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Chapter I

INTRODUCTION

Contexts in which human behaviors occur receive a great deal of
attention from psychologists; this is readily apparent in the volumes
of research devoted to the home, the school, and the workplace. Over
the course of 45 working years, a person may spend 94,000 hours on the
job. Consequently, it comes as no surprise that how people feel about
their jobs during that time has been a prominent topic in the profes-
sional literature of business, organized labor, government agencies,
and psychology.

The study of job satisfaction can be traced back several decades.
In the 1920's, Mayo examined the effects of physical conditions on
worker productivity at the Hawthorne Western Electric Company. During
those studies, Mayo became convinced that social factors influence
workers' satisfaction with work tasks and with worker productivity.
Thereafter, industrial psychologists sought to improve worker happi-
ness and, concurrently, worker productivity (Gruneburg, 1976). The
1950's witnessed a renewed interest in worker satisfaction. Studies
of the effects of assembly line automation on blue collar workers be-
came prominent. Managerial personnel were ignored for the most part
until the 1960's. Prior to that time, managers were not believed to

experience dissatisfaction with their jobs (Carroll, 1973).



Job satisfaction is a highly researched topic in organizational
and industrial psychology. Kahn (cited in Wool, 1973) estimated that
2000 surveys of job satisfaction were conducted in the United States
over the past few decades. Locke (1969) estimated 2000 articles and
books were written by 1969. In addition, there have been at least
seven national surveys of workers, and eight Gallop polls were pub-
lished between 1958 and 1973 (Quinn, Staines & McCullough, 1974).

Interest in job satisfaction has not abated. A comprehensive

computer search of the Psychological Abstracts between 1967 and mid-

1981 yielded 2324 citations. It is also apparent that job satisfaction
research is not confined to industrial and organizational psychology;

a computer search of the ERIC system produced 2702 citations for the
descriptor "job satisfaction-vocational adjustment.'

Despite the intense interest in job satisfaction, there exists
considerable disagreement in the literature as to the significance of
the proportion of dissatisfied workers. Pessimistic authors emphasize
that between 107 and 20% of all workers are dissatisfied with their
jobs (Barbash, 1976; 0O'Toole, 1974; Sheppard & Herrick, 1972; Strauss,
1975). Optimistic authors, however, note that there have always been
dissatisfied workers in the workforce and focus instead on the fact
that 80% to 90% of the workforce is satisfied with its jobs (Gomberg,
1973; Winspinger, 1973; Wool, 1973).

Regardless of the actual percentage of dissatisfied workers, it
is clear that they constitute a sizable group when viewed in the con-
text of all workers. It is not surprising, given the substantial num-

ber of dissatisfied workers and the amount of time that people spend



on the job, that social scientists have conducted so many studies of
job satisfaction and the effects of dissatisfaction. It is reasonable
to assume that there are difficulties associated with work in the com-
plex and technical American society. These difficulties, in turn,
produce dissatisfied workers who deserve professional attention.

The importance of work to the individual was highlighted by Coles
(1978) when she stated that people find it almost impossible to talk
about themselves without reference to the kind of work they do. 1In
essence, we are what we do.

By logically extending Coles' (1978) statement to job satisfac-
tion, it is possible that people who are dissatisfied with their jobs
are also dissatisfied with themselves. This argument has definite
implications for the mental health of workers. Research has linked
job dissatisfaction with physical and mental health problems (Porti-
gal, 1976). Specifically, job dissatisfaction has been identified as
a key mediating variable in the mental health of blue collar workers
(Gurin, 1960; Kornhauser, 1965). Evidence also links job satisfac-
tion to longevity; dissatisfaction is associated with high risk of
heart disease, psychosomatic illnesses, and low self esteem (0'Toole,
1973).

Historically, job satisfaction research focused on industrial
settings and workers. The inclusion of nonindustrial workers in job
satisfaction studies is relatively recent. In the last few years
there has been increased interest in the job satisfaction of other
occupational groups, including educational personnel. Frequently,

references to the job satisfaction of these groups falls under the



heading of burnout. Despite numerous opinions regarding teacher burnout
in both the professional and the popular media, relatively few empirical
studies have been conducted. Virtually all of the studies on the job
satisfaction of educational personnel are confined to local or state
populations. In general, there is little replication of job satisfac-
tion studies on a national basis (Portigal, 1976).

The relatively small number of empirical studies on job satisfaction
of educational persomnel is particularly evident for school psycholo-
gists; the comprehensive computer searches cited above yielded only one
reference specific to this group. Yet, a review of the profession's
literature indicates that there is a great deal of interest in school
psychologists' job satisfaction. The immediate past-president of the
National Association of School Psychologists (NASP), for example, stated
that '"one could wittingly content that there are more . . . [school
psvchologists] . . . now, enjoying . . . [their work] . . . less than
ever" (Fagan, 198la, p. 1). This statement evolved out of school
psychologists' concern over their general inability to expand their
roles beyond individual assessment.

Training programs in school psychology prior to the passage of
P.L. 94-142 (The Education for All Han&icapped Children Act of 1975)
had begun to encourage their students to move beyond individual intelli-
gence testing and into broader service roles, such as consultation,
parent training, and systemic intervention. This encouragement took
the form of diverse course offerings and academic requirements, as well
as the adoption of more stringent professional standards. The passage

of P.L. 94-142, however, forced many school psychologists to spend much



of their time conducting initial psycho-educational evaluations and re-
quired triennial reevaluations of special education students. This
situation led the current NASP president to state that the broad course-
work requirements in training programs have produced a generation of
school psychologists highly qualified to provide a wider array of ser-
vices than many school systems request (Guidubaldi, 1981). Fagan (1981b)
notes that some school systems use only about six hours of the school
psychologist's 60 hour professional preparation. This point has been

reiterated by Trachtman (1981) in a special issue of the School Psychol-

ogy Review devoted to the issues which school psychologits must face
over the next few years. He points out that few school psychologists
can ever hope to find employment which can support all of the role
functions for which they are trained. Trachtman goes on to make the
case for the study of job satisfaction of educational personnel when
he states:

Given the current economic recession and massive increase
in governmental regulation at all levels, the quality of life
for most institutional staff members, including school psycholo-
gists (and university trainers), has deteriorated dramatically
in the past few years. In some settings the work situation has
become so intolerable that one must seek a professional life
elsewhere. However, for the most of us who have chosen service
professions and institutional settings, it is important to
remember that it is necessary to be unhappy in our jobs. The
nature of most institutional settings is such that one retains
one's humanity through constant dissatisfaction and struggle.
If you are happy, the odds are that you have sold a piece of
your soul and are less human for it. (p. 148)

Vensel (1981) takes exception to Trachtman's view when she notes that
being unhappy in one's job is maladaptive. The first step toward the
diminishment of dissatisfaction, she says, is the setting of goals and

appropriate actioms. Kilpatrick, Shook and Swanson (cited in Vensel,



1981) apparently found this to be the case in Illinois; approximately
one-half (48%) of the respondents to their survey stated that they
planned to leave the field of school psychology in the next five years.
The profession of school psychology experienced a period of rapid
growth in the last decade. Training programs produced large numbers of
sﬁudents and practitioners who now find their skills under-utilized.
The question of the effects of this situation is open. It is clear,
however, that school psychologists face apathy, detachment, lack of

professional commitment, and burnout (Bardon, 1981).

Purpose of Study

This study was designed to investigate and describe the job
satisfaction of a national sample of school psychologists. The evident
concern over the job satisfaction of school psychologists, noted above,
appears to have been based on experiential, rather than empirical, in-
formation. A comprehensive review of both job satisfaction and school
psychology literature bases failed to produce a single study which
utilized both a national sample of school psychologists and an indepth
criterion measure. This study was descriptive in nature and posed the
following research questions:

1. In a national sample of school psychologists, what are the

levels of overall job satisfaction?

2. Job satisfaction research indicates that overall emotional

responses individuals express toward their jobs are ac-
tually composit indices of many sub-factors. The instru-

ment selected for the present study samples 20 of



these factors. On the whole, what degree of satisfac-
tion do school psychologists express with each sub-factor
of job satisfaction?

3. What is the relationship between overall job satisfaction

and selected demographic variables?

The sample for this study consisted of 455 members of NASP drawn at
random from the 1982 membership directory.l The study was endorsed by
the NASP National Committee on Vocational School Psychology.

This study was conducted through the use of mailed surveys. Three
days prior to survev mailing, a letter of endorsement from nationally
recognized leaders in school psychology was sent to participants (Ap-
pendix A). The subsequent mailings of survey materials contained the
Demographic Data Form (Appendix B) and an adapted form of the Minnesota
Satisfaction Questionnaire (Appendix C). The Computer Resources Depart-
ment and the Test Scoring Center at Virginia Tech were utilized for

scoring and analysis of returned surveys.

Significance of the Study

Job satisfaction literature suggested that individual's feelings
about their jobs have direct consequences for the quality and quantity
of work produced and for their emotional énd physical well being.
Nevertheless, little research existed on the job satisfaction of pro-
fessionals who work with school children. This is particularly true
of school psychologists who are often crucial members of the multi-

disciplinary teams which make decisions determining the educational



careers of exceptional students. The major role of school psycholo-
gists in assessment, placement, and program decisions makes job satis-
faction a salient variable if work quality is affected.

The results of this study will be useful to both training pro-
grams and prospective employers of school psychologists. In terms of
the former, university trainers will be able to prepare students for
the actualities of school psychology practice. Prospective employers
will be able to use the results to provide job enrichment activities
or implement systemic changes to provide a more conducive working en-
vironment based on shared sources of job satisfaction among school
psychologists. The most important use of the results, however, may be
among practitioners themselves. The results will provide a basis for
better understanding of their own feelings and attitudes toward their
roles and functions. The results will be an invaluable tool for dis-
cussion among school psychologists, as they confront the problems of

poor morale and professional burnout noted by Trachtman (1981).
Limitations

The sample for the study consisted of practicing school psychol-
ogists who were members of NASP. Consequently, the results of this
study are generalizable only to practicing members of that organization.
The NASP membership constitutes about one-third of the total population
of school psychologists in the United States. While NASP members come
from all 50 states and represent both sexes, numerous age and ethnic
groups, and urban and rural settings, significant differences in job

satisfacticn may exist between members and non-members. The inclusion



of non-members in the sample, however, was not feasible. Therefore,

results cannot be generalized to all school psychologists.

Definition of Terms

The research questions contained in this study are based on the
following operational definitions:
(1) School psychologists--those individuals who:
(a) designate '"practitioner" as their primary role and
(b) are members of NASP. Membership guidelines specify
that applicants must be practitioners, psychological
services supervisors or consultants, trainers, cer-
tified by a state as a school psychologist, or a
school psychology student.
(2) Job satisfaction--the emotional state perceived by in-
dividuals when thinking about their jobs. This state is
assumed to be reflected in a summated overall job satis-

faction score on the adapted MSQ.

Organization of the Study

The intent of this study is to provide information on how school
psychologists feel about their jobs. Chapter I presents a description
of the problem under investigation, the purpose of the study, and its
significance for individual school psychologists, trainers, and em—
ployers. In additicn, limitations of the study are discussed, and
pertinent terms are defined. Chapter II is a summary of research

germane to this study, including job satisfaction studies and current
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views of job satisfaction among school psychologists. Chapter III

presents a detailed methodological description of the study, including
research questions, sampling procedures, instrumentation, and informa-
tion collection and analysis strategies. The analysis of data and re-
sults are reported in Chapter IV. Conclusions and recommendations for

future research are discussed in Chapter V.



Chapter II

REVIEW OF THE LITERATURE

Speculations about school psychologists' work satisfaction are
frequent in the profession's literature, particularly in reference to
to discrepancies between professional training standards and realistic
service roles. The profession's literature and credentialing standards
depict numerous competencies and roles for practitioners (e.g., con-
sultant, counselor, researcher, community liason, and evaluator).
Often, the reality of school psychological practice is quite different;
state and federal guidelines for psychological assessments frequently
force school systems to designate testing as the school psychologist's
primary (and often sole) job function. According to professional
opinion, this discrepancy between school psychologists' training and
practice can lead to job dissatisfaction. Empirical evidence of wide-
spread discontent among school psychologists, however, is unavailable.
Studies of job satisfaction among school psychologists must precede
generalizations of cause and effect relationships.

This chapter summarizes opinion and empirical studies pertinent to
the understanding and investigation of job satisfaction among school
psychologists. Of its eight sections, the first is an overview of job
satisfaction and includes definitions. The second and third sections
discuss job satisfaction-need relationships and measurement problems.

Literature support for determinants and correlates of job satisfaction

11
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comprise the fourth and fifth sections. The effects of job dissatis-
faction are presented in the sixth section. Specific studies among
teachers and school psychologists are discussed in the seventh section.

The final section reviews instruments used in the present study.

Job Satisfaction

Studies of job satisfaction have appeared in the professional
journals of psychology, education, business, organized labor, and
government. Inter-disciplinary research on job satisfaction has clouded
the issue since each group labels the construct differently. Studies
of job satisfaction are variously referred to as studies of burnout,
job satisfaction, morale, job attitudes, vocational adjustment, occu-
pational adjustment, and work alienation. A consensus is apparent on
at least one point--most authors, regardless of discipline, describe
work as a critical role and central life activity in our society (Kasl,
1977). Work consumes a great deal of time and effort while providing
the major source of income for most people. Further, work is probably
the most significant source of social contact.

Job satisfaction research with blue collar workers extends back
several decades. Early studies explicitly assumed a casual link be-
tween work factors and efficiency (Kornhauser, 1965). Historically,
industries have been interested in factors which effect efficiency,
productivity, and product quality. Thus, job satisfaction research
was encouraged and supported within the industrial community. More

recently, job satisfaction has become a national concern. By 1974,

seven naticnal surveys of workers had been completed and eight Gallup
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polls appeared between 1958 and 1973 (Quinn, Staines, & McCullough,
1974).

Three trends in job satisfaction research were identified by
Mortimer (1979). Research initially focused on relationships between
environmental factors and worker performance. Typical studies con-
ducted during the 1920's emphasized work environments and worker
salaries. Mayo's studies at Western Electric's Hawthorne facility,
for example, began with an examination of working conditions (Grune-
burg, 1976). Mayo's work, however, uncovered the influence of social
factors in the workplace. During the 1930's, Mayo's work stimulated
research interest in the effects of co-workers and supervisors on
worker satisfaction and dissatisfaction. More recently, research has
focused on the interest and challenge jobs hold for workers. Target
populations have expanded beyond blue collar workers to include tech-
nical and managerial personnel. What began as research to improve
efficiency of blue collar workers evolved into an increased awareness

of the importance of work in everyone's life.

Definitions of Job Satisfaction

The terms morale, job attitudes, work satisfaction, and job satis-
faction are frequently used interchangeably while at other times, each
is defined more precisely (Carroll, 1973). The specificity of job
satisfaction definitions varies according to researchers' needs and
purposes. Investigators agree that satisfaction is an emotion people
experience in reference to a particular state of affairs (Portigal,

1976). The converse of job satisfaction--job dissatisfaction--is ’
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defined as a negative emotional state associated with a combination of
tasks performed for financial or other renumeration (Locke, 1969).

Each individual can be expected to vary in their degree of satisfaction
with work (Hoppock, 1935).

Researchers conceptualize job satisfaction two ways. Proponents
of an overall job satisfaction construct assume the existence of a
general factor reflecting job satisfaction (Bockman, 1971; Hinrichs,
1968; Hoppock, 1935; Locke, 1969; Lofquist & Dawis, 1975; Mortimer,
1979). Support for this conceptual framework is found in factorial
studies reporting a factor of overall satisfaction (Hinrichs, 1968).
The second major approach characterized job satisfaction as a composite
variable composed of several needs.

Most theoretical models of job satisfaction are essentially addi-
tive (Smith, Kendall, & Hulin, 1969). These models assume that fac-
tors important to job satisfaction sum in their effects to produce an
overall affective response. Additive models are supported by research
showing that people can reliably differentiate among specific components
of work and achieve a subjective averaging of their satisfaction with
each (Hinrichs, 1968; Hoppock, 1935; Hulin, 1963; Locke, 1969; Weiss,
Dawis, England, & Lofquist, 1967).

Traditional models of job satisfaction are bipolar: job satis-
faction is placed at one end of a continuum and job dissatisfaction is
placed at the other. Degrees of job satisfaction or dissatisfaction
are determined by interactions among jobs and environmental factors
which lead to positive and negative emotions. The neutral point of

bipolar models is analogous to a balancing point between the extremes.
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The remediation of the causes of dissatisfaction, or the enhancement
of factors related to satisfaction, leads to greater satisfaction
(Bockman, 1971). Some factors presumably affect the balance more than
others; however, the large body of research devoted to the determina-
tion of factor potency has failed to generate any consensus.
Hertzberg's (1966) two factor model of job satisfaction is a sig-
nificant departure from the conventional approach. This model, dis-
cussed in detail below, places job satisfaction and job dissatisfaction
on two parallel, unipolar continua. This model proposed that factors
contributing to job satisfaction are qualitatively different from fac-
tors contributing to job dissatisfaction. Hygiene or maintenance
factors prevent job dissatisfaction, but are different from motivators

of positive job attitudes.

Job Satisfaction and Needs

Levels of job satisfaction are consistently associated with the
degree to which workers' needs are fulfilled. People may be dissatis-
fied with one aspect of their jobs and not another; many will remain
in a job while others choose to move on. Hoppock (1935) states that
"a priori, it seems that any attempt to make job satisfaction a func-
tion of a single variable . . . would suffer from oversimplification"
(p. 1). People work for singular reasons. Motivation for working is
associated with a model of need fulfillment which relates job satis-
faction to need satisfaction (Castellano, 1975; Kormhauser, 1965;

Pietrofesa & Splete, 1975; Zytowski,1970).
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The basic assumption underlying need-fulfillment models is that
when needs are satisfied, people are happier and more content than if
needs are thwarted (Kornhauser, 1965; Pietrofesa & Splete, 1975).
Happiness is an emotional state which people actively seek to attain.
Hoppock (1935) proposed that most people eventually succeed in affec-
ting job adjustments which are in accordance with their abilities and
ambitions. In essence, people actively seek goals in their work. In
turn, these goals are stated as needs.

Pietrofesa and Splete (1975) hypothesized that people choose
specific jobs and careers because they think that their needs will be
satisfied. These authors also proposed that career guidance is based
on the maximization of job satisfaction. Need-fulfillment models em-
phasize the compatibility or "fit" between individual needs and satis-
fiers available in work environments (Mortimer, 1979). Thus, job
satisfaction reflects the correspondence between what workers seek and
what jobs can give. It is logical to hypothesize that people seek to
satisfy basic personality needs in their jobs (Pietrofesa & Splete,
1975). Accordingly, the prediction of overall job satisfaction is
based on a measure of the extent to which an individual's two or three
strongest needs are fulfilled (Kuhlan, 1963; Schaffer, 1953; Zytowski,
1970). Researchers typically rely on three need classification
systems; Haslow's need hierarchy, Hertzberg's two factor approach, or

a vocational need conceptualization.
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Maslow's Need Hierarchy

Maslow's need hierarchy is frequently adapted in job satisfaction
research. Maslow (1954) postulated a five-stage hierarchial theory of
human motivation. The hierarchy, from lowest to highest need classes,
consists of physiological, safety, belongingness, esteem, and self-
actualization needs (Maslow, 1954). Higher order needs emerge only
after lower order needs are fulfilled; when physiological needs, for
example, are satisfied, they cease to be active determinants of be-
havior, but can reemerge if thwarted. This need-hierarchy appeals to
many job satisfaction researchers as shown in the following examples.
Work can fulfill physiological needs for food and shelter through com—
pensation. Conditions in the work environment impact on safety needs
of workers, and feelings of group belongingness have been studied ex-
tensively in recent years in comparisons between American and Japanese
workers. The need for esteem is associated with competition, achieve-
ment, and recognition (Maslow, 1954). The highest order need, self-
actualization, is found in opportunities for interesting and creative
work.

In terms of need-fulfillment and job satisfaction, Maslow's hier-
archy implies that rewards offered by work must be relevant to needs
of individual workers. Under this framework, workers who seek a sense
of belongingness are dissatisfied if their jobs provide only for the
fulfillment of physiological and safety needs, while workers concerned
with meeting physiological needs have little need for creativity. The

reemergence of lower order needs is an important consideration for job
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satisfaction researchers. Hoppock (1935) hypothesized that researchers
will find less dissatisfaction among workers during difficult economic
times because workers may sacrifice higher order needs so that lower
order needs may be fulfilled.

Job satisfaction research based on Maslow's need-hierarchy has
produced conflicting results. Wofford (1971) concluded from a review
of the research that a positive correlation exists between occupational
level and higher order need strength (e.g., lower level needs are more
important to blue collar workers). Wofford's (1971) study examined the
relationship between need-fulfillment and job satisfaction. Results
supported the hypothesis that job satisfaction is associated with need-
fulfillment. Support was not demonstrated, however, for specific ap-
plications of Maslow's theory. Wofford's (1971) results indicated that
higher order needs have a greater effect on job satisfaction when lower
order needs were thwarted, than when these needs were fulfilled. The
need-hierarchy assumes that when lower order needs are frustrated,
higher order needs are less potent.

Blai (1964) used Maslow's need-hierarchy to construct an instru-
ment to predict job satisfaction based on need satisfaction. Results
of this study indicated that the major determinants of job satisfaction
among federal employees were job security (a lower order need) and
self-actualization. The need-hierarchy predicts that, if higher order
needs are strong, lower order needs are not actively directing behavior
(Maslow, 1976). Thus, it appears that Maslow's need-hierarchy is not
useful in specific applications. Ramser (1973) reported that an in-

strument based on Maslow's need-hierarchy was unable to differentiate
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between managerial and nonmanagerial personnel employed in a state
institution for the mentally retarded. A factor analytic study con-
ducted by Roberts, Walter, and Miles (1971) on a sample of industrial
managers provided mixed support for the utility of Maslow's need cate-
gorization system as a means to structure the dimension of job satis-
faction.

These studies suggest that Maslow's need-hierarchy is more useful
as a conceptualization of need theory, than as a specific interpretive
framework for job satisfaction. It is possible that the specific
categories in the hierarchy are too broad to adequately discriminate
between degrees of job satisfaction. It is more likely, however, that
the determinants of job satisfaction are not easily consigned to any

one need category.

Hertzberg's Two Dimensional Need System

Hertzberg (1966) proposed a two dimensional need classification
scheme in which job satisfaction and job dissatisfaction coexist on
two mutually exclusive unipolar continua. The model was developed
after interviews with 200 engineers and accountants. Using a critical
incident techniqué, Hertzberg (1966) asked participants to recall events
which led to exceptionally positive and negative feelings toward their
jobs. Hertzberg's (1966) analysis of the recounted events led him to
propose two independent continua for the classification of needs. In
this systeﬁ, the opposite of job satisfaction is no job satisfaction.
Likewise, the unipolar opposite of job dissatisfaction is no job dis-

satisfaction. The system is hierarchial because a condition of no
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dissatisfaction must exist before a feeling of job satisfaction can de-
velop (Bockman, 1971).

Hertzberg (1966) found that factors associated with job dissatis-
faction described the work environment (e.g., supervision, salary, and
working conditions). Since fulfillment of these needs prevented job
dissatisfaction, they were called "hygiene" or '"maintenance' factors.
Essentially, these were hypothesized to be components of an overall
need to avoid unpleasant feelings.

Needs associated with the job satisfaction continuum were labeled
"motivators" by Hertzberg (1966) and revolved around an overall need
for growth and self-actualization. The critical incidents which par-
ticipants associated with job satisfaction consistently described the
job itself (e.g., achievement and recognition in the job area). Hertz-
berg (1966) hypothesized that these factors motivated people to perform
and called them "motivators." Hertzberg (1966) proposed two continua
because he concluded that maintenance, or hygiene needs, had little
impact on job satisfaction since their fulfillment did not provide for
the development of a sense of growth and achievement.

Hertzberg's (1966) two-factor approach to job satisfaction re-
sulted in increased professional research and controversy over the
determinants of job satisfaction (Wofford, 1971). Frequently, argu-
ments centered on the utility of the critical incident technique
(Bockman, 1971). Critics questioned the objectivity and reliability
of recalled information. For example, the consistent association
reported by Hertzberg (1966) between negative feelings (job dissatis-

faction) and environmental variables may have been due tc a tendency
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for workers to externalize personal failures in achieving need fulfill-
ment. The two-factor approach has also been criticized for researcher
bias in the coding of participant responses (King, 1976).

Hertzberg's (1966) two-factor model produced contradictory re-
search evidence. Morgan (1978) surveyed 160 school counselors and
reported that job satisfaction was associated with job activities, and
job dissatisfaction was related to environmental characteristics. A
study by Graen and Hulin (1968), however, contradicted predictions of
the model. They reported that variables associated with work itself
and promotions influenced the development of both job satisfaction and
dissatisfaction.

The two-factor approach to job satisfaction is a refinement of
Maslow's need-hierarchy. Hertzberg (1966) groups Maslow's physiolog-
ical and safety needs into extrinsic factors which, when fulfilled,
block job dissatisfaction. Maslow's higher order needs for belonging-
ness, esteem, and self-actualization are grouped together as intrinsic
needs, which, when fulfilled, enhance job satisfaction. There is a
conceptual problem with this model not noted in the literature. If
there is indeed a positive correlation between occupational level and
the strength of higher order needs (Wofford, 1971), it would be ex-
pected that engineers and accountants would have strong higher order
needs. Conversely, it would be expected that blue collar workers
exhibit relatively weak needs for esteem and self-actualization.
Because job satisfaction is a product of higher order need fulfillment,
it can be argued that blue collar workers do not strive for job satis-

faction, but are content with a state of no job dissatisfaction.
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The external validity of the two-factor model may be threatened by
Hertzberg's (1966) decision to confine his study to upper level pro-
fessional groups. A separate model may exist for members of lower

occupational groups.

Vocational Needs

The Theory of Work Adjustment is the conceptual framework de-
veloped by researchers at the University of Minnesota for the study of
job satisfaction. This model proposed that work adjustment outcomes
can be predicted from interactions between worker personalities and
work environments (Weiss et al., 1967). The model defined worker per-
sonalities as a combination of individuals' vocational abilities and
vocational needs. Vocational needs were defined as individual pref-
erences for specific reinforcements, such as variety, working condi-
tions, and salary levels in the environment (Lofquist & Dawis, 1975).
Work environments were characterized by ability requirements and levels
of work reinforcers. Job satisfaction then became the primary index of
work adjustment (Weiss et al., 1967). The model proposed that degrees
of job satisfaction reflected degrees of correspondence between work
personalities and work environments (Dawis & Lofquist, 1977).

The vocational need-work reinforcer conceptualization of job
satisfaction is a more succinct articulation of the "fit'" hypothesis
than either Maslow's need-hierarchy or Hertzberg's two-factor approach.
The proponents of this approach acknowledged individual differences
in preferred work reinforcers. Maslow's need-hierarchy implied that

all people share a common need pattern. The Theory of Work Adjustment,
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however, proposed that people with the same level of overall job satis-
faction may fulfill different needs in the same work environment. In
a significant departure from the need-hierarchy approach, Weiss et al.
(1967) proposed that individuals' patterns of preferred reinforcers
were idiosyncratically developed rather than inherent in human nature.
Lofquist and Dawis (1975) avoided the intrinsic and extrinsic charac-
terization of needs proposed by Hertzberg (1966). Job satisfaction
was defined as a function of vocational need-work reinforcer corre-
spondences, rather than a sole product of self-esteem and self-actual-
ization need fulfillment. Weiss et al. (1967) proposed that job satis-
faction reflects personalized vocational need patterns which embody
intrinsic and extrinsic needs. There has been considerable debate in
the literature over whether important determinants of job satisfaction
are inherent in jobs or in individuals. The Theory of Work Adjustment
proposed that workers ascribe relative values to reinforcements in the
work environment according to individual needs.

The vocational need approach has received mixed support in the
literature. Weiss et al. (1967) stated that satisfaction in a variety
of work environments can be predicted from the correspondence between
measured vocational needs and estimated or inferred reinforcer systems
(p. V). Graen, Dawis, and Weiss (1968) reported that individuals with
different preferred reinforcers placed in the same job will exhibit
different levels of job satisfaction, suggesting that workers seek
fulfillment of different needs, since the same satisfiers are available
to all. Novak (1975) reported a positive relationship between pre-

ferred job reinforcers and job satisfaction for vocational educators.
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Other authors, however, failed to support vocational need-work rein-
forcer correspondence as a predictor of job satisfaction (Olson, 1975;

Vassey, 1973; Warren, 1971).

Measurement of Job Satisfaction

The preceding sections illustrated disagreements in the literature
on definitions and theories of job satisfaction. Consequently, there
is no agreement on how job satisfaction should be measured (0'Toole,
1974; Smith, Kendall, & Hulin, 1969). Part of the debate questions
whether job satisfaction measures sample position satisfaction or
career satisfaction. Harmon (1966), however, was unable to measure
position and career satisfaction independently.

Job satisfaction is an attitude and, as such, it cannot be
measured directly (Lemon, 1973). Instead, researchers must specify
critéria reflecting the construct in order to make inferences and draw
conclusions. Generally, researchers agree that people seek to satisfy
their needs through working and that work environments are capable of
need fulfillment. Workers with differing needs can be expected. to
exhibit varying degrees of job satisfaction; it is assumed that a
specific work setting provides the same opportunities for need ful-
fillment to all who work in it (Graen, Dawis, & Weiss, 1968).

Workers in the same work setting who exhibit similar degrees of job
satisfaction should, therefore, possess similar need patterns.

There is some indication that specialized occupatioms attract
people who have similar need patterns. Super {(cited in Pietrofesa

& Splete, 1975) stated:
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It seems possible that if occupations are sufficiently
narrowly and precisely defined, for example, functional
specialities within an occupation, significant differences
in occupational groups may be found. Perhaps some will be
found which are so highly structured that only individuals
with certain traits are successful or satisfied in them,
whereas others will be found in which there is so little
structure that individuals with greatly varying personality
patterns can find satisfaction in them, each structuring the
occupation in his own way (p. 46).

Warren (1971) studied telephone operators, telephone service represen-
tatives, and vocational rehabilitation counselors and reported that
members of these occupations exhibited different work reinforcement
patterns. Kazanas and Gregor (1975) found no difference between the
work reinforcer patterns of vocational and nonvocational educators,
suggesting that teachers resemble each other in their work reinforcer
preferences.

Since attitudes are usually inferred from interview responses,
researchers must phrase questions carefully and exercise caution in
interpretations of results. An illustration of this point is provided
by Kasl (1977): 1In response to the question, "All in all, how satis-
fied would you say you are with your job?", about 12% of the population
reported dissatisfaction. When asked if they would prefer another job,
however, 48% said "yes."

It is unclear at present precisely what approach to the defini-
tion of satisfaction is the most useful (Portigal, 1967). Since no
agreed upon definition exists, this study will follow the lead of

Hulin (1963) and define job satisfaction in terms of measures while

remaining cognizant of limits to generalizatioms.
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Determinants of Jcb Satisfaction

There is little agreement in the literature on the relative im-
portance of work reinforcers available to workers through their jobs.
Patterns of preferred work reinforcers vary between individuals and
groups. Confounding the problem is variability in definitions and
measurements of job satisfaction. For example, Hulin and Smith (cited
in Ivanovich & Donnely, 1968) found that salary was ranked third in
importance, behind advancement opportunities and job security, but it
was given as the primary reason for job satisfaction or dissatisfac-
tion. A second issue which prevents precise interpretation of research
is the degree of relation between members of some sets of reinforcers.
Some authors control for these relationships, while others do not.
Studies by Hulin (1963) and Schwab and Heneman (1977), for example,
created regression models for the prediction of job satisfaction,
while other studies reported simple relationships between selected
variables and job satisfaction. Further, it is not clear whether job
satisfaction is a discrete construct. Hoppock (1935) stated that job
satisfaction may not be independent of other life satisfactioms.
Strauss (1974) hypothesized that since most workers indicated satis-
faction with their work, the discontent expressed by blue collar
workers may be a product of economic conditions and social pressures

to expect too much from one's job.

Salary

The most fraquent determinant of job satisfaction reported in the

literature is salary. From surveys of the literature, Portigal (1976)
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and Barbash (1976) concluded that a clear relationship has been estab-
lished between pay and job satisfaction. Kasl (1977) concluded that an
inadequate income is related to low levels of job satisfaction.

Studies by Ewen (1966) and Phillips and Hays (1978) linked job satis-
faction and pay for groups of personnel workers and mental health super-
visors, respectively. Ronan (1970) reported that the major reason given
by administrative, professional, and clerical personnel for leaving an
organization was salary.

Other authors have not found a clear relationship between salary
and job satisfaction. Hoppock (1935) reported that earnings did not
discriminate between satisfied and dissatisfied teachers. Smith,
Kendall, and Hulin (1969) concluded that earnings were associated more
closely with satisfaction with pay than with other components of over-

all job satisfaction.

Repetitious Tasks

Uninteresting and repetitive work has been linked to job dissatis-
faction (Hoppock, 1935; Kasl, 1977; Portigal, 1976). It is likely that
workers who perform the same job over and over will lose interest in
their work. Ronan (1970) cited four studies in which interesting
duties were listed as an important job characteristic. A survey of
federal employees reported by Blai (1970) showed that interesting

duties were listed as a major job component by 53% of the participants.



Task Variety

Variety in job tasks is one way to maintain worker interest and
avoid boredom. Few studies differentiate between satisfaction with the
work itself and satisfaction with variety.

Studies conducted by Phillips and Hays (1978) and Sarata and
Jeppesen (1977), however, concluded that the number of tasks performed
and the number of different client groups contacted were positively
related to the level of job satisfaction among human serivce workers.
Kasl (1977) and Hulin and Smith (cited in Ivanovich & Donnely, 1976)
reported that a discrepancy between skill training and job demands re-

sulted in low job satisfaction.

Job Environments

In major reviews of the literature, both Kasl (1977) and Portigal
(1976) concluded that the work environment is an important determinant
of job satisfaction. Conditions associated with low levels of job
satisfaction include hazards and excessive working hours. Regarding
the latter, it has been hypothesized that unpredictable and excessive
hours can lead to conflicts with family roles. While workers expect
jobs to require personal time and energy, excessive demands affect job
satisfaction (Zytowski, 1970). Workers have come to expect 40 hour
work weeks regardless of the structure. For example, Mathis (1973)
was unable to detect any change in job satisfaction after nursing

personnel were given a four day work week.
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Co-workers

The quality of social interactions among co-workers has been iden-
tified as a determinant of job satisfaction (Barbash, 1976; Phillips
& Hays, 1978). Kasl (1977) concluded that an absence of opportuni-
ties to interact with other workers leads to job dissatisfaction.
Ronan (1970) cited a 1961 study conducted by England and Stein, in
which all participant groups marked co-workers as the most important
job characteristic. Farris (1971) stated that colleague congeniality

was negatively associated with employee turnover.

Supervision

Interpersonal factors also emerged from the literature as an im-
portant determinant of job satisfaction in employee-supervisor rela-
tionships (Barbash, 1976; Ewen, 1966; Hoppock, 1935). Considerate
supervision, in which employees were recognized as individuals, was
associated with higher levels of job satisfaction (Kasl, 1977; Phillips
& Hays, 1978). The style and structure of supervision also influ-
enced job satisfaction. For example, ambiguity in employee-supervisor
roles resulted in lowered levels of job satisfaction, according to
Kasl (1977). Distefano and Pryor (1973) and Pacinelli (1968) reported
that rehabilitation counselors who perceived their supervisors as con-

siderate and effective were more satisfied with their jobs.
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Advancement Opportunities

The effects of advancement opportunities on job satisfaction is
well established (Portigal, 1976). Promotions and perceived oppor-
tunities for advancement are associated with job satisfaction (Barbash,
1976; Graen & Hulin, 1968). This relationship was established for
teachers and personnel workers by Hoppock (1935) and Ewen (1966), re-
spectively. In a related study, the opportunity for advancement was

reported to be negatively associated with employee turnover (Farris,

1971).

Autonomy

The freedom to set the pace of work and to control work methods
were defined as salient work reinforcers in the literature (Kasl, 1977;
Portigal, 1976). Research has shown that, in general, the more autonomy
and independence workers have, the more satisfied they are with their
jobs. This has been demonstrated for service providers in human ser-
vice settings (Phillips & Hays, 1978; Sarata & Jeppesen, 1977) and
for administrators in social welfare settings (Weinberger, 1966). The
lack of autonomy was reported by Wool (1973) to be the major source of

dissatisfaction in the American labor force.

Achievement

It is reasonable to assume that workers want to be successful in
the performance of job tasks (Portigal, 1976). In short, workers

strive for successful performance (Ronan, 1970). The personal sense
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of accomplishment is associated with self-actualization in the work-
place. Blai's (1946) survey of federal employees revealed that 45%
considered self-actualization an important component of job satisfac-
tion. Another study demonstrated that the opportunity for self-

actualization was negatively correlated with employee turnover (Farris,

1971).

Correlates of Job Satisfaction

A large portion of job satisfaction literature is devoted to the
study of relationships between job satisfaction and selected demographic
and sociologic variables. These studies have generated considerable
disagreement on the singular and interactive effects of these varia-
bles on the development of overall job satisfaction and patterns of
preferred work reinforcers. Some authors study sets of related vari-

ables; others base their conclusions on single variables.

Age and Job Satisfaction

Barbash (1976) surveyed the literature and concluded that there is
support for the hypothesis that age is related to job satisfaction. In
general, the number of workers who express dissatisfaction with their
jobs declines with increasing age. For example, a 1969 study conducted
by the University of Michigan's Survey Research Center (cited in
Sheppard & Herrick, 1973) showed that 13% of the workers aged 30 to
44 years express negative feelings toward their jobs. This figure de-
clines to 11% for the 45 to 54 years and over cohort. According to that

study, older workers were more satisfied, regardless of income.
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The rationale frequently proposed to explain this trend is patterned
after Hoppock's (1935) observation that most people eventually succeed
in affecting job adjustments which are harmonious with their abilities,
interests, and aspirations. In short, over time workers are more
likely to find a job which meets their needs. Alternatively, workgrs
may increase their job satisfaction over time by altering their occupa-
tional values, expectations, and aspirations (Mortimer, 1979).

Hertzberg, Mauser, Peterson, and Capwell (1957) reported that the
relationship between age and job satisfaction was U-shaped, with younger
and older workers having the highest levels of job satisfaction. Ac-
cording to these authors, young workers initially perceive jobs as
varied and novel. Gradually, however, job satisfaction levels drop
because new workers are typically given monotonous tasks. Beginning
workers also do not initially understand opportunities for advancement
nor do they worry about their job security. In effect, age influences
work reinforcer patterns. Increasing job satisfaction is attributed to
the tendency for dissatisfied workers to leave and the development of
experience and seniority.

Hulin (1963) criticized the U-shaped relationship because no
statistical analysis was performed; instead, conclusions were based on
inspection. He also noted that Hertzberg (1966) relied on an overall
measure of job satisfaction. Job satisfaction, however, is a complex
concept composed of many factors. Hulin and Smith (1965) hypothesized
that the U-shaped age distribution may be characteristic for some facets
of job satisfaction, but not for others. These authors tested a regres-

sion model containing eight independent variables, including two
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curvilinear functions (age2 and tenurez) against a regression model
containing six linear terms (including age and tenure). No difference
was found between the two models, and Hulin and Smith (1965) concluded
that age and tenure were monotonically related to satisfaction with work
itself and satisfaction with pay.

Age is highly related to other correlates of job satisfaction.
Schwab and Heneman (1977) stated that in most employment situations,
age and experience are positively related. Schwab and Wallace (1976)
reported that age and experience do not have independent effects on
satisfaction with salary. Wild and Dawson (1976) found that many job
attitudes which compose overall job satisfaction are confounded by the
length of service.

These interrelationships among variables pose interpretation
problems for investigators. When researchers attempt to predict job
satisfaction from a set of interrelated variables, multicollinearity
threatens the internal validity of the study (Schwab & Heneman, 1977).

Multicollinearity is defined as departures from orthogonality of
independent variables (Farrar & Glauber, 1967). In effect, multi-
collinearity makes it difficult to distinguish the independent contri-
butions of related variables toward the explanation of variance. For
example, experience may explain the same variance as age does. Thus,
little extra knowledge is gained by the use of both age and experience
in regression models. Schwab and Heneman (1977) tested two separate
regression models of job satisfaction. The first predicted the depen-
dent variable, job satisfaction, with age, and a separate equation used

experience as the predictor. The second model combined age and
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experience into a single equation. The two models explained the same
amounts of variance.

Since different samples will exhibit varying degrees of inter-
dependence between related variables, estimated population parameters
may be a unique function of the sample, and hence, pose threats to ex-
ternal validity. Farrar and Glauber (1967) proposed that multicol-
linearity is both a facet and a symptom of poor experimental design.

It is a problem, however, only if it affects a variable-set crucial to
the investigator's purpose. Investigators may avoid multicollinearity
to some extent during the independent variable specification process in
regression analysis. Historically, the rule of thumb is to choose only
those independent variables which intercorrelate less than 0.80 (Farrar
& Glauber, 1967). Secondly, multicollinearity is suspected if the
zero order correlation between any two independent variables is greater

than the multiple regression coefficient (Farrar & Glauber, 1967).

Gender and Job Satisfaction

A number of research studies attempted to determine the relation-
ship between job satisfaction and gender (Mortimer, 1979). Hertzberg
(1966) hypothesized that sex, like age, may cause differences in
patterns of preferred work reinforcers. Hulin and Smith (cited in
Ivanovich & Donnely, 1968) concluded from their research that sex,
per se, is not a crucial determinant of job satisfaction. Instead,
these authors hypothesized that sex was part of a constellation of

variables including compensation, occupational level, and opportunity
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for advancement, which covary to determine the level of job satisfac-
tion.

A 1969 national survey conducted by the Survey Research Center
(cited in Sheppard & Herrick, 1972) showed that women were less satis-
fied with their jobs than men. While not specifically related to age,
it was found that after age 30, twice as many women as men report dis-
satisfaction. Barbash (1976), however, concluded that women are not

less satisfied than men when age and education were controlled.

Education and Job Satisfaction

Sheppard and Herrick (1972), citing a 1969 survey of workers,
reported that education was not related to job satisfaction. They did
note, however, that young workers with more than a high school educa-
tion were more likely to report dissatisfaction. It is reasonable to
assume that if younger workers are actually given monotonous tasks
(Hertzberg et al., 1957), highly trained workers would be dissatisfied
since their skills are under utilized.

It appears that education is related to satisfaction with pay
(Klein & Maher, 1976). Phillips and Hays (1978) studied mental health
workers and supervisors and reportéd that higher levels of education

were associated with pay dissatisfaction.

Job Dissatisfaction

Most job satisfaction research is conducted under the assumption
that job dissatisfaction results in negative outcomes for both workers

and employers. While some investigators study the components of job
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satisfaction in hopes of finding ways to enhance it, others study the
effects of dissatisfaction.

The inability of jobs to keep pace with aspirations of young blue
and white collar workers has resulted in severe physical, mental, and
family problems for these workers (0'Toole, 1973). Job dissatisfac-
tion has been linked to increased risk of heart disease (0'Toole,
1973) and fatigue (Mortimer, 1979). It has also been related to de-
pression, low esteem, psychosomatic illnesses, anxiety, impaired inter-
personal relationships, and personal maladjustment (Kornhauser, 1965).
The interdependent relationship between mental health and job dis-
satisfaction obscures cause and effect determinations. Reactions to
dissatisfaction may range from trying to change the situation or goals
and perceptions, to the development of dysfunctional behaviors (Porti-
gai, 1976). According to Heisler (1977), the most common emotional
reaction to job dissatisfaction is a feeling of powerlessness which
leads to suppressed frustration and non-involvement.

Output, turnover, absenteeism, and grievances are some of the
behavioral consequences of job dissatisfaction which have been studied
(Hulin, 1963). Brayfield and Crockett (1955) proposed that, under
conditions of marked dissatisfaction, low productivity may reflect a
form of agression. Smith, Kendall, and Hulin (1969) stated, however,
that no substantial correlation between satisfaction and productivity
has been established. There is reasonable agreement that a relation-
ship exists between dissatisfaction and absenteeism (Ewen, 1966; Kasl,

1977; Portigal, 1976). It is also generally acknowledged that
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dissatisfied workers will move on to other jobs (Ewen, 1966; Farris,

1971; Hoppock, 1935; Kasl, 1977; Portigal, 1976; Smits, 1972).

Job Satisfaction in Educational Settings

Several studies have examined the job satisfaction of profes-
sional groups working in public schools. This section presents studies
related to teachers and school psychologists who work directly with

children.

Teachers

Hoppock (1935) conducted the first job satisfaction study of
public school teachers. He surveyed 500 teachers and compared the
answers of the 100 most satisfied to the answers of the 100 least
satisfied. Hoppock (1935) reported that about three-fourths of the
questions used to measure job satisfaction were related to emotional
adjustment. Those who were dissatisfied frequently complained of
monotony and fatigue, lending support to hypothesized relationships
between dissatisfaction and physical consequences. Teachers who were
satisfied reported better supervisor and co-worker relationships.
Hoppock (1935) found that salary did not discriminate between satisfied
and dissatisfied teachers. It was also reported that more of the
satisfied teachers worked in the cities with a population of 10,000 or
more. The study did not reveal whether this latter finding was related
to differences between urban and rural settings (e.g., access to peers).
On the average, satisfied teachers were seven and one-half years older

than their dissatisfied counterparts. This finding suggests that a
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positive linear relationship exists between age and job satisfaction
of teachers.

Cole (1977) surveyed 800 teachers in Colorado. His results sug-
gested that teachers, in general, are satisfied with their jobs. Using

the Job Description Index, Cole found that elementary school teachers

were more satisfied with their work than middle school teachers. Re-
garding the educational environment, Cole reported that elementary and
middle school teachers were more satisfied with supervision than their
high school counterparts. The results of this study also showed that
urban teachers were more satisfied than rural teachers with earnings,
while rural teachers were more satisfied with their work. Thus, it
seems that rural teachers have reversed the trend noted by Hoppock
(1935) of being less satisfied. The ability of earnings to differen-
tiate between urban and rural teachers may be due to the discrepancy
between urban and rural pay scales, which may not have existed when
Hoppock (1935) conducted his study.

Wiggins (1975) surveyed special education teachers and found that
age, years as a teacher, and tenure were unrelated to job satisfaction.
A significant relationship was reported between job satisfaction and
education. Kelsey (1979), however, reported that there was a signi-
ficant negative relationship between teaching experience and job satis-

faction for personnel working with the profoundly retarded.

School Psychologists

Kilpatrick, Shook, and Swanscn (cited in Vensel, 1981) found that

48% of their survey respondents planned to leave the field of school
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psychology within five years. If turnover is an index of job dissatis-
faction, it is apparent that large numbers of school psychologists are
dissatisfied with their jobs. Regardless of the effects of dissatis-
faction on the individual, turnover alone creates a burden for the
public schools in the orientation and training of new personnel. There
is also a cost to school psychologists' clients, since children and
teachers must adapt to the skills and styles of changing service pro-
viders.

There may be several reasons for job dissatisfaction among school
psychologists. One of the most salient factors is the under-utilization
of skills (Guidubaldi, 1981). School psychologists are highly trained
professionals capable of many service roles. School systems, however,
operate under various mandates. Students needing special education
services must be evaluated prior to placement and reevaluated to con-
tinue eligibility. Consequently, many school psychologists utilize
only a small portion of their skills. 1In effect, school psychologists
are becoming locked into the assessment role.

It is clear that school psychologists want to diversify their
roles (Guidubaldi, 1981; Ramage, 1979). Given current role constraints,
however, many might choose to explore service settings where testing is
not considered the sole job function. It has already been stated that
variety is an important correlate of job satisfaction. Testing for
school psychologists may be a monotonous, routine, and uninteresting
duty.

The most common reaction to job dissatisfaction is non-involvement

and suppressed frustration (Heisler, 1977). Many school psychologists
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are isolated from their peers (Rosenfield, 1981). If school psychol-
ogists are dissatisfied, it is reasonable to assume that isolation
confounds their non-involvement and frustration. The inability to
explore frustration with people in similar circumstances may contri-
bute to the development of apathy, detachment, noncommitment, and burn-
out within the profession.

While school psychologists' job satisfaction has been the subject
of much conjecture, little substantive research is available. In some
studies of school psychologists, job satisfaction is addressed only in
passing. For example, Hughes and Clark (1981) studied differences be-
tween school psychologists employed in urban and rural settings in
Virginia. Job satisfaction was estimated by four Likert-type items,
and no differences were found between the two groups. It can be ar-
gued, however, that four items are not sensitive to differences in
such a complex variable.

Ahrens (1977) developed and conducted a study on the effects of
internal role conflict on overall job satisfaction of school, private
practice, institutional, and administrative pyschologists. The study
investigated the effects of incongruent role expectations on job
satisfaction (e.g., differences between training and actual practice).

Ahrens (1977) proposed that school psychologists are programmed
to fulfill numerous roles as change agents through their training and
literature. Nevertheless, as Trachtman (1981) noted, few school
psychologists can even hope to find employment settings which would
support all of the role functions which have been portrayed in the

literature. Consequently, Ahrens (1977) proposed that school
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psychologists would experience incongruence between what they actually
do and what they are trained to believe they should be doing. This in-
congruence, in turn, leads to job dissatisfaction and a tendency to
terminate employment. This argument could explain, in part, Trachtman's
(1981) supposition that many school psychologists must seek alternative
job settings and would support Kilpatrick, Shook, and Swanson's survey
results (cited in Vensel, 1981) which indicated that one-half of the
respondents intended to leave the field within five years.

Ahrens (1977) defined job satisfaction as a summation of evalua-
tions of satisfaction with various job components sampled by 38 ques-
tions. The questions were written by Ahrens and critiqued by faculty
members. Participants in the study included 154 school psychologists,
67 private practitioners, 29 institutional psychologists, and 15 ad-
ministrators. Results of Ahrens' (1977) study indicated differences in
levels of role conflict for psychologists employed in various settings.
Post-hoc analyses demonstrated that school psychologists experienced
higher levels of internal role conflict than either private practi-
tioners or administrators. A negative correlation was found between
internal role conflict and job satisfaction.

Ahrens' (1977) study also examined relationships between job
satisfaction and selected demographic variables. Job satisfaction cor-
related significantly with income (r = 0.27, p < 0.001), community size
(r = 0.17, p < 0.01), experience in present position (r = 0.15, p <
0.01), professional experience (r = 0.18, p < 0.002), age (r = 0.27,

p < 0.001), and education (r = 0.20, p < 0.001). Nonsignificant
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coefficients were reported for case load (r = -0.09) and district size
(r = 0.09).

Ahrens' (1977) results, for the most part, concur with findings
of studies of industrial and educational employees. Support is lent
to the hypotheses that age, tenure, and experience are positively re-
lated to job satisfaction. The urban-rural controversy remains unre-
solved since Ahrens (1977) did not examine subcomponents of job satis-
faction.

It is interesting that case load and district size were unrelated
to job satisfaction. Case load was determined by asking respondents to
estimate the approximate number of direct child, client, or patient con-
tacts made in the past year. This estimate may not be a sensitive in-
dex of school psychologists' work load. School psychologists are fre-
quently involved in individual and group counseling, consultation,
parent training, and educational inservice activities, which may not
be included in case load estimates. A more reasonable index of work
load may be psychologist-to-pupil ratios. If ratios are relatively
high, it is reasonable to expect that psychologists spend most of their
time conducting psychoeducational assessments. If the ratios are rela-
tively low, it is reasonable to assume that psychologists have suffi-

ient time and flexibility to perform a variety of tasks.

Instrumentation

The review of the literature suggests a need for research on
school psychologists' job satisfaction. It has been shown that while

definitions and methodologies differ, job satisfaction is a salient and
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measurable construct. After reviewing a number of overall and facet-
specific job satisfaction measures, the Minnesota Satisfaction Ques-
tionnaire (MSQ) was selected as the most appropriate instrument for

this study. This section describes the Demographic Data Form and the

Minnesota Satisfaction Questionnaire.

Demographic Data Form

A data form (Appendix B) was attached to each questionnaire to
collect information regarding age, sex, primary role designation,
years experience as a school psychologist, income, educational level,
number of school psychologists working for the school system, psychol-
ogist-to-pupil ratio, contract length, and overall job satisfaction.
Respondents were asked if they plan to remain in their present job and
if they plan to remain in the prefession of school psychology. This

information was used to describe the sample.

Minnesota Satisfaction Questionnaire

The Minnesota Satisfaction Questionnaire (MSQ) was developed by
Weiss, Dawis, England, and Lofquist (1967) as part of the University of
Minnesota's Work Adjustment Project. The project developed the Theory
of Work Adjustment, a conceptual framework for the study of work ad-
justment outcomes. This theory proposed that job satisfaction was a
result of the correspondence between workers' vocational needs or pre-
ferred reinforcers and work reinforcers available in the work environ-
ment. The MSQ was designed to provide both overall and facet-specific

indices of job satisfaction. The authors of the MSQ identified 20
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specific sources of job satisfaction from a review of the literature
similar to the one discussed above (Lofquist and Dawis, 1975). 1In
addition to an overall index of job satisfaction, the MSQ purports to
measure satisfaction with the following sources of reinforcement:
ability utilization, achievement, activity, advancement, authority,
company policies and practices, compensation, co-workers, creativity,
independence, moral values, recognition, responsibility, security,
social service, social status, supervision-human relations, super-
vision-technical, and working conditions.

The MSQ was designed for use with potential applicants for voca-
tional rehabilitation programs. The authors estimated that a fifth
grade reading level was required to complete the survey. An examina-
tion of the 1967 revision of the MSQ revealed that some items might be
difficult for school psychologists in public school settings to inter-
pret. The long form of the MSQ consists of 100 items and is self-
administered in 15 to 20 minutes. Of those items, 21 were modified to
enhance the face wvalidity for school psychologists.2 Original and
modified forms of the MSQ are presented in Appendices D and C, re-
spectively.

Each MSQ item requires the respondent to indicate their satis-
faction with a work reinforcer on a five point Likert (1970) scale.
The response ''very dissatisfied" is assigned a value of "l1," the re-
sponse ''dissatisfied" is assigned a value of "2," and so on, to the
response ''very satisfied," which is given a point value of "5." The
neutral response option was deleted in the modified version of the MSQ

in order to simplify interpretation. It would be difficult to determine
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whether invidivuals who chose this option could not decide if they were
satisfied with an aspect of their job, or if their answer reflected
nonapplicability. The neutral response also adds little descriptive
information.

Each source of work reinforcement, or subscale, is sampled with
five questions. Subscale scores are derived by summing the points for
the five items comprising the respective subscale. An overall index of
job satisfaction is derived by summing the points for a subset of 20
items, one from each subscale. These latter items were selected for
their correlation with their respective subscale scores.

Raw scores for each MSQ subscale may be converted to percentiles
by using section III-B and IV-B in the manual. Norms for the 21 MSQ
scales (20 subscales and the overall scale) are available for 25 occu-
pational groups including professional, clerical, service, bench, and
miscellaneous occupations, as well as for employed and unemployed dis-
abled individuals. Notably, elementary school teachers are the only
educatioﬁ profession represented in the manual.

The alterations of item wording in the modified MSQ, while minor,
may change the statistical properties of the instrument. Modifications
were made affecting the following seven scales: Advancement (four of
five items), Authority (two of five), Company Policies (five of five),
Supervision-Human Relations (four of five), Supervision-Technical
(three of five), and Working Conditions (one of five). The majority
of items and scales, however, remained intact. Properties of the
original version are described below while properties of the modified

MSQ are presented in Chapter IV.
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The MSQ manual presents a summary table of Hoyt internal consis-
tency coefficients on page 1l4. For the 25 occupational groups across
all scales, the coefficients range from 0.59 to 0.97. Nevertheless, 83%
were over 0.80 and only 2.57% fell below 0.70 (Albright, 1972). Thus,
as Guion (1978) notes, internal consistency appears adequate.

Test-retest reliabilities are presented on page 15 of the MSQ
manual for one week and one year intervals. One week test-retest re-
liability coefficients were obtained on a group of 75 employed night
school students. Coefficients range from 0.66 to 0.91 across the 21
scales, with a median of 0.83. Test-retest reliability coefficients
for the one year interval were obtained on a sample of 115 employed
people and ranged from 0.35 to 0.71 across the 21 scales.

MSQ items and scales were developed from the Theory of Work Ad-
justment. Therefore, construct validity of the instrument is based on
the extent to which MSQ results conform to expectations based on the
theory. The Work Adjustment Project staff developed an instrument
parallel to the MSQ which sampled the relative importance of work re-
inforcers, called the Minnesota Importance Questionnaire (MIQ). The
test authors set out to test the hypothesis that individuals with
high-need (MIQ)-high reinforcement (MSQ) correspondence would exhibit
more satisfaction than individuals with low-need (MIQ)-low reinforce-
ment (MSQ) correspondence.

According to the MSQ manual, analysis revealed construct validity
for ability utilization, achievement, advancement, authority, creati-
vity, responsibility, and variety scales. The authors suggest caution

in the interpretation of the compensation, independence, and social
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service scales, since these did not perform according to theoretical
expectations.

Concurrent validity of the MSQ is based on its ability to dis-
criminate between occupational groups. The authors reviewed the litera-
ture on job satisfaction and concluded that sufficient evidence was
available to suggest that different occupations exhibit different
levels of overall job satisfaction and different patterns of preferred
reinforcers. An analysis of variance (one-way classification) was per-
formed comparing 25 occupational groups for each of the 21 scale scores
reported by the MSQ. Results indicated significant differences between
all groups on all scales (p < 0.001). Results presented on page 19 of
the manual indicate that the MSQ can differentiate between occupational
groups on the basis of work reinforcers and overall satisfaction in-
dices.

Content validity of the MSQ may be inferred from factor analytic
studies. Intercorrelation matrices for the 20 subscales, based on 14
groups of 100 subjects, are presented in section III-C of the manual.
In general, these factor studies extracted two vectors, labelled in-
trinsic and extrinsic. The two supervision scales, the company
policies and practices, working conditions, advancement, compensation,
and security indices loaded on the extrinsic factor; the rest loaded
on the intrinsic factor. Thus, it was inferred that the MSQ provides
adequate sampling of components which are thought to influence job

satisfaction outcomes.
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Summary

Job satisfaction among American workers has been a subject of
research and speculation for several decades. Nevertheless, relatively
few studies have examined the job satisfaction of educational personnel,
and still fewer have involved school psychologists. There is evidence
that significant numbers of school psychologists are dissatisfied with
their jobs. According to Ahrens (1977), school psychologists' job
satisfaction is associated with compensation, community type, experi-
ence, age, educational level, and role conflict. These results tend to
conform with factors identified with most other occupational groups.
There remain, however, several unanswered questions. For example, it
is not clear whether these results apply to school psychologists in
general, since only one state was involved in the study. Second, re-
sults were based on a content-validated instrument which examined over-
all job satisfaction. Research suggests, however, that job satisfac-
tion is a complex composite variable of which overall job satisfaction
is but one aspect.

Two presidents of NASP have expressed concern over school psychol-
ogists' inability to expand their roles to be more congruent with their
training. Speculations on the effects of this situation are increasing
in the prefessional literature without empirical support. It has been
suggested that the actualities of school psychology practice have the
potential for driving significant numbers of practitioners from the
field. Further studies of school psychologists' perception of their
roles and work environments are needed to provide insight into the

problem.



Chapter III

METHODOLOGY

This chapter delineates methodological procedures for the present
study. The target population is described and participant selection
procedures are discussed. In addition, survey distribution and collec~
tion methods are presented. Finally, statistical treatments of survey

responses are described.

Research Questions

The procedures described below were derived from the following

research questions:

1. In a national sample of school psychologists, what are the
levels of overall job satisfaction?

2. On the whole, what degree of satisfaction do school psychol-
ogists express with each sub-factor of job satisfaction (as
measured by the MSQ)?

3. What is the relationship between overall job satisfaction and
selected demographic variables?

Specific hypotheses were not developed because of the descriptive nature
of the study. Findings related to each question are presented and dis-

cussed in Chapters IV and V, respectively.
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Participants

The population selected for this study was the practitioner member-
ship of the National Association of School Psychologists (NASP). Conse-
sequently, findings are generalizable only to those members of NASP.

NASP has approximately 7000 members and represents about one-third of all
school psychologists in the United States. Members of NASP come from all
50 states and represent various ethpic groups, educational levels, urban
and rural districts, and age groups. In addition, members vary in their
salaries, years of experience, psychologist-to-student ratios, and case-
loads. While members of NASP are a heterogeneous group and probably
resemble non-members, caution is urged when attempting to generalize
results to all school psychologists since non-members were not sampled.

Ramage (1979) found that practitioners constituted about 807% of
NASP's membership. In addition, demographic data gathered from members

in December 1981 and published in the 1982 NASP Membership Directory re-

vealed that 78% of those responding were school psychologists, as opposed
to administrators, consultants, or trainers. In order to approach a
sample size of 364 practitioners (Krejcie & Morgan, 1970), 455 names were
randomly selected from the membership list. This sample was one-half of
a larger sample drawn for two studies. Participants in the first study
were excluded from this study in order to enhance responses. Detailed

sample characteristics are given in Chapter IV.

Instrumentation

Each of the 455 NASP members selected to participate in this study

was asked to complete and return the Data Form and the modified version
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of the Minnesota Satisfaction Questionnaire (MSQ). Responses to these
two data gathering devices formed the basis for the results of this

study.

Data Form

The Data Form (Appendix B ) was used to gather information regard-
ing sample characteristics and aid in the determination of relationships
between demographic variables and overall job satisfaction. Partici-
pants were asked to check their primary role designation, sex, age,
current degree status, number of coworkers, years of experience as a
school psychologist , psychologist-to-student ratio, annual salary,
and contract length. In addition, they were asked to check if they
planned to remain in their current position for five more years and in
the profession five more years. Finally, participants were asked to
rate their level of overall job satisfaction. Response options to this
question were: Very Dissatisfied, Dissatisfied, Satisfied, and Very

Satisfied.

Minnesota Satisfaction Questionnaire

Original and modified versions of the MSQ appear in Appendices D
and C, respectively. Wording changes in several original items and
changes in response options (described in Chapter II) may alter statis-
tical properties of the original scales. Therefore, caution is urged
when making comparisons between results obtained on the original MSQ
and the modified MSQ used in this study. Similarly, caution 1s urged

when comparing scores obtained on this modified MSQ with norm tables
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provided with the original instrument since different response weights

are used.

The MSQ samples 20 sources of work reinforcement or job satisfac-

tion.

These sources, when combined, comprise overall job satisfaction.

These sub-scales were retained on the modified version of the MSQ used

in this study. These scales and brief descriptions (based on item

wordings) are:

1.

2.

10.

11.

12.

13.

14.

Ability utilization--The chance to make use of abilities.
Achievement--The feeling of accomplishment one derives from
a job.

Activity--Being able to stay busy.

Advancement--The chances for advancement on the job.
Authority--The chance to tell others what to do.

Company policies and practices (reworded as School system
policies and practices)--The way system policies are put into
practice.

Compensation--Feelings about pay versus the amount of work
performed.

Co-workers--The way one gets along with co-workers.
Creativity--The chance to try one's own methods.
Independence--The chance to work alone.

Moral values--The chance to do things which do not go against
one's conscience.

Recognition--Being recognized for doing a good job.
Responsibility--The freedom to use one's judgment.

Security--The way a job provides for steady emplcyment.
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15. Social service--Being able to do things for others.

16. Social status--Being respected in the community.

17. Supervision-human relations--The relationship between employees
and supervisors.

18. Supervision-technical--The technical quality of supervision.

19. Variety--The chance to do different things.

20. Working conditions--Physical conditions in which one works.

Each of the above scales was sampled by five items which asked
respondents to rate their satisfaction with that particular aspect of
their job. Response options on the modified version were: Very Dis-
satisfied (VDS), Dissatisfied (DS), Satisfied (S), and Very Satisfied

(VS).

Data Collection

Survey materials used in this study were distributed and collected
by mail. Steps in the data collection process included a pre-letter,
initial survey distribution, two follow-up mailings, and a personal

phone call to selected non-respondents.

Pre-letter

Three days prior to the first mailing of survey materials, a pre-
letter (AppendixA ) was sent to all participants. The letter, endorsed
by three recognized leaders in the field of school psychology, briefly
described the purpose of the study, assured confidentiality of responses,

and encouraged participation.
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First Mailing

The initial mailing of survey materials occurred on April 16,
1982. Each packet contained an expianatofy letter (AppendixA ) and
survey materials (Appendices B and C) along with a stamped, self-ad-
dressed envelope. Participants were informed that each packet was
coded to facilitate follow-up activities and again assured of con-
fidentiality. Surveys were printed on colored paper (light green) and

accompanied by a packet of coffee.

First Follow-up

Three weeks after the initial survey mailing (May 10, 1982), a
second packet of materials was sent to participants who had not re-
sponded by May 7. Each packet included a letter (Appendix A) and sur-
vey materials. The letter again assured confidentiality and urged re-
sponse by May 24. Surveys were again printed on colored paper, accom-
panied by a coffee packet, and included a stamped, self-addresse§ return

envelope.

Second Follow-up

Six weeks after the initial survey mailing (May 28. 1982), a third
packet of materials was sent to participants who had not yet responded
to the first two mailings. Packets contained a letter from the chair-
man of the dissertation committee (Appendix A) urging participants to
respond. Surveys were printed on colored paper and accompanied by a

stamped, self-addressed return envelope.
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Telephone Follow-up

Eight and one-half weeks after initial survey distribution (June
16 & 17, 1982), a personal telephone call was placed to 10 randomly
selected participants who had not responded to any of the three prior
survey mailings. Those contacted were asked questions from the Data
Form pertaining to their role designation, sex, age, degree status, psy-
chologist-to-student ratio, annual salary, contract length, and esti-

mated overall job satisfaction.

Data Analysis

Surveys returned by June 16, 1982 were coded onto optical scanning
sheets which were read by the Test Scoring Center at Virginia Polytechnic
Institute and State University. These sheets were then used to generate
a deck of IBM cards for computer analysis at Virginia Polytechnic In-
stitute and State University. Specific statistical procedures were
selected on the basis of their ability to provide information related
to the research questions enumerated above. These procedures included
frequency counts, scale means and 957 confidence intervals, and multiple

regression procedures.
Data Form

Responses to items on the Data Form were treated as ordinal varia-
bles with the exceptions of sex and decisions to remain in the profes-

sion and in current position. Annual salary and contract length were
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combined to form a new variable, monthly salary, in order to place all

respondents on an equal scale.

Minnesota Satisfaction Questionnaire

As mentioned above, each of the 20 scales of the modified MSQ was
sampled by five items and response options were Very Dissatisfied (VDS),
Dissatisfied (DS), Satisfied (S), and Very Satisfied (VS). These re-
sponses were assigned ordinal weights (e.g., VDS was assigned a value
of 1 and VS was assigned a value of 4). Thus, increasing scores indi-
cated increasing degrees of satisfaction. Summing the weights of the
five items comprising each scale yielded scale scores which could range
from 5 to 20.

Satisfaction categories for the summed scale scores were based on
original response options. Each response option was assumed to repre-
sent the mid-point of an interval (e.g., a response of VDS, weighted 1,
actually represents the midpoint of an interval from 0.5 to 1.5).
Simply multiplying these values by 5 for each option yielded sum in-
tervals of 2.5 to 7.5 for Very Dissatisfied, 7.51 to 12.5 for Dissatis-
fied, 12.51 to 17.5 for Satisfied, and 17.51 to 22.5 for Very Satisfied.
It should be noted that, in actuality, no sum can fall below 5 or above
20. This approach was adopted in order to facilitate interpretation of
summed scores in a relative manner.

Overall job satisfaction scores were derived by summing response
weights across the 100 items of the modified MSQ for each individual.
Satisfaction categories again were based on response options: lMulti-

rlying response intervals by 100 yielded overall satisfaction ranges of
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50 to 150 for Very Dissatisfied, 151 to 250 for Dissatisfied, 251 to
350 for Satisfied, and 351 to 450 for Very Satisfied. Again, it should
be noted that in actuality no scores could fall below 100 or above 400.

Specific statistical analyses related to each research question

were:

1. A frequency count based on the number of respondents in each
overall job satisfaction category was used to describe the
levels of overall job satisfaction in this national sample
of school psychologists.

2., Means and 95% confidence intervals for each of the 20 scales
on the modified MSQ were used to construct a hierarchy of job
satisfaction sub-factors for school psychologists.

3. A multiple regression model was constructed to describe the
relationships between selected demographic variables and

overall job satisfaction.

Summary

This chapter reviewed the research methods used in this study.
Guided by the research questions stated at the beginning, a target
population was described. Randomly selected participants were sent
instruments described in the following section. Next, data collection
procedures were delineated. Finally, data manipulation and specific

statistical procedures related to each research question were described.



Chapter IV

RESULTS OF THE STUDY

This chapter presents the results of the data analysis procedures
delineated in Chapter III. The first section examines response rates
for each data collection step and for the entire study. The second
section presents demographic data collected from responses to the Data
Form and describes the sample. The third section presents information
related to job satisfaction. It includes discussions of questionnaire
reliability and validity. Finally, the results of procedures relating

to each research question are presented.

Survey Response

Data collection procedures were detailed in Chapter III. Briefly,
there were five steps in the process: (1) a pre-letter, (2) the initial
survey mailing to all participants, (3) the first follow-up mailing,

(4) the second follow—up mailing, and (5) the telephone follow-up. Each
respondent's survey was coded according to when it was received during
the collection process. Five packets were returned by the Postal Ser-
vice as undeliverable. These were deleted from the sample, vielding a
total of 450 possible participants.

Return percentages for each data collection step are presented in

Table 1. The final response rate, 86.897% (n = 391) included eight

non~-usable returns.
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Table 1

Survey Response Rates

Percent of

Step Number Returned Total
Initial Mailing 292 64.89
First Follow-up

Mailing 61 13.56
Second Follow-up

Mailing 28 6.22
Telephone

Follow-up 10 2.22
Total 391 86.89

Note: There were 450 possible participants.
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A randomly selected group of non-respondents contacted by telephone
was composed of four practitioners, one student, and five private prac-
titioners. The group was divided evenly between males and females.

In order to determine if non-respondents were different from
respondents in terms of role designation (i.e., practitioner or non-
practitioner), a crosstabulation analysis was performed. Results of
this analysis are presented in Table 2. The non-significant Chi-square
(2.42) indicated that responding to survey mailings was statistically
independent of role designation. Thus, it appears that the tendency
to respond to survey mailings was not related to role designation.

Of the four practitioners contacted by telephone, three stated that
they were satisfied and one stated that they were very satisfied in

response to question 16.

Demographic Data

Practitioner responses to Data Form items were used to describe
the sample. These responses were also used to determine relationships
between demographic variables and overall job satisfaction scores.
With the exception of primary role designation, all characteristics
presented below were specific to practitioners. Comparisons, where

possible, were made with the most recent source of demographic
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Table 2

Crosstabulation of Role Designation and
Response to Mailings

Response
Role Mail Telephone
Practitioner Observed 244 4
(Expected) (241.66) (6.34)
Non-practitioner 137 6
(139.34) (3.66)

Chi-square = 2.42, p > 0.05.
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information published by NASP: the 1982 Membership Directory. Infor-

mation from that source was collected in December 1981.

Primary Role Designation

Practitioners employed by the public schools comprised 63.97% (n =
245) of this sample. ©Non-practitioners comprised the remaining 36.03%

(n = 138). Demographic data published in the 1982 Membership Directory

indicated that 787 of the respondents were school psychologists. Dif-
ferences may be attributed to differences in response options. If the
percentages of practitioners, private practitioners, students and interns
(from Table 3) were combined into a single category labelled school
psychologist, a total of 81.46% is obtained. Supervisors and adminis-
trators comprised 8.36% of this sample as opposed to 12% reported by
NASP. At least some of the 35 individuals who checked "Other" would

probably fall into this category.

Sex

Females formed 64.08% (n = 88) of this sample and males 35.92%

(n = 157). The 1982 Membership Directory reports percentages of 58.8

and 41.2 for females and males, respectively.

Age

The number of respondents in each age category is presented in
Table4 . These figures closely resemble percentages reported by NASP.

Differences in the first two categories (20-25 & 26-31) probably reflect
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Table 3

Primary Role Designation

Percent of

Category Number Total
Practitioner 245 63.97
Non-practitioner

(total) 138 36.03

Supervisor/

Administrator 32 8.36
Student 31 8.09
Intern 18 4,70
Trainer 4 1.04
Private Practitiomer 18 4.70
Other _35 9.14

Grand Total ' 383 100.0¢C

Note: Eight surveys were not usable.
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Table 4

Age Distribution

Percent of

Range Number Total NASP (%)
20-25 1 0.41 3.6
26-31 61 25.00 30.4
32-37 75 30.74 24,7
38-43 38 15.57 13.7
44-49 27 11.06 11.8
50-55 19 7.79 8.2
56-61 17 6.97 5.8
62 and over _6 _2.46 1.8
Total 244 100.00

Note: One respondent failed to check this item.



65

the inclusion of students and interns as school psychologists in the

NASP data.

Current Degree Status

There are 245 responses to this item. Percentages of respondents
holding each degree and percentages reported by NASP are presented in
Table 5. It appears from both samples that most practitioners are sub-
doctoral level school psychologists. In addition, a majority in both

samples hold the Masters plus degree designation.

Co-workers

Of the 245 responses to this item, 17.55% (n = 43) indicated that
they worked in single psychologist school systems while 28.167% (n = 69)
worked in systems employing from one to three other school psychologists.
A total of 15.10% (n = 37) indicated that they worked with four to six
other school paychologists, and 14.29% (n = 35) worked with seven to 10
others. A total of 24.90% (n = 61) worked in systems employing more than

11 other school psychologists.

Psychologist to Student Ratios

Information regarding psychologist to pupil ratios is presented
in Table 6. Data from this sample indicate that about 847 of those
responding work in districts with ratios of 1 to 3500 or less. This

figure appears congruent with data presented in the 1982 Membership

Directory.
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Table 5

Degree Status

Percent of

Degree Number Total NASP (%)
B.A. or B.S. 0 0 0.1
Masters 29 11.84 19.7
Masters

plus 30 151 61.63 54.4
Ed.S. 35 14.29 10.7
Doctorate 30 12.24 15.1

Total 245 100.00
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Table 6

Psychologist to Student Ratio

Percent of
Ratio Number Total

Less than

1-1000 33 13.64
1-1000 to

1-1500 29 11.98
1-1500 to

1-2000 45 18.59
1-2000 to

1-2500 43 17.77
1-2500 to

1-3000 35 14.46
1-3000 to

1-3500 21 8.68
1-3500 to

1-4000 11 4.55
1-4000 and

over 25 10.33
Total 242 100.00

Note: Three respondents did not check this iten.
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Annual Salary

Annual salary in this sample ranged from less than $14,000 to

$40,000. Specific figures are given in Table 7. The 1982 Membership

Directory reports that 84.6% of its respondents earned between $16,000
to $30,000 annually. In the sample used in this study, 82.567% fell

within this annual salary range.

Contract Length

Participants were asked to check their current contract length.
Responses indicated that 19.267% (n = 47) held nine month contracts,
56.56% (n = 138) had 10 month contracts, 10.667% (n = 26) had 11 month
contracts, and 13.52% (n = 33) held 12 month contracts. One respon-

dent failed to answer this question.

Years Experience as a School Psychologist

The number of years experience as a school psychologist in this
sample ranged from O to 38. Comparisons with data from the 1982 Member-

ship Directory appear in Table 8. This sample appears to parallel NASP

information.

Remain in Current Position

This item asked participants if they planned to remain in their
current position for five more years. Of the 235 participants respond-
ing to this item, 58.30% stated that they planned to remain in their
current position; 41.707% stated that they did not plan to remain in

their current position for five more years.
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Table 7

Annual Salary

Percent of

Range Number Total
$14,000 or less 6 2.49
$14,001-$16,000 10 4,15
$16,001-$18,000 27 11.20
$18,001-$20,000 31 12.86
$20,001-$22,000 41 17.01
$22,001-$24,000 26 10.79
$24,001-$26,000 31 12.86
$26,001-$28,000 21 8.71
$28,001-$30,000 22 9.13
$30,001-$32,000 15 6.22
$32,001-$34,000 4 1.66
$34,001-$36,000 1 0.42
$36,001-$38,000 1 0.42
$38,001-$40,000 5 2.08
$40,001 and over _ 0 0.00
Total 241 100.00

Note: Four respondents failed to check this item.
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Table 8

Years Experience as a School Psychologist

Percent of

Range Number Total NASP (%)

0-5 103 42,92 45.7

6-10 79 32.92 28.7
11-15 33 13.75 13.8
16-20 20 8.33 6.6
21-25 3 1.25 3.2
26 or more 2 0.83 2.0
Total 240 100.00

Note: Five respondents failed to check this item.
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Remain in the Profession of School Psychology

Participants were also asked if they planned to remain in the pro-
fession of school psychology for five more years. Of the 233 partici-
pants responding, 84.557% stated that they planned to remain in the pro-
fession; 15.457% did not plan to remain in the profession of school

psychology for five more years.

Overall Job Satisfaction

Participants were asked to rate their overall job satisfaction
(Question 16). Of the 244 participants responding to this item, 4.10%
checked "Very Dissatisfied," 16.39% checked '"Dissatisfied,'" 55.747%

checked "Satisfied," and 23.777% checked "Very Satisfied."

Job Satisfaction Among School Psychologists

The modified version of the Minnesota Satisfaction Questionnaire
(MSQ) was used to collect information regarding job satisfaction among
school psychologists. Results presented below are based on the summated

scales described in Chapter III.

Questionnaire Reliability

Cronbach's Alpha was used to determine the internal consistency of
the 20 scales of the MSQ. These reliability coefficients, presented in

Table 9, ranged from 0.738 to 0.937, with a mean cf 0.871.
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Table 9

Cronbach's Alpha Reliability Coefficients for
the 20 Scales of the Minnesota Satisfaction Questionnaire

Scale

Reliability Coefficient

Ability Utilization
Achievement

Activity

Advancement

Authority

Policies and Practices
Compensation
Co-workers

Creativity
Independence

Moral Values
Recognition
Responsibility
Security

Social Service

Social Status
Supervision-Human Relations
Supervision-Technical
Variety

Working Conditions

0.923
0.795
0.738
0.907
0.799
0.898
0.910
0.909
0.919
0.863
0.794
0.925
0.766
0.894
0.900
0.870
0.913
0.906
0.848
0.937
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Cronbach's Alpha was alsc used to determine the internal consis-
tency of the overall job satisfaction scores. Results indicated a re-

liability coefficient of 0.973 for this scale.

Concurrent Validity

Evidence for concurrent validity was sought by comparing overall
job satisfaction scores from the MSQ with the overall job satisfaction
rating from question 16 of the Data Form. A crosstabulation analysis
(Table 10) resulted in a chi-square value of 97.85 (p < 0.05), indi-
cating that overall job satisfaction ratings from the Data Form are not
independent of total job satisfaction scores. Further, Eta (an index
of the association between an interval variable and an ordinal variable)
indicates that a relationship of 0.566 exists between overall job satis-

faction ratings and total job satisfaction scores.

Levels of Overall Job Satisfaction

Overall job satisfaction scores were derived by summing response
weights for the 100 items of the MSQ. These were then categorized into
job satisfaction levels based on original response options. No summed
scores fell within the '"Very Dissatisfied" range. A frequency count
revealed that 14.29% of the respondents fell within the '"Dissatisfied"
range, 80.67% scored within the "Satisfied'" range, and the remaining

5.04% fell into the "Very Satisfied" range.



Table 10

Crosstabulation of Job Satisfaction Ratings
and Total Job Satisfaction Scores

Total Satisfaction Scores

Dissatisfied Satisfied Very Satisfied
Rating 151-250 251-350 351-400
Very Observed 3 7 0
Dissatisfied (Expected) (1.4) (8.1) (0.5)
Dissatisfied 23 17 0
(5.7) (32.4) (1.9)
Satisfied 6 123 2
(18.8) (106.1) (6.1)
Very Satisfied 2 45 9
(8.0) (45.4) (2.6)

Chi-square = 97.85, p < 0.05.

Eta. = 0.566.
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Sources of Job Satisfaction

In order to determine sources of job satisfaction for school
psychologists, a hierarchy of MSQ scales was constructed. For each
scale, the mean and 957 confidence interval was obtained. This hierarchy
appears in Table 11. Based on original response options, it is apparent
that school psychologists feel satisfied with 18 of the 20 factors com-
prising overall job satisfaction (i.e., scores between 12.55 and 17.50).
Two scales, School System Policies and Practices and Advancement, had
means and confidence intervals completely within the '"Dissatisfied"

range.

Relationship Between Overall Job Satisfaction

Scores and Selected Demographic Variables

A multiple regression analysis was employed to determine rela-
tionships between overall job satisfaction scores and selected demo-
graphic variables. Regressions were run under the Statistic Analysis
System's (SAS) General Linear Model (SAS Institute, 1979).

Prior to analysis, a correlation matrix was constructed (Appendix
E) to aid in the detection of multicollinearity. Variables included
in that matrix were: Sex, Age, Degree Status, Number of Co-workers,
Psvchologist-to-Student Ratio, Years Experience, Monthly Salary, and
Total Job Satisfaction Scores. Experience was intercorrelated with Age
(0.66) and Monthly Salary (0.54). Therefore, experience was dropped

from analysis.



Table 11

Hierarchy of Minnesota Satisfaction Questionnaire Scales

Standard
Scale Mean Deviation 95% Confidence Interval
Social Service 16.256 2.541 15.963-16.609
Moral Values 16.004 2.272 15.716-16.293
Activity 15.681 2.208 15.004-15.961
Co-workers 15.565 2.933 15.192-15.939
Independence 15.365 2.433 15.056-15.675
Responsibility 15.294 2.367 14.993-15.595
Achievement 14.895 2.538 , 14.573-15.217
Ability Utilization 14.513 3.336 14.089-14.936
Variety 14.256 3.082 13.865-14.648
‘Creativity 14.239 3.410 13.806-14.673
Social Status 14.156 2.813 13.798-14.514
Authority 14.134 2.635 13.008-14.469
Security 13.735 3.528 13.287-14.184
Recognition 13.508 3.452 13.070-13.947
Supervision-Human Relations 13.497 3.937 12.996-13.996
Compensation 13.277 3.727 12.804-13.751
Working Conditions 13.147 3.605 12.689-13.605
Supervision-Technical 12.689 3.917 12.191-13.187
Policies and Practices : 11.651 3.405 11.219-12.084

Advancement 11.248 3.547 10.797-11.699

9L
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The first regression model predictad job satisfaction scores with
sex, age, degree status, monthly salary, number of co-workers, and
psvchologist-to-student ratio. The results of this analysis are reported
in Table 12. The total model explains 8.237% of the variance in overall
job satisfaction scores. Age is the only variable which contributes
significantly to the prediction of overall job satisfaction scores.

In order to detect the presence of non-linear relationships between
demographic variables and total job satisfaction scores, scatterplots
were made for each variable. A visual inspection of these scatterplots
revealed that two variables, number of co-workers and psychologist-to-
student ratio, appeared to be curvilinear when plotted against total
job satisfaction scroes.

Several transformations of these variables were attempted. The
"best'" model which emerged is presented in Table 13. This transformed
model explained 8.67% of the variance in overall job satisfaction
scores. This increase in explained variance of total job satisfaction
scores (0.447) was not significant. Nevertheless, two variables emerged
as significant predictors of overall job satisfaction: age and the
square root of psychologist-~to-pupil ratio. The correlation between
overall job satisfaction and age, while controlling for psychologist-
to-pupil ratio (partial correlation) was 0.34. The partial correlation
between overall job satisfaction scores and psychologist to pupil ratio

while controlling for age was -0.163.
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le 12

Multiple Regression Summary

Source DF Sum of Sq. Mean Sq. F
Regression 6 26,252.58 4375.43 3.36%
Error 225 292,696.99 1300.88
Total 231 318,949.57

Estimate b Value Std. Error F

Intercept 290.58 17.36

Sex -3.35 5.10 0.43
Age 4,53 1.60 8.05%*
Degree Status -3.09 3.02 1.05
Monthly Salary 0.002 0.005 0.21
Co-workers -1.03 1.69 0.37
Psychologist to

Student Ratio -2.16 1.16 3.45

*p < 0.05.

Note:

b values are partial regression weights.



Table 13

Multiple Regression Summary

Source DF Sum of Sq. Mean Sq. F
Regression 6 27,710.73 4618.45 3.57%
Error 225 291,238.84 1294.39
Total 231 318,949.57

Estimate b Value Std. Error F

Intercept 298.40 18.69

Sex -3.23 5.08 0.40
Age 4,97 1.59 8.00%*
Degree Status -3.08 3.01 1.05
Monthly Salary 0.002 0.005 0.23
Co-workers? -0.17 0.27 0.37
YPsy. to Student Ratio -9.35 4.45 4,42%

*p < 0.05.

Note: b values are partial regression

weights.
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Summary

This chapter has reviewed the results of this study. The first
section described response rates. The second and third sections de-
scribed the sample and presented data pertaining to each research ques-

tion, respectively.



Chapter V

DISCUSSION AND RECOMMENDATIONS

This chapter is divided into six sections for the purpose of dis-
cussing results of the study. The first section reviews the research
questions and methods. The second section is a summary of findings and
conclusions. The third section is a discussion of results. The fourth
section provides implications of findings. The fifth and sixth sections
present recommendations for future study and for the profession, respec-

tively.

Review of the Problem and Research Methods

The purpose of this study was to investigate job satisfaction
among school psychologists. The specific research questions which
guided the selection of methodological procedures were:

1. In a national sample of school psychologists, what are the

levels of overall job satisfaction?

2. On the whole, what degree of satisfaction do school psychol-

ogists express with each sub-factor of job satisfaction?

3. What is the relationship between overall job satisfaction

and selected demographic variables?

Survey distribution and collection was accomplished through the
mail. Initially, 455 randomly selected members of the National Associ-

ation of School Psychologists were sent a Data Form and a medified
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version of the Minnesota Satisfaction Questionnaire (MSQ). The former
collected demographic information; the latter supplied data regarding
job satisfaction.

A total of 391 NASP members responded to the survey. This number
represents a response rate of 86.87%. Eight responses were not usable.
Of the remaining responses, 245 were practitioners employed by public
school systems, defined in Chapter I as school psychologists. Their
responses were analyzed statistically with the assistance of computers
at Virginia Polytechnic Institute and State University.

School psychologists' responses to MSQ items comprised scores for
20 job satisfaction subscales and one total satisfaction rating. A fre-
quency tabulation was used to determine the levels of job satisfaction of
this group. Group means and confidence intervals were used to construct
a hierarchy of the 20 MSQ scales in order to determine their relative
importance. Multiple regression was used to determine the relationship

between total job satisfaction scores and selected demographic variables.

Summary of Findings and Conclusions

The research questions, which served as the foundation of this
study, will be used as the framework for summarizing findings and con-
clusions.

1. In a national sample of school psychologists, what are the

levels of overall job satisfaction?

The finding of this study indicated that 14.297% of the school

psychologists responding were dissatisfied with their jobs while 85.71%
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were satisfied or very satisfied (80.67% and 5.04%, respectively). Most
school psychologists, then, are satisfied with their current jobs.

2. On the whole, what degree of satisfaction do school psycholo-

gists express with each sub-factor of job satisfaction?

The MSQ sampled 20 components of overall job satisfaction. Re-
spondents indicated satisfaction with 18 of the scales and relative
dissatisfaction with opportunities for advancement and school system
policies and practices. Advancement refers to the chances to get ahead
in a job. School system policies and practices refers to policies and
the way in which they are administered. An examination of the hier-
archy of sub-factors contributing to overall job satisfaction indicates
that school psychologists are satisfied with most aspects of their jobs.

3. What is the relationship between overall job satisfaction and

selected demographic variables?

A multiple regression model using age, sex, degree status, monthly
salary, and transformations of the number of co-workers and the psychol-
ogist-to-student ratio was able to account for 8.67% of the variance in
school psychologists' overall job satisfaction scores. Age and psychol-
ogist-to-student ratio emerged as significant predictors of overall job
satisfaction.

Further analysis of these two significant predictors revealed that
a positive relationship exists between age and overall job satisfaction
scores, indicating that as school psychologists grow older, then over-
all job satisfaction increases. A negative relationship was found
between overall job satisfaction scores and psychologist-to-pupil

ratios. That is, as the ratio increases, job satisfaction decreases.



84

It should be noted, however, that while this variable was a statistically
significant predictor of overall job satisfaction, the actual propor-

tion of variance explained was small.

Discussion

The findings of this study were organized around three research
questions, each examining a different aspect of job satisfaction among
school psychologists. Discussions related to each question are pre-

sented below.

Levels of Overall Job Satisfaction

Recent studies of the U. S. workforce generally reported that be-
tween 807 and 90% of all workers were satisfied with their jobs (Bar-
bash, 1976; Kasl, 1977; Portigal, 1976; Quinn et al. 1974; Strauss, 1975).
The relative significance of the proportion of dissatisfied workers has
been debated for some time. Despite this, it has become apparent that
job dissatisfaction may result in negative outcomes for the employee
and employer.

Job satisfaction has become a concern in the professional litera-
ture of school psychology. A past-president of NASP stated that in-
creasing numbers of school psychologists derived less enjoyment from
their work than before (Fagan, 198la). Trachtman (1981) went one step
further and stated that it is necessary for school psychologists to be
unhappy in their jobs.

The findings of this study indicated that school psychologists are
neither more satisfied, nor more dissatisfied, than the workforce in

general. These results also seem to contradict Trachtman's statement.
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It may be that success as a school psychologist is more related to
dissatisfaction with particular aspects of the job (e.g., restrictive
administrative policies) than to overall job satisfaction.

Some studies have used turnover as an indication of job dissatis-
faction (Ewen, 1966; Farris, 1971; Hoppock, 1935; Smits, 1972). Others
have attempted to separate position satisfaction from profession satis-
faction (Harman, 1966). Kilpatrick, Shook, and Swanson (cited in Vensel,
1981) reported that nearly one-half (48%) of their respondents planned to
leave the professicn of school psychology within the next five years.

The results of this study indicated that 41.70% of the respondents
plan to leave their current positions within five years; 15.457% plan to
leave the profession of school psychology. Comparing these two percen-
tages indicates that school psychologists are fairly mobile in regards
to specific positions, but are generally satisfied with their career

choice.

Components of Overall Job Satisfaction

Several factors have been identified in the literature as possible
sources of school psychologists' job satisfaction and dissatisfaction.
The identification of sources of satisfaction or dissatisfaction suggests
areas which enhance job satisfaction and, hopefully, school psycho-
logical services. Both Fagan (1981b) and Guidubaldi (1981) have ex-
pressed concern over the discrepancy between school psychologists' ex-
tensive training and actual service demands. Kilpatrick, Shook, and
Swanson (cited in Vensel, 1981) reported that their respondents listed

the opportunity to help children and autonomy as the major reasons
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for satisfaction. Reasons given for dissatisfaction were salary and
advancement.

School psychologists participating in this study were generally
satisfied with the pay they received for the amount of work they per-
formed and with the extent to which their abilities were utilized. 1In
addition, means and confidence intervals for the achievement, indepen-
dence, moral values, recognition, responsibility, security, social
service, social status, supervision-human relations, supervision-
technical, variety, and working conditions scales all fall within the
satisfied range.

Examination of the hierarchy of sub-factors contributing to overall
job satisfaction indicates that school psychologists are satisfied with
most aspects of their jobs. Dissatisfaction with advancement opportu-
nities probably reflects the nature of school psychology positions.
School psychologists are typically neither teachers nor administrators.
Opportunities for career advancement in public school systems are
available largely within the administrative domain. Since school
psychologists are often not perceived as part of this administrative
structure, opportunities for advancement may be limited. In short,
school psychologists encounter problems accessing the administrative
career ladder. The position of school psychologist may be unique in
that it is both an entry level and, often, a terminal position.

A major factor which may effectively prevent many school psychol-
ogists from attaining higher positions in the public school system is
the lack of teaching experience. In many states supervisory and admin-

strative certifications require prior certification as a teacher.



87

Many school psychologists, however, do not possess a teaching certificate
and thus are not eligible for these positions. This problem may be con-
founded by a failure of training programs to fully explore administra-
tive certification requirements with their students. Outside the public
education system, however, school psychologists probably do not encounter
this career ladder problem.

The fact that school psychologists are not perceived as either
teachers or administrators probably contributes to their dissatisfaction
with school system policies and practices. School psychology positions
are often located somewhere between the instructional and administrative
classifications. Consequently, the power and authority inherent in the

position is obscured, hampering effective change strategies.

Overall Job Satisfaction and Demographic Variables

Numerous studies have examined relationships between job satisfac-
tion and salary (Barbash, 1976; Ewen, 1966; Kasl, 1977; Ronan, 1970),
co-ﬁorkers (Farris, 1971; Kasl, 1977), age (Barbash, 1976; Sheppard &
Herrick, 1973), sex (Mortimer, 1979), and education (Klein & Maher,
1976; Phillips & Hayes, 1978). In addition, Ahrens (1977) examined
the relationship between caseload and job satisfaction.

A positive relationship was found between age and school psychol-
ogists' job satisfaction scores. That is, as age increases, job satis-
faction increases. This finding is congruent with the majority of
studies reviewed. A visual inspection of the scatterplot did not re-
veal the U-shaped relationship reported by Hertzberg et al. (1957).

The relationship between age and job satisfaction appears to be linear
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for school psychologists. Since age and job satisfaction are positively
related, it appears that school psychologists, like most other workers,
eventually succeed in effecting the development of job satisfaction
through changes in their own aspirations and needs or in the job itself.
This may, in part, explain the mobility which is characteristic of
school psychologists as a whole. Mobility may reflect the search for

a position which meets individual needs and aspirationms.

Ahrens (1977) reported that job satisfaction was not related to
caselcad. It is possible that caseload was not a sensitive index of
school psychologists' workload. A negative relationship was found be-
tween psychologist-to-student ratio and overall job satisfaction scores.
That is, as the pyschologist-to-student ratio increases, job satisfac-
tion declines. It is reasonable to assume that as psychologist-to-
student ratios increase, the aétual workload increases since more clients
must be served. It appears that, in an extreme case, ratios which are
too high can result in job dissatisfaction simply because school psychol-
ogists may be overworked. Excessive work may also hamper the develop-

ment of satisfaction with other aspects of the job such as variety.

Implications of the Study

Several implications may be drawn from this study which might be
significant to trainers and employers of school psychologists, as well
as to the National Association of School Psychologists.

1. On the basis of responses to the Minnesota Satisfaction Ques-
tionnaire, it appears that most school psychologists are satisfied in

their current positions. Although a majority plan to remain in their
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current position for five more years, school psychologists tend to be
fairly mobile. Further, it appears that most school psychologists plan
to remain in the profession for five more years.

2. Results identified two aspects of school psychologists' jobs
which are in need of examination: opportunities for advancement, and
school system policies and practices. Regarding advancement, school
psychologists who have not moved into their positions from within the
system may not be initially aware of how they can access the adminis-
trative career ladder. Part of this problem may be due to a failure of
training programs to more fully explore ways in which school psycholo-
gists can move into the administrative hierarchy. The problem may be
further confounded by school psychologists' administrative classifica-
tion. Because school psychologists' positions are often located between
teaching and administrative structures, they lack access to administra-
tive advancement opportunities.

Dissatisfaction with school system policies and practices may
also reflect school psychologists' administrative classification.
Operating between the teaching and administrative spheres, while not
belonging solely in either, may effectively negate chances for success-
ful changes in the system. At times, school psychologists' opinions of
what might be best for students may be at odds with prescribed school
system policies. Also, many administrators simply do not perceive
student needs in the same light as school psychologists, leading to
conflicts. Schodl psychologists could probably .benefit from pre- and

inservice training in the area of organizational structures and change.
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3. The results of this study indicated that a statistically
significant relationship exists between psychologist-to-student ratios
and overall job satisfaction scores. It was concluded that as these
ratios increase, job satisfaction scores decrease. The amount of
variance attributed to this variable was, however, relatively small
and may not reflect practical significance. Nevertheless, employers
and state departments of education should monitor this relationship and
consider possible effects when projecting personnel needs and standards

of service delivery.

Recommendations for Future Research

1. Longitudinal studies of job satisfaction among school psychol-
ogists would be useful in determining changes in levels and
components of job satisfaction over time (e.g., in regards to
legislative changes).

2. It is recommended that this study be replicated with school
psychologists who are not NASP members to see if results are
comparable.

3. Future studies should seek to increase their explanation of
variance in job satisfaction scores. This might be accom-
plished during the variable specification process.

4, Studies comparing demographic data with the various components
of overall job satisfaction might provide more insight into
job satisfaction among school psychologists.

5. Studies exploring school psychologists' opportunities for

advancement might provide insight into the problem of
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developing a career ladder for these professionals and

suggest strategies for change.

Recommendations for the Profession

The findings of this study served as the basis for the following
recommendations for the profession of school psychology, state depart-
ments of education, and trainers of school psychologists.

1. School psychologists, on the whole, appear satisfied with
their jobs. Nevertheless, relative dissatisfaction was
expressed with opportunities for advancement. In order to
remediate this area of dissatisfaction, it is recommended
that state and national associations of school psychologists
begin to examine possible career ladders for this group of
professionals and how to achieve access. Training programs
for school psychologists should also examine their career
advisement processes and coverage of advancement techniques.
State departments of education may want to examine the or-
ganizational structure of school systems in light of this
problem.

2. An examination of the organizational structure of the school
system would probably also reveal that school psychologists are
neither administrators nor teachers. This fact may lead to
problems effecting change and hamper effectiveness. State and
national associations working with appropriate educational
agencies should begin to examine the feasilibity of integrating

school pyschologists into existing organizational structures
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and make appropriate changes. Trainers, in particular, should
be sensitive to this problem and advocate the development of
organizational re-development skilis for their students.

High psychologist-to~student ratios are associated with de-
creased job satisfaction. It is recommended that NASP con-
tinue its efforts to implement ratios of one to 2000 or less.
State departments of education and local school systems should
be made aware of this finding through their respective state
associations of school psychologists. It is also recommended
that trainers use these results to alert students to the pos-

sible effects of high ratios.



FOOTNOTES

lThe choice of a sample size for survey research is widely de-
bated. This particular number is based on Krejcie and Morgan's (1970)
work. In order to achieve a sample size of 364 in light of Ramage's
(1979) finding that practitioners constitute 80% of NASP's membership,
455 names were selected. In light of the design, goals, and statis-
tical procedures used in this study, a sample this large should be
sufficient.

2Permission to alter item wordings was given by the University
of Minnesota's Work Adjustment Project staff.
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APPENDIX A

Survey Letters

NATIONAL
ASSOCIATION

CFFICE OF COMMITTEE CHAIRPERSON .
April 13, 1982

Dear NASP Member:

We are writing to urge your participation in a study being conducted
by Tucker Anderson, a doctoral candidate in the Virginia Tech/James
Madison University cooperative doctoral program.

The study is designed to determine the job satisfaction of school
psychologists. Tucker's study has been endorsed by the NASP National Com-
mittee on Vocational School Psychology which will help disseminate its
results to practitioners and training programs. Your individual responses
will be kept in strict confidence since only group data will be used in
the analysis.

We hope that you will assist Tucker Anderson and NASP by taking 15-20
minutes to complete and return the materials you will receive in a few
days. His study will generate valuable data to assist the further develop-
ment of the school psychology profession.

Thomas H. Hohenshil Douglas T. 8rown

Professor and Dissertation Dissertation Committee
Director Member

Virginia Tech James Madison University

John Guidubaldi

Kent State University

Jissertation Consultant
and Adjunct Professor

Virginia Tech

EXECUTIVE MANAGERS

Convanuon Orotessional Relations Membership & Fiscal Committee Services

Sharon Petty sean Ramage Michael Chnn Mary St. Cyr

7047 Pebbie Creek Howara University 2953 Silver Laxe Biva. 10 Overiand Drive

west 8loomtieid. Michigan 48033 ‘~astington. OC 20059 Cuyonoga Falis. Ohio 44224 Strattora. Connecticut 06497
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COLLEGE OF EDUCATION

S
& % VIRGINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY
\..\:"

207 TcCoB (703)961-5106

Blacksburg, Virginia 24061

DIVISION OF ADMINISTRATIVE AND EDUCATIONAL Servicys

16 April 1982

Dear NASP Member,

As a school psychologist working on my dissertation in the Virgzinia
Tech/James Mzdison University cooperative doctoral program, I am asking
for vour help in the collection of my data.

Faclosed with this letter ara an information form and a questionnaire
regarding your iob satisfaction. The materials I am asking vou to ccmplete
will require 15 to 20 minutes of your time. Please take a few minutes and
have a cup of coffee while vou review the materials.

The study, endorsed by the NASP National Committee on Vocational School
Pswvchology, is directed primarily toward public school practitioners.
Therefore, those VASP members who check Supervisor/Administrator, Trainer,
2rivate 2ractiticner, Interm, or Student as their primary role designation
(question 1) may stop and recurn their materials in the enclosed envelove.
7sur response i{s needed to aid in follow=-up activities.

Practitioners and others who complete their materials are urged to
do so by April 30=h. All informacion will be xept confidential: You will
not at any time be identified with your answers. The number which appears
cn che Iorms will be used to kxeep materials rogether and aid in follcw=-up.
Only group scores will De reported.

Thank ycu, in advance, for your assistance. The success of this scudy
dapends on your nelp.

Sincereliy,
Tuckar Anderson

School P3ychologist
Docscral Candidate
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COLLEGE OF EDUCATION

VIRGINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY

Blacksburg, Virginia 23061

DIviSION OF ADMINISTRATIVY AND EpucaTioNaL Services

May 10, 1982

Dear NASP member,

I am writing to follow-up my survey of job satisfaction
of school psychologists. To date more than 60% of your fellow
school psychologists have returned their completed materials.

As you may know, references to job satisfaction are be-
coming more frequent in our literature. It is for this reason,
I believe, that my study has been endorsed for the NASP National

Committee on Vocational School Psychology.

My records reveal that you have not yet responded to my
request for information. Perhaps you misplaced the materials,
or put them aside for response at a less busy time. Won't you
please take a few minutes and have a cup of coffee now while
you complete the materials?

Your individual response, while confidential, is essential
for the success of my study. Representativeness and validity
of my results depend on the largest possible response rate.
Please respond by the 24th. [ look forward to hearing from you.

Sincerely,

Tucker Anderson
Schoo! Psychologist
Joctoral Candidate

encl.

P.S. If you have already responded, please
disregard this letter. Thank you.
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COLLEGE OF EDUCATION

e
65'5, VIRGINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY

RS2 214 UCo8 Blacksburg, Virginia 24061

DIVISION OF ADMINISTRATIVE AND EDUCATIONAL SERVICES

28 May 1982

Cear Colleague:

About four weeks ago, 455 NASP members in the United States were asked
to participate in a study conducted by Tucker Anderson. The response of
cur fellow school psychologists has been tremendous. At the present time
75% have responded by completing and returning the survey materials.

According to Tucker's records, he has not received your completed
materials. Since we want the highest possible rate of participation,
[ will appreciate it very much if you will assist Tucker with his study.
Your responses are vital to his findings. The results are intended
to provide information on school psychologists' job satisfaction across
the nation. All individual responses will be held in strictest confidence.

Znclosad are duplicate survey forms and a stamped, self-addressed
envelope. Won't you please take a few minutes to complete and forward

the information to Tucker?
Thanks for your help.
Sincerely yours,

Thomas H. Hohenshil
Professor
School Psychology



APPENDIX B

Data Form

No.

The following information is needed from all NASP members cooperating with this study.

1. What is your primary role designation?

Practitioner employed by pubiic schools

Supervisor/Adminsitrator

Student

Intern

***ORACTITIONERS PLEASE CONTINUE***

2. What is your

3. Please check

20
26
32
38

sex? Male Female

your age group.

25 44 - 49
3N 50 -85
37 56 -8
13 62 and over

4. What is your current degree status?

8A or BS Ed. S.

Masters

Trainer of school psychologists
Private Practitioner

Other (please specify)

Doctorate

Masters plus 30 semester (or 45 quarter) hours

5. How mary other school psychologists are employed by your school system?

6. What is t

0

7 -0

-3 11 or more

-6

approximate osychologist to student

1000 or iess 1
1000 to 1 - 1500 1
1500 to 1 - 2000 1
2000 to 1 - 2500 .

ratio in your system?
- 2500 to 1 - 3000
- 3000 to 1 - 3300
- 3500 to 1 - 4000

- 4000 and over

**PLEASE CONTINUE ON BACK*™
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1.
12.

14.
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Please check your annual salary.

$14,000 or less 528,001 to $30,000
$14,001 to $16,000 ___ $30,001 to $32,000
$16,001 to 518,000 $32,001 to $34,000
$18,001 to $20,000 534,001 to 336,000
$20,001 to $22,000 _____$36,001 to $38,000
§22,001 to $24,000 __ $38,001 to $40,000
$24,001 to $26,000 540,001 and over

$26,001 to $28,000
What is your current contract length?
9 months 11 months
10 months 12 months
Do you plan to remain in your current position for 5 more years?
yes no
Do you plan to remain in the profession of school psychology for 5 more years?
yes no
How many years experience do you have as a school psychologist?

In wnat year were you first certified as a school psychologist?

. Where did you receive the majority of your training in school psychology?

Please list any additional certifications you hold.

. How many years of teaching experience do you have?

16.

Overali, how satisfied are you with your present position?

Very Dissatisfied Dissatisfied Satisfied Very Satisfied



APPENDIX C

Modified Minnesota Satisfaction Questionnaire

QUESTIONNAIRE INSTRUCTIONS

The purpose of this questionnaire is to give you a chance to tell
how you feel about your present job, what things you are satisfied with
and what things you are not satisfied with.

On the basis of your answers and those of other school psychologists
throughout the nation, we hope to get a better understanding of the things
individuals like and dislike about their jobs.

On the following pages you will find statements about your present
job.
*Read each statement carefully.
*Decide how satisfied you feel about the aspect of your job described
Keeping the statement in mind:
--if you feel that your job gives you more than you expected,
check the blank under "VS" (Very Satisfied);
--if you feel that your job gives you what you expected,
check the blank under "S" (Satisfied);
--if you feel that your job gives you less than you expected,
check the blank under "DS" (Dissatisfied);
--if you feel that your job gives you much less than you expected,
check the blank under "VDS" (Very Dissatisfied).
*Remember: Keep the statement in mind when deciding how satisfied
you feel about that aspect of your job.
**Do this for all statements. Please answer every item.

Be frank and honest. Give a true picture of your feelings about
your present job.

***BUEASE CONTINUE ON BACK*™**

108



109

No.

Ask yourself: How satisfied am [ with this aspect of my job?
VS means [ am very satisfied with this aspect of my job.
S means [ am satisfied with this aspect of my job.
0S means [ am dissatisfied with this aspect of my job.
VDS means [ am very dissatisfied with this aspect of my job.

On my present job, this is how | feel about .

1. The chance to be of service to others. ... ... ... ...........ccccoeeen.n.
The chance to try out some of my own ideas .. .. .................c..c...ee
8eing able to do the job without feeling it is morally wrong
The chance to work by myself
The variety in my wOrk . . il
The chance to have others look to me for direction
The chance to do the xind of work that I dobest . ... .. ..............
The social position in the community that goes with the job . . . . . . . ..
The policies and practices toward employees of this school system
The way my supervisor and [ understand each other
My job security

W~ O WVWWIO W & W

14. Thenapportunities for advancement in this position
15. The technical "%now-how" of my supervisor

18. The way [ am noticed when [ do a good job . . . . ... ..................
19. Being able to see the results of the work [ do
20. The chance to be active much of the time

21. The chance to be of service to people . . .. .. . ....................
22. The chance to do new and original things onmy own . . . . . . ... ..
23. Being able to do things %that don't go against my religious beliefs
24. The chance to work alone on the job . . . .. . ... .........................
25. The chance to do different things from time to time

26. The chance to tell other staff members how to do things..............
27. The chance to do work that is well suited to my abilities
28. The chance to be “somebody" in the community..............coveuuuonn
29. School system policies and the way in which they are administered .....
30. The way my supervisor handles employees . . . ..........c.oeeumumnnennns
31. The way my job provides for a secure future, ... ...........c0vuuen.
32. The chance to make as much money as my friends
33. The physical surroundings where [ work, ... ........c..uvieenuneennnn
34. The chance for getting ahead in this position......................
35. The competence of my supervisor in making decisions .................
36. The chance to develop close friendships with my co-workers ...........
37. The chance to make decisions ON My OWN ., . . ... ... ..'eeveeneneenonnnn
38. The way [ get full credit for the work [ do
39. Being able to take pride in a job well done
30. Being able to do something much of the time
41. The chance to help others, . . . . . ... .. .. .. ... ittt
242. The chance to try something different

43. Being able to do things that don't go against my conscience ..........
44. The chance to be alone on the job........... ... ... iuiiinennen
45. The routine in My WOrK . . . ... ... .euineuennueenneennnnennneennnns
46. The chance to supervise other peoble..................iiiriiana..
47. The chance to make use of my best abilities .................cu.vn.
48. The chance to "rub elbows" with important people....................
49. The way employees are informed about school system policies...........
50. The way my supervisor backs emplcyees up with the administration ......

~*pL NTINGE**
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Ask yourself: How satisfied am [ with this aspect of my job?
YS means [ am very satisfied with this aspect of my job.
S means [ am satisfied with this aspect of my job.
DS means I am dissatisfied with this aspect of my job.
YDS means [ am very dissatisfied with this aspect of my job.

On my oresent job, this is now [ feel about .

51.
52.
53.
54.

The way my job provides for steady employment................ooveuieennnnnnnn

How my pay compares with that for similar positions in other school systems.”
The pleasantness of the working conditions..................ooiiiiininnen.,

The way promotions are given out in this position.................c.ccvunn..
The way my supervisor delegates work to staff members.......................
The friendliness of My CO-WOrKerS. . ... ....iiiiieiinnnnreeenennnenneennnnnnnnn
The chance to be responsible for the work of others.........................
The recognition [ get for the work I do.........cc.ciiiiiiiiiinninnnnnnnnn.
Being able to do something worth while............ceuiiiiiiiiuniinnnnnnnnnn
Being able t0 STAY DUSY ..uutuueiuetietieeeennnennnennnneneoeaeeonoeansanans
The chance to do things for other DeOPle.......covvirivininiinnrennnnnennn
The chance to develop new and better ways to do the job
The chance to do things tbat don't harm other people..............cccvvvun.n.
The chance to work independently of others.............ccitiiieeninnnnnnnnns
The chance to do something different every day..........cveieirrneennennnnnn
The chance to tell people WNAat 0 dO..........ccuuuurneeeennnnnnenennnnnnnnn
The chance to do something that makes use of my abilities...................
The chance to be important in the eyes of others.........coiiiiiiinnnnenenns
The way school system policies are put into practice........................
The way my supervisor takes care of complaints brought up by employees......
How Steady My JOD 1S . ...ttt iieeeteieeeneeeeeeneeeneenneesnneennns
My pay and the amount OF work [ dO ..........iiuinniiiiiiiiiinneneinennnnnns
The ohysical working conditions of the job............ .. .voiiivuuninanin,
The chances for advancement in this position.............ccvuiiiiniiinnnnanns
The way my supervisor provides help on hard problems........................

The way my co-workers are easy to make friends with.........................
The €reedom to use my OWR JudgemeNt............ceiveuieuneeonanennnennaoenns
The way they usually tell me wnen [ do my job well ...............ccuni.nn.
The chance to do my best at all times..........ciuuiiiiniinnnnnieennennnannnn
The cnance to be “on the go" all the time............ieuuiiueneennnennnnnn.
The chance to be of some small service to other people .....................
The chance to try my own methods of doing the job ................cccvvvunnn
The chance to do the job without feeling [ am cheating anyone ..............
The chance to work away from Others...........iiuiiuiiiennenrenrnecnennnnnnn
The chance to do many different things on the job.................coiiuinns
The chance to tell others what £0 d0......ceitiriiuiniirneneeninencnenenenans
The chance to make use of my abilities and skills...............ooveuueinnn
The chance to have a definite place in the community............ccovuvunvnnn.
The way the school system treats its employees............ivveiunenennnnnnns
The zersonal relationship between my supervisor and his/her employees ......
The way layoffs and transfers are avoided inmy job.............covvuvennn..
How my pay compares with that of other school psychologists.................
The working CONGiTIONS . . .ttt ittt ittt itie it eneeeeneenneennenenneeens
My chances for advanCement.............uuuiiuinienniiennnenneeenneneneeennnnns
The way My Supervisor trains employeesS...........cueurieenneernneennaeennnns
The way my co-workers get along with each other..............covveevvennnnns
The responsibility OF My JOb......uienuiiniieiir ittt iinneeieeennns
The praise [ get for doing @ good JObD.........evuiuniiineennnneneenenennns
The feeling of accomplishment [ get from the job..............vvvviiuunnnnnn
Being able to keep busy all the time............c.ouiiiieeirinnnnnenennnnnnnn

THANK YOU:
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| TR
i | UNIVERSITY OF MINNESOTA  Department of Psychology

S
sl J J rwincmes Elliott Hall
75 East River Road
Minneapolis, Minnesota 55455

Mfarch 1, 1982

Tucker Anderscn

College of Education

207 UucoB

Virginia Polytechnic Inscitute & State University
Blacksburg, VA 24061

Dear Mr. Anderson:

Thank you for exoressing interest in the instruments published by Vocational
Psychology Research.

You have our permission to use the following copyrighted instrument in your
research:

Minnesota Satisfaction Questionnaire, Long Form
We would appreciate receiving a copy of any papers or reports which result from
your use of the above instrument.

Siacerely,

David J. Weiss
Professor and Director
Vocational Psychology Research
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o Vocational Psychology Research
; ] j UNIVERSITY OF MINNESOTA  Deoartment ot Psychology
vxd | 1 TwincTmEs . Elliott Hail y 4

© 75 East River Fﬁ:za%

. Minneapoits, Minnesota 55455
' March 12, 1982

Mr. Tucker Anderson
207 UcoB

Virginia Tech
Blacksburg, VA 24061

Dear Mr. Anderson:

The changes that you have proposed in the 21 items from the MSQ are
acceptable to us for your dissertation research. As you have real-
ized, the statistical properties of the instrument will be altered.
Results that you obtain may be specific to the modified instrument,
even though there should be good generalibility between the two forms.

The modifications you have developed will produce far more specific
results and comparisons among school psychologists only. This will
not consider other workers in other occupations and their levels of
satisfaction and may limit your comparisons with any norm groups.
Interpret according to established norms with caution. If I can pro-
vide any assistance to you along the way please feel free to contact
me.

Sincerely,

Nancy Holt
Administrative Assistant

NCH/KN



APPENDIX D

Minnesota Satisfaction Questionnaire

David J. Weiss, Rene V. Dawis
George W. England, and Lloyd H. Lofquist
University of Minnesota

The purpose of this questionnaire is to give you a chance to
tell how you feel about your present job, what things you are
satisfied with and what things you are not satisfied with.

On the basis of your answers and those of thousands of other
individuals t!roughout the nation, we hope to get a better under-
standing of the things individuals like and dislike about their

jobs.

On the following pages you will find statements about your

present job.

*Read each statement carefully.
-Decide how satisfied vou feel about the aspect of your job
described by the statement.
Keeping the statement in mind:
--if you feel that your job gives you more than you expected,
check the blank under "VS'" (Very Satisfied);
--if you feel that your job gives you what you expected,
check the blank under "S'" (Satisfied);
--if you cannot make up your mind whether or not the job
gives you what you expected, check the blank under "N"
(Neither Satisfied nor Dissatisfied);
--if you feel that your job gives you less than you expected,
check the blank under "DS'" (Dissatisfied);
--if you feel that your job gives you much less than vyou
expected, check the blank under "VDS'" (Very Dissatisfied).
‘Remember: Keep the statement in mind when deciding how
satisfied you feel about that aspect of your job.
‘Do this for all statements. Please answer every item.

Be frank and honest. Give a true picture of your feelings about

your present job.
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Ask yourself:

VS
S
N

DS
VDS

How satisfied am I with this aspect of my job?
means I am very satisfied with this aspect of my job.
means I am satisfied with this aspect of my job.

means I can't decide whether I am satisfied or not with
this aspect of my job.

means I am dissatisfied with this aspect of my job.

means I am very dissatisfied with this aspect of my job.

On my present job,

.

.

Pt
QWL & WK

11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24,
25.

The
The

chance to
chance to

Being able to

The
The
The
The
The
The
The

The
The
The
The
The
The
The

chance to
variety in
chance to
chance to
social pos
policies a
way my sup

amount of

opportunit
technical
spirit of
chance to
way I am n

Being able to

The
The
The

chance to
chance to
chance to

Being able to

The
The

chance to
chance to

this is how I feel about . . .

be of service to Others...cieeeeieeeeceecessccensscsssnsssannnns

try out some of my own ideas....... e teteeeestettastaannn

LI 31

do the job without feeling it is morally wrong....ccoveveeeenens

work by myself....eeieiieiiiieiertiiiierieenensssecncnnnnns

My WOXK..veeuieeoeeoneanenns ceceeceeann chescnsetcesnesecnaas
have other workers look to me for direction....ceeeeeeeececececas
do the kind of work that I do best...eeiieieeiencecrsscennns

ition in the community that goes with the job.............
nd practices toward employees of this company.............

.o e

oo 0.

ervisor and I understand each other........cco0evievieeiens.
My job security......cccieeiiiiiiiiiiiiiiiiiinnnnnn Cetseseseeesaieesennn
pay for the work I do.ceeeeeureeenreenreeeneseoscsonncnsanas
working conditions (heating, lighting, ventilation, etc.) on this job.....

ies for advancement on this job........cceeveeaae., ceeeaes
"know-how'" of my supervisor....... ....... Cheee et

cooperation among MYy CO-WOTKETS.:e.eeeeereeiooocasooonsessoonnnne
be responsible for planning my work......oceeceeececcancess

oticed when I do a good job.......... secrerececessessaesne

see the results of the WOork T doeecieeeeereeeececosacsconnnssas
be active much of the time..... cerereeeens ceeessetssestsesecen e
be of service tO PeOPle. . ceeieeeereeeneseessossssscssssoscsssnsna

do new and original things onmy own.....covevveeeneeeennn

work alone on the job......... T

do things that don't go against my religious beliefs.......

.o

do different things from time to time.....ivivvveeeneecanens

oo 00

e o e 0

* e

.

o

.
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As
\

DS

VD

k yourself: How satisfied am I with this aspect of my job?
S means I am very satisfied with this aspect of my job.
S means I am satisfied with this aspect of my job.

N means I can't decide whether I am satisfied or not with

this aspect of my job.

means I am dissatisfied with this aspect of my job.

S means I am very dissatisfied with this aspect of my job.

On my present job,

26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
4].
42.
43.
44,
45.
46.
47.
48.
49.
50.

The chance to tell other workers how to do things.......... Chetetteeaes
The chance to do work that is well suited to my abilities..............
"somebody" in the community.......... ceeeaa Cereeene
Company policies and the way in which they are administered

The chance to be

this is how I feel about . . .

The way my boss handles his men.

The way my job provides for a secure future.. ......... Ceteereaea e
The chance to make as much money as my friends.............. PN
The physical surroundings where I work................. Ceeeeeeean oo
The chances of getting ahead on this job............ Ceeeseccesesaanenn

The competence of my supervisor in making decisions...

The chance
The chance

to
to

The way I get

Being able
Being able
The chance
The chance
Being able

to
to
to
to
to

develop close friendships with my co-workers...........
make decisions on my own....... et Cete e
full credit for the work I do......... et iiece e
take pride in a job well done........... e e
do something much of the time........ Ceeeeas ettt
help people......vvviiirennennnans e tese et e
try something different.......... T,

do things that don't go against my conscience..

...........

ooooooooo

oooooooo

oooooooo

oooooooo

oooooooo

The chance to be alone on the job.....iiiiiiiiieireenencesannsns Cecesssseaseans
The routine in my work........... . ettt ettt ettt
The chance to supervise other people..........................................
The chance to make use of my best abilities........ccvivveesn cheeeeeeaes ceees
The chance to "rub elbows'" with important people.............. ettt ceseee s
The way employees are informed about company policies..... Ceeseec e eeaeunann

The way my boss backs his men up (with top management)........eeeeeues

STt



Ask yourself: How satisfied am I with this aspect of my job?

Vs
S

means I am very satisfied with this aspect of my job.
means I am satisfied with this aspect of my job.

N means I can't decide whether I am satisfied or not with

. DS

VDS

this aspect of my job.
means I am dissatisfied with this aspect of my job.
means I am very dissatisfied with this aspect of my job.

On my present job,
The way my job provides for steady employment........... cee ettt eeanen
How my pay compares with that for similar jobs in other companies............
The pleasantness of the working conditions........cciiiiiiiiiiiiiinineennennns

51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.
70.
71.
72.
73.
74.
75.

this is how I feel about . . .

The way promotions are given out on this job................. cveene Cettesenes
The way my boss delegates work to others..........cccovuen ceecscesnasnsenanas
The friendliness of my co-workers. ettt Ceeeeen Ceee et ‘e
The chance to be responsible for the work of others.......... Ceceeecee e
The recognition I get for the work I do............ et cecesssensanns
Being able to do something worth while...... ceeean et eeer e Ceeeere et
Being able to stay busy......... . et ettt e
The chance to do things for other people .................. seseessvansasnn e
The chance to develop new and better ways to do the job.....veviereeeeenennnn
The chance to do things that don't harm other people.......... ettt
The chance to work independently of others.......... et ettt
The chance to do something different every day.......... et e
The chance to tell pecple what to do..... et eccscsesenccenstsennn ettt
The chance to do something that makes use of my abilities................. oo
The chance to be important in the eyes of others.......... cveene et .
The way company policies are put into practice................. e reeaieeaas
The way my boss takes care of complaints brought to him by his men...........
How steady my job iS...iiviiieenrenennennens e C ettt eeetse ettt e et e
My pay and the amount of WOrk I do....iveeneriiirreineroninesennsesncssannnsannsns
The physical working conditions of the job........... N
The chances for advancement on this job......... e e eteceersetseseessensssnans

The way my boss provides help on hard problems.......cvveviteesnccosscannnoss
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Ask yourself: How satisfied am I with this aspect of my job?
VS means I am very satisfied with this aspect of my job.
S means I am satisfied with this aspect of my job.
N means I can't decide whether I am satisfied or not with
this aspect of my job.
DS means I am dissatisfied with this aspect of my job.
VDS means I am very dissatisfied with this aspect of my job.

On my present job, this is how I feel about . . . VDS DS N S VS
76. The way my co-workers are easy to make friends with.........cciiiiiiiiiiieens. o
77. The freedom to use my own judgment.....eoieeeeveoccocsnscoanens et teesie e o
78. The way they usually tell me when I domy job well.......cietiiiiininnennnnnns :: o
79. The chance to do my best at all times......... tee e aeanae Ciet et eer et o
80. The chance to be '"on the go" all the time......ciuiuiiiieiiiieiiieieniennnennnn, o
81. The chance to be of some small service to other people......... et eseteeenan o
82. The chance to try my own methods of doing the job...... et s et es et . o
83. The chance to do the job without feeling I am cheating anyone................. o
84, The chance to work away from others.........ciiiiiiinieeiniiennnnas N o
85. The chance to do many different things on the job........ Ceetsesseseasa s sens .
86. The chance to tell others what to do............oivuuns Ceeecetteracneasann ‘e o
87. The chance to make use of my abilities and skills................. Chece e L
88. The chance to have a definite place in the community ..... ettt e o
89. The way the company treats its employees.......... i tes ettt e o
90. The personal relationship between my boss and his men. C i tesee st o
91. The way layoffs and transfers are avoided in my job............... ettt .
92. How my pay compares with that of other workers..... e ettt o
93. The working conditions.............. Ceeeei e ettt ettt o
94, My chances for adVvanCement....eueeeeeereeseesonetssessssersasossssosessnnnesnns .
95. The way my boss trains hismen................. N secessescaasaseccan cee o
96. The way my co-workers get along with each other............. O o
97. The responsibility of my job........ccivviin. e esecesesessecs et sasesssssnses o
98. The praise I get for doing a good job................ et eer ettt o
99. The feeling of accomplishment I get from the job.......cciiiiiieiiiireineennnns o
100. Being able to keep busy all the EAME e e et eeeeeneeeeneneseencsesncancaasasnnans

Copyright © 1967 by the Work Adjustment Project Industrial Relations Center, University of Minnesota.
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APPENDIX E

Correlation Matrix

Total Job Psychologist wsychologist Ananual
Satisfaction Sex Age Degree Co-workers  Co-workers? to Student to Studeat Salary Contract Experience

Total Job
Satisfaction 1.00 -0.038 0.234 -0.079 -0.099 -0.106 -0.164 -0.135 0.155 0.017 0.136
Sex 1.00 0.085 -0.089 0.051 0.044 0.057 0.061 -0.153 -0.011 -0.087
Age 1.00 -0.011 -0.075 -0.079 -0.128 -0.119 0.394 -0.040 0.665
Degree 1.00 0.185 0.183 0.100 0.091 0.181 0.098 0.055
Co-workers 1.00 0.979 0.148 0.172 0.163 -0.095 0.053
Cu-uorkcrsz 1.00 0.157 0.176 0.139 -0.077 0.047
Psychologist
to Student 1.00 0.989 -0.029 0.204 0.011
Jl’—s-;:hol ogist

to Student 1.00 -0.015 0.181 0.017
Annual
Salary 1.00 0.188 0.555
Contract 1.00 0.090

1.00

Expericuce
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JOB SATISFACTION AMONG SCHOOL PSYCHOLOGISTS
by
Wm. Tucker Anderson
(ABSTRACT)

Concerns over job satisfaction among school psychologists have
become prominent in the literature. Reviews of research, however, re-
veal that few empirical studies of job satisfaction among school psy-
chologists have been conducted. This study was designed to describe
job satisfaction among members of the National Association of School
Psychologists (NASP) employed by public school systems across the
nation. Specific research questions addressed the levels of job
satisfaction in the sample, relative satisfaction with various com-
ponents of overall job satisfaction, and relationships between selected
demographic variables and overall job satisfaction. A total of 450
members of NASP were selected to participate in the study and were
mailed survey materials including the Minnesota Satisfaction Question-
naire. A response rate of 86.897 was attained. Results of the study
indicated that most school psychologists are satisfied with their cur-
rent jobs (85.717%). Participants were relatively dissatisfied with
their chances for advancement and school system policies and practices.
Multiple regression analysis revealed that age and psychologist to
student ratios were significant predictors of overall job satisfaction
scores (p 0.05). Further analysis revealed a positive relationship

between age and overall job satisfaction and a negative relationship



between psychologist to student ratio and overall job satisfactionm.

It was concluded that most school psychologists in NASP are satis-
fied with most aspects of their jobs. Two notable exceptions were
chances for advancement and school system polices and practices. Part
of this dissatisfaction is seen as a product of school psychologists'
failure to establish a career ladder in the school system. It was
also concluded that school psychologists, individually and as a group,

should continue to advocate for lower psychologist to student ratios.
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