten vid lérarens formara som
undervigare  vid kiassrumcsituationen .

61. Hur sant #r pasidendet nu? minimum 1 2 3 4 5 6 7 maximum
62. Hur sant borde det vara? minimum 1 2 3 4°5 6 7 maxinun
63. Hur \'1}1Jgu Hr detta for mig? minimum 1 2 3 4 5 6 7 raximunm

DEL IV: Facklig politik

I nmitt vrke har faekliga forhandlicar resulterat i forbittrade
10ner for Jirarnee

6'te Hur sant &ér pastaendet nu? minimum 1 2 3 4 5 6 7 maximum
65. Hur sant borde det vara? minimum 1 2 3 4 5 6 ? maximum
66. Hur viktigt &Zr detta for mig? minimum 1 2 3 4 5 6 7 maximum

T nitt yrke hov foceklim forhandlinenre mediiirt storre Yirarvinflviende 3
beslutsyrocnsserna .,

82, Jiur sant #r pistiondet nu? minitum 1 2 3 4 50 7 maximun
83. Hur sunt borde det vara? minfimum 1 2 5 4 5 ¢ 7 raximum
84. Nur viktipgt dr dettn {or mig? minimen 3 2 5 4 9 5 7 maximum

T mitt yrhe hay focklira aviel rodfaot ohnd £i110redstii)llelse ned nits nrbala,

8. Hur sant fir pistiendet nu? ninimum 12 % 455 7 maximun

85, MNur sant lm, de det vara? minimer Y 2 3 4 5 & 7 mwaximan

87. Hur vik t;1 ot Hr detia for mig? miaimunm 1 2 % 4 9 4 7 paxinum
100
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DEL V:  Samsniatinin

88, P& det hela tager dr jag ndid med min nuvarsude lirarsthllning:

LY L T

samtycker ¢ 12 3% 4% 467 samlreker

89. Pd dci_hela tarut kiincer dae att jap i mitt arbete kan tilleodose yrkets
krav,

samtycker ¢ 12 345 67 samtycker

(1, Tacklirg politik fv frenlir ped yrkesetilken (Mkzllet"),

samtycker ¢ 12 34567 comtyoker

G2, Pillfvodeostillelsen med arbotet whety dreat skil mot facklie snslutning.
santycker oj 1254567 samtycker
101
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Memberchip Data for Participating Orpanizations
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The vast majority of American tcachers at the primary and secondary
levels are reprosented either by the Hational Education Ascociation (FNEA)
or the Awericon Federation of Teachers (AFT)e According to the 1970-1971
HEA Jirndhook, there were 1,100,155 members cf the National Education
Association. The vast majority of members were classroom tcachers although
the Associaiion also includes principals and other personnel, In 1970
there wece 39,264 wembers cf their state affiliate in Washington. Un-
fortunsately, the Varhingtoa Rducation Association (WEA) was wmable to
provide the ounber of active clagsroom teachers at the primary and secendary
levelse  Since WOA also includes administrators; vetired teachers, ond
student members, the nuwber of active teachers within WEA is probably
closcx to 30,000,

According to an article in the Scptember 1970 issue of the American
Teachey, membevship in the lwerican Federaticn of Teachers totalled
205,000, o approzimately twelve percent of the teachers, Like the NEA,
the APT wembership includes a relatively small perceatage of teachers in
higher education, with pawtieular focus upon junion colleges and community
collepes. Membewship in the Washington Federation of Teachers Ls approxi-
mately 2,000, of which approximately 80% are at the primary and secondary
levels.

Lararnas Riksforbund or the Hational Association of Sacondary Schceol
Teachers roprescnts approxinately 23,536 teachers at the seventh through
ninth grades o grundskolan (or comprcheasive school) and the gymnasiwn
level.™

Skollardeforbund represents the rektors (principals) at the same
levels of the public cducation system as Lararnas Riksfirbund, The number
of rel:itors belonging to the Association is 1,702,

*Based upon figures of December 31, 1970. Sce National Contract Burcau
of Statistics, "Tcachers of Yublic Primary Education and Non-Compulsory
Schools,' (U 1971:6, Stockholw, Sweden),
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APPENDIX |

Mean Scores and Stundard Deviations for Attitudes Toward Job
Satisfoction, Professionalism and Collective Negotiations
By Category of Responding Teachers in

Question No,
Job Satisfaction
10
11
12

13
14
15

16
17
18

19
20
21

22
23
24

25
26
27

28
29
30

Washington State and Sweden

Washington Teachers

(N=569)

Mean Standard

Score Deviation
5.1703 1.6879
6.3911 . 8599
6.0215 1.1373
5.2491 1.3278
6.6057 .6609
6.5799 6566
5.4230 1.2923
6.2121 .8678
5.8766 1.1638
4.9217 1.4433
6.2406 .9009
5.6804 1.1826
5.3936 1.4407
5.4253 1.1634
5.7655 1.2233
4.3333 1.8930
5.9107 1.0528
5.7893 1.2267
4.8502 1.4043
6.0162 .9926
5.4450 1.3839

105

iie

Swedish Teachers

(N=309)
Mean Standard
Score Deviation
5.9159 1.4232
6.5437 1.2800
6.0550 1.2562
5.7282 1.5153
6.5987 1.1791
6.4304 1.2323
5.8026 1.2830
6.3819 1.2365
5.9288 1.4009
4.9159 1.6374
6.2265 1.3748
5.6052 1.3361
4.4660 1.7645
6.0680 1.5454
5.7638 1.5414
5.6990 1.5236
6.1683 1.3925
6.0388 1.4045
4.5016 1.6683
5.1254 1.7347
4.2362 1.7799



Question No.
31
32
33

34
35
36

37
38
39

Professionalism
40
41
42

43
44
45

46
47
48

49
50
51

52
53
S54

35
56
57

Mcan Standard
Score Deviaticn
4.2844 1.6036
6.5277 7226
6.2240 .9727
4.4146 1.6299
6.4375 7493
6.0873 1.0113
4.5430 1.6533
5.5277 1.4963
5.7235 1.3109
5.4673 9548
5.7009 .8711
5.9159 . 8592
5.4862 1.1516
5.9083 .8113
6.0467 . 7817
5.2130 1.3046
6.0280 .9363
5.9434 1.0312
4.4206 1.5724
5.8972 .9410

Mean Standard
Score Deviation
4.8900 1.5313
6.5146 1.2756
5.9968 1.3399
5.5146 1.4607
5.8544 1.4397
5.7087 1.4277
5.6084 1.4811
5.9094 1.4655
5.8026 1.3710
3.3851 1.7993
6.1489 1.5217
5.4887 1.7010
4.0744 1.6448
6.2233 1.3812




Mean

Question No. Score
55 5.0187
59 5.8879
60 5.7944
61 4. 8505
62 6.1028
63 6.0187
64 5.0093
65 5.8037
66 5.5794
67 4.4259

. 68 5.9074
69 5.7407
70 4.1574
71 5.6759
72 5.6019
73 4.,9636
74 5.7273
75 5.6091
76 2.9143
77 3.4190
78 4.0096
79 2.4860
80 3.5047 -
81 3.9346
82 4.2243
83 5.0935
84 5.1308

Standard
Deviation

1.2737

*1.0217

1.2342

1.0799
.8348
.9415

1.3979
9947
1.1413

1.5779
1.2345
1.4034

1.5836
1.1827
1.2600

1.4458
1.0572
1.1421

1.9420
2.0323
2.1338

1.6844
1.9920
2.1468

1.3894
1.4892
1.5787

107

Mean

4.
5.
5.

_Score
4,
6.
5.

7055
0583
4951

7929
4660
3722

3.4919

2.
6.
5.

1974
.4887

7055
2071
5890

Standard

1.6943
1.3154
1.4828

1.8007
1.5468
1.4991

1.9350
1.3253
1.4981

1.6809
1.4954
1.6892




Question No,

85
86
87

Overall
88
89
90

91
92

Mean
_Score

3.7379
.8942
.9327

4
4

5.5872

5.5321

5.3211

4.5413
4.6944

Standard

Deviation
1.5014
1.6890

1.7914

1.2111
1.2734
1.1537

1.6641
1.5252

108

11

Mean
_Score
2.6699
5.7994

5.3657

4.9094
5.0485

5.4175
6.2233

Standard

Deviation

1.7078
1.9286
1.9236

1.5969
1.4282

1.9566
1.6451




Summuary of HHeh and Jow Vean Scores Yor
Wa-hington and Swedish Teachers Ly Jovel
Cf Question lor Attitwlinal Coteporics

Q

Aruitoxt provided by Eic:

} ERIC

Cateroxry and fovel
.

Job Satinfaction

Mint

-

27

prie

lowest sceres

highest scores

tthat shauld bo?

highzat scores

Iobort s

..—A_..-_.....,

lovast ecores

r—ra—" o~

hirhest scores

e amam

Profecsionalier

thhat is

lovest scores

hiphest scores

¥Yhat chouié b-?

lowest scores

highest scores

Inohinnton Tonchers
(xﬁc:uu-u prisary
and secendary)

curriculun,
coramunity support
teaencer rappovi,
wouckload

woriiJoad, unduc
pressures
consunity support

status
satisfving tcaching
spervience

Adnin, support for
pref. develeopiicn

and professional orgsu.

sulonecny, clzssivoom
decision~naking,
educational nceds
of pupils

Admiin. encouragerment
of prof, associations
educationazl necds of
pupil

vecdish Teachecs
(ineludes only
secondary)

vorltload, eccupational
statusg

rapport vith Principst,
sapport with
tcachers

status

facilitics and
services

statue
satisfying teaching
expericnce

hdain, support for
prof. development
and professor,

autonony, classroom
decision-~-making

Admin, encourapecment
of prof. asscciations

Adrryin, support for
professional develop-

ment




Jumortance

louent szcores

highest scores

Collective Lopotintions

Vhat io?

louest reores

highest scoices

What should be?

lovest ccoven

highest gccores

Imp orisnee
leuast scores

highest scores

Overall Remarks

Satisfaction uith Presont
Traching Positson

Opportunitiecs for leeting
Professional Expecta-
tions

Contentment with Salary
and Woriting Conditions

Professionalion
Compatible vith
llegotiations

High level of Job Sztis-~
faction Compatible
with legotiations

Adniln, encovracenent of

prof. develepmen:
gnd asnociations

cducational needs of
student

vights of teachker to
atrilke, bindinrg
arbilyation

ncgotioticns cffect
on saluaries

rights of te:scher to
gtrile

negotintionzs o ffect
on quality of
cducalinn

rights of teacher to
strike, binding
arbitration

negotiztions effect
on quality of
educ:tion

generally catisfied

generally satisfied

moderately satisfied
slight azreement

noderate agreement

110

i35

Admin. support for
partic, in prof.
essociations

cutonomy, classroon
decision-making

llot sufficient
qucstions for
analyzis

moderately satisfied

moderately satisfied

N/A

wmodcrate agresment

strong agreement

N e




APPENDIX F

Mean Scores &nd Standard Deviations for Attitudes Toward Job
Satisfaction, Professionalism and Colleciive Negotiations
By Category of Responding Principals in
Washington State and Sweden

111

Q 116




APPLEIDIN F

Mean Scores and Stundavd Deviations feor Attitudes Toward Job
Satisfaction, Professiconalisn and Ccllective legotiations
By Catecgposy of Responding Principals in
Vashington Gtalte and Sweden

Vashingtoi Urincipals Suwedish Principals
(R=115) (N=109)
Mean Standard Mean Standard
Questicn No. _Score Deviation Scorc  Deviation
Job Satisfaction
10 5.26067 1.5008 6.0159 1.3853
11 6.27063 .9879 6.4762 1.3181
12 6.1067 1.1575 6.0952 1.2144
13 5.0769 1.2595 4.,9048 1.5935
14 6.4615 6672 6.0794 1.1115
15 6.4808 .7630 5.3492 1.5044
16 5.1574 1.1287 6.1429 1.1894
17 6.2778 .8297 6.5079 1.0606
18 6.1215 1.0525 6.0635 1.2427
19 5.0917 1.1906 5.5238 1.2554
20 6.1657 . 7550 6.2698 1.1529
21 5.6296 1.2274 5.5714 1.3163
22 5.5888 1.3801 3.7937 1.8330
23 5.4019 1.0448 6.1429 1.0451
24 5.8056 1.1476 5.4921 1.2936
25 5.5780 1.1650 4.8889 1.5462
26 6.0648 . 8889 5.6032 1.2253
27 5.9815 1.0850 4.9206 1.4514
23 5.2569 1.1172 5.3810 1.3005
29 6.0367 8042 5.3016 1.4661
30 5.5780 1.1856 4.3333 1.4480
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Question No.
33
32
33

34
35
36

37
38
39

Professionalisn
40
41
42

43
44
45

46
47
48

49
50
51

52
53
54

55
56
57

Meon

Seoye

s e =

4.9252
6.4562
6.3G56

45,8426
6.3704
6.2243

4.6514
5.3611
5.8598

5.4918
6.1348

5.4804
6.2625
6.2661

4.8773
6.1468
5.9000

3.7424
5.9463
5.7013

>.5009
-.0163
4.7005

5.8141
6.6293
6.5986

Standard
Deviation

14450

.6887

. 8588

1.3337
. 7050
. 8502

1.5598
1.2399
1.0591

1.3576
. 8900
.9261

1.4429
. 7379
. 8599

1.5195
1.0261
1.2294

1.9125
1.0338
1.2350

1.7948
1.4351
1.6523

1.1829
.6469
. 7082

rlean
3core

5.2381
6.4286
5.6508

5.3651
5.4762
5.3333

5.9524
5.6190
5.4221

3.7143
3.7460
5.2857

4.5238
6.3175
5.5556

2.5873
5.0000
4.0635

5.428¢
5.8254
5.3333

Standard
Peviation

1.4560
.7770
1.2846

1.4734
1.4904
1.5554

1.2238
1.5906
1.5013

1.9128
1.7224
1.8177

1.6349
1.1476
1.5531

1.6028
1.7871
1.8654

1.8727
1.9719 -
1.9177

R T Y

cew amems vem @




Yean Standard Mean Standard
Question N, _Score Leviation _Scere  Deviation
58 4.4511 1.6481 5.5238 1.4464
59 5.5209 1.2117 6.4603 1.0132

60 5.2450 1.4647 5.8730 1.4084

62 6.0512 1.0781 ¢ 5.3492 1.48238
63 5.8519 1.2572 5.2063 1.4386

Collecctive Negotiations
64 4.5134 1.7225 3.7937 2.1034 o
65 6.1254 .9636 6.20693 1.2209
66 5.7724 1.2030 5.6190 1.3962

67 3.9676 1.6965 - -
68 6.3921 9777 - -
09 6.3694 .9682 - -

70 3.7365 1.67601 - -
71 6.0072 1.1795 - -

73 4.2873 1.8602 v - -

76 3.0766 2.1664 - -
77 4.5940 2.1199 - -
78 .4032 2.1294 - -

79 2.6707 1.9172 - -
80 4.4898 2.1056 - -

82 3.7883 1.7574 3.2381 1.7387

83 5.8062 1.2991 5.5873 1.6717

84 5.6375 1.4044 5.0952 1.4336
114
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Mean Standard Mean Standard

Questiun Ho. _Score Deviatien _Score  Deviation
85 3.6636 1.7799 3.4127 1.8634
86 5.8060 1.3766 6.1111 1.4263
87 5.6747 1.4583 5. 3492 1.7148
Overall
88 5.4321 1.4037 5.3651 1.4625
89 5.1932 1.4842 5.3175 1.2678
90 4,6075 1.6927 - -
91 5.3094 1.6944 5.5714 1.8025
92 5.3426 1.6411 6.1429 1.6835
115
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Significant Correlation Coefficients Letwcen Backgrounds
And Demographic Characteristics of Responding Swedish
Teachers and Specific Attitudes Toward Job
Satisfaction, Professionalism, and
Collective Negotiations
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Comparison of Swedish and Washington Sccondary School Teachers
Regarding Attitudes Toward Specific Elerents of Job
Satisfaction, Professionalism, and Collective
Negcatiations (Analysis of Variance)
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APPERDIX H

Comparison of Swedish and Washington Secondary School Teachers
Regarvding Attitudes Toward Speciiic Elements of Job
Satisfaction, Professionalism, and Collective
Negotiations (Analysis of Variance)

Swedish Secondary Washinpgton Secondary
Schecol Teachers School Tecachers
(11=308) (1:==318)

Question Ko, M2an Score lean Score F Scoie

Job Satisfaciion
10 5.9123 4,8994 59,6514 %%
11 6.5422 6.2170 11,0271%%>
12 6.0519 5.7264 9,0568%%
13 5,7273 5,0126 35,9016
14 6.5974 6.4811 1.5501
15 6.4286 6.4057 .0546
16 5.8019 5.2233 30,6100
17 6.3799 6.0849 9,7944%
18 5,9253 . 5.6164 7+.3130%%
19 4,9091 4,7484 1.6675
20 6.2240 6.2358 0153
21 5.6104 5.6384 0715
22 4.4G610 5.3396 44 ,7028%%%
23 6.0649 5.3679 38,2938%%%
24 5,7597 5.6792 . 5047
25 5.,7013 4,2453 102,5961%%*
26 6,1688 5.8931 6.8637%"
27 6.0390 5.7453 6,7153%*
28 4.5000 4. 6447 1.2338
29 5.1299 5.8868 37.0748%%x
30 4,2338 5.3113 64,0598%%+
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31 - -

32 - - -

33 ~ - .

34 4,8396 %4.,1352 34, L4118
35 6.5130 6.3145 4,.2029%
36 5.9935 5.9969 .0011
37 - - ~

38 - - -

Professionslicm

40 5.5130 5.2830 3.4665
41 5.8539 5.7706 .5233
42 5,7078 5.899 2.7302
63 5.6071. 5.3868 3.1796
L4 5.9123 6.1478 5.1322%
45 5.8019 6.1572 11, 88357k
46 3.3831 4 .3962 46, 9386
47 6.1461 5.7484 8.80 18w
48 5.4870 5.5723 . 3658
49 4.0682 3.4088 20,9265 %%k
50 6.2208 . 5.8428 1.2.0149%s:
53, 5.5909 5.5818 . 0060
52 2,2792 3.2736 55, 2510%ink
53 5.0584 4,9780 .3218
54 4,2922 4. 6635 6.6027%
55 5.1071 5.3994 4.1986%
56 5.4968 6.3428 35, 3165%
57 5.1364 6.2704 65.9828%wi
58 4.7045 3.9717 28, 701045
59 6.0552 5.1352 62.8250%%%
60 5.4903 4.8333 25, G4 1745k
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61
62

53

4.7955
5.4610
5.5701

Collactive JNegpgotiations

6/

76
77
78

79
80
81

82
83
84

85
86
87

N W
. -

| aond I~
[te) o)
W
=~

w
Pl
O
W
w

207045
6.2045
5;5844

2,6753
5.7955
5.3604
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147

4,1033

7 LD

5.74)3

5.5650

40270@
6.0557

SO?&SA

3.5377
5.5%43
5.4403

3.3491
5.5975
5.5139

22,1192%%%
4 ¢ 188
2.2656

27,4395k
1,7375

409226*

33,9702 %%
22 . 2 10 17'-":3’.'.‘
1,0985

2202049***
1.7420
1.1256



Overeall’
83
89
%0
91
92

4.9056
5.0455
5.46188
6,2208

ik Significant at ,001 lJevel

%% Significant 2t .0l level

* Significant at .05 lcvel
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APPENDIX [

Comparison of Washington and Swedish Junior iligh School Teachers and
Principals Regarding Attitudes Toward Specific Elements of
Jub Satisfacticon, Professionalism, and Collective
Negotiations (Analvsis of Variance)'

Junicr High Junior High
Principals (W=77) Teachers (17=285)
Question No, Mean Scores Mean Scores F Score
Job Satisfaction
10 4,4026 5.4772 19,7559%%%
11 5,2208 6.4035 32.6909%%%
12 4,8182 6.0175 - 32,8939
13 4,6623 5.2211 7.4187%%
14 6.0390 6.5895 14,4457 w%%
15 5.5974 6.5263 39,9330
16 5.4026 5.5474 .0696
17 6.1299 6.1895 1345
18 5.8052 1.4635 0626
19 4,9740 5.0561 .1965
20 5,98670 6.3263 6.5834%
21. 5,5065 5.7649 3,0586
22 4,4156 5.0281 7.9603%%*
23 5.5714 5.8175 1.9010
24 5,5065 5.7614 2,05z2
25 ‘ 5,0130 4,9088 .1883
26 5.7273 6.0211 3.2300
27 5.3247 5.9018 9,4616%
28 5.1558 4,5860 8,5261 %%
29 5.5455 5.5865 .0378
30 4,8442 4,8070 0279
31 - - -
32 - - -
33 - - -
1390
125




34
35
36

37
38
3¢

Professionalism
40
41
42

46
47
48

L9
590
51

52
53
54

56
57

58
59
60

L 48242
0.2408

5.7143

5.0909
5.4026
5.3636

5.4286
5.5195

5.4935

G4, 4675
5.8312
5.3896

§,2597
5.8701
5.4675

3.5325
5.27217
4,7792

5.3377
6.1688
5.8701

5.1688
5.9610
5,7403

.3

L, 4842
6.5018
6.0917

5.3439
5.8596
5.8702

5.3860
6.0070
5.9579

4, 1649
6.0140
5.5965

3.9649
6.0772
5.6246

2.9895
5.0246
4.4175

5.2246
5.8421
5.6877

4,4667
5.628].
5.1965

126

1.7268
7.2031%%
8. 614 5%

0442
8.3774%
6.91374%

1.57
.872
. 9096

(94}
~3

o
o

1.5244
1.419G
6864

5.4709%
1,1935
2.2683

. 2477
1.9054
.6022

10,2696
3.018¢
6.6814%



61
62

63

Collective Negotiations
64
65
66

67
68
69

70
71
72

73
74

75

76
17
78

79
80
81

82
83
84

~ 85
86
87

5,6385

5.,6364

4,3896
5.8961
5,5325

3.6494
5.0779
4,9870

3.4545
5.1558
4,8701

oy

h, 5439
5.06667

5. 5404

3.9719
6,0982
5.6912

3.1789
6.0561
5.6491

3.0982
5.8632
5.5895

1.0044
0127

.265¢

2.8326
1,2916
Jd1é4

4,1509%
23,8222%is%:
10,0719

2,3236
10,060 3%
9,6712%%




Overall
v 88 5.2857
&9 5.1684G
S0 -
91 4,8182
92 " 5.1688

*x% Gignificant at 001l lewvel
%% Significaut at .01 level

% Significant at .05 level

-~

L BL75

4 ,5557

5.3018
5.7860

3.8853%
7.0274%%



APPENDIX J

Compauson of Washington and Swedish Senior High School Teachers and
Principals Regarding Attitudes Toward Specific LElements of
Job Satisfaction, Professionalism, and Collective
Negotiations (Analysis of Variance)




APPENDIX J

Comparison of Weshington and Swedish Sénior Iligh School Teachers and
‘Principals Regarding Attitudes Toward Specific Elements of
Job Satisfaction, Professionalism, and Collective
Negrotiations (Analysis of Varianc:z)

Senior High Seniox Iiigh
Principals (N=101) Teachers (N:=341)
Question No, Mzan Scoves Mean Scores F Score
Job Satisfaction

10 4,3069 5.3314 19. 5444 %
11 4,7822 6.3548 59,41 13%%% )
12 4,6034 5.7771 27 .6234%%%
13 4,7327 5.4839 17.25G6%¥k%
14 5.8416 6. 4956 15,7231k
15 5.7426 6.3255 10, 7066%%
16 5.2277 5.4751 2.3235

17 6.0990 6.2639 1,2929

18 5.8416 5.7771 . 1415

19 5.1485 4, 6304 7.7815%%
20 5.9400 6.1496 1.6434

21 5.2970 5.5073 1.4301

22 4,9208 %, 8065 .3023

23 5.3069 5.6217 3.1996

24 5.4356 5.6813 2.0441

25 5,2475 5.005% 1.2795
26 5.6139 6.0352 6.5477%
27 5.4059 5.8798 7.6179%

28 5.0990 4.5630 8.0010%*
29 5.5941 5.4575 . 5230

5.0297 4,759 1.8304




Professionalism
40
41
42

43
L4
45

46
47
48

49
50

51

52
53
54

4.,7525
G.059%
5.7624

5.2574%
5.3366
5.5050

5.4950
5.6733
5.6436

4, 4851
5.5248
5.4257

4,2574
5.7129
5.2970

3.6535
5.059%
4,6337

5.0297
5.8020
5.7525

131

-

137

4,5249
6,3372
5.,9150

5.4399
5.7713
5.7507

5.5865
6,0528
6.002¢

3.6545
5.8856
5.4751

3.5396
5.9383
5.5543

2,6129
5.0017
%,5337

5.2815
5.9971
5.7331

1.4151
3.0012
.8744

5.8205%
1.7931

.2795
5.6809%
5.1955%

13, 788250
3.0094
L0547

12,5830%%x
2.6409
2,0766

27 .,0250%%%
.0562
. 2364

1.5037
.8751
.0084




59
60

61
62
63

Collective Magotiations
64
65
66

67
68

69

70
71
72

73
74
75

76
77
78

79
80
81

82
83
84

[, TR, T Y
L] > L]
NN
NN
[ T O R
~1

@ o

4.4950
5.4653
5.3267

4,3267
5.5644
5.1980

3.7129
5.0029
4.8119

(%]

wi
&
=t
]
(o))

.8182
<1525
. 5600

i & W

3.0850
5.7595
5.3959

95,0825
L8736
2.4455

4029
.2032
1727

5.5664
13,7755
4,5519%

9.1114%*
13.4235%%%
7.8959%%



85
86
87

Overall
88
89
90
o1
92

0

. 3069
. 9208
. 7033

D

5.3465
5. 3465
4,7030
&,9109

fekds Significanb at .001 level

%% Significant at .01 level

* Significant at ,05 level

(S N
L]
A
Gt
=~ O
Lo

~
(92
pt
(=3}
~4

5.2246
5.0381
5.2757
5.5718

2.9778
7. 3664w
7.2194%%

. 3862
3.0610
6.3558%*
8,6996%x




