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The study proposed to determine the relationship of

the teachers' perception of the organizational climate of

the school as measured by the Organizational Climate

Description Questionnaire (Halpin) and leader behavior as

measured by the Leader Behavior Description Questionnaire

(Halpin) with teacher job satisfaction as measured by the

Minnesota Satisfaction Questionnaire. The study was

designed to study the possible relationships of organizational

climate, leader behavior and job satisfaction.

The population of the study was 271 teachers from twenty-

one schools of two surburban school districts in the Dallas

metroplex area. The elementary teachers completed the

OCDQ, LBDQ and MSQ on one visit to their schools.

Hypotheses were formulated on the basis of the three

questionnaires regarding organizational climate, leader

behavior and teacher job satisfaction. The following

hypotheses were stated:

(1) There will be no statistically significant

relationship between the degree of openness or closedness



of the organizational climate of the school as measured

by the OCDQ and the degree of consideration as measured by

the LBDQ.

(2) There will be no statistically significant rela-

tionship between the degree of openness or closedness

of the organizational climate of the school as measured

by the OCDQ and the degree of initiating structure as

measured by the LBDQ.

(3) There will be no statistically significant rela-

tionship between the teacher job satisfaction as measured

by the MSQ and the location on the organizational climate

continuum as measured by the OCDQ.

(4) There will be no statistically significant

relationship between the factors of teacher job satisfaction

as measured by the MSQ and the location of the organizational

climate continuum as measured by the OCDQ.

(5) There will be no statistically significant

relationship between the teacher job satisfaction as measured

by the MSQ and the degree of consideration as measured by

the LBDQ.

(6) There will be no statistically significant

relationship between the factors of the job satisfaction

as measured by the MSQ and the degree of consideration as

measured by the LBDQ.

(7) There will be no statistically significant

relationship between the teacher job satisfaction as measured



by the LBDQ.

(8) There will be no statistically significant

relationship between the factors of teacher job satis-

faction as measured by the MSQ and the degree of initiating

structure as measured by the LBDQ.

A review of the related literature was performed to

obtain a more comprehensive understanding of the area of

leadership. The general topic of leadership and organi-

zational climate was surveyed to investigate research data

relating to possible correlational studies. The Leader

Behavior Description Questionnaire was researched regarding

use, interpretation and adaptability to new situations.

The general relationships of organizational climate, leader

behavior, and job satisfaction were reviewed. The

Organizational Climate Description Questionnaire was

studied regarding the establishment of the six climates

along the continuum. Finally, the Minnesota Satisfaction

Questionnaire was researched to provide relationships

with the other two instruments regarding proportional

variance.

The study included teachers from two smaller districts

in the Dallas metroplex area. The only qualification for

the subjects was that the teacher came from an elementary

school. Particular characteristics of different groups

of teachers within the elementary teaching field were not

studied because this research project was basic research



to obtain some general characteristics of the organizational

climates established by the OCDQ.

The Organizational Climate Description Questionnaire

was used to locate schools on the six climates along the

OCDQ continuum. The Leader Behavior Description Question-

naire studied two dimensions of leadership. The Minnesota

Satisfaction Questionnaire was used to study the twenty

scales related to job satisfaction. The two districts

were not identified separately and so the One-Way Analysis

of Variance was used to study the relationships among the

variables. Multiple Regression Analysis was used to

relate some of the factors of the job satisfaction

questionnaire to the other dimensions.

This basic research project was designed to identify

some of the factors related to organizational climate.

The OCDQ, LBDQ, and MSQ were the instruments used to study

these particular relationships.

There were no findings relative to the different LBDQ

quadrants established by Halpin. The administration of

the LBDQ provided statistical significance related to the

other tests, but it did not provide enough variation to

establish a comparison within the quadrants established by

Halpin.

The hypothesis relating to the difference of consider-

ation between the climates provided statistical significance

between the open and closed climates on the OCDQ. Although



the other climates provided different values, none of them

had statistically significant results. Teachers in the

open climate on the OCDQ felt that their principals had more

consideration on the LBDQ than teachers who were in the

closed climate.

The hypothesis relating initiating structure on the LBDQ

to the organizational climate on the OCDQ provided statis-

tical significance. Teachers in the open climate on the

OCDQ felt their principals were higher in initiating

structure on the LBDQ than teachers felt about their

principals in the closed climate. This finding was con-

sistent with the literature review as other studies

identified significant differences among the two climates

with the leader behavior.

The job satisfaction on the MSQ was also significant

between the open and closed climates on the OCDQ. Teachers

were more satisfied with their jobs on the MSQ in the open

climate on the OCDQ than the teachers in the closed climate.

This hypothesis supported the other studies related to job

satisfaction and organizational climate. The internal

consistency within the two climates also revealed the

stability within the climate. The lack of differences

in the other OCDQ climates was influenced by the number of

schools within those climates.

The open climate was characterized by creativity, moral

values, and social service. The closed climate was



characterized by ability, social service, and moral values.

There was a similiarity in the items which create job

satisfaction on the MSQ. Therefore, the climate affected

job satisfaction, but the teachers enjoyed a similiar type

of job satisfaction. The other schools had social service

and achievement as the highest subtests. This is consistent

with the high means that Weiss established for teachers

in social service.

Comparisons were made with initiating structure and

consideration dimensions of the LBDQ, and the job satis-

faction scores on the MSQ. Statistically significant

relationships were found between the two tests. Consider-

ation of the LBDQ was influenced by the MSQ subscales of

responsibility supervision-human relations and supervision-

technical. Initiating structure of the LBDQ was influenced

by the MSQ subscales of achievement, responsibility,

supervision-human relations, and supervision-technical.

Both of the dimensions of the LBDQ were affected by the

aspects of supervision.

This study seems to indicate that open and closed

climates of the OCDQ differ in consideration of the LBDQ,

initiating structure of the LBDQ, and job satisfaction of

the MSQ. However, aspects as social service and super-

vision are important to teachers in either climate. The

differences are attributed to the perception of the teacher

regarding leader behavior and organizational climate.



Therefore, the organizational climates are influenced by and

characterized by ability, social service, and moral values.

There was a similiarity in the items which create job

satisfaction on the MSQ. Therefore, the climate affected

job satisfaction, but the teachers enjoyed a similiar type

of job satisfaction. The other schools had social service

and achievement as the highest subtests. This is consistent

with the high means that Weiss established for teachers

in social service.

Comparisons were made with initiating structure and

consideration dimensions of the LBDQ, and the job satis-

faction scores on the MSQ. Statistically significant

relationships were found between the two tests. Consider-

ation of the LBDQ was influenced by the MSQ subscales of

responsibility supervision-human relations and supervision-

technical. Initiating structure of the LBDQ was influenced

by the MSQ subscales of achievement, responsibility,

supervision-human relations, and supervision-technical.

Both of the dimensions of the LBDQ were affected by the

aspects of supervision.

This study seems to indicate that open and closed

climates of the OCDQ differ in consideration of the LBDQ,

initiating structure of the LBDQ, and job satisfaction of

the MSQ. However, aspects as social service and super-

vision are important to teachers in either climate. The

differences are attributed to the perception of the teacher



regarding leader behavior and organizational climate.

Therefore, the organizational climates are influenced by

the dimensions of the LBDQ and MSQ scales. In assessing

characteristics, the teachers are consistent in components

of job satisfaction.

Three instruments were used to gather data. The

Organizational Climate Description Questionnaire developed

six organizational climates: open, autonomous, controlled,

familiar, paternal, and closed. The Leader Behavior

Description Questionnaire provided information within two

dimensions-initiating structure, and consideration. The

Minnesota Job Satisfaction Questionnaire provided twenty

subscales related to the teacher job satisfaction.

The data were collected from the three instruments

and answer sheets which were scored by computer. One-Way

Analysis of Variance was used to study the mean gains

among the different climates on the OCDQ. Scheffe's Test

of Multiple Comparisons was used to study particular

differences. Multiple Regression Analysis was used to

identify some of the job characteristics within the

organizational climates on the OCDQ. Simple correlation

was used to describe some of the relationships between

leadership behavior on the LBDQ and teacher job satisfaction

on the MSQ. The findings were used to either accept or

reject the hypotheses for the study.

Statistical treatment of the data presented in Chapter



IV comprised the basis for the retention or rejection of

the stated hypotheses. The hypothese were rejected or

retained based on a .05 probability level. The analyses

and interpretation of the data resulted in the following

findings:

1. Fourteen schools within the two suburban districts

could be identified statistically as open or closed

climate by the Organizational Climate Description

Questionnaire.

2. Six schools of the two suburban districts within the

other four climates of the OCDQ were more difficult

to identify statistically than the schools located on

the extreme ends of the organizational climate

continuum.

3. Teachers of the six schools within the autonomous,

controlled, familiar, and paternal climates on the

OCDQ did not have higher mean scores for consideration

in leader behavior on the LBDQ than did the teachers

located in the fourteen schools of open or closed

climates.

4. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for consider-

ation in leader behavior on the LBDQ than did the

teachers of the seven schools located in the closed

climate.

5. Teachers of the six schools within the autonomous,



controlled, familiar, and paternal climates on the

OCDQ did not have higher mean scores for initiating

structure on the LBDQ than did the teachers of the

seven schools located in the closed climate.

6. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for initi-

ating structure on the LBDQ than did the teachers

of the seven schools located in the closed climate.

7. Teachers of the six schools within the autonomous,

controlled, familiar, and paternal climates on the

OCDQ did not have higher mean scores for teacher job

satisfaction on the MSQ than did the teachers of the

fourteen schools in the open or closed climate.

8. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for teacher

job satisfaction on the MSQ than did the teachers of

the seven schools located in the closed climate.

9. Teachers of the seven schools in the open climate on

the OCDQ identified creativity, moral values, and

social service on the MSQ as important aspects of job

satisfaction.

10. Teachers of the seven schools in the closed climate

on the OCDQ identified ability, social service, and

moral values on the MSQ as important aspects of job

satisfaction.

11. Teachers of the twenty-one schools within every



organizational climate on the OCDQ identified social

service on the MSQ as the most important satisfier

within their jobs.

12. The leadership dimension of initiating structure on

the LBDQ by the teachers in the twenty-one schools

was found to have possible relationships with

achievement, responsibility, supervision-human

relations, and supervision-technical of teacher job

satisfaction on the MSQ.

13. The leadership dimension of consideration on the

LBDQ by the teachers in the twenty-one schools was

found to have possible relationships with responsi-

bility, supervision-human relations, and supervision-

technical on the MSQ.

The conclusions in this study are based on the analysis

of each hypothesis. The dimensions of leadership behavior

were studied regarding simple correlational relationships

rather than group differences because the means were not

located in the different leadership quadrants.

1. The organizational climates of a school may be

more easily identified if the school has open or

closed climate as measured with the OCDQ within its

structure.

2. Schools located in autonomous, controlled, familiar,

or paternal on the OCDQ are more difficult to

identify, therefore, more schools may be needed to



properly locate than on the OCDQ climate continuum.

3. The leadership behavior dimension of consideration

on the LBDQ is affected by the climate of the

school on the OCDQ in the extreme ends of the

organizational climate continuum.

4. The leadership behavior dimension of initiating

structure on the LBDQ is affected by the climate of

the school on the OCDQ in the extreme ends of the

organizational climate continuum.

5. Teacher job satisfaction on the MSQ is affected

by the climate of the school on the OCDQ in the

extreme ends of the organizational climate continuum.

6. Open climate schools on the OCDQ are characterized by

creativity, moral values and social service on the MSQ

as important aspects of teacher job satisfaction.

7. Closed climate schools on the OCDQ are characterized

by ability, social service and moral values on the

MSQ as important aspects of teacher job satisfaction.

8. Although the overall job satisfaction on the MSQ was

affected by the organizational climates on the OCDQ,

such job satisfiers are moral values and social service

are important regardless of the organizational climate.

9. Teachers seem to identify social service on the MSQ

as an important aspect of job satisfaction regardless

of the organizational climate of the school on the OCDQ.

10. Initiating structure of leadership on the LBDQ is



identified with achievement, responsibility and

supervision in the job satisfaction on the MSQ.

11. Consideration of leadership on the LBDQ is identified

with responsibility and supervision in the job

satisfaction on the MSQ.

12. Both dimensions of leadership behavior on the LBDQ

seem to be greatly affected by the supervision of

the administrator as it is related to teacher job

satisfaction on the MSQ.

The following recommendations are made on the basis of

the findings, conclusions and personal observation of the

study.

1. A study should be done to locate more schools within

the autonomous, controlled, familiar, and paternal

climates so that further characteristics and differ-

ences may be studied by the school administrators

for these climates.

2. A logitudinal study should be implemented to study

any changes within the different organizational

climates of schools as perceived by teachers over an

extended period of time.

3. The findings of the study should be used to specify

more characteristics of the organizational climates

and the long range durability of these characteristics

for the school administrators.

This study has shown the differences between the open



and closed climates on the OCDQ regarding leader behavior on

the L:BDQ and teacher job satisfaction on the MSQ. Particular

relationships have been studied to show some of the internal

characteristics of these climates. Therefore, additional

research dealing with particular climates should be

undertaken to establish other organizational climate

characteristics.
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CHAPTER I

INTRODUCTION

Characteristics of leadership have been difficult

to establish in experimental settings because there is

little agreement as to the nature of leadership. However,

situational factors help to determine the effectiveness

of a leader. Personal characteristics of the leader

provide a vital part of his relationship with staff

members. Although the image of ideal goals may present

abstract qualities, they identify the direction for the

leader. The leader's responsibility is to assist the group

in developing and maintaining the goals, and in a formal

organization the leader has particular position within

the structure. Stogdill (19) identifies leadership as a

process of influencing the activities of the organization

in the task of goal setting. Leadership, according to

Tiphan, is initiating structure on how to accomplish or

change goals. Things such as achievement, responsibility,

participation, and status are personal factors related to

leadership.

White and Lippitt (5) identified five styles of leader-

ship: authoritarian, democratic, laissez faire, bureaucratic,

and charismatic. There are four methods of directing the

1
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group: force, paternalism, bargaining, and material needs

(5). The style of leadership is reflected in the direction

within the particular situation. Hemphill identified three

categories of leadership effort: attempted, successful,

and effective. He established a difference between a leader

who attempts to lead and one who is successful in the task.

The ultimate goal is for the leader to be effective with

the group. Thus leadership will have different connotations

within different leadership styles.

The Leader Behavior Description Questionnaire (7) is

an instrument which measures consideration and initiating

structure. These components summarize the characteristics

of leadership postulated by Hemphill and others. Leadership

may be measured to describe certain attributes in a

particular situation.

The leader functions within a particular setting. For

education this is the school activities involving teachers

and principal. The Organizational Climate Description

Questionnaire describes the type of setting within the

framework of the leader's work. It is important to

consider the organization because Sergiovanni (15) stated

that the situation is influential in determining the

leader characteristics.

The teachers' perceptions of the organizational climate

within the school have some relationship to their attitudes

about their jobs. Halpin performed a series of studies
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relating to the determination of school organizational

climate with six types: open, autonomous, controlled,

familiar, paternal, and closed, and leadership behavior

with two dimensions: consideration and initiating structure.

These components of organization and leadership provide

the basis of the determination concerning teacher-administrator

relationships. The study of particular organizational

climates and leader behaviors provide several variables

in studying teacher job satisfaction. It is beneficial to

have knowledge of the different organizational climates and

the particular components of job satisfaction that are

associated with them. Aspects of job satisfaction may be

identified with leadership dimensions. The significance

of this study is the investigation of these variables'

relationships. Identification of school climates could

indicate the aspects of job satisfaction implicit within

them. This information would assist administrators in

understanding the working conditions most beneficial to

teachers within different organizational climates.

Statement of the Problem

The problem of the study is to determine the relationship

of the teachers' perception of the organizational climate of

the school as measured by the Organizational Climate

Description Questionnaire (Halpin) and leader behavior as

measured by the Leader Behavior Description Questionnaire

(Halpin) with teacher job satisfaction as measured by the
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Minesota Satisfaction Questionnaire.

Purpose of the Study

The design of the study consists of three basic purposes.

1. The problem of the study is to investigate the relation-

ship between teacher job satisfaction and organizational

climate.

2. The perception of leadership as viewed by the teacher

concerning the administrator was studied in relationship

to organizational climate.

3. The relationship between teacher job satisfaction and

leadership behavior was also studied.

Hypotheses

1. There is no statistically significant relationship

between the degree of openness or closedness of the

organizational climate of the school as measured by

the OCDQ and the degree of consideration as measured

by LBDQ.

2. There is no statistically significant relationship

between the degree of openness or closedness of the

organizational climate of the school as measured by

the OCDQ and the degree of initiating structure as

measured by the LBDQ.

3. There is no statistically significant relationship

between the teacher job satisfaction as measured by the

MSQ and the location on the organizational climate
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continuum as measured by the OCDQ.

4. There is no statistically significant relationship

between the factors of teacher job satisfaction as

measured by the MSQ and the location of the organi-

zational climate continuum as measured by the OCDQ.

5. There is no statistically significant relationship

between the teacher job satisfaction as measured by

the MSQ and the degree of consideration as measured

by the LBDQ.

6. There is no statistically significant relationship

between the

measured by

as measured

7. There is no

between the

the MSQ and

measured by

8. There is no

between the

measured by

factors of teacher job satisfaction as

the MSQ and the degree of consideration

by the LBDQ.

statistically significant relationship

teacher job satisfaction as measured by

the degree of initiating structure as

the LBDQ.

statistically significant relationship

factors of teacher job satisfaction as

the MSQ and the degree of initiating

structure as measured by the LBDQ.

Limitations

A recognizable limitation resulted from the level of

education. Elementary schools were utilized in the study to

develop a category for analysis. The results of the study
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were generalized to elementary schools. The concentration

on this level of education provided data that was comparable

for this level.

Assumptions

Schools can be identified by the Organizational

Climate Description Questionnaire (9) on a continuum from

open to closed. Halpin's study on the school organizational

climates was used to locate the schools at these points on

the continuum.

Open Autonomous Controlled Familiar Paternal Closed

Fig. 1--Location of the six organizational climates

Although the OCDQ measured the closed climate, it is assumed

that there will probably not be any schools located on that

extreme end of the continuum.

Definition of Terms

Organizational Climate Description Questionnaire

Open - depicts a school situation in which the members enjoy

very high esprit.

Autonomous - characterized by the freedom of teachers to

provide structures for interaction so that they can

find ways of satisfying social needs.

Controlled - expressed by a need for achievement at the

expense of social needs satisfaction. Morale is still
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characterized as being high.

Familiar - involves little direction by the leader and many

individuals trying to accomplish goals of the organi-

zation view it as a "family" situation.

Paternal - characterized by ineffective attempts of the

leader to control members and satisfy their social needs.

Closed - reveals a lack of accomplishment by members. There

is low satisfaction in regard to job and social needs.

The leader is highly aloof and emphasizes production (9).

Disengagement - OCDQ subtest refers to the teachers'

behaviors in a task-oriented situation. The group may

merely be "going through the motions" in completing

tasks.

Group Hindrance - OCDQ subtest views the leader's delegation

of members to committees, routine duties, and other

requirements as unnecessary.

Esprit - OCDQ subtest reveals the feeling that social needs

are being statisfied and there is a sense of accomp-

lighment in the job.

Intimacy - OCDQ subtest reveals a friendly social relationship

with each other. It involves needs satisfaction which

does not necessarily associate with task-accomplishment.

Aloofness - OCDQ subtest shows characteristics of the

leader as viewed to be formal and impersonal. Rules

and policies are viewed as more important than

face-to-face situations.
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Leader Production - OCDQ subtest reveals the leader's

behavior which is characterized by close supervision

of the staff. Communication is a one-way process

without regard to feedback.

Thrust - OCDQ subtest shows behavior which assists the

progress of the organization. It is marked by

motivation on the part of the leader to challenge

members toward goal accomplishment.

Consideration - OCDQ subtest reveals the leader's dealing

with the members in a human way (9).

Minnesota Satisfaction Questionnaire

Ability Utilization - the chance to do something that makes

use of abilities.

Achievement - the feeling of accomplishment from the job.

Activity - being able to keep busy all the time.

Advancement - the chances for advancement on this job.

Authority - the chance to tell other people what to do.

Company Policies and Practices - the way company policies

are put into practice.

Compensation - pay and the amount of work done.

Co-workers - the way co-workers get along with each other.

Creativity - the chance to try personal methods of doing

a job.

Independence - the chance to work alone on the job.

Moral Values - being able to do things that do not go

against the conscience.
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Recognition - the praise received for doing a good job.

Responsibility - the freedom to use one's own judgement.

Security - the way the job provides for steady employment.

Social Service - the chance to do things for other people.

Social Status - the chance to be "somebody" in the community.

Supervision - technical - the competence of the supervisor

in making decisions.

Supervision - human relations - the way the leader handles

the members.

Variety - the chance to do different things from time to time.

Working Conditions - the physical environment (21).

Leader Behavior Description Questionnaire

Consideration - LBDQ dimensions measures the human relations

ability of the leader as perceived by the group members.

Task Performance - LBDQ dimension measures the ability to

complete the job of the leader as perceived by the

group members (9).

Instruments

The instruments used in the study were the Organizational

Climate Description Questionnaire, Leader Behavior Description

Questionnaire and the Minnesota Satisfaction Questionnaire.

The LBDQ and OCDQ were developed by Halpin (9) and the

MSQ was developed by Weiss (21).

It is evident that particular attitudes of teachers

prevail about the principal and job satisfaction in
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different schools. The purpose of the OCDQ is to relate

these attitudes to definable dimensions having disting-

uishable characteristics. The questionnaire originally had

a thousand items, Form III contained eighty and finally

Form IV had sixty-four items. Eight dimensions of organ-

izational climate are analyzed by the questionnaire. These

areas are comparable to eight subtests: the first four refer

basically to the behavior of teachers and the last four

discuss behavior of the principal. The eight subtests are:

Disengagement, Hindrance, Esprit, Itimacy, Aloofness,

Production Emphasis, Thrust, and Consideration.

The OCDQ is an instrument of sixty-four items to be

given to a group of individuals. It requires about thirty

minutes for administration.

The LBDQ applied to leadership skills. It focuses

upon what the individual does as a leader and how he goes

about it. The questionnaire may be given either individually

or to small groups. It is best not to have the leader

physically present while the group members are describing

his behavior. It is also preferable to be able to guarantee

the protection of the anonymity of each respondent. It

is helpful to obtain a minimum of four respondents per

leader and additional respondents beyond ten do not increase

significantly the stability of the index scores.

In administrating the LBDQ, no mention should be made

of the initiating structure or consideration dimension.
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The respondents are told that they are to describe the

approximate frequency with which the leader engages in each

of the behaviors specified in the questionnaire items.

The MSQ does not have a time limit in the test

administration, however, the average time required to

complete the questionnaire is about twenty minutes. The

twenty dimensions reveal intrinsic and extrinsic values

in the job setting.

Significance of the Study

The terms leadership and administration should be

distinguished whenever there is a discussion of the role

of group organizer. The administrator manages the

organization in daily activities of the organization.

The leader disturbs the status quo of the group in

establishing change for the organization. Throughout

the study of leadership in the last half century consider-

ation has been given to three opproaches to the study of

leadership: traits, behavior and situations (15).

The trait approach to leadership study includes research

concerning personal characteristics, intelligent quotients,

physical appearance, and mannerisms. Trait approach to

leadership concentrates upon the personal qualities that

will operate in any circumstance (5).

The behavioral approach to leadership concentrates

upon the actions of the leader of the accomplishments of the
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leader in performance. This approach emphasizes the deed

which should be done to become an effective leader. The

personality is not considered to be as vital for this

approach to leadership study (5).

The situational approach to leadership considers the

individual within the context of particular circumstances.

The LBDQ does not attempt to ascribe certain leader

characteristics to every situation. The leadership

dimensions of initiating and consideration review the

leader's behavior in a particular organizational climate.

It does not attempt to evaluate the effectiveness of the

leader in every circumstance. Halpin established the

OCDQ to further relate the importance of the organizational

climate to leader behavior (5).

Leadership style has been described as a function of

three variables: leader-member relations, task structure,

and leader power position. This enables the leader to

assume certain roles in the groups.

Appropriate Effective goal

leadership style achievement Three variables

Task oriented style organization or 1. leader-member

or interpersonal group tasks relations

relations oriented 2. task structure

style 3. leader position
power

Fig. 2--Appropriate leadership style for effective goal

achievement is a function of three variables.
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The appropriate leadership style for effective goal

achievement is a function of three variables (5). The

appropriate leadership style is developed within the two

dimensions of task and interpersonal relations. Goals

encompass organizational or group objectives depending upon

the nature of the organization. The variables establish the

effectiveness of the leader. Leader-member relations are

enhanced by the leader's rapport with group members 
as

individuals working together in the organization. Task

structure involves the job to be performed. This aspect of

leader behavior is important to every member as the teachers

view the effectiveness of the principal in their school.

Human relations and task structure are related to this concept.

Position power may be delegated by the group or the organi-

zation. This aspect embraces the leader's credibility with

group members (5).

Leader behavior is functional within a particular

setting. Therefore, organizational climate must be studied

in relation to leader behavior so that a proper estimation

of the leader's success may be studied. These two components

are vital in the consideration of leader and group relation-

ships.

Organizational climate has been shown to be related

directly to teacher job satisfaction. The Organization

Climate Description Questionnaire has been validated to

measure six particular climates of schools (9). The
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research studies with the Minnesota Satisfaction 
Questionnaire

have produced evidence of the relationships 
of organizational

climate and job satisfaction. Some studies have attempted

to relate leadership behavior to satisfaction of teachers,

but no conclusive relationship has been demonstrated 
in the

studies.

Halpin's first study attempted to identify 
schools

at the six points of organizational climate (Open, Autonomous,

Controlled, Familiar, Paternal, Closed). Data are obtained

to identify particular leadership characteristics 
of

initiating structure and consideration at one of the six

points of organizational climate continuum. 
Organizational

climate characteristics have not been researched 
in detail

in other studies, but there may be a relationship 
that is

important as it is related to teacher job satisfaction.

Analysis of the organizational climate dimensions 
and

the components of the Minnesota Satisfaction Questionnaire

may reveal some important relationships. If characteristics

of leader behavior and job satisfaction can be identified

in the six climates, these characteristics could provide

data to consider in job situations. Leadership character-

istics can be studied in view of the particular organizational

climate. These data should reveal some leader characteristics

within the different types of organizational climate. The

relationships of job satisfaction and leader behavior may

also establish characteristics of the organizational

climate .
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Therefore, this study analyzing data obtained by the

OCDQ, LBDQ, and MSQ sought to study other possible

relationships between organizational climate, leader

behavior and job satisfaction which have not been

considered as factors in previous research studies. The

unique aspect of this study was the study of the principal's

leadership with organizational climate of the school and

teacher job satisfaction.

The study attempted to investigate some of the possible

associations for the relationship of job satisfaction and

organizational climate. Components of organizational

climate, leadership behavior, and job satisfaction were

investigated as to relationships with the other dimensions.

Superintendents can study the organizational climate 
of

schools to assist in understanding the attitudes of teachers

so that the districts may provide appropriate organizational

climates. Every school has a climate that should be studied

by the principal in relationship to his own style of leadership

behavior, and teachers can better understand their work

situation as they reveal the type of climate in their school.

Procedures

The following procedures were followed to obtain the

data for the study on organizational climate, leadership

behavior, and job satisfaction. Permission was obtained

for the use of the instruments: OCDQ, LBDQ and MSQ.



Superintendents of the two suburban districts gave

permission to conduct the study in 
the elementary schools.

Principals of the twenty-one schools within the district

were contacted, and personal visits were made to the

twenty-one schools to administer the tests. 
Exact

instructions were given to the teachers to complete 
the

OCDQ, LBDQ, and MSQ.

After the twenty-one schools were located on 
the six

points along the OCDQ continuum with 
the Chi Square Goodness

of Fit, the analysis of variance was used to study relation-

ships of the teachers' answers of the OCDQ with the LBDQ,

and the OCDQ with the MSQ. The Scheffe Test was used to

determine relationships among the six organizational climates

of the schools with the leader behavior of the principals

and job satisfaction of the teachers. 
Pearson Correlation

was used to study the relationship of the LBDQ with the MSQ.

The data were analyzed to accept or reject the stated

hypotheses.

16
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CHAPTER II

SURVEY OF THE RELATED LITERATURE

A review of the related literature was performed to

obtain a more comprehensive understanding of the area of

leadership. The general topics of leadership and organi-

zational climate were surveyed to investigate research

data. The leader Behavior Description Questionnaire was

researched regarding use, interpretation and adaptability

to new situations. The general relationships of organi-

zational climate, leader behavior and job satisfaction

were reviewed. The Organizational Climate Description

Questionnaire was studied regarding the establishment

of the six climates along the continuum. Finally, the

Minnesota Satisfaction Questionnaire was researched to

provide relationships with the other two instruments

of leader behavior and organizational climate.

Leadership

The leader has been defined by Selvin (49) as

(1) individual in an office, (2) control person of the

group, (3) person most influential, (4) person who does

the most to advance the group toward goals, and (5) person

most effective in creating structure. Weber (61) described

leadership as a democratic control which must be stated

19
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as a formulation of shared responsibility. The leader

should help the group attack problems which are not as impor-

tant to group maintenance rather than approaching 
areas of

disagreement among the members and attempting to solve them.

Leaders should be skilled in discovering attitudes, beliefs,

and commitments. There must be a willingness to take

calculated risks.

Saunders (47) stated that leadership is essential to

education. A cooperative group effort is the most effective

method to achieve educational goals. Because people are

important in the improvement of education, changing society

demands that education change objectives. The scientific

method of research is vital to educational development. He

listed several important concepts in leadership: worth of the

individual, process of learning, decision-making, nature of

leadership, and solving problems. The individual must be

considered as very important to the leader. The process of

learning relates to the leader behaviors in the organizational

climate which enhance student learning. The other three

concepts deal with different aspects of leadership. Decicision-

making and problem solving are vital areas for the leader.

Leadership may be described with three terms: authori-

tarian, democratic and laissez-faire. The three styles of

leadership according to Doll may be placed along a continuum

with laissez-faire and authoritarian as the ends of the

line (13). The authoritarian style does not necessarily
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result in high initiating structure and low consideration.

The authoritarian style does not involve much imput from

subordinates. Democratic leadership involves some

decision making by the group. A recognizable leader does not

readily exist in the laissez-faire style as the group has com-

plete control in the decision-making process (13). The three

styles of leadership have distinct advantages and disadvantages.

The authoritarian style is very efficient in operation.

The leader can give security to employees within the

organization. As it saves time and money, authoritarian

leadership is also able to pinpoint responsibility to the

particular members responsible for the group tasks. 
Personal

problems of the leader's relationship to group members 
result

as disadvantages to this style of the organization are not

treated equally by the leader. Because only one person

provided decisions for the group, the quality of the 
decisions

becomes limited to his knowledge of an area. In conclusion,

the ideas of other people are not used by the leader (13).

The democratic style of leader is able to get people

involved within the group, and they become motivated to

share their ideas. Many ideas are developed by the group

members. However, it takes more time to solve problems

and the decisions by the group are much slower to make.

More chaos and conflict exist in the process of decision

making. Responsibility is more difficult to pinpoint

because of the involvement of group members (13.
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The laisse-faire style is very flexible in most situa-

tions. Decisions may be avoided because the problem may be

eliminated in time. Although some leadership may develop in

this type, there is no guarantee of an emerging leadership.

This style could assist potential leaders to develop their

potentials with the group. This style does not establish

any superiority and, therefore, group members develop

their skills. The greatest disadvantage is the lack of

goals for the group. It is inconsistent and problems

may present larger obstacles than are really 
present for

the group. It is almost impossible to pinpoint responsibility,

and the group activity can be very chaotic.

Therefore, the three basic styles of leadership may

enhance the leader depending upon the circumstance. Other

methods have been used to characterize leadership.

Gouldner (13) identified two groups of leaders within

organizations. The leader who is cosmopolitan has low loyalty

to the employing organization. He has a high commitment to

developing specialized role skills. Reference groups

may be utilized in making decisions. The local leader has

a high loyalty to employer. There is a low need for

developing a specialized role skill. A high involvment

is used for the inner group to be part of decision making.

These two types of leaders function within groups developing

goals and directions.

In the Michigan studies, Bowers (6) identified five
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basic areas in leadership: support, interaction, facili-

tation, goal emphasis, and work facilitation. Kahn (6)

discovered some interesting relationships between leadership

and group productivity. The supervisor with a role in

different areas has better productivity than one who does not

have it. Men who were more satisfied with their jobs perceived

their supervisors as performing a number of broad, supportive

functions. High-producing supervisors did not supervise

as closely as low-producing individuals. Employee-oriented

supervisors gave more attention to subordinates than

institution-oriented supervisors. Kahn concluded that the

desired organizational change must be developed throughout

the organization to be effective with individuals within

the organization.

Korman (34) reviewed the Ohio State University's

studies on leadership which were performed from 1946 to

1956. The studies isolated consideration and initiating

structure as basic dimensions of leadership behavior in

a formal organization. The studies revealed that the two

dimensions of consideration and initiating structure did

not predict effective leadership, but they were greatly

affected by the particular situation. Kerr (33) stated that

if the job was intrinsicly satisfying the dimension of

consideration did not have as much effect upon the subord-

inate. If the worker did not have knowledge of the job,

he desired more supervision in performance. These studies
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attempted to identify important attributes in leadership.

Teacher Job Satisfaction

A consideration should be given to research studies

on the job satisfaction of teachers. Several studies

provide possible relationships between job satisfaction

and organizational climate. Shin (53) studied teachers'

reactions to their administrators in Jefferson County

Public Schools in Kentucky. Those teachers who were

motivation-oriented from intrinsic goals were more

satisfied with their jobs than teachers who were motivated

from extrinsic rewards offered to them. The motivation-

oriented teachers were favorable toward the principal's

structure of leadership. Teachers' satisfaction was higher

with principals who were able to achieve more organiza-

tional goals of the school, than teachers whose principal

had some difficulties as a leader. Shin (53) concluded that

the teachers' perceptions of satisfaction with the principal's

job performance was a function of the interplay between the

teachers' need-orientation and the principal's leadership

style in the school situation.

Studies have been done to show the relationship of job

satisfaction with a variety of variables. Organizational

climate, staff relationships, and supervisory style are all

related to teacher job satisfaction.

Morris (39) did a study in Houston, Texas, with the
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OCDQ finding the schools to be closed or partly closed

climates. The teachers functioned in mechanistic ways,

and there was an emphasis upon monetary reward. Cortis

(9) studied the effects of job satisfaction upon leadership

behavior and environmental factors. Respondents who per-

ceived consideration to be high differed on the job

satisfaction from those who perceived consideration to be

low. Such factors as sex, age, education, school location,

and size also had some influence upon the results of the

job satisfaction questionnaire. A similiar study was

conducted by Wymann (64) relating organizational climate

and job satisfaction. The counselor's perceptions of the

organizational climate were correlated with are, sex,

educational background, years of experience as a school

counselor, and the total years of experience in school

employment. The North Carolina study revealed characer-

istics of esprit, intimacy, aloofness, thrust and

consideration to have significant relationships with job

satisfaction. Intimacy and aloofness had the greatest

relationship to job satisfaction. The data revealed a

strong relationship between organizational climate and job

satisfaction.

Buerkens (7) studied the relationships between job

satisfaction of teachers and perceived conflicts with

principals, teachers, and parents. Although conflicts

with principals and teachers were related to job satisfaction,
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conflicts with parents were not related to teacher job

satisfaction. The teachers perceived that there was less

conflict among the teachers than between parents and 
teachers.

Most of the teachers surveyed were satisfied with their job

and desired to remain in that position. A low conflict level

between teachers and principals was related to high job

satisfaction of the teachers. Another facet of job

satisfaction was studied by McKenna (36) concerning the

relationship of job satisfaction and organizational climate.

The secondary school climate was conceptualized as specialized

leader skills with technical competence of the principal.

The greater job satisfaction was related to the 
teacher's

perception of organizational climate.

Byrnes (9) studied the relationship of supervisory

style with participation of teachers and teacher job

satisfaction. The participation was higher for teachers

where the perceived supervisor's role was consistent with the

supervisor's action. The teachers who perceived the school

as highly participative had a higher job satisfaction and

participation was high throughout the study.

Surtz (63) studied aspects of the self-concept, marital

status, job classification and years of teaching experience

of the teachers in relationship to job satisfaction of

teachers. If teachers had a discrepancy of the view between

the real-self and ideal-self, this discrepancy greatly

affected job satisfaction. As this discrepancy became
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greater, it had a negative effect upon job satisfaction.

Wurtz stated that a teacher was more satisfied with the

job if the difference between the real-self and 
ideal-self

was small, the teacher was a female, and had an advanced

college degree.

Heller (23) studied some possible determinants of

job satisfaction in the educational setting. He reviewed

Herzberg's determinants, Maslow's needs, Vroom's individual

difference, Adam's inequity theory, and Smith's frame of

reference. There were three factors that seemed to

influence job satisfaction: the organization's control,

things under the control of the informal organization, and

the organization-group relations.

The management system and its relation to job satis-

faction was studied by Oester (42). The study was designed

to determine the perceived management system used in the

Oregon Extension Service. There is a need for greater

involvement of the employees in decision-making as revealed

by the satisfaction questionnaire. The staff also felt that

they should be involved in the in-service training procedures.

D'Heilly (11) studied some of the differences in

organizational climate, job satisfaction, faculty morale,

and attitudes toward educational evaluation. There was

no relationship found between organizational climate and

the comprehensive educational evaluation. There were changes

in faculty morale as the more complete system of evaluation
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was used in the school. Finally, the comprehensive

evaluation had a negative effect upon faculty attitude.

Johnson (32) studied the effects of some organizational

processes and job satisfaction. Teachers who were involved

with a staff of a differentiated duties had more job

satisfaction than teachers in a staff of fewer types of

duties. The general job satisfaction was different depending

on the type of staff the teachers worked within the school.

This discussion of job satisfaction reveals several

factors which may contribute to teacher morale. The role

of organizational structure does affect job satisfaction.

Although this area is not the only determinant of job

satisfaction, it does seem to affect the morale of teachers.

Teacher job satisfaction was in several studies to show the

importance in the work situation.

Organizational Climate Description Questionnaire

Schools have been characterized by Andrew Halpin as

having particular organizational structures which may be

identified and studied. A major dichotomy of Open versus

Closed Climate provides the basic categories for the

comparison in research. A study of the morale within

an organizational is a good approach to the view of organi-

zational structure. Behaviors are analyzed in organizational

climate and the names: open, autonomous, controlled, familiar,

paternal, and closed, are associated with these behaviors

(21).
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The organizational climates of Halpin's study were used

in several situations. Attitudes, personnel, community

relationships and other variables were studied with the

OCDQ.

Roplyary and Mathis (45) verified the six organizational

climates of Halpin's study. The purpose of the study was

to investigate the relationship between teacher morale

and organizational climate with 299 elementary school

teachers in suburban Chicago schools. Results of Halpin's

study and the fifty item Chandler-Mathis Attitude

inventory were compared. The schools classified as

"familiar" differed significantly from open schools about

the systematic attitudes of the school. The "closed"

organizational structure varied significantly from the

open organizational structure in all areas but one, morale

"Self" on the Morale Inventory. Morale was affected by the

type of organizational climate. The Morale Inventory

measured differences of the relative morale of teachers in

the schools.

Several other studies support the evidences from

Halpin's research with the Organizational Climate Description

Questionnaire. Gustatson (17) used Halpin's study to

review teachers' and administrators' attitudes toward

the schools compared to the climates of the OCDQ. The

study supported the general categories of school climate,

however, the particular areas are not consistent with Halpin's
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areas. Ames (1) provided an assessment of the formal

organizational structure limited 
to a determination of

authority and responsibility in personnel, supervision,

curriculum, policy-making, and community relationships.

Although correlation co-efficients could not be calculated

at the five percent level, the study concluded that there

was enough relationship of organizational 
structure and

responsibility to warrant further study. Appleberry (2)

found that schools with open climates were more humanistic

than those schools with closed climates. 
The basic continuum

of Halpin was utilized to develop the climates 
of schools.

Harkin's (22) research stated that some relationships of

organizational climate and teacher job satisfaction 
may be

viewed on the basis of Halpin's study. However, the strength

of the study was not in predictive information but possible

relationships for future study.

Leader Behavior Description Questionnaire

The Leader Behavior Description Questionnaire identifies

two dimensions as fundamental to leadership: initiating

structure and consideration. Halpin studied leadership

behavior to develop the LBDQ.

Halpin (21) performed an investigation of fifty Ohio

school superintendents regarding leader behavior. The board

members agreed among themselves in the dimensions of the

LBDQ regarding the behavior of the superintendents. 
There
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was no statistically significant correlation with the staff

members' views of the superintendent. In respect to

consideration, the superintendent would reveal one degree

of consideration to board members, and he would not display

that same degree of consideration to the staff. The boards

expected the superintendents to have more consideration

toward the teachers than the staff stated in their question-

naires regarding their superintendents. The boards also

felt that the superintendents should be very strong in

initiating structure. The leadership ideology of all

three groups was essentially the same: desirable leadership

involves high scores in both areas (21).

Several other studies were done in using the LBDQ for

the research of leadership characteristics. The two

dimensions of the LBDQ were correlated with the aspects of

age of administrators, organization, and teachers' attitudes.

Null and Spence (41) did a study relating to the LBDQ.

The purpose of the study was to reveal personal variables of

elementary school teachers. Analysis procedures included

a short personalized data form regarding characteristics

of the teachers and LBDQ Form XII. Two-Way Analysis of

Variance was used in the study of the questionnaire because

of the factors relating to the study of male and female

differences. The female teachers preferred male admini-

strators because the female teachers rated male administrators

as having higher consideration scores. The older teachers
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perceived female administrators in a positive way to a

greater degree than did younger teachers. This study

supports the two dimensions of initiating structure and

consideration by Halpin in the LBDQ (41).

Several other studies support the basic dimensions

of the LBDQ established by Halpin. Moy and Hales (40)

investigated the organizational climate of schools as

perceived by staff members. LBDQ perceptions of organization

"as it is" did not differ from the ideal view of the

organization, but perception of personal behavior of the

administrator and what organization should be differed.

Ignatovich and Aydin (30) used the LBDQ Form XII as Iowa

teachers described principals as having higher scores on

the two leadership dimensions than did teachers from the

country of Turkey describe their principals. He concluded

that the project provided some insight into leader behavior.

Lee (34) studied the relationship of leader behavior of

secondary school principals and Biology teachers' attitudes

toward BSCS Biology. Leadership characteristics measured

by the LBDQ were determined to be related to teachers'

perceptions of the organization within the Biology depart-

ment. Feitler (15) identified four behaviors: tolerance

of freedom, consideration, integration, and tolerance of

uncertainty. These four behaviors were higher for schools

with participating group organizational processes.
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Minnesota Satisfaction Questionnaire

The Minnesota Satisfaction Questionnaire measures parti-

cular aspects of work environment. Several studies showed

relationships of job satisfaction to school climate and

leader behavior.

Horiuchi utilized the MSQ in a school setting with

the OCDQ in his study. The Droblem studied was the relation-

ship of school climate to job satisfaction. A total of 334

teachers from ten rural and suburban schools were given

the Minnesota Satisfaction Questionnaires. Open climate

and job satisfaction were correlated. There was no

statistically significant difference between rural and

suburban schools regarding teacher job satisfaction.

The teachers in rural schools were satisfied with super-

vision of the administrators because they viewed the

organization as having less structure than did the

suburban teachers. The male teachers tended to be less

satisfied than female teachers. Horiuchi stated that the

OCDQ and MSQ may be used together to evaluate data in

school settings (28).

DiCaprio (12) studied the relationship of organiza-

tional climate and job satisfaction of surburban and rural

secondary school districts. There was a random sample

of twelve schools from the population of the urban and rural

school districts and a sample of the teachers selected from
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the two districts. The OCDQ and MSQ were used to collect

data. Perceptions by the teachers of school climate and job

satisfaction were not statistically different in the rural

and suburban districts. Biographical characteristics and

job satisfaction were correlated in a relationship to

organizational climate. The OCDQ dimension of consider-

ation was statistically significant at the .05 level with

biographical characteristics. There was a significant

relationship found between the openness of the climate

and job satisfaction of teachers. Further research was

recommended to develop the relationship of job satisfaction

and organizational climate with the learning process of

students.

Two other studies have been reveiwed which further

validate the MSQ dimensions. Shaw (51) used the Likert

Profile of a School: Teacher's Questionnaire. Catholic

schools were differently perceived with higher MSQ scores

than public schools, and leadership style of principals

was perceived differently on the LBDQ. Climate and

leadership significantly correlated with the MSQ. Parker

(43) studied the relationships of the OCDQ, MSQ and

SSDF (School Situational Data Form). Job satisfaction

and the openness of school climate were significantly

correlated. The community as rural or urban was statistically

significant to organizational climate, but the community was

not statistically significant with teacher job satisfaction.
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Job satisfaction was also related to years of the school,

age, socio-economic level of the community, years of teaching,

sex, and geographical location. The MSQ has been shown to

describe job satisfaction in the educational setting. The

twenty independent variables of the MSQ may be difficult

to distinguish because they have not been statistically

shown to be descriptive of different aspects of job satis-

faction.

Qualities of Leadership

The relationship of organizational climate, leader

behavior, and teacher job satisfaction has been demonstrated

throughout a variety of studies. Before a final summation

is given regarding the conclusion of the review of the

studies, a brief reveiw of some of the qualities of

leadership will help to establish a proper perspective of

the administrator's behavior.

Miller (38) discussed some of the personal character-

istics related to the leader. Several particular styles

may be noticed in the setting of educational administration.

These styles are not classified as good or bad, but they

are dependent upon the circumstance. Therefore, this

brief discussion concerning these seven leadership styles

is for the purpose of determining differences within varying

situations.

The paternalistic authoritarian style of leadership
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is not confined to the educational setting. The leader

who is authoritarian feels superior to subordinates. His

communication tends to be a one-way downward flow to all

the individuals under his control. This individual usually

directs people rather than consulting with them regarding

decisions.

The intuitive rationalistic leader feels that he must

overwhelm subordinates with debates and argumentation. This

leader usually takes a position regarding some topic of -

controversy and then he allows the subordinates to attempt

to convince him of their position. It is very difficult to

persuade this leader of any error. Rarely does the subor-

dinate discover an alternate plan which may be used in the

organization to accomplish goals established by the leader.

Charismatic leadership utilizes the personal qualities

of the leader to affect group members positively toward

the accomplishment of organizational goals. This leader

maintains control of the group through a more sophisticated

method of persuasion. There is an overpowering personal

magnetism which enables the leader to motivate subordinates.

This type of individual is usually very persuasive and

charming.

The bureaucratic managerial leader functions as the

key person within the organizational structure. This

leader concerns himself with the paperwork of the organi-

zation. Proper channels are followed exactly; the lines
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of authority are strictly formulated; and a process of

accountability is maintained within the organization. A

chief concern of the leader becomes the efficient operation

of the organizational personnel.

Pragmatic-functional leadership views the leadership

role as a team project. The leader becomes a support person

in helping others accomplish the organizational goals.

He is flexible in his style of leadership, and his desire

is to help other group members.

The political legalistic leader utilizes a great many

committees and charters to accomplish the tasks. The

leader within this setting is the best politician. He

is able to maneuver the group through due-process procedures,

and influence policies and rules.

The personalistic humanistic leader desires to meet

the psycholigical needs of group members. He attempts

to be a support to personnel in the accomplishing of the

organizational goals. The desire of the leader becomes

one of assistance and promoting a non-threatening climate

for the group members.

Leadership has a variety of formats depending upon

the organizational climate. These two factors of consider-

ation and initiating.structure have been shown to be

closely related in determining the effectiveness of leadership

within the group. Past studies attempted to identify the

effective or ineffective leader based upon certain qualities.
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However, leadership functions within a context of circumstances.

The different styles of leadership are effective within

different organizational climates. Recent research studies

have pointed toward flexibility within the concept of

leadership. The situation has a definite effect upon style

and the ability of the leader to accomplish the organizational

goals.

In summary, job satisfaction has a variety of factors

which influence it. Things as the sex, age, education, and

geographical location of the teacher can have a definite

effect upon their job satisfaction within the school.

Another important contributing factor is the organizational

climate of the school. Although studies have not presented

conclusive evidence regarding particular relationships

between factors of job satisfaction and the climates of

organizational structure, there are some relationships

between the organizational climate and factors of job

satisfaction. Leadership functions within a context which

can be measured, and job satisfaction is affected by the

context. These relationships are important to study.

Sumrall (57) studied leader behavior and teacher

satisfaction. The difference of leadership styles of the

principal perceived by teachers could be different than

displayed by supervisors. The different school sizes had

different degrees of consideration and initiating structure

of leadership. The Job Description Index (JDI), Supervisory
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Behavior Description, and Leadership Opinion Questionnaire

were used to survey ,120 supervisors and 240 teachers from

thirteen districts of various sizes. Wherever the teachers

observed the supervisors to be high in consideration, they

were lower in structure. The JDI revealed job attitudes

toward work,, people and supervision. Attitudes were neutral

toward Day. A positive statistical relationship existed

between teachers' satisfaction with work, attitudes toward

Deers, attitudes toward supervision, and consideration of

leader behavior. This accounted for fifty per cent of the

variance with the Multiple Regression Analysis. There were

negative correlations between teacher satisfaction with

people-supervision and initiating structure. Supervisor

training was recommended to be high in consideration, and

staff development for teachers was recommended to emphasize

human relations. Administrators should create an organizational

climate conducive to developing effective relationships among

staff members.

Espy (14) studied the differences between male and

female principals' leadership style as measured by the

Principal Behavior Checklist. She also studied the job

satisfaction of teachers with male and female principals.

Analysis of variance and Scheffe's Multiple Means Comparisons

were used. The following conclusions were made: (1) Female

leaders have a more democratic leadership style than males.

(2) Teachers with female principals were more satisfied.
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(3) There was no statistically significant relationship

between leadership style and job satisfaction.

Tegarden (60) studied the National Teacher Exam as a

predictor of administrator effectiveness as an alternative

for evaluation. The NTE was correlated with the dimensions

of the LBDQ. The study was designed to reveal the appro-

priateness of the NTE as an instrument to predict the

effectiveness of administrators. There was no statistically

significant relationship found between the NTE and LBDQ.

He recommended that the NTE be modified before using it to

predict the ability of individuals to leadership positions.

The inter-correlation of the two dimensions of the LBDQ was

very high at .05 level suggesting its validity.

Jackson (31) surveyed teachers with the Job Satisfaction

Index and Instructional Aide Survey. Teachers with aides

scored high on the job satisfaction scale. There is a

statistically significant relationship between job satis-

faction and teachers with aides. Job satisfaction has been

measured in a variety of situations. Romero (44) utilized

a social perspective in a cross-sectional study of thirty

school districts in Colorado. There was a significant

negative relationship between complexity and job satisfaction.

No significant relationship existed between centralization

and job satisfaction, nor job satisfaction and accountability

implementation. Formalization was related to job satisfaction.

Surles (58) studied the relationship of agreement or
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disagreement between subordinate employees and immediate

supervisors. Absences were somewhat related to the under-

standing of treatment and administrative goals. Goals and

roles not being reinforced in immediate work environment

appeared to create job tension or conflict when stressed

at another level of organization.

Summary

Several studies have dealt with the relationship of

job satisfaction to particular aspects of the organization.

Espy, Sumrall, Shaw, and Parker studied organizational

climate to show that job satisfaction was important and

it could be related to such items as organizational climate

or complexity of the organization. The MSQ has been studied

by Horiuchi and DiCaprio to measure job satisfaction of

teachers. The twenty independent variables have not been

statistically validated by the studies. Halpin's research

concerning the LBDQ was supported by Null, Moy, Ignatovich,

and Feitler to have consistent results for the two dimensions

of initiating structure and consideration. Roplyary,

Gustatson, Ames, Appleberry, and Harking support the six

climates that Halpin developed in the OCDQ. These studies

have dealt with organizational climates relationship to

job satisfaction, but they have not identified particular

MSQ dimensions that are characteristic of the climates. The

studies did not establish any relationships between



42

organizational climate and leader behavior. However, job

satisfaction, organizational climate, and leadership behavior

have important characteristics which can be measured to

determine possible relationships. These measurements

have possible relationships that should be research more

carefully.
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CHAPTER III

PROCEDURE OF THE STUDY

The thrust of this study was an attempt to relate

leader behavior and job satisfaction of the school settings

to organization climate of the schools. Organizational

climate was measured to determine particular types of school

settings. The six climates on the OCDQ were based upon

answers to the questionnaire given to the teachers within

the twenty-one elementary schools. The purpose of this

phase of the study was to attempt to identify characteristics

of the leader within six organizational climates. The

other questionnaire dealing with job satisfaction was given

to teachers to identify different qualities about jobs

within those organizational climates that was important

to the teachers. The relationships of these three components

were studied to help assess the characteristics of the

different school settings.

The first procedure of the study was to give the teachers

the Organizational Climate Description Questionnaire. The

teachers completed this instrument at their own leisure time

within one or two days. The schools were then located on six

points of the OCDQ continuum based upon the teachers' answers

regarding their school. This identification of the OCDQ

50
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subtests provided the necessary characteristics of the

twenty-one schools within the six organizational climates.

The second procedure was the teachers completed the Leader

Behavior Description Questionnaire regarding their impressions

of their principal's behavior within their particular schools.

The purpose of this aspect of the study was to identify the

components of leadership related to the particular organi-

zational climate. The third questionnaire studied job

satisfaction. The Minnesota Satisfaction Questionnaire has

twenty categories concerning different aspects of job satis-

faction. The MSQ was used to study particular aspects of job

satisfaction as they related to the different organizational

climates established by the OCDQ.

This study identified characteristics of the organiza-

tional climate of schools and their possible relationships

to leader behavior and job satisfaction. It was not the

intention of the study to evaluate any school, principal,

or teacher. The conclusions from this study were not

intended to assess the effectiveness of any school, but

it was the intention to provide characteristics for schools

located on one of the points of the OCDQ continuum. This

study provided information to help administrators or

teachers better understand the organizational climate of

the school, particular leadership behavior, and different

aspects of job satisfaction related to organizational

climate.
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Description of the Subjects

The subjects used to provide information for the study

were obtained from two suburban districts in the Dallas,

Texas metroolex area. The districts were selected for

several reasons. The two districts enabled subjects to

be chosen from different suburban locations within the

metroplex area. The leadership styles of the two districts

provided different aspects of leadership to study. This

enabled the LBDQ and MSQ to describe possible characteristics

of the six organizational climates measured by the OCDQ.

Different districts also had a larger number of teachers

which gave more responses to the questionnaires. The

principals displayed a somewhat different style because of

the districts of their location.

There were 271 elementary teachers who participated

in the study. Some general observations may be stated

concerning the subjects. Most of the elementary teachers

were female. Most of the principals in these schools were

males although some females did have leadership positions.

There were nineteen male administrators and two female

administrators.

The analysis of the data was dependent upon the location

of the schools within the proper climate on the OCDQ

continuum. The following figure describes the type of

scores which analyze the different school climates.
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Open Autonomous Familiar Controlled Paternal Closed

Fig. 3--Location of the six organization climates.

The location of the schools was based upon the six

climates of the OCDQ. The individual schools were classified

only as they fell within one of the cells. The subjects

were used to identify certain characteristics within the

OCDQ climate and not to label the twenty-one particular

schools.

Elementary schools seemed to have a special atmosphere;

teachers and administrators viewed the elementary schools as

being friendly whenever they were asked about their school.

This had an effect upon the type of climate within the school.

The schools were relatively the same size making comparative

statistics more meaningful throughout the study.

The subjects for this study were teachers from twenty-

one elementary schools in two suburban districts. Treatment

of the data was on the elementary school level concerning

comparisons of the OCDQ, LBDQ and MSQ. Characteristics were

studied on the basis of school climate of the OCDQ from

individual teacher responses within the twenty-one schools.

Description of Instruments

Organizational Climate Description Questionnaire

Tne Organizational Climate Description Questionnaire deals
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with such things as teacher-principal relationships. The

question "The principal helps teachers solve personal

problems" illustrates the type of relationship studied in

the organization. The scale uses four categories: rarely

occurs, sometimes occurs, often occurs, very frequently

occurs. The six climates are based upon the descriptions

of the schools in regard to these statements on the test.

Originally there were about 1000 items on the questionnaire.

Form III of the Organization Climate Description Question-

nare contained eighty items. Form IV has sixty-four items.

Eight dimensions of organization climate are analyzed in the

questionnaire. These areas are equivalent to eight subtests:

the first four refer basically to the behavior of teachers,

and the last four discuss behavior of the principal (3).

Six organizational climates are identified along a

continuum from open climate to closed climate. The six

areas can only be arrayed in respect to the continuum.

The ranking scheme is used to conceptualize the data. The

six organizational climates are defined as: open, autono-

mous, controlled, familiar, paternal, and closed. The two

extremes of the OCDQ (open-closed) are distinguished by

the subtest scores. Open climate is characterized by

higher scores in disengagement, esprit, thrust, and

consideration than closed climate. Open and closed

climates are much more similiar in group hindrance, intimacy,
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aloofness, and leader production. The following figure

reviews the basic connection of the open and closed

components.

Di.sengagement Group Hindrance Esprit Intimacy

Aloofness Leader
Production

Thrust Cons ideration

Closed

Open

Fig. 4--Relationship of Open and Closed Climates of the
OCDQ.

The contrast of the open and closed climates is viewed

in their position on the extremes along the continuum. A

closed climate is characterized by disengagement; the

teachers merely go through the motions to complete a task.

There is little motivation on the part of the leader to
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challenge members toward goal accomplishment. Closed climate

also is shown by low consideration. The leader does not deal

with members in a human way. The open climate provides high

esprit where social needs are being statisfied and 
there is

a sense of accomplishment in the job. The members feel

challenged by the leader toward goal accomplishment, and

the leader deals with group members in a human way. That

is, the leader has concern for their feelings, goals,

problems, and personalities.

The closed climate is viewed by Halpin as the climate

which is less preferrable in a school situation. It marks

a situation where teachers have little satisfaction in task-

achievement or social needs. Although the terminology may

be distinguishable, Halpin found the practical school

situation has not set such definable marks in the particular

schools to the degree of complete "openness" or "closedness"

in their organizational climates (3).

The Organizational Climate Description Questionnaire

was administered to the teachers. Their responses to the

questionnaires were gathered by eight subtests which

comprise the OCDQ. Two major categories were studied

relating to the teachers' behavior and leaders' behavior (3).

The teachers' behaviors consist of four subtests on

the OCDQ. Disengagement refers to the teachers' behaviors

in the task-oriented situations. The group of teachers may
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merely be "going through the motions" in completing tasks.

Hindrance refers to the duties which have been assigned

to the teacher. Feelings may exist that the principal may

actually hinder work rather than assisting in the situation.

Esprit refers to the social needs of faculty members.

Teachers may not feel that they have adequate opportunity

to develop social relations with other teachers. Intimacy

refers to the opportunities for teachers to develop friend-

ships within the work context. Teachers may feel that

opportunities are allowed for them to establish associates

for more than professional relationships within the school

(3).

The leaders' behavior consists of four subtests on the

OCDQ. Aloofness refers to the principal's behavior as more

formalistic and he regards rules as very important. He

prefers to handle situations according to policies rather

than individually with subordinates. Leader production

refers to the carefully supervised attention by the principal

concerning tasks of teachers in the school. A system of

communications in the school comes from the top of the

organization downward to subordinates in the school. Thrust

refers to the ability of the principal to help the subor-

dinates accomplish goals of the organization. The principal

becomes motivator in helping the teachers within the school

setting. Consideration refers to the ability of the leader

to treat subordinates in a kind manner. The principal
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understands the human qualities of the teachers (3).

The subtests of the OCDQ indicate six different climates

for schools. Open climate refers to a school which has

high esprit shown by the teachers. The principal's

personality and role are very compatible. There is little

conflict between personal views and the tasks to be performed.

Autonomous climate meets the social needs of the teachers.

Goals of the organization are usually being accomplished

easily. The principal remains aloof of the teachers in

organizing the goals and establishing guidelines for the

school. Controlled climate is expressed as a need for

achievement, but social needs are not able to be met by

the school. Morale is still characterized as high and,

therefore, it is listed toward the open end of the continuum.

The teachers are completely engaged in their tasks with a

great deal of paperwork. Teachers are not involved with

others on the staff, and the principal in the school becomes

more dominating and directive in his approach to subordinates

within the organization (3).

Familiar climate involves little direction by the

leader toward accomplishing goals. Individuals within the

organization often view the atmosphere as a "family"

situation. There are few rules and regulations for the teachers

to follow. Paternal climate involves ineffective attempts of

the principal to control teachers and satisfy their social

needs. The teachers do not work well together as they are



59

split into factions. The principal attempts to be every-

where checking, monitoring, and telling others things to do.

Closed climate reveals a lack of accomplishment by the

teachers. There is low satisfaction in regard to job and

social needs. The principal is highly aloof emphasizing

production. He is usually not consistent in actions and

words (3).

Leader Behavior Description Questionnaire

The Leader Behavior Description Questionnaire identifies

two dimensions as fundamental to leadership: initiating

structure and consideration. The LBDQ contains items,

each of which describes a specific way in which a leader

may behave. For each dimension scores are averaged from

group members to yield an index of the leader's behavior

in respect to that particular rating.

The style of leadership has a wide variation dependent

upon the situation. Hemphill dealt with approximately 500

groups and concluded definite relationships between group

sizes and leadership behavior. The LBDQ focuses upon

leader behavior. The concept of leadership involves other

processes which are not considered in this instrument.

The LBDQ devised by the Personnel Research Board at Ohio

State University was constructed under the direction of

Hemphill and Coons. Halpin and Winer adapted the format

of the LBDQ to the Air Force and it included 300 crew
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members who described fifty-two aircraft commanders regarding

leadership style. The questionnaire is composed of a

series of short descriptive statements to which leaders

and members may respond. There are fifteen questions on

the LBDQ dealing with initiating structure and fifteen

questions on the LBDQ revealing consideration. 
Adverbs

are used to evaluate the consistency of the behavior:

always, often, occassionally, seldom or never. The adverb

"never" has a value of 0 and the adverb "always" has a

value of 4. The score on each dimension of the test may

range from 0 to 60.

The LBDQ may be utilized with different groups because

the terminology is easily adaptable to different situations.

The two LBDQ dimensions of initiating structure and

consideration are not conceived as values of leadership.

They describe the type of behavior within any given

situation by measuring job performance and relationships

to people. The instrument does not determine whether

a leader would react in another situation the same way.

Certain organizational climates can cause a person to change

leadership styles regardless of the view of human integrity

(3).

Four quadrants are used to describe the relationship

of initiating structure and consideration. Quadrant I has

high consideration and high initiating structure. Quadrant

II has high consideration and low initiating structure.
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Quadrant III has low consideration and low initiating

structure. Quadrant IV has low consideration and high

initiating structure. These quadrants show the two LBDQ

dimensions of task performance and human relations. High

consideration and initiating structure (Quadrant I) are

very distinguishable from low consideration and initiating

structure (Quadrant III). The two dimensions of the LBDQ

may be summarized on the following figure:

C = Consideration
S = Initiating Structure

Consideration
High

60

C- C+
S+ (IV) S+ (I)

Initiating
Structure 30

C- C+
0 S- (III) S- (II)

Low

Low 30 High 60

Fig. 5--Graph of the two dimensions of the LBDQ.

Halpin stated that the most effective leaders tended to

be those who score high on both dimensions (3).

After the schools were located along particular points

of the OCDQ continuum, the principals were studied with the

Leader Behavior Description Questionnaire. (1) The teachers
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were given this questionnaire regarding the principal. This

instrument was given to measure two dimensions of leadership.

Consideration is the relationship the leader has within the

group members. Initiating structure is the ability of the

leader to accomplish the goals of the organization.

(2) Evidence indicates that initiating structure and

consideration are fundamental dimensions of leader behavior.

Subordinates have a tendency to view consideration as the more

important dimension. The leadership style of the superior

greatly affects the relationship of the group members in

areas of harmony, initimacy, and procedural clarity (4).

Therefore, the leader is described by this questionnaire

helping to identify additional leadership characteristics

within the organizational climate as stated by the OCDQ.

The LBDQ utilizes the personal aspects of the leader to

further develop climate characteristics.

Minnesota Satisfaction Questionnaire

The Minnesota Satisfaction Questionnaire measures

satisfaction with several specific aspects of work and work

environment. This instrument is valuable because two people

may express job satisfaction for the work in the twenty

different subscales of the MSQ. Research has shown that

there are individual differences in the vocational needs

of people. There were early measures of satisfaction which

used the Likert format in measuring attitudes about working
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conditions: type of work, supervision, co-workers, communi-

cations, hours and pay, and general morale. These tests

were helpful but difficult to score. These tests that were

developed measured extrinsic values and environmental

factors. The MSQ sampled both extrinsic and intrinsic

reinforcement dimensions. The Minnesota Satisfaction

Questionnaire was designed to parallel another test, the

Minnesota Importance Questionnaire. The MSQ was designed

to measure actual satisfaction, whereas the MIQ had been

designed to measure potential satisfaction. There was

an establishment on the MSQ of high reliability co-efficients

of .70 to .80. The data has suggested that the twenty MSQ

scales have high internal consistency reliabilities. There

were studies done to support the stability of the MSQ over

a three year period of time. Factor analysis of the MSQ

indicates that almost half of the scale score represented

extrinsic satisfaction: two supervision scales, company

policies and practices, working conditions, advancement,

compensation and security. The other half of the scales

accounted for the intrinsic satisfaction factors (6).

The Minnesota Satisfaction Questionnaire was given to

the teachers as another instrument in study of the school's

organizational climate. This instrument studied the job

satisfaction of teachers and provided additional relationships

of the components of the organizational climate. Twenty

particular items of job satisfaction may be viewed in
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relationship to organizational climate (5).

Ability utilization relates the individual's opportunity

to use capabilities. This aspect of job satisfaction involves

an intrinsic value for every individual. Achievement is

the sense of accomplishment by workers within the organization.

Mere labor without any success does not enhance the workers

attitudes about the job. There is a sense that things are

actually being accomplished within the organizational

framework. Advancement provides workers the incentive to

accomplish goals so that a better position may be secured.

Authority may be exercised by employees as they gain more

responsibility. This need is viewed as an intrinsic value

resulting from the ability of the leader to delegate

authority (5).

Company policies and practices affect the attitudes

of employees as the working environment may enhance the

disposition of group members in the organization. Effective-

ness and consistency may be viewed as important to the

group members in carrying out organizational policies. An

extrinsic value of job satisfaction involves compensation.

The employee senses an adequate pay for the amount of work

he does. The harmony of co-workers suggests a social

need which may be fulfilled within the organizational

framework. Another intrinsic value is the availability

of the teacher to be creative on the job. This aspect

relates to the need of individuals in expressing themselves
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through work in the organizational climate. Independence

avails the liberty for the teacher to express some self

autonomy on the job (5).

Moral values express the ability of the teacher to do

things that are consistent with an individual's conscience.

This particular aspect deals with the intrinsic value of

the job for the employee. Praise is another intrinsic

aspect of motivation for the individual. Recognition

develops the individual's attitude toward his job in a

positive manner. The responsibility aspect of the job

involves the use of individual judgement regarding

decision-making. The individual feels that he is able to

make decisions based upon the authority given by the

leader. Security is a basic human need for any individual

and the organization can provide assurance to employees.

The concept of steady employment is a good motivator in

job satisfaction. Social service provides opportunities

to help other people. The job provides situations for the

teacher to assist others (5).

Social status is another important human need. This

aspect provides opportunity for employees to be someone in a

good position within the community. The relationship of

the leader to the group is also important. The human

relations dimension of leadership is the method the leader

uses to handle employees. The other aspect of supervision

is the competence of the leader in making technical
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decisions regarding the organization. Employees feel that

they have a good understanding of the processes within

which the organization operates. Variety is the opportunity

to do different things on the job. This intrinsic moti-

vator provides individuals a change in the normal daily

routine of the job. The working condition is the overall

work context of the employees. This aspect involves the

physical atmosphere of the job. These twenty scales on the

MSQ identify particular aspects of job satisfaction which

may be identified by subordinates in the organization (5).

Procedures for Collecting the Data

The following procedures were followed to obtain the

data for the study on organizational climate, leadership

behavior, and job satisfaction. Permission was obtained

for the use of the instruments: OCDQ, LBDQ, and MSQ.

Superintendents of the two suburban districts gave permis-

sion to conduct the study in the elementary schools.

Principals of the schools within the district were contacted

early in the fall to administer the OCDQ tests to the

teachers within those schools. Personal visits to the

schools were made to administer the OCDQ to the teachers.

Exact instructions were given to each group of teachers in

the twenty-one schools to complete the questionnaire based

upon the school organization.

The following directions were given to each teacher
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completing the OCDQ:

1. Please use a number two pencil to complete the answer

sheet. (Do not place your name on the answer sheet.)

2. Do not answer any questions on the test booklets.

3. Complete the OCDQ as you feel about your school.

Answer the questions regarding the school climate.

(The questionnaire does not evaluate the school.)

The following directions were given to each teacher

in completing the LBDQ:

1. Please use a number two pencil to complete the answer

sheet. (Do not place your name on the answer sheet.)

2. Do not answer any questions on the test booklets.

3. Complete the LBDQ as to your impression of the principal.

Answer questions regarding leader behavior. (The

questionnaire does not evaluate the leader.)

The following directions were given to each teacher in

completing the MSQ:

1. Please use a number two pencil to complete the answer

sheet. (Do not place your name on the answer sheet.)

2. Do not answer any questions on the test booklets.

3. Complete the MSQ as to your personal job satisfaction.

Answer questions about how you feel concerning your

job. (The questionnaire does not evaluate you.)

The data were analyzed and schools were located at the

appropriate point along the OCDQ continuum. The LBDQ and

MSQ were given to teachers in these schools, and the data
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for the LBDQ and MSQ were analyzed. The teachers were

given exact directions for the completion 
on the tests.

The data were analyzed and comparisons were made 
with the

appropriate statistical procedures. There was 65% response

rate from the teachers in the districts. There were 271

teachers who answered the questionnaires and 148 
teachers

who did not answer the questionnaires. The twenty-one

schools in the two districts were given the OCDQ, LBDQ and

MSQ instruments within a four week period of 
the first test

administration at the first school.

The OCDQ, LBDQ and MSQ were administered to the

teachers at the same time by visits to the schools. The

directions were printed so that all of the tests would be

given in the same manner. After the OCDQ was taken the

teachers were asked to complete two other questionnaires.

The LBDQ and MSQ were used to identify particular components

within the particular organizational climates described by

the OCDQ.

Collection of Data

The teachers in the schools used in this study were from

two suburban districts. The purpose of this approach was to

obtain schools that would be similiar in economical status.

The suburban districts provided diversified information

for school organizational climate with a minimum variation

of other factors regarding economic status.
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A proposal was outlined and presented to the superin-

tendents of the districts for their approval. The proposal

fully explained and described the study, including the

hypotheses to be tested, the population, the data to be

collected, a description of the instruments to be used,

and the procedures for collecting and analyzing the data.

Representative of the districts also reviewed the materials

and agreed that the study could be done within the district.

Data for the OCDQ was recorded on the IBM answer

sheets provided by North Texas State University. Instructions

were given to the teachers for the proper completion of the

questionnaires. The tests were scored to obtain the

location of the school on the OCDQ continuum. The teachers

were given the LBDQ and MSQ with specific instructions for

the completion of the questionnaires. The IBM answer sheets

from North Texas State University were used for the completion

of these two questionnaires.

A record was kept of the 271 teachers who participated

in the study from the twenty-one schools. All of those

teachers who participated in the study understood that

their involvement was on a voluntary basis. There was no

time limit to answer the questionnaires, but the teachers

were asked to complete them by the following day. This

enabled the same questionnaires to be used in different

schools. There was no attempt to identify teachers or

anything concerning the distinguishable characteristics
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of the 271 teachers. All of the teachers were told that

they would not be identified in any way throughout the

study. Schools also remained anonymous unless they desired

to have the information for their evaluation purposes.

Schools who wished to be identified were notified as to

their organizational climate on the OCDQ only and other

schools remained anonymous to them.

Analysis of Data

The variables from the three questionnaires were studied

in view of their relationships to one another. It was

determined to establish the level of significance at the

.05 level for the statistical procedures. The OCDQ climates

were formulated by using the squared deviations compared to

table values and the Chi Square value was not statistically

significant.

The Chi Square Goodness of Fit was first used to attempt

to establish the schools at one of the six organizational

climates by the OCDQ. The eight scores of the subtests

depicted schools which could be classified into one of the

categories established by the OCDQ table of subtest values

developed by Halpin.

Chi Square Goodness of Fit determined the particular

school locations on the OCDQ continuum. In the event that

the statistical procedure did not produce schools at the

particular points on the OCDQ continuum, the use of the

squared deviations was followed in the study. If there was
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no significant Chi Square value, there was an assignment of

the schools based upon their closeness to the mean of the

table scores developed by Halpin. A record was kept of

the decisions which could be classified into more than one

category.

Hypothesis One stated that there was no statistically

significant relationship between the climates of the OCDQ

(independent variable) and consideration of the LBDQ

(dependent variable). The study of the two variables may

be described in the following manner:

OCDQ: LBDQ:

Open Consideration
Autonomous
Controlled
Familiar
Paternal
Closed

One-Way Analysis of Variance was utilized to determine

the degree of relationship between consideration and

organizational climate. Scheffe's Test of Multiple

Comparisons was used to determine statistically significant

relationships among the six OCDQ climates.

Hypothesis Two stated that there was no statistically

significant relationship between the climates of the OCDQ

(independent variable) and initiating structure, of the LBDQ

(dependent variable). The study of the two variable may

be described in the following manner:
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OCDQ: LBDQ:

Open Initiating Structure
Autonomous
Controlled
Familiar
Paternal
Closed

One-Way Analysis of Variance was utilized to determine the

degree of relationship between initiating structure and

organizational climate. Scheffe's Test of Multiple Compari-

sons was used to determine statistically significant

relationships among the six OCDQ climates.

Hypothesis Three stated that there was no statistically

significant relationship between the climates of the OCDQ

(independent variable) and the teacher job satisfaction of

the MSQ (dependent variable). The study of the two variables

may be described in the following manner:

OCDQ: MSQ:

Open Total MSQ Scores
Autonomous
Controlled
Familiar
Paternal
Closed

One-Way Analysis of Variance was utilized to determine

the degree of relationship between job satisfaction and

climates. Scheffe's Test of Multiple Comparisons was

used to determine statistically significant relationships

among the six OCDQ climates.

Hypothesis Four stated that there was no statistically

significant relationship between the climates of the OCDQ
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(independent variable) and the factors of teacher lob

satisfaction of the MSQ (dependent variable). The study of

the two variables may be described in the following manner:

OCDQ: MSQ:

Open Ability
Autonomous Achievement
Controlled Activity
Familiar Advancement
Paternal Authority
Closed Company Policies

Compensation
Co-workers
Creativity
Independence
Moral Values
Recognition
Responsibility
Security
Social Services
Social Status
Supervision-human
Supervision-technical
Variety
Working Conditions

Multiple Regression was utilized to determine the degree of

relationship between the factors of job satisfaction and

organizational climate.

Hypothesis Five stated that there was no statistically

significant relationship between the consideration of the

LBDQ (independent variable) and the teacher job satisfaction

of the MSQ (dependent variable). The study of the two

variables may be described in the following manner:

LBDQ-: MSQ:

Consideration Total MSQ Scores
(Different scores for
Climates)
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Pearson Product Moment Correlation was utilized to determine

the degree of relationship between job satisfaction and

consideration. The table of the critical values of the

Pearson correlation co-efficient was used to determine

statistically significant relationships between consideration

and job satisfaction (1).

Hypothesis Six stated that there was no statistically

significant relationship between the consideration of the

LBDQ (independent variable) and the factors of job satis-

faction of the MSQ (dependent variable). The study of the

two variables may be described in the following manner:

LBDQ: MSQ:

Consideration Ability
Achievement
Activity
Advancement
Authority
Company Policies
Compensation
Co-workers
Creativity
Independence
Moral Values
Recognition
Responsibility
Security
Social Service
Social Status
Supervision-human
Supervision-technical
Variety
Working Conditions

Pearson Product Moment Correlation was utilized to determine

the degree of relationship between job satisfaction and

consideration. The table of the critical values of the

Pearson correlation co-efficient was used to determine
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statistically significant relationships between consider-

ation and factors of job satisfaction.

Hypothesis Seven stated that there was no statistically

significant relationship between job satisfaction of the

initiating structure of the LBDQ (independent variable).

The study of the two variables may be described in the

following manner:

LBDQ: MSQ:

Initiating Structure Total MSQ Scores
(Different scores for
Climates)

Pearson Product Moment Correlation was utilized to determine

the degree of relationship between initiating structure

and job satisfaction. The table of the critical values

of the Pearson correlation co-efficient was used to determine

statistically significant relationships between initiating

structure and job satisfaction.

Hypothesis Eight stated that there was no statistically

significant relationship between the initiating structure

of the LBDQ (independent variable) and the factors of

teacher job satisfaction of the MSQ (dependent variable).

The study of the two variables may be described in the

following manner:

LBDQ: MSQ:

Initiating Structure Ability
Achievement
Advancement
Activity
Authority
Company Policies
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MSQ: (continued)

Compensation
Co-workers
Creativity
Independence
Moral Values
Recognition
Security
Responsibility
Social Service
Social Status
Supervision-human
Supervision-technical
Variety
Working Conditions

Pearson Product Moment Correlation was utilized to determine

the degree of relationship between job satisfaction to

initiating structure. The table of the critical values

of the Pearson correlation co-efficient was used to determine

statistically significant relationships between initiating

structure and factors of job satisfaction.

Analysis of Data

One-Way Analysis of Variance was used to test Hypo-

theses 1, 2 and 3. Comparisons were made to find relationships

among the climates of the OCDQ and the dimensions of the

LBDQ and MSQ. Finally, comparisons between the LBDQ and

MSQ were made. Significant statistics from the One-Way

Analysis of Variance could involve the use of Scheffe's

Test of Multiple Comparisons to discover specific relation-

ships.

Multiple Regression Analysis was used to study
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Hypothesis 4. The purpose of this statistical procedure

was to attempt to find relationships between the climates

of the OCDQ and the scales of the MSQ. Simple correlation

was used to test Hypotheses 5, 6, 7 and 8. The dimensions

of the LBDQ and scales of the MSQ were also studied for

possible relationships. This aspect of the study attempted

to identify some of the characteristics present in the

organizational climates established by the OCDQ. There

was also an attempt to identify some aspects of job

satisfaction related to the dimensions of leadership

behavior.

Presentation and Analysis of Data for OCDQ

The scores of the OCDQ subtests provided the basis

in determining the assumption of the location of the

twenty-one schools along the OCDQ continuum. The OCDQ

questionnaires were administered to the 271 teachers in

the fall of 1978. Those who participated in the study

were teachers from the twenty-one schools in the two sub-

urban school districts. There were 271 teachers who

participated in the study with the OCDQ.

Brief instructions were given regarding the completion

of the questionnaire regarding the school climate. The

determination of the school climate was based upon the

following Table I and was developed from the study by

Halpin (7).



The raw scores from the OCDQ scales were transformed

by Halpin to obtain comparable scores for the climates.

The transformation provided scores with a mean of fifty and

standard deviation of ten.

TABLE I

EIGHT SUBTESTS OF THE ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE INDICATING THE

SIX CLIMATES FROM HALPIN'S STUDY

Group Characteristics Leader Characteristics

4)
r. 0

OCDQ 0-'H S 4-3
Climates o 0 0 0 c

We 4 5C. 4 . 4 .3 3.
A3 3 4 .. 0 r .
U)o4Q4 0 0

Open 41.37 41.37 66.03 50.00 40.13 41.36 63.57 56.17

Autonomous 38.32 39.46 55.63 63.70 62.55 37.16 53.32 49.86

Controlled 34.77 58.16 54.46 37.23 55.69 65.54 50.77 43.38

Familiar 62.12 39.74 49.68 59.64 42.23 33.53 52.18 60.88

Paternal 69.27 44.66 43.36 44.66 34.30 56.31 51.13 56.31

Closed 65.47 53.75 34.20 55.05 56.35 55.05 38.11 42.02

(Note: These figures are adjusted from the manual to total
400 across the columns.)
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After the teachers completed the OCDQ, the data were

stated in the same way as Halpin's chart so that comparisons

could be made regarding the schools. Table II is a summa-

tion of the data

TABLE II

NORMALIZED DATA FROM THE ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE TO THE

TWENTY-ONE ELEMENTARY SCHOOLS

Group Characteristics

QJ)

C)

32.87
43.24
63.70
36.38
60.31
37.97
61.97
58.83
64.30
47.59
40.68
36.82
53.49
41.44
55.65
33.10
33.67
48.23
54.48
63.77
63.45

Cd
rO

46.03
65.99
47.86
42.96
67.85
37.90
55.87
60.07
49.53
33.12
33.76
37.04
63.71
35.71
58.17
40.31
36.73
36.13
65.04
57.54
56.52

-)

OH)

9-4

57. 47
44.80
45.88
49.47
40.56
48.80
38.13
41.03
43.01
62.93,
48.57
57.02
43.33
63.56
58.99
57.57
56.84
64.33
45.81
49.82
43.11

C)

H

57.35
46.66
45.24
53.96
42.77
63.10
44.25
49.72
39.29
59.84
43.81
50.72
36.83
42.78
60.16
62.21
54.49
50.71
29.59
48.18
58.73

Leader Characteristics

Ca)
Ca)

0

0

37.45
37.40
41.42
39.67
46.23
41.94
64.48
56.03
61.77
38.86
56.79
43.66
59.45
53.05
35.05
51.51
53.111
43.911
52.98
60. 47
57.00

0

4-)

0

54.67
54.24
66.15
51.52
55.52
52.20
51.72
30.65
46.15
53.37
62.64
60.35
56.24
47.04
36.50
43.51
63.30
51.67
48.79
40.25
36.15

-)

ICf

58.12
45.05
40.30
62.33
42.56
60.21
41.11
48.50
57.21
51.60
54.84
51.80
37.62
62.30
46.87
56. 24
51.93
63.60
52.88
44.72
42.08

0
OrH
-)
Cd

56.02
62.62
39.45
63.70
44.20
57.87
42.48
55.18
38.75
52.71
58.91
62.57
49.33
54.14
48.60
55.55
49.93
41.42
50.33
35.25
42.96

.1- _______ 1 ________ 1 ________ 1 ________ L

School

1
2
3
4
5
6
7
8
9

10
11
12
13
14
15
16
17
18
19
20
21
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The raw scores of the twenty-one schools from the

OCDQ scales were normalized with a mean of fifty and a

standard deviation of ten.

The OCDQ from the teachers of twenty-one schools was

analyzed on the basis of the Chi Square Goodness of Fit with

Halpin's table values and mean squared deviations for

schools with nonsignificant subscale scores. The number

appearing in the column of the particular organization

climate of the OCDQ is the number of the school. The

following Table III provides the location of the twenty-one

schools in the six OCDQ climates.

TABLE III

SUMMARY OF THE FINDINGS FROM THE ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE IN

DESCRIBING THE SIX ORGANIZATIONAL CLIMATES
OF THE TWENTY-ONE SCHOOLS

OCDQ Climate

Open Aut. Con. Fam. Pat. Closed

1 16 11 8 2 3
School 4 17 15 5
Identi- 6 19 7
fication 10 13

12 20
14 21
18

Totals 7 1 3 2 1 7

Nons ign-
ificant 0 0 3 2 1 2
ResultsIII
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The Chi Square Goodness of Fit test was used to study

the OCDQ value of Halpin and the twenty-one schools of the

two districts. The probability values greater than .05

would reveal that variation from Halpin's table value was

not significant. Values less than .05 would have to be

studied with the squared deviations determined as a method

for the determination of a particular climate.

The seven schools in the open climate were placed there

because of statistically significant results from the Chi

Square. The other climate that provided statistically

significant results was the closed climate which also had

seven schools (8). Schools located in the controlled,

familiar, and paternal climates were based upon the smallest

Chi Square value and mean squared deviations. Although

only one school was located in the autonomous climate, it

had a Chi Square value greater than the .05 level of

significance.

Table IV lists the schools which had Chi Square values

less than the .05 level of significance. It should be

noted that school numbers 15, 17 and 20 had significant

results greater than the .01 level. They were listed because

the .05 level was determined for the establishment of signi-

ficant results on the Chi Square Goodness of Fit test. All

of the remaining schools in the particular OCDQ climates were

clearly distinguishable from the other climates with lower

Chi Square values.
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TABLE IV

SCHOOLS WITH SIGNIFICANT CHI SQUARE VALUES
ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

School
Identi- OCDQ
fication Climate Chi Square Probability

2 Paternal 21.89 .003

8 Familiar 19.28 .008

9 Closed 18.92 .009

11 Controlled 19.08 .008

15 Familiar 15.47 .030

17 Controlled 17.24 .020

19 Controlled 20.66 .005

20 Closed 15.82 .040

Schools 1, 4, 6, 10, 12, 14 and 18 were determined

to be open climate based upon Chi Square values and proba-

bility values greater than .05 listed in Table V.
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Open climate is a school situation which teachers

have high esprit, satisfaction of social needs. School 1

was determined to be open climate based upon a Chi Square

of 9.39 and probability value of .23. School 4 was

determined to be open climate based upon a Chi Square of

8.67 and probability value of .28. School 6 was determined

to be open climate based upon a Chi Square of 11.65 and

probability value of .11. School 10 was determined to be

open climate based upon a Chi Square of 10.65 and proba-

bility value of 1.16. School 12 was determined to be open

climate based upon a Chi Square of 14.14 and probability

value of .05. School 14 was determined to be open climate

based upon a Chi Square of 6.94 and probability value of

.44. School 18 was determined to be open climate based

upon a Chi Square of 8.66 and probability value of .28.

Schools 3, 5, 7, 13 and 21 were determined to be closed

climate based upon Chi Square values and probability values

listed in Table VI.



U)

OH

Sor-

(YJ-j

--
00

eqCOn

on

Un
0H

00

r0

Zr

Zr

00

H

H
(J

H

ON
C)

4 O

0
0
0Frw

0)H

HHEd0

o'

00

0H

ZH

E'1E/)

% E

O H

0
E0 Q

H 0

OH

SH

0

COO

H 0
bo-0

1)0

I 0
H -H -H
0 4-) 4-
0 rO HOCd

ro -r
SH q--

CD\10

H

\0

ON-

H1
ONLZr

m H
H N

85

H

C:I1

<H

I

rO 0- 0 00 -
J -ZJ (YN OJ

U) 0

0 4-) Y -
C d

4-~)
n 0 \0 H N co

0 (NJ H tD (J

0 Ln (NJ (NJ -L
H Ln NJ H

00 KO LN H \&)

Ca -(Y')LcLo Ln 00 m -=3- CNe

0 C 00 L0 0
0O ) . . . . 0
H O H - r ON

U (\ -000 LC\

OH L- t- Lf\ Ce
(4-) 1- NJ(y)

00 n H(Y-)

0U)) O n CD~
C

0 \ H (0 H

U) UN 0 Coeqe

-® d0UN LH N
rO 0 0L0 L-

U)

0

U)
-p

0/)

0n
q
0

0

L d



86

Closed climate is a situation which has a lack of

accomplishment by the teachers. There is low satisfaction

in regard to job and social needs. School 3 was determined

to be closed climate based upon a Chi Square of 9.38 and

probability value of .23. School 5 was determined to be

closed climate based upon a Chi Square of 10.48 and proba-

bility value of .16. School 7 was determined to be closed

climate based upon a Chi Square of 4.46 and probability

value of .73. School 13 was determined to be closed climate

based upon a Chi Square of 13.98 and probability value of

.05. School 21 was determined to be closed climate based

upon a Chi Square of 9.71 and probability value of .21.

School 16 was determined to be autonomous climate based

upon a Chi Square value of 4.67 and probability value of

.70 in Table VII.
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TABLE VII

CHI SQUARE GOODNESS OF FIT FOR AUTONOMOUS CLIMATE
FOR SCHOOL SIXTEEN ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

0

00

0 40( 

Eptd 8. 9. . 2
r-4 0 -P0

Cl)9-4 00

Observed 33-10 40.31 57.57 62.21 51.51 43.5' 56.2)4 55.55

Expected 38.32 39.416 55.63 63.70 62.55 37.16 53.32 49.86

Chi Square

p

= 4. 67

= .70

The remaining eight schools had Chi Square values less

than the .05 level of significance. Therefore a summary

of all Chi Square values and squared deviations was used

to establish proper identification of the schools. Table

VIII is the summary of the squared deviation values used

to compare with the schools. The OCDQ values from Halpin's

table were used to calculate squares of the differences

from the mean of 50 so that comparisons could be made with

the eight schools.
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TABLE VIII

DESCRIPTIVE STATISTICS OF THE SIX
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

SUBTESTS SQUARED DEVIATIONS

Open Autonomous Controlled

OCDQ Squared Squared Squared
Subscales Mean Deviate Mean Deviate Mean Deviat

Disengagement 41.37 74.48 38.32 136.42 34.77 231.95
Hindrance 41.37 74.48 39.46 111.09 58.16 66.59
Esprit 66.03 256.96 55.63 31.70 54.46 19.89
Intimacy 50.00 0.00 63.70 187.70 37.23 163.07
Aloofness 40.13 97.42 62.55 157.50 55.69 32.38
Production 41.36 74.65 37.16 164.87 65.54 241.49
Thrust 63.57 184.14 53.32 11.02 50.77 .59
Consideration 56.17 38.07 49.86 .02 43.38 43.82

Familiar Paternal Closed

OCDQ Squared Squared Squared
Subscales Mean Deviate Mean Deviate Mean Deviate

Disengagement 62.12 146.89 69.27 371.33 65.47 239.32
Hindrance 39.74 105.27 44.66 28.52 53.75 14.07
Esprit 49.68 .10 43.36 44.09 34.20 249.64
Intimacy 59.64 92.93 44.66 28.52 55.05 25.50
Aloofness 42.23 60.37 34.30 246.49 56.35 40.32
Production 33.53 271.26 56.31 39.82 55.05 25.50
Thrust 42.18 4.75 51.13 1.28 38.11 141.37
Consideration 60.88 118.37 56.31 39.82 42.02 63.68

Table VIII lists the values for each OCDQ subtest

within the six different organizational climates. The table

shows the mean score of the subtest subtracted from the mean

of 50 for all eight subtests. The difference is squared
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and listed in the column labeled Squared Deviation. The

purpose of the procedure is to compare the differences of

the subtest scores of the schools with the values of the

six particular climates. This difference is used to assist

in assigning particular schools within one of the OCDQ

Climates.

The eight schools which did not fit into any of Halpin's

climates were placed into a category based upon the total

squared deviations from Halpin's table values. A seventh

group could have been formed, but Halpin had listed all of

the observable climates on the continuum. Therefore, the

squared deviations method was chosen to fit the schools into

one of the six OCDQ climates.

The remainder of the schools have three tables to list

the OCDQ subtest scores. The first type of table lists the

subtest scores and the scores of one of the OCDQ climates.

The second type of table lists the other Chi Square values

of the OCDQ subtests within the five remaining organiza-

tional climates. The third type of table lists the squared

deviations of the OCDQ subscales and the two organizational

climates with the lowest Chi Square values. The low Chi

Square values represent climates that would be closest

fitting with the OCDQ scores of the schools. The differ-

ences between the subtests of the OCDQ from the school

and two climates is totaled to determine the climate which

has the least variation from the OCDQ score of the school.
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This is utilized with the lowest value of the Chi Square

to determine the climate of the school.

The first three schools had results on the Chi Square

test greater than the .01 level but because the .05 level was

already determined to be the level of significance, these

schools were listed with those less than the .01 level on the

Chi Square test. Only the squared deviations were listed

for the climates most similar to the climate of significance.

School 15 was determined to be familiar climate based

upon a Chi Square value of 15.47 and probability value of

.03 in Table IX.

TABLE IX

CHI SQUARE GOODNESS OF FIT FOR FAMILIAR
CLIMATE ON THE ORGANIZATIONAL CLIMATE

DESCRIPTION QUESTIONNAIRE FOR SCHOOL 15

OCDQ Climates

4--)
Ch q0

= .- )
0 40)0

bQ 0
cri Q 4-)0 0-)-0

P 03. ~U
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Table X lists the other Chi Square values and

relative probability values. No other climate was deter-

mined to have any Chi Square value which would be significant

beyond .05 probability level. School 15 had a probability of

occurrence equal to zero in another OCDQ climate.

TABLE X

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 15

OCDQ Open Aut. Con. Pat Closed

Chi Square 21.18 30.02 48.48 26.17 37.63

P 0.00 0.00 0.00 0.00 0.00

In Table XI the familiar climate and open climate were

analyzed. The total sum of the squared deviations was

618.11 for the familiar climate and 773.79 for the open

climate, each climate had form subtests which had smaller

differences than the other climate. The Chi Square value

and total differences determined the climate for School 15.
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TABLE XI

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 15

OCDQ Climate
Differ- Differ-

OCDQ School Fami- ence Open ence
Subscales Subscales liar Squared Squared

Disengagement 55.65 62.12 41.86 41.37 203.92
Hindrance 58.17 39.74 339.66 41.37 282.24
Esprit 58.99 49.68 86.68 66.03 49.56
Intimacy 60.16 59.62 .29 50.00 103.23
Aloofness 35.05 42.23 55.55 40.13 25.81
Production 36.50 33.53 8.82 41.36 23.62
Thrust 46.87 52.18 28.20 63.57 278.89
Consideration 48.60 60.88 144.24 56.17 57.30

Total 705.30 _ 1,024.57

In Table XI the familiar climate and open climate were

analyzed. The total sum of the squared deviations was

705.30 for the familiar climate and 1,024.57 for the open

climate. Each OCDQ climate had four subtests which had

smaller differences than the other climate. The Chi Square

value and total differences determined the climate for School

15.

School 17 was determined to be controlled climate

based upon a Chi Square value of 17.24 and probability value

of .02 in Table XII.
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TABLE XII

CHI SQUARE GOODNESS OF FIT FOR CONTROLLED CLIMATE
FOR SCHOOL SEVENTEEN ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQ Subscales

b0
0

Cd
bQ

Cd0

9-i -)
GH

0d

S:

(I)

0

CH
0
0

rH

0

ro

0

4)
ca~

0

H

0
0)

Observed 33.67 36.72 56.84 54.49 53.11 63.30 51.93 49.93

Expected 34.77 58.16 54.46 37.23 55.69 65.54 50.77 43.38

Chi Square = 17.24

P = .02

Table XIII lists the other Chi Square values and relative

probability values. No other climate was determined to have

a Chi Square value which would be significant beyond the .05

probability level. School 17 had a probability of occurrence

equal to zero in another OCDQ climate.



94

TABLE XIII

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 17

OCDQ Open Aut. Con. Pat. Closed

Chi Square 22.30 21.97 45.95 37.97 43.75

P 0.00 0.00 0.00 0.00 0.00

In Table XIV the controlled climate and autonomous

climate were analyzed. The total sum of the squared

deviations was 820.38 for the controlled climate and

889.75 for the autonomous climate. Each OCDQ climate had

four subtests which had smaller differences than the other

climate. The Chi Square value and total difference

determined the climate for School 17. The variation from

the OCDQ table value was less for School 17 for the

controlled climate, therefore, that climate was chosen

for the school.



95

TABLE XIV

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 17

OCDQ Climate
Differ- Differ-

OCDQ School Con- ence Autono- ence
Subscales Subscales Trolled Squared mous Squared

Disengagement 33.67 34.77 1.21 38.32 21.62
Hindrance 36.72 58.16 459.67 39.46 7.51
Esprit 56.84 54.46 5.66 55.63 1.46
Intimacy 54.49 37.23 297.91 63.70 84.82
Aloofness 53.11 55.69 6.66 62.55 89.11
Production 43.30 65.54 5.02 37.16 683.30
Thrust 51.93 50.77 1.35 53.32 1.93
Consideration 49.93 43.38 42.90 49.86 .00

Total 820.38 889.75

School 20 was determined to be closed climate based

upon a Chi Square value of 14.82 and probability value of

.04 in Table XV.
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TABLE XV

CHI SQUARE GOODNESS OF FIT FOR CLOSED CLIMATE
FOR SCHOOL TWENTY ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQ Subscales

bQ

Cd

rH Ca

Cd

:4)
oF-I

Co
Co
0

0
0
H

0
0H -)

0

Q4)

OH

0

Observed 63.77 57.54149.82 48.18 60.47 40.25 44.72 35.25

Expected 65.47 53.75 34.20 55.05 56.36 55.05 38.11 42.02

Chi Square = 14.82

P = .04

Table XVI lists the other Chi Square values and relative

probability values. No other climate was determined to

have any Chi Square value which would be significant beyond

the .05 probability level. School 20 had a probability of

occurrence equal to zero in another OCDQ climate.
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TABLE XVI

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 20

OCDQ Open Aut. Con. Fam. Pat.

Chi Square 46.22 35.57 40.23 31.30 38.62

P 0.00 0.00 0.00 0.00 0.00

In Table XVII the closed climate and familiar climate

were analyzed. The total sum of the squared deviations

was 633.96 for the closed climate and 1541.3 for the

familiar climate. The closed climate had three subtests

with a lesser difference. The third subtest seemed to be

very influential as the difference was the greatest. The

closed climate was selected because of the Chi Square

value. The variation from the number of OCDQ table values

was less for School 20 for the closed climate, therefore,

that climate was chosen for the school.
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TABLE XVII

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 20

OCDQ Climate
Differ- Differ-

OCDQ School Closed ence Fami- ence
Subscales Subscales Squared liar Squared

Disengagement 63.77 65.47 2.89 62.12 2.72
Hindrance 57.54 53.75 14.36 39.74 316.84
Esprit 49.82 34.20 243.98 49.68 .02
Intimacy 48.18 55.05 47.20 59.64 131.33
Aloofness 60.47 56.35 16.97 42.23 332.70
Production 40.25 55.05 219.04 33.53 45.16
Thrust 44.72 38.11 43.69 52.18 55.65
Consideration 35.25 42.02 45.83 60.88 656.90

Total 633.96 1,541.32

School 2 was determined to be paternal climate based

upon a Chi Square value of 21.89 and probability value of

.003 in Table XVIII.
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TABLE XVIII

CHI SQUARE GOODNESS OF FIT FOR PATERNAL CLIMATE
FOR SCHOOL TWO ON THE ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

S

C-)

0d
9-
cxi

-) C)
r:1

Ul)
Cl)

0)

0
0
H

0

rd

0

0

4-)

rd

0

Observed 43.25 65.99 44.80 46.66 37.40 54.24 45.05 62.62

Expected 69.27 44.66 43.36 44.66 34.30 56.31 51.13 56.31

Chi Square = 21.89

P =- .0031

This school had another Chi Square value of 24.36

and probability level of .001 in Table XIX. Only two

schools had two significant values on this level. (Schools

2 and 8.)
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TABLE XIX

CHI SQUARE GOODNESS OF FIT FOR CONTROLLED CLIMATE
FOR SCHOOL TWO ON THE ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

4-)

0a

C)
9-4 4--)

OrH

9-1

0)
cd
E
4~)

H
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0
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0

0

-)

0

Cd

0

CD

Observed 43.24 65.99 44.80 46.66 37.40 54.24 45.05 62.62

Expected 34.77 58.16 54.46 37.23 55.69 65.54 50.77 43.38

Chi Square = 24.36

P = .001

Table XX lists the other Chi Square values and

relative probability values. No other climate was deter-

mined to have any Chi Square value which would be significant

beyond the .05 probability level. School 2 had a probability

of occurrence equal to zero in another OCDQ climate.
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TABLE XX

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 2

OCDQ Open Aut. Fam. Closed

Chi Square 32.12 47.65 40.75 32.62

P 0.00 0.00 0.00 0.00

In Table XXI the paternal climate and controlled

climate were analyzed. The total sum of the squared

deviations was 1229.3 for the paternal climate and 1,180.40

for the controlled climate. Each climate had four subtests

which had smaller differences than the other climate. The

Chi Square value and total difference determined the climate

for School 2. The variation from the OCDQ table value

was less for School 2 for the paternal climate, therefore,

that climate was chosen for the school.
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TABLE XXI

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 2

OCDQ Climate
Differ- Differ-

OCDQ School Pater- ence Con- ence
Subscales Subscales nal Squared trolled Squared

Disengagement 43.24 69.27 677.56 34.77 71.74
Hindrance 65.99 44.66 454.97 58.16 61.31
Esprit 44.80 43.36 2.07 54.46 93.32
Intimacy 46.66 44.66 4.00 37.23 88.92
Aloofness 37.40 34.30 9.61 55.69 334.52
Production 54.24 56.31 4.28 65.54 127.69
Thrust 45.05 51.13 36.97 50.77 32.72
Consideration 62.62 56.31 39.82 43.38 370.18

Total_ 1,229.28 .1 .,80.40

School 8 was determined to be familiar climate based

upon a Chi Square value of 19.28 and probability value of

.008 in Table XXII.
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TABLE XXII

CHI SQUARE GOODNESS OF FIT FOR FAMILIAR CLIMATE
FOR SCHOOL EIGHT ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQ Subscales

-pO
Ci)
Sa

Ui)
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r:-
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-)
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0

Observed 58.83 60.07 41.03 49.72 56.03 30.65 48.50 55.18

Expected 62.12 39.74 49.68 59.64 42.23 33.53 52.18 60.88

Chi Square = 19.28

P = .008

This school had another Chi Square value of 21.07 and

probability level of .003 in Table XXIII.
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TABLE XXIII

CHI SQUARE GOODNESS OF FIT FOR CLOSED CLIMATE
FOR SCHOOL EIGHT ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

~4~)

0

0

cii
bQ

0
0
H

OCDQ Subscales

ro

rH

~4-) C)

Sl

0l
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0

0
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rH

-p
0

-P

0

cd

0

CD

Observed 58.83 60.07 41.03149.72 56.03 30.65148.50 55.18

Expected 65.47 53.75 34.20 55.05 56.35 55.05 38.11 42.02

Chi Square = 21.07

P = .003

Table XXIV lists the other Chi Square value and

relative probability values. No other climate was deter-

mined to have any Chi Square value which would be significant

beyond the .05 probability level. School 8 had a probability

of occurrence equal to zero in another OCDQ climate.
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TABLE XXIV

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 8

OCDQ Open Aut. Con. Pat.

Chi Square 37.96 31.47 46.11 33.21

P 0.00 0.00 0.00 0.00

In Table XXV the familiar climate and closed climate

were analyzed. The total sum of the squared deviations

was 832.10 for the familiar climate and 1035.7 for the

closed climate. The familiar climate had five subtests

with a smaller difference. The Chi Square value and total

difference determined the climate for School 8. The

variation from the OCDQ table value was less for School 8

for the familiar climate, therefore, that climate was

chosen for the school.
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TABLE XXV

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 8

OCDQ Climate
Differ- Differ-

OCDQ School Fami- ence Closed ence
Subscales Subscales liar Squared Squared

Disengagement 58.83 62.12 10.82 65.47 44.09
Hindrance 60.07 39.74 413.31 53.75 39.94
Esprit 41.03 49.68 74.82 34.20 46.65
Intimacy 49.72 59.64 98.41 55.05 28.41
Aloofness 56.03 42.23 190.44 56.35 .10
Production 30.65 33.53 5.76 55.05 595.36
Thrust 48.50 52.18 13.54 38.11 107.95
Consideration 55.18 60.18 25.00 42.02 173.19

Total , 832.10 1035.69

School 9 was determined to be closed climate based

upon a Chi Square value of 18.92 and probability value of

.009 in Table XXVI.
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TABLE XXVI

CHI SQUARE GOODNESS OF FIT FOR CLOSED CLIMATE
FOR SCHOOL NINE ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

Cl) r
-) C-)

*H

U)
Ul)

0

0
rH

Q4
0

ro

0
rOA
0-

-p
Ca)

rS
0

rO

Cl)

0

Observed 64.30 49.53 43.01 39.29 61.77 46.15 57.21 38.75

Expected 65.47 53.75 34.20 55.05 56.35 55.05 38.11 42.02

Chi Square = 18.92

P =

Table XXVII lists the other Chi Square values and

relative probability values. No other climate was determined

to have any Chi Square value which would be significant

beyond the .05 probability level. School 9 had a probability

of occurrence equal to zero in another OCDQ climate.
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TABLE XXVII

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 9

OCDQ Open Aut. Con. Fam. Pat.

Chi Square 24.89 37.33 36.59 32.64 31.56

P 0.00 0.00 0.00 0.00 0.00

In Table XXVIII the closed climate and paternal climate

were analyzed. The total sum of the squared deviations

was 829.27 for the closed climate and 1280.5 for the

paternal climate. The closed climate had five subtests

which had smaller differences than the other climate. The

larger difference for the closed climate seemed to be

affected by the third subtest. The Chi Square and number

of smaller differences determined the climate for School 9.

The variation from the OCDQ table value was less for School

9 for the closed climate, therefore, that climate was chosen

for the school.
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TABLE XXVIII

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 9

OCDQ Climate
Differ- Differ-

OCDQ School Closed ence Pater- ence
Subscales Subscales Squared nal Squared

Disengagement 64.30 65.47 1.37 69.27 24.70
Hindrance 49.53 53.75 17.81 44.66 23.72
Esprit 43.01 34.20 77.62 43.36 .12
Intimacy 39.29 55.05 248.38 44.66 28.84
Aloofness 61.77 56.35 29.38 34.30 754.60
Production 46.15 55.05 79.21 56.31 103.23
Thrust 57.21 38.11 364.81 51.13 36.97
Consideration 38.75 42.02 10.69 56.31 308.35

Total -829.27 1280.53

School 11 was determined to be controlled climate based

upon a Chi Square value of 19.08 and probability value of

.008 in Table XXIX.
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TABLE XXIX

CHI SQUARE GOODNESS OF FIT FOR CONTROLLED CLIMATE
FOR SCHOOL ELEVEN ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

-p

0
S
0
bQ
cxi
bQ

0
U)

rcx
-)

U)

C)

'H
4-)

co

0
0

-p
C-)

0

0
o-p

4-)

C)

Observed 40.68 33.76 48.57 43.81 56.79 62.64 54.84 58.92

Expected 34.77 58.16 54.46 37.23 55.69 65.54 50.77 43.38

Chi Square = 19.08

P = .008

Table XXX lists the other Chi Square values and relative

probability values. No other climate was determined to

have any Chi Square value which would be significant beyond

the .05 probability level. School 11 had a probability of

occurrence equal to zero in another OCDQ climate.
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TABLE XXX

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 11

OCDQ Open Aut. Fam. Pat. Closed

Chi Square 26.00 27.77 43.03 30.96 40.34

P 0.00 0.00 0.00 0.00 0.00

In Table XXXI the controlled climate and open climate

were analyzed. The total sum of the squared deviations

was 975.64 for the controlled climate and 938.12 for the

open climate. The controlled climate had five subtests

which had smaller differences than the other climate. The

Chi Square and total difference determined the climate for

School 11. The variation from the OCDQ table value was

less for School 11 for the controlled climate, therefore,

that climate was chosen for the school.
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TABLE XXXI

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 11

OCDQ Climate
Differ- Differ-

OCDQ School Con- ence Open ence
Subscales Subscales trolled Squared Squared

Disengagement 40.68 34.77 34.93 41.37 .48
Hindrance 33.76 595.36 595.36 41.37 57.91
Esprit 48.57 54.46 34.69 66.03 304.85
Intimacy 43.81 37.23 43.30 50.00 38.32
Aloofness 56.79 55.69 1.21 40.13 277.56
Production 62.64 65.54 8.41 41.36 452.84
Thrust 54.84 50.77 16.56 63.57 76.21
Consideration 58.91 43.38 241.18 56.17 7.51

Total 975.64 . _ 938.12

School 19 was determined to be closed climate based

upon a Chi Square value of 20.66 and probability value

of .005 in Table XXXII.
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TABLE XXXII

CHI SQUARE GOODNESS OF FIT FOR CONTROLLED CLIMATE
FOR SCHOOL NINETEEN ON THE ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQSubscales

4-)

Q

Fa
0

C)
-P

9'-4

Cd
cr3

OrH
-)

Ul)
U)

0

0
rH

0

0

-)

0

0

Observed 54.58 65.04 45.81 29.59 52.98 48.79 52.88 50.33

Expected 34.77 58.16 54.46 37.23 55.69 65.54 50.77 43.38

Chi Square = 20.66

P = .005

Table XXXIII lists the other Chi Square values and

relative probability values. No other climate was determined

to have any Chi Square value which would be significant

beyond the .05 probability level. School 19 had a probability

of occurrence equal to zero in another OCDQ climate.



TABLE XXXIII

SUMMATION OF ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

CHI SQUARE VALUES FOR SCHOOL 19

OCDQ-Open Aut. Fam. Pat. Closed

Chi Square 40.13 48.59 43.98 29.51 28.18

P 0.00 0.00 0.00 0.00 0.00

In Table XXXIV the controlled climate and closed climate

were analyzed. The total sum of the squared deviation was

909.65 for the controlled climate and 1,369.00 for the closed

climate. The controlled climate had seven subtests which

had smaller differences than the other climate. The Chi

Square and number of smaller differences determined the

climate for School 19. The variation from the OCDQ table

value was less for School 19 for the controlled climate,

therefore, that climate was chosen for the school.
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TABLE XXXIV

SUMMATION OF SQUARED DEVIATIONS OF THE
ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

FOR SCHOOL 19

OCDQ Climate
Differ- Differ-

OCDQ School Con- ence Closed ence
Subscales Subscales trolled Squared Squared

Disengagement 54.48 34.77 388.48 65.47 120.78
Hindrance 65.04 58.16 47.33 53.75 127.46
Esprit 45.81 54.46 74.82 34.20 134.79
Intimacy 29.59 37.23 58.37 55.05 648.21
Aloofness 52.98 55.69 7.34 56.35 11.36
Production 48.79 65.54 280.56 55.05 39.19
Thrust 52.88 50.77 4.45 38.11 218.15
Consideration 50.33 43.38 48.30 42.02 69.06

Total _909.65 1369.00

The OCDQ was effective in producing statistically

significant results for the open climate and closed climate.

The other four climates were not established by such

statistical significance (4). There were tendencies

established throughout the questionnaires, but not enough

schools fell in all six climates to establish all of those

climates by statistical significance.

Summary

The purpose of Chapter III was to present the methods

and procedures used to establish the materials related
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to the study. A description of the subjects and the

description of the instruments and the procedures for

collecting and analyzing the )data were 'included.

The study included teachers from two smaller districts,.

in the Dallas, Texas metroplex area. The only qualification

for the subjects was that the teacher came from an elementary

school. Particular characteristics of different groups of

teachers within the elementary teaching field were not

studied because this research project was designed to

obtain general characteristics of the organizational climates

established by the OCDQ.

The Organizational Climate Description Questionnaire was

used to locate schools on the six climates along the OCDQ

continuum. The Leader Behavior Description Questionnaire

studied two dimensions of leadership. The Minnesota

Satisfaction Questionnaire was used to study the twenty

scales related to job satisfaction. The two districts

were not identified separately and so the One-Way Analysis

of Variance was used to study the relationships among the

variables. Multiple Regression Analysis was used to relate

some of the factors of the job satisfaction questionnaire

to the other dimensions.

This basic research project was designed to identify

some of the factors related to organizational climate.

The OCDQ, LBDQ, and MSQ were the instruments used to study

these particular relationships.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

The basic purpose of this study was to investigate

the relationship between teacher job satisfaction and

organizational climate. The perception of the principal's

leadership as viewed by the teacher was studied in relation-

ship to the organizational climate of the twenty-one schools.

The relationship between teacher job satisfaction and

leadership behavior was also studied.

This chapter included the presentation and interpretation

of the analyzed data collected for the purposes of studying

relationships among leadership, organizational climate and

teacher job satisfaction. The treatment of the data was done

by comparing the OCDQ subtest scores of the twenty-one schools

with the scores in the table established by Halpin (7).

There were six possible climates as locations for the twenty-

one schools. The LBDQ had two dimensions of initiating

structure and consideration that revealed possible relation-

ships. The scores of the teachers in schools within initiating

structure and consideration were compared with the OCDQ

and MSQ. The teacher job satisfaction was studied with

the MSQ (10). The total scores of the MSQ were used

to show possible relationships with organizational

118
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climate and leader behavior. The twenty scales of the MSQ

were studied to reveal possible relationships of the

particular job satisfiers.

The Chi Square Goodness of Fit test (8) was used to

establish schools in particular organizational climates.

A comparison of squared deviations was used to determine

the eight schools that were not statistically significant

with the Chi Square Goodness of Fit test. One-Way

Analysis of Variance (8) was used to study Hypotheses 1,

2, and 3. Scheffe's Test (8) was used to study particular

relationships among the groups. Multiple Regression

Analysis (8) was used to study Hypothesis 4. Predictors

were studied in relation to the organizational climate and

leader behavior. Simple correlation was used to study

Hypotheses 5, 6, 7 and 8. The .05 level of significance

was used for the rejection or acceptance of each hypothesis.

Testing the Hypotheses

The descriptive statistics for the LBDQ was calculated

from the fifteen answers of the consideration dimension and

fifteen answers of the initiating structure dimension.

"Always" on the answer sheet was assigned a value of one and

"Never" on the answer sheet was assigned a value of five.

Therefore, the range of scores for consideration and initi-

ating structure was from fifteen to seventy-five.

It should be noted that because of the manner in which
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consideration scores and initiating structure scores were

determined that lower scores indicated a higher degree of

consideration and initiating structure.

Data Relative to Hypothesis 1

Hypothesis 1 states that there is no statistically

significant relationship between the degree of openness or

closedness of the organizational climate of the school

as measured by the OCDQ and the degree of consideration

as measured by the LBDQ. Analysis of variance was used

to test for significant variations.

As indicated in Table XXXV, the F ratio of 7.01 was

significant at beyond the .001 level of probability.

Therefore Hypothesis 1 was rejected. It could be asserted

that there is a statistically significant relationship

between the degree of openness or closedness of the

organizational climate of the teachers of the elementary

schools studied and the degree of consideration shown

by principals in these same schools as measured by the

LBDQ.
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TABLE XXXV

CONSIDERATION MEANS FROM LEADER BEHAVIOR
DESCRIPTION QUESTIONNAIRE FOR SIX ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES:
ANALYSIS OF VARIANCE FOR HYPOTHESIS 1

Sum Degrees of Mean
Source Squares Freedom Square F P

Between 4,187.44 5 837.49 7.01 0.001

Within 32,014.43 268 119.46

Total 36,201.87 273

As Table XXXVI indicates, the teachers of the seven open

climate schools had mean scores on consideration some 8.56

points lower than did the seven closed climate schools. It

should be noted that because of the manner in which consider-

ation scores were determined that lower mean scores indicated

a higher degree of consideration. The general tendency of

the mean scores on consideration to increase as the degree

of closedness increased was contradicted by the scores for

one school in the autonomous climate which had the highest

mean score of any of the six climates. The exception to the

tendency of the schools was the result of one school which

had a lower consideration score.
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TABLE XXXVI

DESCRIPTIVE STATISTICS FOR HYPOTHESIS 1:
CONSIDERATION MEANS FROM LEADER BEHAVIOR

DESCRIPTION QUESTIONNAIRE FOR SIX ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

LBDQ Consideration Means

OCDQ Mean Standard
Climate Gain Deviation Observations

Open 27.93 10.20 104
Autonomous 37.20 6.60 10
Controlled 29.20 7.82 30
Familiar 32.86 12.05 22
Paternal 32.92 10.70 12
Closed 36.49 12.149 96

Total 32.02 11.52 274

In order to determine where the significant differences

between organizational climate and consideration existed,

the Scheffe Test was applied to the data with the results

shown in Table XXXVI. With a table value of 2.21 required

to indicate significance at the .05 level, only the seven

schools in the open climate and the seven schools in the

closed climate had consideration scores which were signifi-

cantly different from one another. However, the three

schools in the controlled climate closely approached

significant differences.
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TABLE XXXVII

SCHEFFE'S TEST OF MULTIPLE COMPARISONS FOR
HYPOTHESIS 1: CONSIDERATION MEANS FROM LEADER
BEHAVIOR DESCRIPTION QUESTIONNAIRE FOR SIX

ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

OCDQ Autono- Con-
Climates Open mous trolled Familiar Paternal Closed

Open 0.00 1.31 .06 .74 .45 6.12
Autonomous 1.31 0.00 .80 .22 .17 .01
Controlled .06 .80 0.00 .29 .20 2.03
Familiar .74 .22 .29 0.00 0.00 .39
Paternal .45 .17 .20 0.00 0.00 .23
Closed 6.12 .02 2.03 .39 .23 0.00

Teachers in closed climate schools appear to perceive

their principals as having significantly lower degree of

consideration than do teachers in open climate schools.

Data Relative to Hypothesis 2

Hypothesis 2 states that there is no statistically

significant relationship between the degree of openness

or closedness of the organizational climate of the school

as measured by the LBDQ. The analysis of variance was

used to indicate significant variations (8).

As indicated in Table XXXVIII the F ratio of 4.28 was

significant at beyond the .003 level of probability.

Therefore, Hypothesis 2 was rejected. It could be asserted

that there is a statistically significant relationship

between the degree of openness or closedness of the
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organizational climate of the teachers of the elementary

schools studied and the degree of initiating structure

shown by the principals in those same schools as measured

by the LBDQ.

TABLE XXXVIII

INITIATING STRUCTURE MEANS FROM LEADER BEHAVIOR

DESCRIPTION QUESTIONNAIRE FOR SIX ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES:

ANALYSIS OF VARIANCE FOR HYPOTHESIS 2

Sum Degrees of Mean

Source Squares Freedom Square F P

Between 1,095.60 5 219.12 7.01 0.003

Within 13,704.87 268 51.14

Total 14,800.47 273

As Table XXXIX indicates, the teachers of the seven

open climate schools had mean scores on initiating structure

some 4.06 points lower than did the seven closed climate

schools. It should be noted that because of the manner

in which initiating structure scores were determined that

lower mean scores indicated a higher degree of initiating

structure.
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TABLE XXXIX

DESCRIPTIVE STATISTICS FOR HYPOTHESIS 2:
INITIATING STRUCTURE MEANS FROM LEADER BEHAVIOR
DESCRIPTION QUESTIONNAIRE FOR SIX ORGANIZATIONAL

CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

LBDQ Initiating -Structure Means

OCDQ Mean Standard
Climate Gain Deviation Observations

Open 33.93 6.79 104
Autonomous 34.40 7.31 10
Controlled 33.57 5.14 30
Familiar 36.27 7.59 22
Paternal 38.75 8.42 12
Closed 37.98 7.76 96

Total 35.73 7.36 274

In order to determine where the significant differences

between organizational climate and initiating structure

existed, the Scheffe Test was applied to the data with the

results shown in Table XL. With a table value of 2.21

required to indicate significance at the .05 level, only

the seven schools in the open climate and the seven schools

in the closed climate had initiating structure scores

which were significantly different from one another.

However, the three schools in the controlled climate when

compared to the seven schools in the closed climate

approached significant differences.
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TABLE XL

SCHEFFE'S TEST OF MULTIPLE COMPARISONS FOR

HYPOTHESIS 2: INITIATING STRUCTURE MEANS FROM
LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE FOR SIX

ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

OCDQ Autono- Con-
Climates Open mous trolled Familiar Paternal Closed

Open 0.00 .01 .01 .39 .98 3.20
Autonomous .001 0.00 .02 .09 .40 .45

Controlled .01 .02 0.00 .36 .90 .74
Familiar .39 .09 .36 0.00 .19 .20
Paternal .98 .40 .90 .19 0.00 .02

Closed 3.20 .45 -1.714 .20 1 .02 0.00

Teachers in closed climate schools appear to perceive their

principals as having a significantly lower degree of initiating

structure than do teachers in open climate schools.

Data Relative to Hypothesis 3

Hypothesis 3 states that there is no statistically

significant relationship between the teacher job satisfaction

as measured by the MSQ and the location on the organizational

climate continuum as measured by the OCDQ. The analysis of

variance was used to indicate significant variations (1).

As indicated in Table XLI, the F ratio of 3.17 was

significant at beyond the .Q09 level of probability.

Therefore Hypothesis 3 was rejected. It could be asserted

that there is a statistically significant relationship

between the degree of openness or closedness of the
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organizational climate of the elementary schools studied

and the degree of job satisfaction shown by the teachers

in those same schools as measured by the MSQ.

TABLE XLI

MINNESOTA SATISFACTION QUESTIONNAIRE TOTAL
MEANS FOR SIX ORGANIZATIONAL CLIMATE DESCRIPTION
QUESTIONNAIRE CLIMATES: ANALYSIS OF VARIANCE FOR

HYPOTHESIS 3

Sum Degrees of Mean
Source Squares Freedom Square F P

Between 74,494.04 5 14,898.81 3.1654 .009

Within 1,237,861.01 263 4,706.70

Total 1,312,355.05 268

As Table XLII indicates, the teachers of the seven open

climate schools had mean scores on job satisfaction some

32.22 higher than did the teachers of seven closed climate

schools.
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TABLE XLII

DESCRIPTIVE STATISTICS FOR HYPOTHESIS 3:
MINNESOTA SATISFACTION QUESTIONNAIRE TOTAL

MEANS FOR SIX ORGANIZATIONAL CLIMATE DESCRIPTION
QUESTIONNAIRE CLIMATES

MSQ Total Means

OCDQ Mean Standard
Climate Gain Deviation Observations

Open 392.96 70.21 102
Autonomous 372.10 65.99 10
Controlled 389.07 51.46 30
Familiar 367.29 58.29 21
Paternal 340.23 109.82 13
Closed 360.74 66.87 93

Total 376.06 69.98 269

In order to determine where the significant differences

between organizational climate and teacher job satisfaction

existed, the Scheffe Test was applied to the data with the

results shown in Table XLIII. With a table value of 2.21

required to indicate significance at the .05 level, no

schools were found to have statistically significant

differences. Scheffe's Test is more stringent in the

comparisons. The comparison between the seven open climate

schools and the seven closed climate schools had a value

of 2.15. This was close to the table value, therefore,

Fisher's Test was used to reveal any statistically signifi-

cant differences.
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TABLE XLIII

SCHEFFE'S TEST OF MULTIPLE COMPARISONS FOR
HYPOTHESIS 3: MINNESOTA SATISFACTION

QUESTIONNAIRE TOTAL MEANS FOR SIX ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

OCDQ Autono- Con-
Climates Open mous trolled Familiar Paternal Closed

Open 0.00 .17 .01 .49 1.36 2.15
Autonomous .17 0.00 .09 .01 .24 .05
Controlled .01 .09 0.00 .25 .92 .77
Familiar .49 .01 .25 0.00 .25 .03
Paternal 1.36 .24 .92 .25 0.00 .20
Closed 2.15 .05 .77 1 .03 .20 0.00

The Fisher Test was applied to the data with the results

shown in Table XLIV. With a table value of 2.21 required

to indicate significance at the .05 level, the teachers of

seven schools in the open climate and the teachers of the

seven schools in the closed climate had teacher job satis-

faction scores which were significantly different from one

another. The teachers in one school in the paternal climate

and the teachers in the seven schools in the closed climate

had teacher job satisfaction scores which were significantly

different from one another.
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TABLE XLIV

FISHER'S TEST OF MULTIPLE COMPARISONS FOR
HYPOTHESIS 3: MINNESOTA SATISFACTION

QUESTIONNAIRE TOTAL MEANS FOR SIX ORGANIZATIONAL
CLIMATE DESCRIPTION QUESTIONNAIRE CLIMATES

School Open OCDQ
Identification Climate Climate

5 2.61 Paternal

6 3.27 Closed

Teachers in closed climate schools appear to perceive

their job satisfaction as being significantly lower than do

teachers in open climate schools. Teachers in paternal

climate schools appear to perceive their job satisfaction

as being significantly lower than do teachers in open

climate schools.

Data Relative to Hypothesis 4

Hypothesis 4 states that there is no significant

relationship between the factors of teacher job satis-

faction as measured by the MSQ and the location on the

organizational climate continuum as measured by the OCDQ.

The Multiple Discriminant Analysis was used to study

Hypothesis 4. In Table XLV the statistics are stated for

the twenty factors of the MSQ and their relationship to

the OCDQ climates.
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TABLE XLV

MULTIPLE DISCRIMINANT ANALYSIS FOR
HYPOTHESIS 4: MINNESOTA SATISFACTION QUESTIONNAIRE

FACTORS FOR THE ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATES

Multiple Discrimination Analysis

Wilk's
Lambda F Ratio P Value

.705 2.361 .0001

Root 1
Percentage of
Variance Chi Square

74.318 65.533 .0001

The three groups which were compared were the open

climate with 102 subjects, the combined climates of autonomous,

familiar, controlled and paternal with 74 subjects, and the

closed climate with 93 subjects. The F ratio of 2.361 and

probability value of .0001 showed that there was a difference

between the first two groups of five OCDQ organizational

climates and the closed climate. Discriminant function one

had 74.318 percentage of variance with a Chi Square value of

65.533 and probability value of .0001.

In Table XLVI the correlations of the discriminant

functions for root one are listed.
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TABLE XLVI

CORRELATION OF DISCRIMINANT FUNCTIONS FOR
HYPOTHESIS 4: MINNESOTA SATISFACTION QUESTIONNAIRE

FACTORS FOR THE ORGANIZATIONAL CLIMATE
DESCRIPTION QUESTIONNAIRE CLIMATE

MSQ Subscale Discriminant Function

Ability . . . . . . . . . . . . . . . . . .1416
Achievement . . . . . . . . . . . . . . . .1783
Activity . . . . . . . . . . . . . . . . .0609
Advancement . . . . . . . . . . . . . . . .0237
Authority . . . . . . . . . . . . . . . . .0667
Policies . . . . . . . . . . . . . . . . . 3915
Compensation . . . . . . . . . . . . . . .0748
Co-Workers . . . . . . . . . . . . . . . .5211
Creativity . . . . . . . . . . . . . . . .3507
Independence . . . . . . . . . . . . . . .1502
Moral Values . . . . . . . . . . . . . . .0548
Recognition . . . . . . . .. .5661
Responsibility . . . . . . . . . . . . . .2939
Security . . . . . . . . . . . . . . . . .1393
Social Service . . . . . . . . . . . . . .0595
Social Status . . . . . . . . .1095
Supervision-Human . . .... ........ . 6615
Supervision-Technical . . . . . . . . . . .5245
Variety . . . . . . . . . ... ...... 2315
Working Conditions . . . . . . . . . . . .2690

Four MSQ subscales were loaded above the .50 level. Co-

workers had a value of .5211. Recognition had a value of

.5661. Supervision-human relations had a value of .6615.

Supervision-technical had a value of .5245. These four

MSQ subscales had reference to the teacher's attitude

toward other teachers and the principal.



133

Observation was used to locate the three MSQ variables

highest in the open and closed climates. Creativity,

moral values and social service had the highest for the

closed climate. The three highest means for the

other seven schools located at the four different

points along the OCDQ continuum provided some of the

similarities and differences toward job satisfaction.

Item 2 achievement, Item 9 creativity and Item 15 social

service had the three highest means for the entire group

of schools.

The frequency of the items revealed social service to

be occurring the most often. Item 2 achievement was the

next most frequently occurring item. Item 9 creativity

and Item 11 moral values were both occurring in the third

group. Teachers in all of the groups identified aspects of

job satisfaction which dealt with personal accomplishment

as being a part of their job satisfaction.

The MSQ subscales of the co-workers, recognition,

supervision-human and supervision-technical may be described

in a general category of relationships to others. Teachers

in closed climate schools appear to perceive their job

satisfaction as related to relationships to others as being

significantly lower than do teachers in the other climate

schools. There is relationship between factors of the

teacher lob satisfaction measured by the MSO3 and the location
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on the organizational climate continuum as measured by the

OCDQ. This determination was based upon insufficient climate

variability in schools.

Data Relative to Hypothesis 5

Hypothesis 5 states that there is no statistically

significant relationship between the teacher job satisfaction

as measured by the MSQ and the degree of consideration as

measured by the LBDQ.

The data presented in Table XLVII are the descriptive

statistics relative to Hypothesis 5.

TABLE XLVII

DESCRIPTIVE STATISTICS FOR HYPOTHESIS 5:
CONSIDERATION MEANS ON THE LEADER BEHAVIOR

DESCRIPTION QUESTIONNAIRE WITH SIX MINNESOTA
SATISFACTION QUESTIONNAIRE TOTAL MEANS

School LBDQ School LBDQ
Identi- MSQ Consider- Identi- MSQ Consider-
fication Means ation fication Means ation

Means Means

1 419.00 26.61 12 368.10 27.30
2 340.23 32.92 13 339.00 35.80
3 361.36 39.24 14 372.82 27.73
4 393.58 28.08 15 380.82 28.75
5 350.00 36.00 16 372.10 37.20
6 398.87 26.27 17 393.30 36.60
7 347.17 48.18 18 350.31 35.00
8 352.40 37.80 19 403.22 26.56
9 376.75 33.17 20 371.70 27.22

10 400.10 26.80 21 390.13 31.92
11 373.64 24.64
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The value of .52 was significant at beyond the .05

level of probability. The table value of .44 was required

to indicate significance at the .05 level (8). Therefore,

Hvothesis 5 was rejected. It could be asserted that there

is a statistically significant relationship between the

degree of consideration of the leader's behavior of the

elementary schools studied and the degree of job satisfaction

of the teachers in those same schools as measured by the MSQ.

Teachers who appeared to perceive their principals as

having a significantly higher degree of consideration have

higher job satisfaction than do teachers who perceive their

principal as having a lower degree of consideration.

Data Relative to Hypothesis 6

Hypothesis 6 states that there is no statistically

significant relationship between the factors of the teacher

job satisfaction as measured by the MSQ and the degree of

consideration as measured by the LBDQ.

The data presented in Table XLVIII are the statistics

relative to Hypothesis 6.
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TABLE XLVIII

SIMPLE CORRELATION FOR HYPOTHESIS 6: CORRELATION
VALUES OF PARTICULAR SCALES OF THE MINNESOTA

SATISFACTION QUESTIONNAIRE WITH MEANS ON THE LEADER
BEHAVIOR DESCRIPTION QUESTIONNAIRE CONSIDERATION SCALE

MSQ
Variable

Ability . ......
Achievement
Activity ... ....
Advancement
Authority
Policies........
ComDensation......
Co-workers ......
Creativity ......
Independence......
Moral Values.....
Recognition .. 0 ..
Responsibility . .

Security ..........
Social Service . .

Social Status . .

Supervision-Human
Supervision-Technical
Variety . . . . . . .
Working Conditions .

Correlation with
Consideration

.43

.36

.11
.19
.16
.56
.16
.33
.54
.14
.29
.44
.63
.59
.23
.29
.65
.62
.42
.36

As indicated in Table XLVIII, correlation values for

fifteen of the MSQ subscales and consideration on the LBDQ

exceeded the .561 table value required to indicate signi-

ficance at the .01 level. Simple correlation was used to

show possible relationships of the consideration means of

the LBDQ with the MSQ subtests. Item 13 responsibility,

Item 17 supervision-human relations, and Item 18
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supervision-technical had correlations above .60. Item 6

company policies and practices, Item 9 creativity, and Item

14 security had correlations between .50 and .60. Item 1

ability utilization, Item 12 recognition, and Item 19 variety

had correlations between .40 and .50. Therefore Hypothesis

6 was rejected. It could be asserted that there is a

statistically significant relationship between the degree

of consideration of the leader's behavior of the elementary

schools studied and the factors of job satisfaction of the

teachers in those same schools as measured by the MSQ.

Teachers who appear to perceive their principal's as

having a significantly higher degree of consideration have

higher job satisfaction factors than do teachers who perceive

their principals as having a lower degree of consideration.

Data Relative to Hypothesis 7

Hypothesis 7 states that there is no statistically

significant relationship between the teacher job satis-

faction as measured by the MSQ and the degree of initiating

structure as measured by the LBDQ.

The data presented in Table XLIX are the descriptive

statistics relative to Hypothesis 7.
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TABLE XLIX

DESCRIPTIVE STATISTICS FOR HYPOTHESIS 7:
INITIATING STRUCTURE MEANS ON THE LEADER

BEHAVIOR DESCRIPTION QUESTIONNAIRE WITH SIX MINNESOTA
SATISFACTION QUESTIONNAIRE TOTAL MEANS

School LBDQ School LBDQ
Identi- MSQ Struc- Identi- MSQ Struc-
fication Means ture fication Means ture

Means Means

1 419.00 33.39 12 368.10 33.40
2 340.23 38.75 13 339.00 39.50
3 361.36 39.12 14 372.82 38.64
4 393.58 35.08 15 380.82 33.83
5 350.00 37.19 16 372.10 34.40
6 398.87 33.00 17 393.30 35.00
7 347.17 39.36 18 350.31 33.08
8 352.40 39.20 19 403.22 31.78
9 376.75 39.75 20 371.70 35.22

10 400.10 32.80 21 390.13 34.69
11 373.64 33.73

The correlation value of .53 was significant at beyond

the .05 level of probability. The table value of .44 was

required to indicate significance at the .05 level (8).

Therefore Hypothesis 7 was rejected. It could be asserted

that there is a statistically significant relationship

between the degree of initiating structure of the leader's

behavior of the elementary schools studied and the degree

of job satisfaction of the teachers in those same schools

as measured by the MSQ.

Teachers who appeared to perceive their principal as

having a significantly higher degree of initiating structure
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have higher job satisfaction than do teachers who perceive

their principals as having a lower degree of initiating

structure.

Data Relative to Hypothesis 8

Hypothesis 8 states that there is no statistically

significant relationship between the factors of teacher

job satisfaction as measured by the MSQ and the degree of

initiating structure as measured by the LBDQ.

The data presented in Table L are the statistics

relative to Hypothesis 8.

TABLE L

SIMPLE CORRELATION FOR HYPOTHESIS 8: CORRELATION
VALUES OF PARTICULAR SCALES OF THE MINNESOTA

SATISFACTION QUESTIONNAIRE WITH MEANS ON THE LEADER
BEHAVIOR DESCRIPTION QUESTIONNAIRE

INITIATING STRUCTURE SCALE

MSQ
Variable

Correlation with
Initiating Structure

Ability....... . . ........ 46
Achievement...... . ... ...... 51
Activity ........ . ........ .26
Advancement...... . ... ...... 23
Authority.................... . ........ . .35
Policies................. . ..... ..... . 47
Compensation............... . ......... . 36
Co-workers .............. . ........... . 66
Creativity ............... . .......... . 48
Independence.............. . .......... . 44
Moral Values............... . ......... . 39
Recognition... ........ . ........... . 47
Responsibility............... ........ . 58
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TABLE L -- Continued

MSQ Correlation with
Variable Initiating Structure

Security . . . . . . . . . . . . . . . . . .43
Social Service . . . . . . . . . . . . . . .29
Social Status . . . . . . . . . . . . . . . . 26
Supervision-Human . . . . . . . . . . . . . .59
Supervision-Technical . . . . . . . . . . . .59
Variety . . . . . . . . . . . . . . . . . . .33
Working Conditions . . . . . . . . . . . . .36

The correlation values for twenty of the MSQ subscales

and initiating structure on the LBDQ exceeded the .561

table value required to indicate significance at the .01

level. Simple correlation was used to show possible

relationships of the initiating structure means of the

LBDQ with the MSQ subtests. Item 2 achievement, Item 12

responsibility, Item 17 supervision-human relations, and

Item 18 suDervision-technical had correlations between

.50 and .60. Item 1 ability utilization, Item 6 company

policies and practices, Item 9 creativity, Item 10

independence, Item 12 recognition and Item 14 security had

correlations between .40 and .50. Therefore Hypothesis 8

was rejected. It could be asserted that there is a statis-

tically significant relationship between the degree of

initiating structure of the leader's behavior of the

elementary schools studied and the factors of job satisfaction
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of the teachers in those same schools as measured by the

MSQ.

Teachers who appeared to perceive their principals as

having a significantly higher degree of initiating structure

have higher job satisfaction factors than do teachers who

perceive their principals as having a lower degree of

initiating structure.

Discussion of Findings

The data related to the six organizational climates

measured by the OCDQ were shown in Tables I through XXXIV.

In Tables V through VII the results were shown concerning

the teachers of the schools which had significant Chi Square

values. The open and closed climates of the OCDQ were

determined to have statistically significant schools within

them.

In Table IV the results were shown for the teachers of

the three schools having nonsignificant Chi Square values for

the OCDQ climates. They were within the .01 level, however,

making them reliable on that particular level. The

paternal, controlled and closed climates had schools that

were calculated on this level of statistical significance.

The remaining teachers of the schools had less signi-

ficance on the Chi Square Test. Therefore, a Chi Square

value for every climate was calculated, mean squares were

figured, and the differences were calculated. These teachers
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of the five schools did not have any Chi Square values

close enough to make a difficult decision regarding their

placement. The majority of the schools were very consistent

with Halpin's study (7). The difficulty was regarding the

four climates between the open and closed climates on the

OCDQ continuum.

The consideration scores of the LBDQ were determined

to be statistically significant as reflected in Tables

XXXV through XXXVII. The data supports the hypothesis that

teachers felt the principals within the open climate of the

OCDQ had more consideration on the LBDQ than principals in

the closed climate.

The hypothesis relating to initiating structure was

found to be statistically significant in Tables XXXVIII

through XL. The data supports the hypothesis that teachers

felt principals in the open climate on the OCDQ had higher

statistically significant initiating structure on the LBDQ

than the principals in the closed climate.

The review of the literature did not reveal any studies

which attempted to relate the dimensions of the LBDQ with

the OCDQ organizational climates. Several studies had

discussed possibilities of the relationships between the

instruments, and Halpin (7) developed the OCDQ from his

study regarding the LBDQ.

Job satisfaction was determined to be statistically

significant depending upon the organizational climate in
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Tables XLI through XLIV. Teachers in the open climate on

the OCDQ were more satisfied with their jobs on the MSQ than

teachers in the closed or paternal climates. This is

consistant with the findings reported in the review of the

literature.

The hypothesis regarding the particular scores of the

MSQ with the particular OCDQ climate was not statistically

significant. The small number of schools within the OCDQ

climates made the findings limited in the statistical

procedures. Tables XLV and XLVI listed the factors related

to the schools in the other four climates. Creativity,

moral values and social service were regarded as important

factors by the teachers in the open climate on the OCDQ.

Resulting from observation in Tables XLV and XLVI

data are presented regarding the factors related to the

closed climate on the OCDQ. Ability and social service on

the MSQ were the dominant factors. Moral values on the

MSQ did comprise some of the variance with the organizational

climate.

Hypotheses 1, 2, and 3 identified the basic differences

between the open and closed climates on the OCDQ. Hypothesis

4 was related to the particular factors within the climates.

The other four climates did not have enough schools for

Multiple Regression. Therefore. the highest means were

calculated to study any tendencies among the schools.

Social service and achievement on the MSQ were considered
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by teachers to be very important.

Hypotheses 5, 6, 7 and 8 were dependent upon the.LBDQ

scores occurring in different quadrants developed by

Halpin (7). Both consideration and initiating structure

had scores only in quadrant I. Tables XLVII through L

provided the data relative to these hypotheses.

Correlational studies were performed to study any

possible relationships between the MSQ and the LBDQ.

The degree of consideration on the LBDQ had a statisti-

cally significant relationship with the job satisfaction

score of teachers on the MSQ. The degree of initiating

structure on the LBDQ had a statistically significant

relationship with the job satisfaction score of teachers on

the MSQ.

Simple correlation provided a moderate relationship

between consideration of the LBDQ and MSQ subscales of

responsibility, supervision-human relations and supervision-

technical. There was a predictable relationship of consider-

ation of the LBDQ with MSQ subscales of company policies,

creativity and security. A crude relationship was found

between consideration of the LBDQ and MSQ subscales of

ability, utilization, recognition, and variety.

Correlational studies were also performed with initiating

structure of the LBDQ and the MSQ subtests. A predictable

relationship was found between initiating structure of the

LBDQ and MSQ subscales of achievement, responsibility,
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supervision-human relations, and supervision-technical.

A very moderate relationship was found between initiating

structure of the LBDQ and MSQ subscales of ability utili-

zation, company policies and practices, independence,

creativity, recognition and security.

The subtest scores for the MSQ were also correlated to

view internal reliability. Compensation and independence

were calculated to have a lower relationship than the

other subtests. The majority of the subtests had a corre-

lation of .80 or more.

The particular subtests had not been found in the

literature for comparisons among the OCDQ, MSQ and LBDQ.

Therefore, this basic research attempted to identify some

possible relationships among the three tests.

The OCDQ determined schools in the open and closed

climates with statistical significance. Fourteen schools

were placed within these two climates. The differences

between these two OCDQ climates were more easily determined

than the other OCDQ climates. The other four climates had

schools within them, but the distinguishing features were

not as prominant. It was more difficult to establish the

different characteristics.

There were only five schools less than .01 level on

the Chi Square test. Other studies were able to indicate

the extremes of the OCDQ continuum, but failed to establish

all six OCDQ climates. The relationships with the other
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instruments indicates a similar relationship with the open

and closed climates on the OCDQ.

Summary

There were no findings relative to the different LBDQ

quadrants established by Halpin (6). The administration of

the LBDQ provided statistical significance related to the

other tests,.but it did not provide enough variation to

establish a comparison within the quadrants established by

Halpin.

The hypothesis relating to the difference of consider-

ation between the climates provided statistical significance

between the open and closed climates on the OCDQ. Although

the other climates provided different values, none of them

had statistically significant results. Teachers in the

open climate on the OCDQ felt that their principals had more

consideration on the LBDQ than teachers who were in the

closed climate.

The hypothesis relating initiating structure on the LBDQ

to the organizational climate on the OCDQ provided statis-

tical significance. Teachers in the open climate on the

OCDQ felt their principals were higher in initiating

structure on the LBDQ than teachers felt about their

principals in the closed climate. This finding was con-

sistent with the literature review as other studies

identified significant differences among the two climates
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with the leader behavior.

The job satisfaction on the MSQ was also significant

between the open and closed climates on the OCDQ. Teachers

were more satisfied with their jobs on the MSQ in the open

climate on the OCDQ than the teachers in the closed climate.

This hypothesis supported the other studies related to job

satisfaction and organizational climate. The internal

consistency within the two climates also revealed the

stability within the climate. The lack of differences

in the other OCDQ climates was influenced by the number of

schools within those climates.

The open climate was characterized by creativity, moral

values, and social service. The closed climate was charac-

terized by ability, social service, and moral values.

There was a similiarity in the items which create job

satisfaction on the MSQ. Therefore, the climate affected

job satisfaction, but the teachers enjoyed a similiar type

of job satisfaction. The other schools had social service

and achievement as the highest subtests. This is consistent

with the high means that Weiss (10) established for teachers

in social service.

Comparisons were made with initiating structure and

consideration dimensions of the LBDQ, and the job satis-

faction scores on the MSQ. Statistically significant

relationships were found between the two tests. Consider-

ation of the LBDQ was influenced by the MSQ subscales of
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responsibility supervision-human relations and supervision-

technical. Initiating structure of the LBDQ was influenced

by the MSQ subscales of achievement, responsibility,

supervision-human relations, and supervision-technical.

Both of the dimensions of the LBDQ were affected by the

aspects of supervision.

This tudy seems to indicate that open and closed climates

of the OCDQ differ in consideration of the LBDQ, initiating

structure of the LBDQ, and job satisfaction of the MSQ.

However, aspects as social service and supervision are impor-

tant to teachers in either climate. The differences are

attributed to the perception of the teacher regarding

leader behavior and organizational climate. Therefore, the

organizational climates are influenced by the dimensions of

the LBDQ and MSQ scales. In assessing characteristics, the

teachers are consistent in components of job satisfaction.

Administrators should consider organizational climate in

its relationship to teacher job satisfaction. Teachers also

view their work environment as an important aspect of job

satisfaction. The school climate which is appropriate for

each teacher and administrator may be studied by the OCDQ.

This enables each person to be able to work in a situation

which is effective for that individual.
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CHAPTER V

SUMMARY, FINDINGS, CONCLUSIONS AND

RECOMMENDATIONS

This study was undertaken to examine the effects of

organizational climate and leadership behavior on teacher

job satisfaction. This chapter begins with a summary of

the methods and procedures used to collect and analyze the

data. The findings and conclusions derived from the study,

as well as the implications and recommendations suggested

by these results are presented.

Summary of Methods and Procedures Used
to Collect and Analyze the Data

There were twenty-one schools from two metropolitan

schools districts providing 271 elementary teachers as

subjects for this study. The teachers from the twenty-one

schools were questioned regarding their perceptions of

their particular school's organizational climate. They

were placed within one of the six organizational climates

of the OCDQ. Comparisons were made with the two dimensions

of leadership behavior of the LBDQ and twenty subscales of

the MSQ teacher job satisfaction questionnaire. Character-

istics of the particular schools were assessed to establish

150
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any possible relationships within the organizational

climates.

Three instruments were used to gather data. The

Organizational Climate Description Questionnaire developed

six organizational climates; open, autonomous, controlled,

familiar, paternal, and closed. The Leader Behavior

Description Questionnaire proveded information within two

dimensions-initiating structure, and consideration. The

Minnesota Job Satisfaction Questionnaire proveded twenty

subscales related to the teacher job satisfaction.

The data were collected from the three instruments

and answer sheets which were scored by computer. One-Way

Analysis of Variance was used to study the mean gains

among the different climates on the OCDQ. Scheefe's Test

of Multiple Comparisons was used to study particular

differences. Multiple Regression Analysis was used to

identify some of the job characteristics within the

organizational climates on the OCDQ. Simple correlation

was used to describe some of the relationships between

leadership behavior on the LBDQ and teacher job satisfaction

on the MSQ. The findings were used to either accept or

reject the hypotheses for the study.

Findings

Statistical treatment of the data presented in Chapter

IV comprised the basis for the retention or rejection of
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the stated hypotheses. The hypothese were rejected or

retained based on a .05 probability level. The analyses

and interpretation of the data resulted in the following

findings:

1. Fourteen schools within the two suburban districts

could be identified statistically as open or closed

climate by the Organizational Climate Description

Questionnaire.

2. Seven schools of the two suburban districts within

the other four climates of the OCDQ were more diffi-

cult to identify statistically than the schools

located on the extreme ends of the organizational

climate continuum.

3. Teachers of the seven schools within the autonomous,

controlled, familiar, and paternal climates on the

OCDQ did not have higher mean scores for consider-

ation in leader behavior on the LBDQ than did the

teachers located in the fourteen schools of open or

closed climates.

4. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for consider-

ation in leader behavior on the LBDQ than did the

teachers of the seven schools located in the closed

climate.

5. Teachers of the seven schools within the autonomous,

controlled, familiar, and paternal climates on the
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OCDQ did not have higher mean scores for initiating

structure on the LBDQ than did the teachers of the

seven schools located in the closed climate.

6. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for initia-

ting structure on the LBDQ than did the teachers

of the seven schools located in the closed climate.

7. Teachers of the seven schools within the autonomous,

controlled, familiar, and paternal climates on the

OCDQ did not have higher mean scores for teacher job

satisfaction on the MSQ than did the teachers of the

fourteen schools in the open or closed climate.

8. Teachers of the seven schools within the open climate

on the OCDQ did have higher mean scores for teacher

job satisfaction on the MSQ than did the teachers of

the seven schools located in the closed climate.

9. Teachers of the seven schools in the open climate on

the OCDQ identified creativity, moral values, and

social service on the MSQ as important aspects of

job satisfaction.

10. Teachers of the seven schools in the closed climate

on the OCDQ identified ability, social service, and

moral values on the MSQ as important aspects of job

satisfaction.

11. Teachers of the twenty-one schools within every

organizational climate on the OCDQ identified social
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service on the MSQ as the most important satisfier

within their jobs.

12. The leadership dimension of initiating structure on

the LBDQ by the teachers in the twenty-one schools

was found to have possible relationships with

achievement, responsibility, supervision-human

relations, and supervision-technical of teacher job

satisfaction on the MSQ.

13. The leadership dimension of consideration on the

LBDQ by the teachers in the twenty-one schools was

found to have possible relationships with responsi-

bility, supervision-human relations, and supervision-

technical on the MSQ.

Conclusions

The conclusions in this study are based on the analysis

of each hypothesis. The dimensions of leadership behavior

were studied regarding simple correlational relationships

rather than group differences because the means were not

located in the different leadership quadrants.

1. The organizational climates of a school may be more

easily identified if the school has open or closed

climate as measured with the OCDQ within its

structure.

2. Schools located in autonomous, controlled, familiar,

or paternal on the OCDQ are more difficult to
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identify, therefore, more schools may be needed to

properly locate than on the OCDQ climate continuum.

3. The leadership behavior dimension of consideration

on the LBDQ is affected by the climate of the

school on the OCDQ in the extreme ends of the

organizational climate continuum.

4. The leadership behavior dimension of initiating

structure on the LBDQ is affected by the climate of

the school on the OCDQ in the extreme ends of the

organizational climate continuum.

5. Teacher job satisfaction on the MSQ is affected

by the climate of the school on the OCDQ in the

extreme ends of the organizational climate

continuum.

6. Open climate schools on the OCDQ are characterized

by creativity, moral values and social service on

the MSQ as important aspects of teacher job

satisfaction.

7. Closed climate schools on the OCDQ are characterized

by ability, social service and moral values on the

MSQ as important aspects of teacher job satisfaction.

8. Although the overall job satisfaction on the MSQ

was affected by the organizational climates on the

OCDQ, such job satisfiers are moral values and

social service are important regardless of the

organizational climate.
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9. Teachers seem to identify social service on the

MSQ as an important aspect of job satisfaction

regardless of the organizational climate of the

school on the OCDQ.

10. Initiating structure of leadership on the LBDQ is

identified with achievement, responsibility and

supervision in the job satisfaction on the MSQ.

11. Consideration of leadership on the LBDQ is identified

with responsibility and supervision in the job

satisfaction on the MSQ.

12. Both dimensions of leadership behavior on the LBDQ

seem to be greatly affected by the supervision of

the administrator as it is related to teacher job

satisfaction on the MSQ.

Recommendations

The following recommendations are made on the basis of

the findings, conclusions and personal observation of the

study.

1. A study should be done to locate more schools within

the autonomous, controlled, familiar, and paternal

climates so that further characteristics and

differences may be studied by the school adminis-

trators for these climates.

2. A longitudinal study should be implemented to study

any changes within the different organizational



157

climates of schools as perceived by teachers over

an extended period of time.

3. The findings of the study should be used to specify

more characteristics of the organizational climates

and the long range durability of these characteristics

for the school administrator.

This study has shown the differences between the open and

closed climates on the OCDQ regarding leader behavior on

the LBDQ and teacher job satisfaction on the MSQ. Particular

relationships have been studied to show some of the internal

characteristics of these climates. Therefore, additional

research dealing with particular climates should be under-

taken to establish other organizational climate characteristics.

Therefore, the following implications may be stated re-

garding this study.

1. Administrators can use these results in recruitment

of teachers and assessing their educational situations.

2. Teachers can understand the particular school setting

within which they work on a daily basis.

3. College professors can assist school district personnel

in describing particular educational settings for

teachers and administrators.
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Vocational Psychology Research
N620 Elliott Hall

75 East River Road
University of Minnesota

Minneapolis, Minnesota 55455
Phone: 612-376-7377

Thank you for your inquiry. Your attention is directed to
the items checked below:

Enclosed is information on the following instrument(s):

Minnesota Importance Questionnaire

Minnesota Satisfaction Questionnaire

Minnesota Job Description Questionnaire

Minnesota Satisfactoriness Scales

The enclosed information includes the following items:

general information (including costs)

complete specimen set

manual

copy of the instrument

Your order cannot be filled until we receive informa-
tion on your qualifications to purchase the
instruments you ordered. See enclosed information
for guidelines.

We are unable to give you a single copy of the instru-
ment you desire. Please refer to the attached
sheet on minimum order requirements.

The Manual for the Minnesota Satisfactoriness Scales
is out of print. Xerox copies are available
as indicated on the attached sheet.
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Payment must accompany your order if it is not an
official institutional purchase order. Please
make checks payable to UNIVERSITY OF MINNESOTA.

There is no charge for the enclosed materials.

The enclosed manuals include copies of the instru-
ments requested.

XXX You have permission to use the Minnesota Satis-
faction Questionnaire in your dissertation
study.

George A. Henly,
Administrative Assistant
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Box 24300
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Dear Professor Craig:

You have our permission to use, in the English language
only, the "Organizational Climate Description Question-
naire" and the "Leadership Behavior Description Question-
naire" from THEORY AND RESEARCH IN ADMINISTRATION by
Andrew W. Halpin, subject to the following limitations:

Permission is granted for usage of the material in the
manner and for the purpose as specified in your letter.
Note: If your research study is published (other than
University Microfilms) it is necessary to reapply for
permission;

Permission is granted for a fee of $50.00. This fee is
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APPENDIX C

ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE

OCDQ, Form IV-Items that Compose Four Subtests: Teachers'
Behavior

I. Disengagement

1. The mannerisms of teachers at this school are annoying.

2. There is a minority group of teachers who always oppose
the majority.

3. Teachers exert group pressure on nonconforming
faculty members.

4. Teachers seek special favors from the principal.

5. Teachers interrupt other faculty members who are
talking in staff meetings.

6. Teachers ask nonsensical questions in faculty
meetings.

7. Teachers ramble when they talk in faculty meetings.

8. Teachers at this school stay by themselves.

9. Teachers talk about leaving the school system.

10. Teachers socialize together in small select groups.

II. Hindrance

11. Routine duties interfere with the job of teaching.

12. Teachers have too many committee requirements.

13. Student progress reports require too much work.
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14. Administrative paper work is burdensome at this
school.

*15. Sufficient time is given to prepare administrative
reports.

*16. Instructions for the operation of teaching aids are

available.

III. Esprit

17. The morale of the teachers is high.

18. The teachers accomplish their work with great vim,
vigor, and pleasure.

19. Teachers at this school show much school spirit.

20. Custodial service is available when needed.

21. Most of the teachers here accept the faults of
their colleagues.

22. School supplies are readily available for use in
classwork.

23. There is considerable laughter when teachers
gather informally.

24. In faculty meetings, there is the feeling of "let's
get things done ."

25. Extra books are available for classroom use.

26. Teachers spend time after school with students
who have individual problems.

IV. Intimacy

27. Teachers' closest friends are other faculty members
at this school.

28. Teachers invite other faculty members to visit
them at home.

29. Teachers know the family background of other
faculty members.

30. Teachers talk about their personal life to other
faculty members.
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31. Teachers have fun soicalizing together during
school time.

32. Teachers work together preparing administrative
reports.

*33. Teachers prepare administrative reports by them-
selves.

OCDQ, Form IV-Items that Compose Four Subtests:
Principal's Behavior

V. Aloofness

34. Faculty meetings are organized according to a
tight agenda.

35. Faculty meetings are mainly principal-report
meetings

36. The principal runs the faculty meeting like a
business conference.

37. Teachers leave the grounds during the school day.

38. Teachers eat lunch by themselves in their own
classrooms.

39. The rules set by the principal are never questioned.

40. Teachers are contacted by the principal each day.

*41. School secretarial service is available for
teachers' use.

*42. Teachers are informed of the results of a super-
visor's visit.

VI. Production Emphasis

43. The principal makes all class scheduling decisions.

44. The principal schedules the work for the teachers.

45. The principal checks the subject-matter ability
of teachers.

46. The principal correct teachers' mistakes.
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47. The principal insures that teachers work to their
full capacity.

48. Extra duty for teachers is posted conspicuously.

49. The principal talks a great deal.

VII. Thrust

50. The principal goes out of his way to help teachers.

51. The principal sets an example by working hard
himself.

52. The principal uses constructive criticism.

53. The principal is well prepared when he speaks at
school functions.

54. The principal explains his reasons for criticism
to teachers.

55. The principal looks out for the personal welfare
of teachers.

56. The principal is in the building before teachers
arrive.

57. The principal tells teachers of new ideas he has
run across.

58. The principal is easy to understand.

VIII. Consideration

59. The principal helps teachers solve personal problems.

60. The principal does personal favors for teachers.

61. The principal stays after school to help teachers
finish their work.

62. The principal helps staff members settle minor differ-
ences.

63. Teachers help select which courses will be taught.

64. The principal tries to get better salaries for teachers.

*Scored negatively.

Reprinted with permission of Macmillan Publishing Co., Inc.,
from (title by (author). Copyright by Andrew W. Halpin, 1966.



LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE

DIRECTIONS: Draw a circle around one of the five letters
following the item to show the answer you have selected.

A. Always
B. Often
C. Occasionally
D. Seldom
E. Never

1. He does personal favors for group members. A B C D E

2. He makes his attitudes clear to the group. A B C D E

3. He does little things to make it pleasant
to be a member of the group. A B C D E

4. He tries out new ideas with the group. A B C D E

5. He acts as the real leader of the group. A B C D E

6. He is easy to understand. A B C D E

7. He rules with an iron hand. A B C D E

8. He finds time to listen to group members. A B C D E

9. He criticizes poor work. A B C D E

10. He gives advance notice of changes. A B C D E

11. He speaks in a manner not to be questioned. A B C D E

12. He keeps to himself. A B C D E

13. He looks out for the personal welfare of
individual group members. A B C D E

14. He assigns group members to particular
tasks. A B C D E

15. He is the spokesman of the group. A B C D E

16. He schedules the work to be done. A B C D E
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17. He maintains definite standards of
performance.

18. He refuses to explain his actions.

19. He keeps the group informed.

20. He acts without informing the group.

21. He backs up the members in their actions.

22. He emphasizes the meeting of deadlines.

23. He treats all group members as his equals.

24. He encourages the use of uniform procedures.

25. He gets what he asks for from his superiors.

26. He is willing to make changes.

27. He makes sure that his part in the
organization is understood by group members.

28. He is friendly and approachable.

29. He asks that group members follow standard
rules and regulations.

30. He fails to take necessary action.

31. He makes group members feel at ease when
talking with them.

32. He lets group members know what is expected
of them.

33. He speaks as the representative of the
group.

34. He puts suggestions made by the group into
action.

35. He sees to it that group members are
working up to capacity.

36. He lets other people take away his
leadership in the group.
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37. He gets his superiors to act for the
welfare of the group members.

38. He gets group approval in important matters
before going ahead.

39. He sees to it that the work of group members
is coordinated.

40. He keeps the group working together as a
team.

A B C D E

A B C D E

A B C D E

A B C D E

Reprinted with permission of Macmillan Publishing Co., Inc.,
from (title by (author). Copyright by Andrew W. Halpin, 1966.



PLEASE NOTE:

Copyrighted materials in this document
have not been filmed at the request of
the author. They are available for
consultation, however, in the author's
university library.

These consist of pages:

/&f/- /7r

Ulniv ersity
Microfilms

International
300 N. ZEEB RD., ANN ARBOR, MI 48106 313) 761-4700



MINNESOTA SATISFACTION QUESTIONNAIRE

DIRECTIONS: Draw a circle around one of the five letters
following the item to show the answer you have selected.

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

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

B. SATISFIED means I am satisfied with this
aspect of my job.

C. NEITHER means I can't decide whether I am
satisfied or not with this aspect of my job.

D. DISSATISFIED means I am dissatisfied with
this aspect of my job.

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

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

1. The chance to be of service to others.

2. The chance to try out some of my own ideas.

3. Being able to do the job without feeling
it is morally wrong.

4. The chance to work by myself.

5. The variety in my work.

6. The chance to have other workers look to
me for direction.

7. The chance to do the kind of work that I
do best.

8. The social position in the community that
goes with the job.

9. The policies and practices toward
employees of this company.
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10. The way my supervisor and I understand
each other.

11. My job security.

12. The amount of pay for the work I do.

13. The working conditions (heating, lighting,
ventilation, etc.) on this job.

14. The opportunities for advancement on this

job.

15. The technical "Know-how" of my supervisor.

16. The spirit of cooperation among my co-
workers.

17. The chance to be responsible for planning
my work.

18. The way I am noticed when I do a good job.

19. Being able to see the results of the work
I 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
on my 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 workers 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.
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29. Company policies and the way in which
they are administered.

30. The way my boss handles his/her employees.

31. The way my job provides for a secure
future.

32. The chance to make as much money as my
friends.

33. The physical surroundings where I work.

34. The chances of getting ahead on this job.

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.

38. The way I get full credit for the work
I do.

39. Being able to take pride in a job well
done.

40. Being able to do something much of the
time.

41. The chance to help people.

42. 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.

45. The routine in my work.

46. The chance to supervise other people.

47. The chance to make use of my best abilities.

48. The chance to "rub elbows" with important
people.
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49. The way employees are informed about
company policies.

50. The way my boss backs up his/her employees
(with top management).

51. The way my job provides for steady
employment.

52. How my pay compares with that for similar
jobs in other companies.

53. The pleasantness of the working conditions.

54. The way prorrotions are given out on this
job.

55. The way my boss delegates work to others.

56. The friendliness of my co-workers.

57. The chance to be responsible for the work
of others.

58. The recognition I get for the work I do.

59. Being able to do something worthwhile

60. Being able to stay busy.

61. The chance to do things for other people.

62. The chance to develop new and better ways
to do the job.

63. The chance to do things that don't harm
other people.

64. The chance to work independently of others.

65. The chance to do something different every
day.

66. The chance to tell people what to do.

67. The chance to do something that makes use

of my abilities.

68. The chance to be important in the eyes of
others.
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69. The way company policies are put into
practice.

70. The way my boss takes care of the
complaints of his/her employees.

71. How steady my job is.

72. My pay and the amount of work I do.

73. The physical working conditions of the job.

74. The chances for advancement on this job.

75. The way my boss provides help on hard
problems.

76. The way my co-workers are easy to make
friends with.

77. The freedom to use my own judgment.

78. The way they usually tell me when I do my
job well.

79. The chance to do my best at all times.

80. The chance to be "on the go" all the time.

81. The chance to be of some small service to
other people.

82. The chance to try my own methods of doing

the job.

83. The chance to do the job without feeling
I am cheating anyone.

84. The chance to work away from others.

85. The chance to do many different things
on the job.

86. The chance to tell others what to do.

87. The chance to make use of my abilities and
skills.

88. The chance to have a definite place in the
community.
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89. The way the company treats its employees.

90. The personal relationship between my boss
and his/her employees.

91. The way layoffs and transfers are avoided in

my job.

92. How my pay compares with that of other
workers.

93. The working conditions.

94. My chances for advancement.

95. The way my boss trains his/her employees.

96. The way my co-workers get along with each
I other.

97. The responsibility of my job.

98. The praise I get for doing a good job.

99. The feeling of accomplishment I get from
the job.

100. Being able to keep busy all the time.

173

A B C D E

A B C D E

A B C D E

A

A

A

A

A

A

A

A

A

B C

B C

B C

B C

B C

B C

B C

B C

B C

D

D

D

D

D

D

D

D

D

E

E

E

E

E

E

E

E

E



174

OCO OLnmL O Cco CnL\Onr HO LnO L>H

S0 o- k- L-CO 00> t- 0 C O 00 CO 00>0>
C HH HH H HHHHCHHHCHCMHHH0

0

E

HY

0

Co

H

H

Ei

H

0

H

C

till

H H fL> H H C)K CMD (\jmQ L( C\> 0>-0 Crm H CO 0 t

CM CM H & -0>O Cr Cr>Cr>0>H CM\ H O H 0> CAcOr>H
N CC HHCHCMC\jH CMj CM CMr C\MCMH CM CMj C\

-p

a4)

r1 0
-H )
H -H
'H
,00

4-)

Q) )
r~l4-3 U)

4--) 0) *H-0
-H C) H
-H US r -H
-H dC -H
4- > 4-)
0 o 0 o

<4 <4<0-4

0
*H- U)
4-) -)

0 0-P
QC uS

-H tiA
000 y

CM
cJ
cJ

(d U)
o C) C

4) C) ) -H 0
0U) *H 4-) 4-)*

0 H -H >cdC) rC H
S H -H ( ) 4-) () r

rd CH4-3 Vo C/) C4-) 5
HU 4-) 1>) 0

H C 0 p. (-H H 0 -40

0 U0 0 0 a a .9 -4 0 0 H

H C) U) C) C) C) QUQ-> i R

H
H-

H

E-

-1-00 t rH NO NJ J 00C \O0C) 0 N L C O 0 \ D\O t--

H C\J HO L t- C O CM 0 C(y)M H 0 C(0O 0 H 0

LfC\00 02) 0 1 o C\ jt- 0 CO CO 0 LC00 Cn (y)-:: CO 10 H \O
00000> k)~ 0 0 C 0CO0 CO0 V-0>0> C000CC00 m m 10 -CC) N00 ) 0 CD .- M --l00m00 0 00

CMHH H H HH(JH HHC H H HNJH

. - c t-- -- CO L (NI Cn ) .02 0. 0 -C . - (NI t-'\0 --A-

00 0 C J)-\ COO N L Y)N000mC lO 0)o \Dc o\10 M Lf
H CJH H H A - H H H N HH H H H- H H H HH Hr-

0

- COO 0> M C 0 (I CO 0 >0 0 0 *CO 0> * O J 0J

0 H H N(HHHHHHH(JH H H JH H

ro

\O n -C- O 4-C h-=3-H (-- 0yC HCO L(NI (NIJ

0Ii 0 0> -0-4- z zr Ca O C H cO0 00CO H C cC oLCO Lv-

C) HHHHHHiHHH C'o~JHHH(NI~H lHHHH

CH
0 (NI 0 L0 CO 0>H aO 0 CO HO 00 CO Y#N

H JH O\0COCO H HO HNO H CO H 00>
0 - CCCHHNIH\(0nICMw(NIH CVJ(IH ~

rO

H H .OONO~OHonOcciH

o 0 0 * 0C C0*CO COLCOCO O0 L \L C\0L C>

0 0YDH rOO t-=I-00t 0 00Hc-I- H WHHOC O LOCO (NI

HO c~O - H H H H H HCOH H 0>00H (NI H 00

CO M onW 00 0L M MCM M Ln M CD 3N N O N M\OO (NI Ca t ( 6 0 M Ha 0 C CO C 0 LJH L H
C)O 70 -> -~- n C 0>CO H.D C O M -CO H t- \, t-CO\0>

NI (NIH HH H - H H H CMj H H HC'N H H H H H

HI

U)

0co
H

? ~
Co i

m o



175

\100 m0'IDM m H Z-T r m m 0m0 ---- r-1-0>)00

Q O -- 00 o --T(D" r 0 U\J -l H N C\J co 00C)-\
C0 N0N c - i H 0 H CM JNH H CJ r- H H H J

-- Z- 0>0D H \,DtL-00 -4 LOH Lt -0 C\J tN-H L--0

C; (;- \nk cO L CD" Ot- C O Os H Hr4 0co o 0 CO
J CJ H C0 H H H H L JCr->N0 H CJ >H J\ H H H 00H

N \10 co (nm oN J (7\ 0 co cN 00\ co co mo I' a \ ON

C-)\0 0 0 0009 M H H000 *C 0 0O00 aH\0 0>0>

Cd H m m--I- m CC)c CD a 0 0 \10JCC) 00 C),\ \ H M L- 00 L
0 HjN N C H H HH H x J x J \ JH \ uHH

H :Z HCM0H HC0M--3-0(y C000HO -U\--T(0M0>
H H-00 \.0 0o H LCH0cJ t>-Y0co L cor 0 LC'Th--

N H H N HH H H N NJ H CjCjH N H H H NH H H
cd H 0>Ho>0Lzz t-O0 00 - O 0'000 (\-0O O t-00\u

'H

H mH0L1\Ho0t-HL-- Ln 0 C0J00 0o0MH 0000 c0Mo
N H a a H H H H Cr \j H -iCu Hr- H H COJ H H H NJ H

m -- ..-m ---- --0 -- -N ---

O L0L00 n-H m H -H\ C. 0 0. \m - CmN0 r-00 H
o H 0 0J-000 CM 00H J oJ0'-0 0>0 H 0>H0J \J

H 00> 0> O.0 \J n LO\ 00L000000>0>27 O HOOE 0000

0> MY 0 - - - -1- \00 L H H -=I LC CM \ 0\ D - C\D 00

0>0> LC. t- L C 0>00C00 t- 0>0>0 t-00 CO- t-C00
HCMH H H H H H H JMHHHCMJN H H H H

0 0

-p > 'H 0
'H 0 ~> C

H'Hd
-H -p ~>
,00 o e
<<<

0 0

zo 4-) 4-)
4-) UCl )d 0 -H t cd
-H 0 U) 2 .> >
A -H C M 'H 0
0 0 a)0 0PQ04
S-H Q5 D4 Cd 0 cd
-P H r, a) c; 9--
So o0 9 Q,0

<0 u0D H :E

Cd CU)
>)0 0
4-) O -H 0
-H -H i32C . H

0 -H 9 Cd o -H
Ho ) 

04-) ro

p -H MUCfCO
-H 4- 1 0 a

H -r HH -) U
6O0 9 , d - 0
0 QHH 0 0 -H k

0 C /) 00 Q-1Qf)00000o o icd0

.i
Cj

- '

0D
CM

01

4H

4O)

CM
H

I I

H
Cd

C)
co o



BIBLIOGRAPHY

Books

Argyris, Chris, Interpersonal Competence and Organizational
Effectiveness, :Homewood, Illinois, The Dorsey Press,
Inc., 1962.

Argyris, Chris, Personality and Organization, New York,
Harper and Brothers, 1957.

Betteheim, Brums, The Informed Heart: Autonomy in a Mass
Age, New York, The Press of Glencoe, 1960.

Blake, Robert R. and Jane S. Mouton, The Managerial Grid,
Houston, Gulf Publishing Company, 1964.

Borg, Walter R. and Meredith D. Gall, Educational Research
and Introduction, New York, David McKay Company, 1971.

Buros, Oscar K., editor, The Sixth Mental Measurements
Yearbook, New Jersey, The Gryhon Press, 1965.

Campbell, Donald F. and Julian C. Stanley, Experimental
and Quasi-Experimental Designs for Research, New York,
Rand McNally, 1966.

Colemen, J. S., The Sociology of Teaching, New York, Wiley,
1932.

Day, D. R., Basic Dimensions of Leadership in a Selected
Organization, Columbus, Ohio University Library, 1961.

Doll, Ronald C., Leadership to Improve Schools, Worthington,
Ohio, Charles A. Jones Publishing Company, 1972.

Erickson, Donald A., Educational Organization and Adminis-
tration, California, McCutchan Publishing Corp., 1977.

Ferguson, George A., Statistical Analysis in Psychology and
Education, New York, McGraw-Hill Book Company, 1971.

Fiedler, Fred E., A Theory of Leadership Effectiveness,
New York, McGraw-Hill, 1967.

176



177

Fleishman, E. A., E. F. Harris and H. E. Burtt, Leadership
and Supervision in Industry, Columbus, Ohio State
University, Bureau of Educational Research, Monograph
No. 33, 1956.

Fletcher, C. Scott, Education for Public Responsibility,
New York, W. W. Norton & Company, Inc., 1961.

Gouldner, Alvin W., Studies in Leadership: Leadership and
Democratic Action, New York, Harper and Brothers, 1950.

Greene, Jay E., School Personnel Administration, Pennsylvania,
Chilton Book Company, 1971.

Griffiths, Daniel E., Human Relations in School Administration,
New York, Appleton-Century-Crafts, Inc., 1956.

Gross, Neal and Robert E. Herriott, Staff Leadership in
Public Schools: A Socialogical Inquiry, New York, John
Wiley and Sons, 1965.

Hackman, Ray, The Motivational Working Adult, New York,
American Management Assocation, 1969.

Halpin, Andrew, editor, Administrative Theory in Education,
New York, MacMillan Company, 1958.

Halpin, A. W., Manual for the Leader Behavior Description
Questionnaire, Mimeo, Columbus, Ohio State University
Bureau of Business Research, 1957.

Halpin, Andrew, The Leadership Behavior of School Superin-
tendents, Columbus, Ohio State University, 1956.

Halpin, Andrew W., Theory and Research in Administration,
New York, MacMillan Company, 1966.

Hemphill, John K., Daniel E. Griffiths, and Norman
Frederickson, Administrative Performance and Personality,
New York, Bureau of Publications, Teachers College,
Columbia University, 1962.

Katz, Daniel and Robert Kahn, The Social Psychology of
Organizations, New York, John Wiley, 1966.

Likert, Rensis, New Patterns of Management, New York,
McGraw-Hill, 1961.

March, James and Herbert Simon, Organizations, New York,
John Wiley, 1958.



178

McCleary, Lloyd E. and Stephen P. Hencley, School
Administration: Theoritical Bases of Perfessional
Practice, New York, Dodd, Mead and Company, 1965.

Miller, Bob, Higher Education and the Community College,
Washington, D. C., University Press of America, 1977.

Miller, William A., Leadership Style in Educational
Administration, North Texas State University Press,
Denton, Texas, 1975.

Murray, Ross G. and Charles E. Henry, New Understanding of
Leadership: A Survey and Application of Research,
New York, Association Press, 1957.

Ovard, Glen F., Administration of the Changing Secondary
School, New York, The MacMillan Company, 19

Reilly, James Peters, Organizational Climate and Pupil
Achievement in Michigan Elementary Schools, Michigan
State University, Michigan, 1973.

Rich, John Martin, Humanistic Foundations of Education,
Ohio, Charles A. Jones Publishing Company, 1971.

Roscoe, John F., Fundamental Research Statistics for the
Behavioral Sciences, New York, Holt, Rinehart and
Winston, Inc., 1969.

Saunders, Robert L., Ray C. Phillips and Harold T. Johnson,
A Theory of Educational Leadership, Ohio, Charles E.
Merrill Books, Inc., 1966.

Schutz, William C., FIRO: A Three-Dimensional Theory of
Impersonal Behavior, New York, Rinehart and Company,
Inc., 1958.

Selvin, Hanan, The Effects of Leadership, Illinois, The
Free Press of Glencoe, 1960.

Sergiouanni, Thomas J. and Fred D. Carver, The New School
Executive: A Theory of Administration, New York,
Harper and Row, 1973.

Shartle, C. L., Executive Performance and Leadership,
Englewood Cliffs, Prentice-Hall, 1956.

Stogdill, R. M., Individual Behavior and Group Achievement,
New York, Oxford University Press, 1959.



179

Stogdill, R. M., Managers, Employees, Organizations,
Columbus, Ohio State University, Bureau of Business
Research, 1965.

Sykes, Gerald, The Hidden Remnant, New York, Harper and
Brothers, 1962.

Trump, J. Lloyd and Dorsey Baynham, Focus on Change-Guide
to Better Schools, Chicago, Rand McNally and Company,
1I61.

Froom, V. H., Work and Motivation, New York, Wiley, 1964.

Weber, Clarence A., Leadership in Personnel Management in
Public Schools, St. Louis, Warren H. Green, Inc., 1970.

Weiss, David J., Rene V. Davis, George W. England, and
Lloyd H. Lofquist, Manual for the Minnesota Satisfaction
Questionnaire, Minnesota, University of Minnesota, 1967.

Whyte, William F., Organizational Behavior: Theory and
Application, Illinois, Richard D. Irwin, Inc., 1969.

Articles

Adams, E. F., "Investigation of the Influence of Job Level
and Functional Specialty on Job Attitudes and
Perceptions," Journal of Applied Psychology, LXII,
(June, 1977), 335-313.

Aery, S., "Organizational Effectiveness and the Woman
Administrator," National Association of Student
Personnel Administrators,~XV, (Fall, 1977), 43-47.

Argyris, Chris, "Individual Actualization in Complex
Organizations," Mental Hygiene, Vol. 44, April, 1960,
226-237.

Barnard, Chester I.., "Functions and Pathologies of Status
Systems in Formal Organizations," Industr and
Society, New York, McGraw-Hill, 1946, 46-83.

Bowers, P. and S. Seashore, "Predicting Organizational
Effectiveness with a Four Factor Theory of Leadership,"
Administrative Science Quarterly, 1966, 11, 238-263.

Breckenridge, E., "Improving School Climate," Phi Delta
Kappa, LVIII, (December, 1976), 314-318.



180

Brown, Alan F., "Reactions to Leadership," Educational

Administration Quarterly, Vol. 3, Winter, 1967,
62-73.

Corwin, Ronald G., "Professional Persons in Public

Organizations," Educational Administration Quarterly,
Vol. 1, Autumn 1965, 1-22.

Corwin, Ronald G. , "The Professional Employee: A Study of

Nursing Roles,?" American Journal of Sociology, Vol. 66,

May 1961, 604-615.

Cummins, R. C., "Relationship of Initiating Structure and

Job Performance as Moderated by Consideration,"
Journal of Applied Psychology, LV (October, 1971),
489-490.

Downs, C. W. and T. Pickett, "Analysis of the Effects of

Nine Leadership-Group Compatibility Contingencies

upon Productivity and Member Satisfaction," Communication

Monographs, XLIV (August, 1977), 220-230.

Fiedler, E. A., "Personality & Situational Determinants
of Leadership Effectiveness," Group Dynamics, New
York, Harper & Row, 1968, 362-380.

Fiedler, F., "Validation and Extension of the Contingency
Model of Leadership Effectiveness," Psychological
Bulletin, 1971, 76, 128-248.

Fiorello, A., "Leadership Concepts for Principals,"
Education Digest, XXXIX (February, 1974), 36-81.

Fleishman, E. and E. Harris, "Patterns of Leadership
Behavior Related to Employee Grievances and Turnover,"
Personnel Psychology, 1962, 15, 43-56.

Garland, P. and R. R. O'Reilly, "Effect of Leader-Member
Interaction on Organizational Effectiveness; Fiedler's

Contingency Model of Leadership Effectiveness,"
Educational Administration Quarterly, XII (Fall, 1976),
9-30.

Getzels, J. W. and E. G. Guba, "Social Behavior and the
Aministrative Process," School Review, LXV (Winter,
1957), 423-441.



Glenn, N. D., "Age and Job Satisfaction Among Males and

Females: A Multivariate, Multisurvey Study," Journal

of Applied Psychology, LXII, (April, 1977), 189-193.

Goodlad, J. I., "Educational Leadership: Toward the Third

Era," Educational Leadership, XXXV, (January, 1978),

322-329.

Graen, G., K, Alvares, and J. Orris, "Contingency Model of

Leadership Effectiveness," Psychological Bulletin,

1970, 74, 285-296.

Hage, Jerald, "An Axiomatic Theory of Organizations,"

Administrative Science Quarterly, Vol. 10, December,

1965, 289-320.

Helsel, A. R. and others, "Teachers' Perceptions of

Organizational Climate and Expectations of Successful

Change," The Journal of Experimental Education,

XXXVIII, (Winter, 1969), 39-44.

Hemphill, John K., "Administration as Problem Solving,"

Administrative Theory in Education, Chicago, Midwest

Administration Center,~1958, 98.

Hemphill, J. K., "Leadership Behavior Associated with the

Administrative Reputation of College Departments,"

Journal of Educational Psychology, Vol. XLVI, 1955,

11-12.

Henderson, R. D., "School Climate in White and Black

Elementary Schools: A Comparative Study," Urban

Education, IX, (January, 1975), 380-399.

Hollender, John W., "Prediction of Work Adjustment for

Adolescent Male Educable Retardates," Journal of

Counseling Psychology, XXI, (1974), 16)4-165.

House, R. J. and T. R. Mitchell, "Path-Goal Theory of

Leadership," Journal of Contemporary Business,

1974, 3, 81-97.

Ilgen, D. R. and D. S. Fuji, "Investigation of the Validity

of Leader Behavior Description Obtained from

Subordinates," Journal of Applied Psychology, LXI,

(October, 1976),-642-651.

181



182

Kahn, R. L. and D. Katz, "Leadership Practices in Relation

to Productivity ," Group Dynamics, Evanston, Row-
Peterson, 1960, 554-570.

Kerr, S. and C. Schriescheim, "Consideration, Initiating
Structure, and Organizational Criteria," Personnel

Psychology, 1974, 27, 555-568.

Kim, J. S. and W. C. Hamner, "Effect of Performance

Feedback and Goal Setting on Productivity and Satisfac-

tion in an Organizational Setting," Journal of Applied

Psychology, LXI (Fall, 1976), 48-57.

Knutson, T. J. and W. E. Holdridge, "Orientation Behavior,

Leadership and Consensus: A Possible Functional

Relationship," Speech Monograph, XLII (June, 1975),

107-114.

Korman, A., "Consideration Initiating Structure and

Organizational Criteria - A Review," Personnel Psy-

chology, 1966, 19, 349-361.

Latham, G. P. and G. A. Yuki, "Effects of Assigned and

Participative Goal Setting on Performance and Job

Satisfaction," Journal of Applied Psychology, LXI,

(April, 1976), 166-171.

Lofquist, L. H. and R. V. Dawis, "Vocational Needs, Work

Reinforces, and Job Satisfaction," Vocational Guidance

Quarterly, XXIV, (1975), 132-139.

Lyons, K. and H. Goldman, "Comments on Research: A Study

of the Control Satisfaction Relationship in the Public

Schools and Its Relations to Other Organizational

Variables," National Association of Secondary School

Principals Bulletin, LVI, (May, 1972), 162-167.

Miskel, C. G., "Principals' Attitudes Toward Work and

Co-workers, Situational Factors, Perceived Effectiveness,

and Innovation Effort," Educational Administration

Quarterly, XIII, (Spring, 1977), 51-70.

Miskel, C. G., "Principals' Perceived Effectiveness,
Innovation Effort, and the School Situation,"

Educational Administration Quarterly, XIII, (Winter,
1977), 31-46.



183

Moser, Robert P., "The Leadership Patterns of School

Superintendents and School Principals," Administrator's

Notebook, Vol. 6, (September, 1957), 1-9.

Murphy C., S. Kerr, and C. Schriesheim, "Toward a

Contingency Theory of Leadership Based Upon the

Initiating Structure and Consideration Literature,"
Organizational Behavior and Human Performance, 1974,
62-82.

Rend, M. John and Fenwick English, "Towards a Differentiated

Teaching Staff," Phi Delta Kappa, Vol. 49, (January,
1968), 264-268.

Rosenfeld, L. B. and G. D. Fowler, "Personality, Sex and

Leadership Style," Communication Monograph, XLIII,
(November, 1976), 320-324.

Rosenfeld, L. B. and T. G. Plax, "Personality Determinants
of Autocratic and Democratic Leadership," Speech
Monograph, XLII, (August, 1975), 203-208.

Saal, F. E., "Job Involvement: A Multivariate ADDroach,"
Journal of Applied Psychology, LXIII, (February, 1978),

53-61.

Schiff, M., "Principal as a Personnel Leader," Educational
Research, LVI (Spring, 1978), 121-125.

Schriesheim, C. A. and C. J.. Murphy, "Relationships Between

Leader Behavior and .Sub ordinate Satisfaction and
Performance: A Test ..of Some Situational Moderators,"

Journal of Applied Psychology, LXI,., (October, 1976),

634-641.

Stogdill, Ralph, "Leadership, Membership and Organization,"
Psychological Bulletin, Vol. 47, (January, 1950), 4.

Stogdill, Ralph, "Personal Factors Associated with Leadership:
A Survey of the Literature," Journal of Psychology,
Vol. 25, (January, 1948), 35-71.

Timmreck, T. C., "Motivation-hygiene Theory Adopted for

Education," High School Journal, LXI, (December, 1977),
105-110.

Unruh, G. G., "Instructional Supervision: Issues and Trends;

Symposium," Educational Leadership, XXXIV, (May, 1977),
563-589.



Valentine, J. W., "Administrative Verbal Behavior; What
you Say Does Make a Difference," National Association
of Secondary School Principals Bulletin, LIX, (December,
1975), 67-74.

Wanous, John P., "A Correlation Analysis of the Job
Satisfaction and Performance Relationship," Journal
of Applied Psychology, LIX, (1974), 139-144.

Watkins, J. F. and A. D. Cleveland, "Organizational Climate
Descriptive Questionnaire: in an Elementary School,"
Educational Technology, XVII, (August, 1977), 31-33.

Weed, S. E. and others, "Leadership Style, Subordinate
Personality, and Task Type as Predictors of Performance
and Satisfaction with Supervision," Journal of Applied
Psychology, LXI, (February, 1976), 58-66.

Wegner, E. L., "New Look at Research on School Environments,"
Industrial Education, XVI, (March, 1978), 36-39.

Wiggins, Thomas W., "Principal Behavior in the School Climate:
A System Analysis," Educational Technology, XI,
(September, 1971), 51-59.

Reports

Hemphill, J. K. and A. E. Coons, Development of the Leader
Behavior Description Questionnaire, in R. M. Stogdill
and A. E. Coons, editors, Leader Behavior: Its
Description and Measurement, Columbus, Ohio State
University, Bureau of Business Research Monograph
No. 88, 1957.

Hemphill, J. K., Situational Factors in Leadership,
Columbus, Ohio State University, Bureau of Educational
Research, Monograph No. 32, 1949.

Lipham, James M., "Leadership and Administration,"
Behavioral Science and Educational Administration,
63rd Yearbook of the National Society for the Study
of Education, Chicago, The University of Chicago Press,
1964.

Ryans, David G., Characteristics of Teachers: Their Description
Comparison and Appraisal, Washington, D. C., American
Council on Education, 1960.



185

Stogdill, R. M. and A. E. Coons, editors, Leader Behavior:
Its Description and Measurement, Columbus, Ohio State
University, Bureau of Business Research, Monograph
No. 88, 1957.

Weiss, David J., Rene Davis, George England, and Lloyd
Lofquist, Construct Validation Studies of the Minnesota
Importance Questionnaire, University of Minnesota,
Industrial Relations Center Bulletin 41, Minnesota
Studies in Vocational Rehabilitation 18, 1964.

ERIC Documents

Ames, John L. and others, A Study of Relationships Between
Formal Organizational Structure and Organizational
Climate in Selected Urban and Suburban Colleges,
1972, City University of New York, Flushing, New York,
Queens College, (ED 082 344).

Appleberry, James B., Pupil Control Idealogy and Organizational
Climate: A Empirical Assessment, April 1971, Oklahoma
State University, Stillwater, Oklahoma, (ED 053 407).

Feitler, Fred C., A Study of Principal Leader Behavior and
Contrasting Organizational Environment, April, 1972,
American Educational Research Association Annual Meeting
in Chicago, (ED 065 900).

Gustatson, Richard A. and others, The Organizational Climate
in Schools Having High Concentrations of Mexican-
American, April 24, 1971, Center of Planning and
Evaluation, San Jose, Cal., (ED 053 849).

Harkin, Roy E., Educational Technology, Organizational
Structure and Leader Perception of Effectiveness,
February, 1975, University of North Carolina at
Chapel Hill, (ED 136 827).

Ignatavich, Frederick R. and Mustafa Aydin, Role Expectation
and Performance of Turkish School Principals -
Empirical Findings and Comparative Implications,
April, 1974, American Educational Research Asst.,
Chicago, (ED 093 775).

Koplyary, Jamos and Claude B. Mathis, The Relationship
Between Teacher Morale and Organizational Climate,
U.S. Department of Health, Education and Welfare,
Office of Education, February 16, 1967, (ED 912 266).



186

Lee, Wilford Franklin, A Study of the Relationship Between
the Leader Behavior of Secondary School Principals and
Biology Teacher's Attitude Toward BSCS Bilology,
1971, Education Department Dissertation at Oklahoma
State University, (ED 068 304).

Moy, James T. K. and Loyde W. Hales, Management Styles and

Leadership Behavior Within a Residence Life Program,
February, 1973, American Educational Research Associa-
tion in New Orleans, (ED 081 320).

Null, Eldon J. and Betty A. Spence, Selected Variables of
Teachers and Their Perception of Male and Female
February 28, 1973, American Educational Research
Association, (ED 096 315).

Owens, Robert and Carl R. Steinhoff, "Techniques for
Assessing Organizational Environments and Their
Implications for Intervention Style," Chicago, American
Educational Research Association, April, 1974 (ED 091 424).

Unpublished Materials

Beerar, R. J., "Job Satisfaction of First-Year Teachers:
A Study of Discrepencies Between Expectations and
Experiences," unpublished doctoral dissertation,
Minneapolis, Minnesota, 1969.

Buerkens, Bruce Quist, Ed.D., "The Relationships Between Job
Satisfaction of School Teachers and Their Perceived
Conflicts with School Officials, Principals, Other
Teachers, and Parents," University of Missouri,
Columbia, 1973.

Byrnes, Joseph Lannin, Ed.D., "A Study of Certain Relationships
Among Perceived Supervisory Style, Participativeness,
and Teacher Job Satisfaction," Syracuse University,
1972.

Cortis, William Charles, Ph.D., "Michigan Elementary and
Secondary Public School Counselor Job Satisfaction As
a Function of Perceived Leadership Behavior and
Personal and Environmental Variables," The University
of Michigan, 1976.



187

D'Heilly, Peter Alexander, Ph.D., "Changes in Organizational

Climate, Job Satisfaction, Faculty Morale, and Attitudes

Toward Educational Evaluation Related to the Introduction

of a Comprehensive Evaluation System," University of
Minnesota, 1975.

DiCaprio, Patrick R., Ed.D., "A Study of the Relationship
of Organizational Climate to Job Satisfaction of

Teachers in Selected Rural and Suburban Secondary
Schools," State University of New York at Albany, 1974.

Espy, Annette McDonald, Ed.D., "The Principal's Leadership

Style and the Job Satisfaction of Teachers in a Selected

Urban School District," The University of Florida, 1975.

Heller, Leonard Earl, Ed.D., "Determinants and Types of Job

Satisfaction in the Educational Setting," University
of Kansas, 1972.

Hsien, Wen Chyuan, "A Comparative Study of Relationships
Between Principal's Leadership Style and Teacher's

Job Satisfaction in the Republic of China and the State

of Iowa in the United States," unpublished doctoral

dissertation, University of Iowa, 1975.

Huddleston, Thomas Joe, Ph.D., "The Relationship Between
Organizational Climate, Leadership Behavior, and

Reciprocal Communication in Selected Missouri Elementary
Schools," Saint Louis University, 1975.

Jackson, Audrey Hand, Ph.D., "Teacher Attitudes, Job
Satisfaction and Demographic Factors as Related to

Teachers With and Without Aides," University of Miami,
1972.

Johnson, John Robert, Ph.D.., "Elementary Teacher Perceptions
of Certain Organizational Processes and Job Satisfaction
in Schools with Self-contained and Differentiated
Staffing Classrooms," Syracuse University, 1975.

Little, Warren G., "Relationships Between Certain Personality
Characteristics of Post-Secondary Distributive Education
Personnel and Job Satisfaction," unpublished doctoral
dissertation, University of Minnesota, 1972.



188

Mace, R. E., "Factors Influencing the Decisions of Teachers
to Become Administrators: A Study of the Differences
in Self-Actualization and Job Satisfaction Occurring
Between Future Administrators and Career Teachers,"
unpublished doctoral dissertation, Syracuse University,
1970.

MacTaggert, D. S., "Job Satisfaction and Organizational
Openness as Perceived by Elementary Teachers in a
Florida School System," Unpublished doctoral disser-
tation, University of Miami, 1971.

McKenna, J. Bruce, Ed.D., "A Study of the Relationships
Between Teachers' Perceptions of Job Satisfaction and
of Organizational Bureaucratization in Public High
Schools," Boston University School of Education, 1974.

Miller, Marcella, A Psychological Analysis of Written
Compositions of Elementary School Principals,
unpublished M.A. Thesis, Department of Educational
Psychology, University of Utah, 1961.

Morris, Betty Nowlin, Ed.D.,"The Relationship of Teacher
Perceptions of Organizational Climate to Job Satis-
faction in the Elementary Schools of a Metropolitan
School District," University of Houston, 1975.

Nelson, R., "Factors Related to Preferences for Contract
Agreements Covering Selected Conditions of Employment
for a Group of Professional Employees," unpublished
doctoral dissertation, University of Minnesota, 1964.

Oester, Louis Milton, Ed.D., "The Management System and
Its Relation to Employee Job Satisfaction in the
Oregon Extension Service," North Carolina State
University at Raleigh, 1973.

Olson, H., "Relationships Between Certain Personality
Characteristics of Distributive Education Teacher
Coordinates and Job Satisfaction," unpublished
doctoral dissertation, University of Minnesota, 1966.

Parker, Thomas Meredith, Jr., Ed.D., "The Relationship
Between Organizational Climate and Job Satisfaction
of Elementary Teachers," University of Virginia,
1974.



189

Romero, James Richard, Ph.D., "The Relationship of Organi-

zational Structures and Fiscal Dimensions to Job

Satisfaction and Accountability Implementation in

Colorado School Districts," The University of Wisconsin,

1975.

Schesta, John F., "Leisure: Compensation for Job Dissatis-

faction," unpublished doctoral dissertation, University

of Missouri at Columbia, 1975.

Shaw, Charles Ernest., Ph.D., "A Comparative Analysis of

Organizational Climate and Job Satisfaction at Selected

Public and Catholic Secondary Schools in Connecticut,"

University of Connecticut, 1976.

Shin, Joong Shik, Ed.D., "A Study of the Relationships

Among the Principal's Leadership Style, Teachers'

Need-Orientation, and the Degree of Teachers' Satis-

faction with Their Principal's Job Performance,"
University of Kentucky, 1975.

Sumrall, Charlotte Claudia Hermann, "A Study of the Rela-

tionship Between Leadership Behavior of Instructional

Supervisors and Job Satisfaction of Teachers in Texas,"

University of Houston, 1976.

Surles, Richard Carson, Ph.D., "A Study of the Relationship

of the Communication of Organizational Goals and

Organizational Roles to Job Absence, Job Evaluation,

Job Stress and Job Satisfaction for Workers in the

Role of Lower Participants," The University of North

Carolina at Chapel Hill, 1975.

Taylor, Paul, "Job Description and Employee Needs Related

to Satisfaction and Satisfactoriness of Teachers,"

unpublished doctoral dissertation, University of

Connecticut, 1971.

Tegarden, Robert Stephen, Ph.D., "Teacher Perception of

Leadership Behavior of School Principals as Related

to their Scores on the National Teacher Examinations,"

Purdue University, 1972.

Vessey, Thomas M. , "A Longitudinal Study of the Prediction

of Job Satisfaction as a Function of the Correspondence

Between Needs and the Perceptions of Job Reinforcers

in an Occupation," unpublished doctoral dissertation,

University of Minnesota, 1973.



190

Warren, Leonard W., "The Prediction of Job Satisfaction as
a Function of the Correspondence Between Vocational
Needs and Occupational Reinforcers," unpublished
doctoral dissertation, University of Minnesota, 1971.

Wurtz, Philip Joseph, Ph.D.., "An Investigation of the
Multiple Effects of Self-Concept and Other Independent
Variables in the Prediction of Teacher Job Satisfaction,"
University of Kansas, 1972.

Wyman, Suzanne Alison, Ph.D., "Relationships of Organizational
Climate to the Job Satisfaction and Satisfactoriness
of the School Counselor," The University of North
Carolina at Chapel Hill, 1974.


