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CHAPTER | THE RESEARCH PROBLEM

Theoretical Considerations

-

Since the study of Hoppock In 1935 a great de;l of attention has been
shown In the analysli of job saflsfaction of workers and personnel In a
varlety of situations within organisations. This concern has Important
theoretlical and pragmetic conslderations.,

Theoretically, satisfactlion Is linked to the more general problem of
explaining social system persistence and exlstence. The soclolcgist In
Interested to address himself to at [east fwo questions: what were the
conditlions under which the sccial system emerged; and under vhet condltions
Is 17 maintained as a viable systen? [t Is the latier question which has
particularly concerned the functicnallist tradition for the last century.
The functionalists - from Durkhelm to Parsons - appllied the analoay of
blological organlsations to thelir explanation of soclal phenomena. They
mainfained that even as the biological system has a certain degree of
functional interdependence and responsiveness to the external environment
so too the scclal system can be seen as generating structure in response to
certain functional problems. They argued, at least Implicitly, that the
soclal system was more or less functionally analogous to a biological organism.
Héwever there are severe |imitations to this argument. Nagel (1¢51)
has argued that any functionza!l analysis must satisfy flve criteria: system
boundaries are fo be specified; the embedding environment must be isolated;
the system elements must be specifled; the necessary conditions or the
system requiraments must be understocd; and finally a geal state or criteirlon

neads to be estabiished. I[n biological organisms +these conditions are
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relatively easily met. The organism Is clearly specifiable. Organisms for
the most part have clearly clearly designated states which elther ares or are
not malntained. In most cases therefore it is possible to specify with a

high degree of accuracy certain components of the crcanism and its varicus
states. "In consequence. since the system and the state can be clearly
defined In bliology, It Is Inteliligible to ask, and seek an answer by way of
experimental enquiry,, whether and by what mechanisms, System S Is maintained
in State G".

These comments raise the question that has been with soclology since
Durkheim and anthropology since Mal Inowskl and Radcliffe-Browne. !s The
biologlcal model appropriate to soclological analysis? The answer is In the
negative. The reasons Include the ex post facto nature of much functional
znalysis where the existence of an Item Is taken to Indicate Its functicnal
necesslty; insocial systems it Is very much more difflicult Yo establish
functional reqilrements; criterla for systen maintenance are also evasive
(although this Is a problem more for socletal than organisational analysis).
The latter problem also contributes to the inapproprliateness of coicepis such
as equilibrium and homeostasis when applied to social systems. Both of these
concepts are based on the assumption that a soclal sysiem cannot change Ifs
structure. Biological organisms have a set genetic code which sets certein [Imits
on the activity of the organism and hence riglidly restricts the possibilities
of adaptation. The malntenance of such a system Is fixed so that any
disturbance will be sufficient fo mobilise certaln aspects of the organism fo
return It fto Its previous state of well being. This Is clearly not applicatle
to soclal systems. In the first place it makes [11tle senss to think of &

dynzmic changing system such o5 a social system refurning to a particular siate
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even if I+ could, 1In the second place, social systems can change both their
criterton states and functions (within certain broad {imits). In this respect
the soclal system can be highly adaptive, Is usually negentroplc and There

Is no rigld prescription cf structural [imitations.

These comments are intimately related to 2 further {imitation of the
blological model - a limitation central fo the theoretical focus of the present
study. The social scientlst, unlike nis blologist colleague, cannot fake the
maintenance of the system for granted. One major difference between biclogicai
and soclal systems as that the latter depends on the voilticns of the actors
(or elements) within the system, [t canncl be assumed that the system will
function adequately and will automatically satisfy certain requisites. There
Is no scclal Instinct system. Failure to recognise the latter inevitably leads
a theorist llke Durkhelm Into the faliacy of the teleology of the syster. One
great failure then of the blological modei has been to distract the theorist
away from asking why actors behave as they do. A satisfactory theory must
not only glve consideration to emergent properties of the system, but fo
the reason why the actors In the system act In such a way that the system Is
malntained.

When this theoretical observation Is related to the school or any other
organisation It can be seen that a theory of the persistence of the organisaticn
Is not only contingent on the adequate functioning of Intra-organisational
sﬁbsysfems but on the teleology of the actors within them, It Is with respect
to this problem which prompted Homan's famous critlque of functionallism., Desplfte
many weaknesses in his argument, Homans dces argue that at base a theory of
ary scclal system le contingent on an adequate theory of actor motivation. [t
Is not oniy necessary fo know why the system (or organisation 'acts' as i doss),

but Is also necessery (though not sufflicient) to know why the actors act as
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they do.

Job satisfaction is Integraily related to the explanation of motivation
for It can be argued that satisfacticn boih results from and Is a form of
motivation strategic to continued actor irvclvement In the social system. [t
Is therefore maintained that a good theory of a social system depends on a
satlisfactory theory of worker movivation. [f It can be shown that worker
satisfaction depends on a pariticular set of conditions being satisfled, then
i+ may be partially evident why an actor is motlvated to continue In or withdraw
from an organisaton., Theoretically, then, job satisfaction (and the
organisational conditions which contribute to It) Is concerned with cne of the
most fundamental matters In organisation theory In particular and scclal
theory In gereral,

By the same token I+ may be also evident wvhy studles of job saticfectlon
are of pragmatic interest, The conditicns wiiich lead to the understanding
of why Indlviduals are motivated to stay or withdraw from an actlvity {(such
as teaching) are also sufficlent fo enable the executive or the enployer to
know why and under what conditions he can retain staff and ma}nfaln a viable
organisation, [ndeed he can alsc gauge how well the present system is providing

sufficient mctivation for the continued (active) participation of Its members.

Teacher Satisfaction in an Organisational Context.

Despite the above argument very little attention has been given
to the school as an organisation and those conditions which might contribute
or detract from sysiem persistence. Banks([1268) has maintalned that the
soclological analysis of the schocl is In I1s infancy and Bldwell{[965) asserted
that no theories of the schcol as an organisation had been developed. Yet

it cannot bz assumed that the school functicns in an ldeatlcal menrer
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to other organisations where theoretical and emplrical study Is more advanced.
Hornsteln, Callahan, Fisch and Benedict({968) folliow Miles by arguing that

a school is different In at least three ways to non-people processing
organisations. Flirstly, It does not appear to have any clear goals by which
Its performance may be evaluated. it Is not known whether its success should
be gauged by the number of Its graduates who enter university, who are
satlisfied, or who get the pbs they want. Secondly, teachers perform thelr
tasks by and large out of the vision of thelr peers and supervisors. Moreover
evaluation of their teaching and organisational abllity Is Infrequent. Thircly,
teachers have a good dea: of autonomy and freedom In the pursuance of “Their
dutlies. They are able to exercise a good deal of discretion in the subject
matter they teach and in the means they chcose to teach 1t. One other
Important difference botween the school and other organisetions relates To
research actlivities. The field of organisaticrnal research in gencral Is vasT
but the majorlty of such studies have elther focussed on cllents cutside the
organisation or the staff within It, The school on the other hand not ohiy

has staff within it, but part of Its clienfefe Is also con?aiéed in the
organisation. Soclological analysis of the social system of the school therefere
can be concerned not only with staff but with pupils. [ndeed Inspectior of
Figure |:l Indicates that analyses of schools and the Interactive behaviour
within them can focus on nine possible areas.

The cells off the dlagonal represent the possibllity of giving attention
to Interactive relations between the major groups In the school - the staff,
the ancillary staff, and the pupils. But there are also researchpossibilitles
on the nature of Interactive relationships within the groupings (those cells on
the diagonal). However the focus of attentlon in eariier research has not been

spread evenly fthroughout these areas. Of all the nine possibie areas of focus
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MAJOR SOCIAL GROUPS WITHIN THE SCHOOL

Teeching staff Anclilary steff Pupils
Teaching staff
Ancillary staff
Puplls
Flgure 1:1 Potentlial Areas of Scciologlcal Focus in the School

the bulk of attention has been paid 1o pupii relations (Coleman,96{;
Stinchcombe, 1958), and teacher-pupil relations. Greenberger and Sorensoa (1970}
state that '"among many studles of the schcol as a soclial system, invesfiéaflons
of the student group and the values that characterisz It are zbundani",
They concur with Bidwel 1(1965) In his staiement that "rescarchers have concen-
trated on the student scclety lgnoring the teacher collcague group and The
modes of Inteqgration of these two components of the school's small socliety .
We need to know what form the teacher society may take and how well Integrated
I+ tends to be..." | —

in respect to the preceding argument !t Is maintained that we cannot
necessarily assume that organisations which are people processing wili have
the same Internal structural characteristics as those which are product
processing. Secondly, It is obvious that careful analytic and empirical attention
Is required with respect to school staff behavicur, [t !s necessary to know
what features of the staff behaviour In the organisation contribute to the
maintenance of the system as a whole.

These comments ralse a serles of questicns. For example, 1T might be
asked whet groupings or networks characterise 2 schoc! (or other organisation

staff for that matter), and how such grouplngs are siretifled. Who are the

staff who are central In one or other of the nets and To what extent doos
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centrality In one Imply centrality in another? Moreover, what are the
implications of being centra! or marginal in one or another net? This
study focusses on these questions by givina particular attention to the
nsture of staff Interactive relations and “heir Implications. [t does
so within the context of a wider goal of building an empirical model of
system mainfenancét%slng the Indicators of job satisfaction and staff
retention, In so doing it Is Intended to coniribute both to our
understanding of the role of steff relations in organisations and thelr
effects on the persistence of those organisatobns.

While teacher satisfaction studies are to be reviewed in the follewing
chspter, attentlon Is drawn here to four major l[imitations of such studles
which have stimulated the form of the present study. Flrsily, studles In
this field have concentrated either on the structure of jcb satisfactlen per
se {Coughlan, (970}, or on the endeaveur tfo identlfy personal or positional
attributes related to satisfaction or lack of It (Trusty and Sergiovanni,[966],
The studies reviewed did not attempt to develop the constellatlion of ralated
variables Into a theory or theoretical model, although they did perform a
vafluable function by pointing out varliables which could be part of such a
theory. A second limitation has been the mode of statistical analysis used
In earlier research. While Coughlan (1970) and the Purdue Questionnalre(l969)
form Important exceptions, most research has elther used a unitary one cuestion
measure, and/or has followed that with a series of cross-tabular analyses.
However [t has become clear that job satisfaction has a multi-factorial structure.
And while the crosstabular analyses are valuable in the Inltial working of the
data they do suffer from the the disadvantages of most non-parametric statistlcs -
they cannet handle many verizbles simultanecusly (without a very large sampleld,

they glve no indlcation of the amount of variance accounted for In the
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dependent variabies, or a measure of error. In addition they often fall to use
ordinal and Interval level data characteristics that add to the strength of
the prediction. A third disadvantage of the current [lterature is the absence
of attentlon io the structural effects of the organisation on the satisfaction
and retentionof teachers. Although there is at least one exception to this
asserfloﬁsno linkage has been made between the theoretical demands of
understanding system persistence and the prectical research activities of
scholars In this field. Yet 1t has been argued that a satisfactory thecry of
an organisation such as the school Is cont:ngent on the interaction of fhe
structural effects of the Institution and the volitlons of the actors in it. A
fallure therefore to account for various organisational effects on teacher
satlsfaction is a fallure fo prest some empirical evidence to supplemant

a wlder theoretical perspective . Furthermore, neglect of atfenilon o the
satisfaction and retention effects of organicational characteristics has at
least implied that Job satisfaction Is an education system characteristic
contingent on such things as personal and professional attributes and opzarates
desplte particular Instifutional attributes. Flnally, the bulk of job
satisfaction ctudies have been carried out In North America, However, even

as |1 cannot be assumed that satlsfaction does not vary from one organlisation
to another, It cannot be assumed that North American findings hold 1n New
Zealand. There appears, for Instance, to be an important difference In the
soclal class systems Inthe U.S.A, and New Zealand, and Inasmuch as Job
satlisfaction Is contingent on class, it will be subject to varyling national
class structures, Moreover the promotion and administrative features of

U.S. secondary education systems alsoc vary from thelr New Zealand counterparts
and |1 might be expected that These too will have an effect on the satisfaction

siructures of feachers.
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In summary, this sectlon hnas developed the thesis That there are
Important deflciencies In our understanding of staff Interactive relations
In organlsations (and the school in particular), In cur understanding of job
satlsfactlon, and in our awareness of what implications these features of
organisational theory have for the viability of this form of social systen.

The Scope of the Present Research

Within the theoretical context outlired iIn the first section this study
simulataneously addresses the lIssue of teacher staf{ interaction networks and
their place In a vider theoretical model of teacher satisfaction 2nd retenticn,
The study has the following general charactericstics.

Firstly, 1% develops a muiti-factorial job satlisfaction scale on “he
basls of social exchange and role set theoretical corsiderations, with
particular noie to the satisfactions a teacher derives from the members of
his role set. Sccondly, I+ analyses flve staff Interaction nets on the
basis of Information provided by staff members on their usuai staff contacts
on varlous pretexts. Together with a number of other professional and
organisational attributes of teachers, the Interaction nets are then bulif
Into an empirical model which endeavours to explaln presiige satisfaction
and Job retentlon. In so doing the study feakes advantage of recent statistical
advances In the field of path analysis. Techniques which enable nominal and
and ordinal data to be incorporated Into such models enable a very powerful
technique to be made avallable for use with variables which are usually
considered Inappropriate for parametric analyses. The careful use of path
analysis enables one at once to analyse who are In the centfre of what nets, but
also to gauge the effects of the latter while holding a number of other variables

constant. Although it does have the disadvantages of any llnear additive
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kind statistic, 1t does enable an emplrical test of a theoretical model
together with the tracing of direct and Indirect eftects of any Independent
variable In the model.

The study has a number of [imitations. Firstly, It Is making use of
a relatively small and homogenecus sample of secondary teachers. Conslderable
caution must therefore be exercised In the generalisability of the findings.
A second [imitation of the study is concerned with the nature of the job
satisfaction measure. The latter concentrates almost exclusively on extrinsic
and socliofogical elements of satisfaction and Ignores Intrinsic and more
psychologicaily oriented variables. Agaln however the factorial simiiarity
of this measure to recent measures reported in the |Herature (Coughlan,{970)
glves some confidence In the validity of the Instrument 1f the purposefully
biased nature of the content Is kept In mind. A third !Imitatlon concerns the |
Inferactlon networks. For reasons noted In Chapter [V, the analysis of these
networks dces not go beyend the least squares based analysis of staff members
who are at the centre of nets. Fourthly, this study concerns itseif only with
the most powerful of the five job satisfactlion factors - pres}lge satisfactlion,
I+ does so on the grounds that it was considered more theoretically and empirically
frultful to perform a detailed analysis on one job satisfaction critericn, than
to do a superficial analysis of all five criteria by merely noting significant
correlations between variables. This form of analysis (Rosenberg,{968) which
Is characteristic of many studies Inthis and other areas may be very misleadlng,
as at least one finding in this study Indicates. Accordingly, the more Intensive
analysls of one critferlon variable Is preferred to the more superficial analysis
of several, A firal [Imitation has to do wlth the statistical treatment., Path
analysls Is a very powerful means of ®esting an empirical theoretical model when

the causal ordering of the variables has preceded ihe quantification of the
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model, [t Is not to be taken as a means for deciding on the ordering of
variables. In addition 1t does not handle intercction effects, and the
models developed In this study are recursive.

In summary, this study is concerned with: firstly, the conditlions under
which actors In social systems such as an organisation are satisfled and
retalned; secondly, It focusses on the structure of teacher interaction
networks and thelr Implications for system malntenance; and thirdly, it
relates these and other variables Inte a theoretical model, which Is In turn
the basis for a mathematical mode! for the explanation of centrallty and system
maintenance. This study Is therefore submitted as a theoretlical contribution
to the persistence of organisaticnal social systems, and as a pragmatic

contribution to the problem of staff retention,

Footnotes

. C. Bidwell, 'The School as an Organisation', in Handbook of Organisztions
J.G.March (ed), Rand McNally, 1965

2. 'System malntenance' Is used to refer principally to the education and
the school as an organisation, Both jecb satisfaction and job retenticn
(le. within teaching) will have Implications for the system and the school.

3., G.S.Fraser, 'Organisational Properties and Teacher Reactions',
Unpublished Ph.D. dissertation, University of Missouri at Columbia, (967



THE REVIEW OF RELATED LITERATURE

This review Is in two fcrms. The flrst major section locks specifically
at Jjob satisfaction and its Implications. The second section turns to the
study of Interactlion networks in organisations. Both sections are intended to

glve a theoretical background to the theory developed In the following chapter,

A. JOB SATISFACTION

Job satisfaction has attracted a substantlal research Interest followling
Hoppock's monograph on the toplc in 1935, The attentlon alvensatisfaction and
related concepts such as morzle and employee attitudes has more than
theoretical Interest. By and large the literature has a pragmatic focus with
the Intention of establishing those conditions that contribute to satisfactihn
and l|ts attendant effects. This szctlon dlscusses those aspects of the extensive
I1terature on this toplc which are conslidered relevant to satisfactions in
teaching. Three toplcs are conslidered: 1) the literature onjob satlsfactlion
In organlsations In general; 2) the literature on the jocb satisfaction of

teachers; and 3) the Impllcations of job satisfaction In an organisation,

[, Studles on Job Satisfaction in General

Job satisfaction may be defined in Its most general sense as the response
of Individuals to the activities and events which comprise the job and Its
environment (Katzell,[964). This definition Implies that the concept itself
Is multi-faceted and that there may be any number of variables subsumed under
It. For example, the Individual may be satlsfled with his salary, not satisflied
with werking conditions, and he may find fringe benefits irrelevant., For
another person the position may be quite the Inverse, The most obvious point

at the outset Is that the concept is muiti-dimensional and for any generallsed
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use It must be comprehensive enough to include those factors which may be
relevant toc most indlviduals In question, The questicn then becomes - what
factors are relevant?

There has been a vast response to such a question. An excellent summary
cf this literature has been provided by Vroom(1964),

Specific factors which have been isoleted as relevant to job satisfaction

include: attitudes towards the ccmpany anc its management (Wherry, [954;

Ash,1954; Dabas, 1958; Roach,958; Twery, Schmidt and Wrigiey,1958; Kahn,1960;

Harrison,1961), promoticnal cpportunities (Harrison,!26l; Kendall, Smiih,

Hulin and Locke, 1963), supervision (Bzehr,954; Ash,l954; Dabas,958;
Roach, [958; Twery, SChmidt and Wrigley, (95€; Kahn, [960; Harrison,(61;

Kendall, Smith, Hulln and Locke, 1963), financlal rewards (Wherry,[954;

Ash, 1954; Dabaue, |958; Rozch, 958, Kahn, 960, Harrison,(961; Kendall, Smith

Hulln and Locke, 1963), werking conditlcons (Wwherry, 1954; Cabas, 1958;

Harrison, 1961), and co-workers  (Fosch,{958; Twery, SChmldt and Wrigley,1958;
Kendall, Smith, Hulln and Locke, 1963).

Yroom isolates five of the most frequent varlables related to Job satls-
faction as: a) supervision; b) the work group; c¢) job content;

d) wages; e) promotional opportunities; and f) hours of work, These are
treated In turn,

a) Supervision, The findings on the importance of supervision on worker
satlsfaction vary from those who see It as the single most Important
determinant of worker attitudes (Putnam,(930) to those |ike Herzberg, Mausner
and Snyderman ([959) who consider that it has been over-rated. Indeed the latter
authors gc cn to state that In thelr studies inter-personal relatlions play a
negllgible role inthe determination ci morale., Horzberg, Mausiner, Peferson
and Capwel {(1957) complled data from fifteen studies on worker satlisfactions

and dlscatisfections. They found that supervision was censldered a more
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important source of satisfaction than security, job content, company
management, working conditlons, advancement and wages. Relationships with
other workers was the only verlable That rated higher. They concluded that
the ranking of factors sallent to Job satisfaction from The flfteen studies
would take the followlng form (from the most to least Important): security,
opportunity for advancement, company and management, wages, Intrinsic aspects
cf Jobs, superivision, soclal aspects of jobs, communications, working
conditions and benefits., Flindings on the importance of supervision are only
clear insomuch as they appear fo rank higher than [ower on inventories cf job
satisfaction,

b) The Work CGroup. Workers opportunity for Interactlon has been

researched in three studies which show thai lisclated workers disliked thelr
Jobs (Walker and Guest,[952), and that resirlctlons on interacilon greaiiy
lowered worker merale (Richards an¢ Dobryns, [957).

c) Job Content. A series of related issues have been shown 1o
affect satisfaction. These include job level (Uhrbrock, (934; Hoppock, 1935;
Mann, 1953; Morse, 1953; Gurin, Veroff and Feld,960; and Kornhauser, i964),
degree of specialisation (Walker and Guest,1952; Walker,1950,1954; CGuest,|957;
Elllott,1953; Mann and Hoffman, 960), control over work methods (Viteles,1932),
control over work pace (Walker and Guest,1952; Walker and Marriott,1951;
Marriott and Denerby, [955), success and fallure In work performance, and
Interruption of work on tasks.

d) Wages. The place of wages as & source of satisfaction Is a source
of controversy. Evidence exists to show that they are signlficant in worker
satisfaction (Mairriott and Deneriey, [955; Centers and Cantril,[946; Terman
and Ocen,i1959; Lawier and Porter, i963; and Smith and Xendal!,1963), and that

they are not (Hoppock,1935; Patchen,{961). Patchen has argued that the
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absolute wage received by the worker Is not as Important as his wage relative
to some personal criterion he has for h!mself; I f workers percelved others

of similar occupation to be getting more or less income then they were less or
more satisfied. Similarly, satisfaction with saiary depends in part on the
level of salary preceding the rise, and fhe prospects the individual thought
he had, Adams(1963) considers the relationship of an employee and employer

Is one of exchange. .The employee invests his educaticn, intelllgence,
experience, csenloriiy and skills and In refurn gains certain rewards such as
pay, fringe beneflits, and status symbols. The employee considers the exchange
equitable, when in his opinlon, rewards are comnensurate with Input relative
to the input and rewards cof others. (Homans, 1904)

e) Promotional Opportunities. The results on promotion and job

satisfaction are difficult To Interpret. Morse(l1953) found a poslitive
relationship bastween @ persons statements cencerning their promoticnai
opportunitles and their satisfaction with “hose opportunitles. Paichen's{1¢6))
study in an oll reflinery showed that there was a greater degree cf absence
among those persons who feit they should have been promcted. - But whaoreas
Morse(1953) and Sirota(1952) found a positive correlation between promotional
opportunities and satisfactlion, Spector(1926) reports that there is hligher
morale among those with low promotional expectations. Vroom attempts 1o resolve
this dissonance by showing that Spector did not administer his saflsfa&fion
measure until after the subjects had been told about the results of their
expectations -~ when they discovered whether or not they were to be promoted,
It may be concluded that there Is a positive relation between expectation of
promotion and satisfactlion,

f) Hours of Work. Thls may not cnly refer to the langth of ihe

working day, but the kind of work schedule at varlous of thes day, and on
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various days of the week. There seems to be [i{1tie doubt That ty and large,
the fewer hours of work the more satisfiedihe workers will be, But the daily
and weekly schedule of work may also be Imoortani (i4ann and Hoffman, [960;

Blakelock, [959),

2, Job Satlisfaction In Teachlng

The preceding section has dliscussed some of the research findinas on the
response of Individuals to “activities, events and cenditions which comprise
the job and Its environment"., This section furns to studies which have
concentrated on ithe job satisfaction of teachers, and In particular the content
of teacher satisfocilon, and the variatles bypothesised to relate to it.

An early study in the field was conducted by Chase([951) vho cbteined
responses from 1800 teachers In 43 states in U.5.A. TEachers were askec Yo
outfine those satisfections they recarded as nmost lmportant, Thelr respcnses
may be summarised by seven generallisaticons:

a) teachers want the freedom to plan thelr own work

b) teachiers want good salaries, facilities and supplies

c) fea:hers want stimulating professlonal leadership on the part of

thelir principal, recognition of good work and achievements, the
opportunity to share In determining salary schedules, and the
opportunity to share In curriculum making.

d) teachers want to be members of weil prepared, professionally minded

school staffs

e) teachers want community support and recognitlon for the school

programme

f3 teachers want an improved stvatus toth within the school and within

the community
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@) teachers waut to assist student development and to be appreclated
by students for thelr efforts.
In short, teacher satlisfactions is this study are derived from szlarles,
factlitles and supplies, the principal, the curriculum, the school staff, the
community, job status, and the students. A number of more recent studies have
confirmed the sallience of some of these findings. These are summarised befow:
a) Curricufup. These may be a source of satisfactlion in iwo ways. Firstly,
If teachers perceive It to be appropriate In thelr circumstances, and sacondly,
I1f the teachers themselves have some opporiunlty to particlpate in
curriculum planning. (Campbell, [959)

b) School Facilities. These vary from and within scheols. Chas2({95()

reports that they are sources of satisfaction when They are conslidered
adequate and the means for obtaining them are efficlient,

c) Salary. Harap(1952), Miller(i953) and Thoirndike and lHzgan(1265) ail
found that salary contributes to teacher satisfactlion when teathers percelive
thelr own salarles to be comparable to other teachers and fo other Individuals

In other occupations.

d) The Principal. Moyer(1954) ha s shown that where the characieristics

and behaviour cf the principal approximate those of the tezcher then he will
be more satisfied. Principals who provide support for teachers, who are
skilled in human relationships and show interest In teachers and their work
are also sources of satlsfaction (Silverman,(957). Congreve (1959) draws
attention to the sources of satisfaction tecachers found In a principal whom they
regarded as professionally and Intellectually competent, who encouraged and
assisted teachers to advance thelir qualificaticons and stendards of performance,
and who were competant evaluators of theom and thelr work.

e) The Staff. Satisfacticn Is also derived from theieaching statf. As

with the principal, teachers are more satisfled with thelr colleagues
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when their characteristlcs and behaviour anproximate teacher's preferences
(Hills,1960). The survey of the American Asscciation of Scheool Adminlistrators
(1955) found that these preferences were tvor colleagues who were co-operative,
academically competent, competent in their job behaviour and In their
professional conduct with others.

f) The Community. As might be expected, teachers are more satisfied

when they regard the community as glving support to the programme of the
school, (Hunter,|955)

g) Status. The Community may aiso contribute to teacher status.
Hunter(1955) found that where the teacher occuples a position of status and
prestige which Is recognised the the community, then his satisfacton wiil be
Increased,

A recent study by Coughlan({970) provides further corrobecration of
the variables just reviewed. Although Coughlen's study Is on teacher mcrale,
his definition of morale is such thaet 11 Is virtuaily indlstinguishable from
Job satisfaction, "Morale is the extent to which an Individual's needs are
satisfled and the extent to which the Indlvidual perceives that satisfaction as
stemming from his total job sitfuation'". Despite the psychological Introduction
to the study many of Coughlan's findings are of direct sociological significance.
He administered an instrument to [199 teachers and analysed the results using
a factor analytic method. Thirteen factors emerged and these were grouped
Into four categorles.

a) Adminlistrative Operations. FActors that discriminated were board
functioning, system administration, work load, materials, equipment, bulldings
and faclllitles.

b) Working Relationships. Principai, Colleague and community relations

were all consldered Important.
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¢) School Effectiveness. Teachers perceptions of the effectlveress of
the school programme, and the feachers assessment cf the provisions for student
evaluation arddevelopment were Isolated.

d) Career Fulfilment. Three facters are subsumed under thls category:
performance eppraisal (which assesses 'the teachers attitudes toward the
procedures used to evaluate his work perfcrmence and stimulate hisprofessionasl
growth'); flnancliai Incentives, and professiona!l autonomy.

These results are not dissinilar to those cbtained by Remplie and
Bentley(i9G7) in their Purdue Teacher Opinicnnalire. Five factors are roughly
equivalent: work load-teacher load, principal refations-teacher repporte with
principal, colicague relations-rapperte among teachers, instructional
programmg-curiticulum issues, and financial Incentives-teacher salary. There
Is resemblance between: community relationz and professicnal zutonomy --
teacher status, commnunliiy support of educatlion end communliy pressure;
student develcpment, meterlals and equipmrent, buiidings and facilities --
satlisfaction with teaching and school facli!ities and service,

It becomes clear that not only Is therc a good deal of coﬁnon
ground between general organlsational studies of job satisfaction and those
of teaching, but within teaching itself there are a number of recurrent
dimenslions of job satisfaction,

In the preceding section the concept of job satlisfaction and the
dimensions which comprise it have been reviewed. HOwever there have been a
number of demographic or personal variables that have been noted to Influence
teacher satisfactions. These Include teacher age, sex, qualifications, the
level at which he teaches, and the length of time he has spent in the school.
Trusty and Sergiovanni{i965) undertcok a psychoioglicel!ly orlented study on
differences In teachers perceptlions of actual and desired needs. Age, sex

and experience wore discriminating variables. Young and less experlenced
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‘teachers were significantly more concernad about the ebillity of a position to
provide high presflge; Maie teachers were significantly more concerned about
the high prestige of a position, A further study on teacher satisfaction was
undertaken by Mitchell, Warren and Clarke({9€3) In Alberta, They conceptualised
Job satisfaction in three ways: personai-prefessional satisfactlion, work
satisfacton and career satisfection, They concluded that the degree of
satisfaction on each of these dimensions was significantly related to the
personal characteristics of a teacher. Young and inexperlenced teachers

were more dissatisfied with existing opportunities for career and work
satisfactions than older and experienced fcachers, while young Tnexperienced
temales were less concerned than males. The level taught was also a factor
Influencing satisfaction. Male teachers of elementary grades were more
satisfied with thelr work and career satisfactlons than teachers of cther
grades, Quaiifications was found to be slgnificant In that male teachers with
degrees were more dissatisfied with career and perscnal-professional prespects
than males wiihout a degree, Females with a degree were more dissatisfled
than femalés without a degree., [n sum, teachers who were feﬁale, older,
without a degree and were {eaching elementary grades tended to be satlisfied
with all three elements of satisfaction., Young mde teachers without a degree
and teaching 2t Jjunicr or senlor levels tended to be least satisfled with all
three aspects.

These two sections permit conclusions both on the nature of the dependent
variables, and the signiflicant independent variables that appear to be related
to Job satisfaction., = following from the dicussion of job satlisfactlion
Instrumants we may conclude that any sociological perspective on thls concept
must give recognition tc the tYoilowing distinctlons. Flrstly, It 1s clear

that ®acher satisfactions are concerned with every aspect of thelr rcle set,
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Satisfactions are derived from associatlons with puplils, other staff, senior
staff, parents and the commun;Ty. Moreover a distinction also appears between
those mermbers of the role set that are within the context of the school and
those which are beyond iI+. A second dlstinctton Is called for between those
activities which are affectively based, those that concern respect and prestige,
and those ncre concerned with material factors [lke faclilitles and equipment,
Hence there Is a clear difference between Inter-personal based satlisfectlions,
and those based on physical conditions.

The second sectlon Indicated that the predictors of job satlisfac®ion can
be categorised Into two principal sets of varlables: those that zre personal
and those that are professional, Under the former are Included age and sex,
and under the katter are experience, queliflcations, level taught, and
position of responsibifity.

Finally, It should be roted that ihe teacher sstlsfaction literature does
not Indicate that there mey bte @ny reason for relating job satisfaztion to
structural conditions within the organisation., WIith the exception of Fraser([970)
It appears that the effects of particular crganisations and the soclial

structures wilthlin those organisations are entirely neglected.

3. Implicaticns of Job Satisfection

The constant attention to job satisfacton In organisations implles +that
it must affect the behaviour of staff within the organisation. This
sectlon considers four kinds of behavioural Impllcations of satlsfacilon -
staff turnover, absenteeism, accldents, and Job performance. As there Is
no [lterature reiating these Issues to teaching 1he wider organisation
literature Is the basis for the fallowing dlscussion,

[t might be expecied that dissatisfaction with the jeb would increase
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the llkelthood of withdrawal from the job. Thls expectation Is confirmed In
a number of studles. An analysis of Insurance agents by Weitz and Nuckolis
(1953) found that a dlrect measure of satisfaction demonstrated a highly
significant relation between dissatlsfaction and withdrawal. Low morale also
accounted for withdrawal In the studies of Webb and Hollander((956) with air
cadets, Sagl, Olmstead and Atelsek(1955) with college students, (Fleishman,
Harris and BurTT,I955; and Kerr, Koppelmeir and Sullivan,(95]) .

Vroom(1964) has suggested that staff absence will be greater 1f the staff
member Is dissatisfled, because he Is more |lkely to find staying away from
work more attractive than goling and hence will more rcadlly find an excuse
not to go. Fleishman, Harris and Burtt([955) found a correlation of -.,25
between the morale of workers at [nternational Harvester and their absence
rate. A correlation of .31 between jcb satlsfaction and the favourableness
of thelr reported absences was found by Van Zelst and Kerr({953) in a study of
fourteen firms, and Harding and Bottenberg(126() found a multiple correlation
of ~.38 between a number of satisfaction measures and the absgnces in a group
of 376 alrmen., Other studies are not so clear, Vroom(i962), Bemberq(1952) and
Mann,Indik and Vroom(1963) all found relatively insignificant relations
ranging from ,06 to -.32 correlations between satisfaction and absence. However
studles by Kerr, Kopplemeir and Sulllivan([951) and Metzner and Mann([953)

Indicate that the nature of the absence measure greatly affects the slze

and direction of the relation between satisfaction and absenteelsm. Consequently,

there is a sllight overall negative relationship between satisfactlion and
absenteelsm but the results are not always consistent,

General studles of job satisfaction and accidents and job performancé
are less relevant fto teaching than the above variables because the teasching

sltuation does not lend 1iself so readily fo accldents, and job performance



23.

Is a notorlously difflicult concept to measure. Suffice It to say therefore
that there Is a slight negative relation between job satisfactlicn and
accldents in the few studies that have been done; and there appears no clear
relationship In the wider [iterature between satisfaction and performance.

The most significant finding for the purpcse of this study Is that of the relation
between satisfaction and job withdrawal. However it must be noted that any
review of studies such as these Is confounded by the lack of knowledge as

to the sample N, the nature of the dependent variable, and the Independunt
variables used., Furthermore, I+ should not be assumed that because job
satisfaction may be related to the retontion of staff, that the latter is only
conthgent on job satisfactlion, Obviously 2n Individual may be very satisfied

but may leave for travel, family reasons, narenthood and co on,

B. ORGANISATIONS FND STAFF INTERACTION NETWORKS

This section turns attention to the interactive behaviour of sta{f
In organisations. Firstly, It considers early studles in the fleld. Secondly,
It turns to the [iterature on cybernetics and communications In organisations.
And thirdly, It notes possible antecedents and consequents of staff interaction

ceniral ity.

. Staff Behaviour in Oracanlisations: Early Studles

The field of organisation theory is one of the most theoretically
and empirically developed areas in soclology. The semlinal theoretical work
in the field Is that of Max Weber on bureaucracy. Using an ldeal type
methodological approach, Weber Indlicated that the analysis of an orgenlsation
couid be effectively achleved by using five criteria as arbitrary bases for
analysls., The characteristics of this ideal type were: a high degree of

speclalIsation; a hlerachical authority structure with [imited areas of command
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and responsibility; The impersonality of relations between organlsation

members; the recrultment of officlials on the basis of abilIty and technical
knowledge; and the differentlation of private and officlal Incomes or fertunes.
Mouzells(1968) malntains that a constant element In all of these characteristics
Is the motif of rationality - rational rules which regulate the structure

of the organisation In such a wavy as to provide maximum efficlency. Wwhet most
clearly distingulshes the bureaucracy is that the rules are based on rationallty
and technical knowledge.

A reaction against the Weberian typology and Its empirlical application
came with the various studies which constitute the human relations approach.
Within this perspective Mouzells distinguishes four schools of thought. Each
approached the organisatlion from a different perspective and therefore
contributed to a serles of Insights which have recelved subsecuent efabcration.
The first approach was demonstrated in tThe ncw famous series of studies
underiaken at VWestern Electric's Hawthorne plant, Thase studies began with
the ealler Taylor time and motion studies and their focus on physical and
physiologlcal factors as they relate to worker productivity. . wever Mayo
found that these factors were not adequate to account for worker behaviour
and output and hence he turned more to social psychological factors and the
Soc{al organisation of the group, The Roethlisberger and Dickson study in
the bank wiring room found that there was a2 clear network of Informal relations
and these resulted In distinct patterns of interaction. Two cllques formed
and they were regulated by normative rules such as not working too slow or
fast, and not reporting Individuals to the foreman. There were also Informal
sanctlions. All of this, according to Blau and Scott(1962); was functional
In that the norms allowed workers to have more control over thelr environments,
it Increased job security, and group solidarity was sirengthened by a reduction

In group conflict,
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Mayo developed a ccnceptual framework to study the values and patterns
of behaviour of the workers within the organisation and he tended to ignore
those characteristics that arose from outside it. [n glving close attention
to the Interdependence of Individuals within the work group he developed the
concept of Informal organisation and then reviewed in some detall the Implicaions
of Informal group behaviour for motivation of workers, morale, group cohesion,
and the !mplications of these for productivity. They also reviewed the
Implications of friendship cliques and informal normative structures for
worker satisfactlion, furnover and absenteeism. However, as Anderson argues,
the Weberian model tend fo neglect the informal siucture of the organisation
this Is more an artifact of the nature of the Ideal type than his own naivete,
Blau(1963) has maintalned that Weber was not unaware that actual orgenisational
behaviour deviated from formal specifications, but he did not examire In detall
de_facto methods of operation. He rather attempied to demonstrate that the
ideal type bureaucratlic organisaiion represented a ratlional solution for
complex problems. Accordingly, he focussed his attention on formal organisation
regulatlons and procedures and thelr relevance for administrative efflciency.
As Anderson(1970) concludes, "for Weber's purposes, this focus Is acceptable,
but his model of organisations Is undeniably Incomplete owing to Iits
omission of the Informal organisation". The Mayo study therefore triggered
a new approach to organisation theory. Bennis(1959) has stated that "the
type of work exemplified by VWeber's model amounted to studying organisations
without people, while that which emerged from the Hawthorne studies led to
studying people without organisations".

However, whereas Mayo tended to concentrate on the Intra-organisational

behaviour, Warner and the Chicago school turned their attention to the backaround
characteristics of the workers. They lookzd at community and social

stratification preblems, and Warner's students turned their attention to the
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effects of soclal class and race. [t also gave credence to the centality of

the union In the social system of the organisation. A later wave of

researchers including Chapple, Arensberg, \hyte, Homans and Sayles adapied a

more Interactionist approach. They were particularly concerned with basic

matters such as exactly who Interacted witih whom and how. They were concerned
withthe idenfification of the interactants, the order of the interactioral events,
the persons who initiated and recelved interaction and the duration and

frequency of such Interactional episcvdes. On This basls the structure of

process of Interaction could be established.

As a consequence of the above research &n extensive |iterature has
developed on informal structures, This |iverature Includes attention tc the
Industrial factory (Couldner,1954), the civil service(Crozier,|9264), the
government employment agency (Blau,[963), &nd the military (Janowitz,[9€5),

The Impact of Informal staff groupings on performance has been indlcated In
studies by Babchuk and Geode(l951) and Roy(1952)., Babchuk and Goccde found that
even when management established a commission system to increase competition
between gaiesmen, the staff developed a quote system that equallsed sales
volumes for each staff member, This resulted In less competition among saiesmen,
higher morale, and greater total sales. Roy found that machine shop workers
often dellberately slowed down thelr work output although they engaced In
friendly rivalry. Thg Informal work group may also affect worker satisfaction,
lower absenteelsm and staff turnover.

With the development of group norms end sanctlions it also beceme apparent
that both Informal and formal groups developed a system of differentiation -
a status hlerachy. Moreover, indlviduals high or low In this hierechy were
In furn characterised by differing behaviourai patterns. In his government
emp loyment agency study Blau found that a popular worker became Increasingly

drawn to his colleagues as a reference group as time passed, whereas the
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the unpopular worker gave up hope or infercst in belng highly evaluated by his
colleagues. Accordingly worker status in the Interactional network has a
direct effect on the identiflcation of the worker with that group. Status In
the formal group Is also related to informal Interactional patterns. Caudlill's
study of a hospital indicated that participation in meetings varied according
to the formal status of the doctor concerned - the higher the status the more
the participaition, and the more ready other members of the group were prepared
to listen. There are Indications that high status in the formal sitructure of
the organisation will also be accompanied by high informal status.

To this point this historical overview has demonstrated two propositlons,
Firstly, a transfation of Weber's ldeal type of bureaucracy Into empirical
terms demonstrates important inadequacies. Seccndly, beginning with the
Hawthorne studies the various sectors of the human relations school have
cmphaslised the Integral role of infermal groupings In explanaticons of
organisationa! behaviour, These groupings not only develop a soclal structure
of thelr own (which In turn Is influenced by background and formal structural
characteristics), but they have Implications for the effective maintenance of
the organlisation, Inthis respect therefore, the effectiveness of the
organisation is contingent on two complementary intra-organisational structures

and the degree to which they are mutually supportive.

2, Staff Behaviour In Organisations: Cybernetics

The development of Interest In Informal groupings In organisations has
been supplemented and extended by the advent of decisionmaking and cybernetic
approaches. [n the first case, Herbert Simon erdeavoured to sinuitaneously
account for beoth iational and non-rational "aspecis of organisaiional

behaviour., He used a model which combined rational cholce, reallsm and analytic
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flgour In such a way as o do justlice to the "actual properties of human
beings and at the same time retain some of the formal clarity of the economic
model". Accordingly the approach of the decislonmaking oriented theorlst
entalled the study of decislons that had been made with the Intention of
bullding empirical models to account for the organisational processes which
generated the decisions. Attention was therefore directed o how and why the
Individuai became a member of the organisation and why he continues In 1%, the
Implications of the divislion of labour, the nature of the authority systom,
the communlcation system and the process of training. Simon stated(1957:({08),
"The question to be asked of any administrative process Is: How does It
Influence the decislons of these individuals? Without communication, the answer
must always be: |t does not influence them at all".

A closely aligned theoretical approach is that of systems theory.
Bertalannfy(1962) malintains that one of the reasons for the deveiopment of
this theoretical epproach Is that earllier scientific explanation was a nomotheilc
endeavour, emphasising rather stable patterns of relations which were causally
expllcated in terms of only one or two Independent variables. - The development
of systems theory in response to thls problem was accompanied by the
development of cybernetics. Wiener, the originator of the cybernetic concept,
argued that to understand a soclal group one has to understand the communlication
nets and messages which occur within the group. Information, the content of
communtation, may work in a feedback process to enablethe system to maintain
Itself. Cybernetics emphasised how an output [lustrated the dlscrepancy
of a position of a system vis-a-vis a criterion or goal state. This
Information was fed back Into the system and the system adapied by adjusting
I1ts functlioning to minimise Its dlscrepancy between present positlon and

criterion. While this approach has many advantages In the explanation of
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of 8 soclal system, as Buckley(l969) has asserted, ifs signlficance for the
present research lies in the focus it gives fo communication In organisations.
Like the Simon approach, cybernetics lays emphasis on the Importance of
establIshing what communication networks exist In soclal systems, and then
fracing out the Implications of Information flows, and the structures that
they generate or reflact.
The study of communication networks per se Is not new. Barnard(($38:9()
stated that "In an exhaustive theory of organisations, communication
would occupy a central place, because the structure, extensiveness, ard
scope of the organisation are almost entirely determined by communicaticn
techniques".
Guetzhow(1965:534) beglins his Important essay on the topic by stating:
"Communlcations are central phenomzna In organisations. When one concelives
of the organisation as an ever changlng system of interactions, cne
notes that communications and In the development and maintenence of
organisational purposes, as Its members motivate and Inspire each other
towards goal accomplishments, Structures are differentiated within
the organisation - and then redifferentiated asgain and again; these
subunits, each specialising in Its own activities use communications
In co-ordinating their cutput. The employment of hierachies wlith
organisations for the exercise of control, so that purposes may be
achleved with some efficiency, invoives communcaticn nets; such
exercise of influence may be Informal (as in persuasion) or more formal
(as In authority). The messages involved inthe origin and evolution
of the internal stratification system within an organisation are
multitudinous, as conditions of estecem and status wax and wane. [n
addiftion to serving as the matrix which [inks members together In
organisaticns In all these varieties of ways, the communication system
serves as the vehicle by which organisations are embedded in thelir
environments".
Guetzhow goes on to review a numberd studles In organisaton theory
that have been concerned with the analysls of communicative and interactive
nets. He observes that spatial characteristics of a setting have an Important

Influence on the nature of the Interaction in that setting. Miller(1951) has

malntained for instance, that the frequency of messages and interaction between



30.

between individuals depends cn the distance between them - the greater the
distance, the less the communication. This finding has also been
substantiated by Barnlund and Harland([963), Festlnger, Schacter and Back((963),
and Merton(1948). Gullahorn found that "distance was the most Important
factor indetermining the rate of Interaction between any two employees'{1952:134),
Communlication flow Is also contingent on the status of the Individuals
concerned, and whether the messages are Transmitted In formal or informal nets,
Zajonc([963) noted that staff employers have wider formal interactional contacts
than [ine employees, while within the staff networks, higher status staff
have wider formal contacts than lower status staff. However Guetzhow maintains
that communication Is not only conducted on a2 single net. He makes an
analytic distinction which concelves of flve distinct nets: authority,
Informatlion exchanges, task-expertise, friendshlip, and status ncts., Because
of the Insights these have for fthe nature of staff inferactional palterns they
are reviewed in turn,

Authority networks are based on the formal hlerachlical Internal

structure of the orgenisaiion and as conceived by Weber, high status members

of the organisation give commands to lower status members. The communication
flow Is vertical. On the other hand the directionallity of the Information
nets are often concelved to be the inverse of authority nets. The content
of the messages concerns information relevant to the functioning of the
group, and the messages are generated both from within and without the
organisation, Moreover Information nets tend to be as much horlizontal as
vertical, and analytically speaking, may operate élmulfaneously in Informal
and formal structures. However, it Is not always clear that these two nets
are empirically distinct., A siudy by Burns(1954) indicates that workers

frequently were unsure about whether they were belng glven orders or were
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recelving information and advice, and of course the effectiveness of the
dissemination of both sets of messages depanded on the structural arrangements

extant In the organistion, The task expertlise net Is more concerned with

the bringing of technical iInformation to task performance. Guetzhow characterises
Itby segmentation because the organisation has isolated groups of experts
communicating with one another and providing speciallsed information t¢ non-
experts. While each of these three nets appear to overlap and replicaie one
another, Guetzhow asserts that they should be distinguished as they may have
quite different characteristics. He states "the directlon of flow of messages
would seem to be more one way and vertical in the authority and Information
chalns, while In the expertise chalns, the flow would seem to be fwo-way and
lateral",

The two remaining nets are the friendship and status nets. Frlendship
nets are concerned with the Inferaction of friends although th2y may be In
any part of the organisation, However the friendship interaction may also
be a part of authority, Information or task expertise nets. The final net -
that of status - has been demonstrated to be highly Important. Status
communications are frequent between all members of the organisation and may be
transmitted as much by certaln symbols as verbal Interaction, Borgaita(i954)
demonsirated that per¢eived net cenirallty |n the status system Influenced the
extent to which a person utillzed the communication channels. Indlviduals
at-the centre transmitted more messages. Barnlund and Harland([963:468)
summarised the small group experimental studies of Hurwitz,Zandsr and
Hymovitch(1960), Kelley(1957), and Thibaut({950) with the statement that "in
general, the larger the status differential, the more restricted the channels
of communlcation, the greater the tendency for iInformation to fiow from low

to high status persons, and the more dlstorted the content of the messages".
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However, fleld studles have not always led to the same conclusion,

Davis(1953) found in a study of a group of menagement executives, that
executives of higher status communicated more frequently thaniower level staff,
and so the pattern of communication was dominantly downward and horizontal,

This research,maintalins Guetzhow, confirms the speculation of Simon, Smithberg
and Thompson(1950) that contact between individuals of differing status will
result In more ready communication from the senior to the junior than vice versa,

Despite the analytic distinctiveness of the Guetzhow conceptuallsation
of nets, it Is clear that they are not neczssarily discrete and indeed are
characteristically widely varied in the degree to which they are structurally
differentiated., Insome organisations such as the army nets may be embocled
In particular siructures such as Intelligonce sections. In other scttings
which have a smaller number of personnel, nets will overlap and Interveave.
Consequently Irnfermation nets can be used To pass friendship o status
messages.

This review has briefly summarised the most salient liferature on staff
Interactive behaviour. It permits the following conclusions, In the
first placeit has been argued that the Weberian concept of bureaucracy as a
hlghly rational effectively integrated organisation, must be modifled to take
Into account non-rational 'non-legitimate! staff activities. In this respect
each organisation develops an Informal network which has a soclal structure of
Its own, although It Is strongly influenced by the physical and socioiogical
characteristics of the embedding environments. This Informai groupling must
be conslidered as part of any organisation theory as It has been demonstrated
to be able to enhance or retard the goals of the organisation. A second
conclusion follows from more centemperary  stucies of the ciganisation which

employ more dynamic theoretical models. The work of Simon, the systems



theorlists, and the students of communication nets, have re-iterated the
Importance of staff interaction for organisationzl maintenance. But they

have ato gone further and demonstrated that the simple fermal-Informal
distinctlon does not account for the complexity of staff Interaction and its
Importance. Therefore Guetzhow has proposed that at [east five different Kinds
of conmmanicative or Interactive networks must be considered. The cperation
these nets will In turn effect the process of co-ordination and Integratbn of
the organisation. Despite these conclusions the review Indlicates that there has
not been any comprehensive, theoretically [inked attempt to map the various
Interaction networks In the staff of an organisation. The examples reviewed:
firstly, usually only deal with one or other of the nets In any particular
study; secondly, the Guetzhow analysis Is not empirically based and there does
not appeir to be any systematic theoretical bosis for the isolation of *he nefs
he describes. [n this respect they are ad hoc. Both of these criticisms

Imply the nzed for a systematically developed concepiualisation of staff

Interaction networks, and their subsequent empirical analysis.

3. Antecedents and Conseauents of Network Centrality

Germane to the purposes of this study are two further questions.
Firstly, whoare the personnel who are members of thess various groups; and
secondly, what are the organlsiiionai Implications of group membership and
net centrality or marginality? The evidence on both:these questions Is
limited. As Golemieski(1965:101) has stated, "there Is no surplus of studles

of small groups In organisational contexts...Sociologists have been more

¥¥Centrality In this context refers to staff members who are overchosen by
other staff members as being central in various organisational activities.
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aggressive and successf.l In studying formal organisations; psychologists

have led the assault on the small group and seem to be widening their [ead:
and the two meet too seldom". Accordingly, the focus In most reviews of the
l1terature in this area has been on group leadership, atmosphere, cchesiveness
and normative structure. Attention has not been focussed on elther the

nature of personnel In high or low status positiors in organisations, or

the Impllications of this status for measures of satisfacticn.,

Trends In the determinants of high or low status positions In various
gréupings can be suggested on the basls of the preceding analysis of
eommunicafion nets. Individuals who are at the centre of the authority networks
would most usually be personnel with positions of responsiblifity. The
higher authority personnel will more likely be more highly qualifled, older,
males, and probably marriecd., Centrality In the task expertise nets, however,
would more [lkely be assocliated with individuals vho are highly qualifled In
their respeciive areas, and while they may be somewhat higher In the formai
status hlerachy, there is no necessary relation between age, sex, or maritel
status and expert net centrality. Hypothesising about friendship andnet
centrality Is more speculative. Yet In the case of affective of Informal
group behaviour there is an extensive literature, although it Is mostly based
on small group studies outside the constraints of the organisation, Such
studles indicate that free cholce of friendship groups is related to
similarities In age, personallity, sex, Interests and physical proximity.
(Hare, 1962) When the constralnts of an organisation are taken into account
It Is no longer clear to what extent these factors hold. [nevitably
organisational characteristics such as physical location, arrangements
for tea and lunch breaks, and staff exira-curriculer activities will strongly

Influence the ability of the staff members to form Informal assoclations.
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It Is also likely that the formal authority structure will Influence what
Individuals will be more likely to be chosan than others. There Is evidence
that Individuals high in the formal hierachy of the organisaticn wll{ bo
accorded a high status In the informal group(Lindzey and Byrne,|969). On the
other hand It Is quite possible for Individuals without such formal positions
fo be overchosen or represented in informa! groups. [n summary, membership
In small groups In organisations will be Influenced by personal factors
Independent of the organisation, But membership and group status will also be
contingent on professional quallifications and experience, as well as the position
of the individual In the formal prestige hierachy.

What then are the Implications of high or low status In the various
Intra-organisational groupings? Glven the very Incomplete state of the
i 1terature In thls fleld It is not surprising that there is little direct
evidence. However of related concern Is the developing literature on
bureaucracy and allenation. A recent summary of this |iterature is found In
Anderson(1970). It Is immediately apparent that the IiToraTqre on alieration
Is at once vast and confusing. One of the more Important attempts to bring
order to the field was that of Seeman(1959). Seeman argued that the |iteraturs
could be logically (though not necessarily emplirically) classifled into
flve distinct meanlings given to allienation: powerlessness , meaninglessness,
Isolation, normlessness, and self estrangement. The first three of these may
be applied to group participation and status with bureaucracies. For Instance,

powerlessness Is concerned with the inability of a worker to exercise any

control over his destiny or that of the organisation. Blauner{1964) sees such
a person as "an object controlled and manipulated by other persons or by an
Impersonal system (such as technology), and who cannot assert himself as a

subject to change or modify this dominatlon". To Seeman, powerlessness connotes
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"the expectancy or probability held by the individual that his behaviour
cannot determine the occurrence of the outcomes, or reinforcements that he

seeks'". The case of meaninglessness may also be applicabie to a worker in

an organisation for 1t refers to an Indlviduals inabillty fo understand the
events In which he is Involved. This comes sbout, according to Mannheim([940),
because social organisatlion Implles that any one Individual can only play

a very limited role. Presumably the more peripheral his involvement, the

more [lkely he will be affected by allenation, Finally, allenaticn has fo do
with isolaticn. [+ can be defined either as actual isolation from social
contacts or perceived isolation., |In the latter case the individual himself
may feel cut off from the group or soclety. Again It appears most [lkely for
such allenation to characterise Individuals who are on the periphery of sccizal
groups or inferaction nefworks.

In a wider sccial centext Merton(1948) has argued that one of the causes
of alienation Is lower social class, as Indlviduals with less status are less
[ikely to have the means to enable them to have success In thelr environment,
This stetement has subsequently been supported by Sro!e(l?SG{, Bel(([957),
Powel [ ([958), Tumin and Collins{1959), Thompson and Horton(1960) and
Mizruchi(1960), ali of whom found an inverse relation between their mezsures
of allenation and social class. Mlddleton(1963) has also found an inverse
refation between education and allenation. Obviously such findings mus* be
treated with cautlon in applying them to organisafions, but they serve to
suggesT that Intra-organlsational allenation (powerlessness, lsolatlion and
meaninglessness) may be related to low qualifications and formal status.

Relatedly, there have been a number of studies directly concerned with

allenation and burecucracles and these act to confirm the preceding argurent,
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An extenslve study of organisational bureaucratisation and allenatlion was

carrlied out by Argyris(1957). He found that increased bureaucratlisation was

characterised by such implications ac Jjob wlthdrawal, various defensive reactions

such as daydreaming and aggression, apathy and disinterest, outputsiowdown

and reactive informal group solldarity. Argyris(1959) undertecok a further

study comparing skllled craftsmen who had influence In the formal structure

of the organisation, and low skilled tradesmen who dldn't have such power,

He found that In general the highly skilled staff were high on: aspiration

for high quallty work; expressed job Intercst; expressed low emphasis on

Income (provided It was equitable); an expressed sense of self worth related

to their technical competence; low spollage of work; development cf strong

lasting friendships; and participation In creative activities outside the plant,

In most cases low skilled workers had an liiverse relationship. Pearlin([9562)

has done an impertent study of organisational bursaucratlisation and alienatlion

using nursing subjects. Using 'subjecilvely feit powcriessness' as an indlcator

of allenation he found that there was a positive relaiion between alienatlon

and perceived inability of inferiors to influence their supér!ors. He also

found that personnel who were less suceessful and dissafisfied with the rewards

system were more alienated than other nurses. Pearlin also found that isolation

was related to powerlessness, a finding corroborated by Neal and Seeman(1964).
Despite these findings it should not be assumed that the only reascn a

pefson Is allenated stems from his net marginallty, or vice versa, [t is

known that centrality in nets may be due to the volition of the actor concerned,

and If hls career orlentation makes attempts to achieve net centrality superfluous,

then the above arguments would not hold. For Indlviduals who want fo be at

the centre of nets, failure to galn such centrality could result in alienation

and dissatisfaction. For those Individuals who are not Interested In a central
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position, fallure to galn It Is of [iftle concern. Hence allenation Is not

an Inevitable concomitant of net marginality.

4, Summary

This section has given attention to three theoretical areas In
organisation theory: the occurrence of staff groupings of varicus sorts In
organisations; the characteristics of individuals who form the various nets
and who occupy ranks within them; and the implications of group membership,
and In particular, marginality and centrality in the interactive networks.

This review permits the following conclusions:

a) every organisation has patterns of assoclation and groupings that
are other than those prescribed by the formal authorlty structure. These
alternate structures are variously expressed as Informal groups, friendship and
communlication netwecrks;

b) the relationship of these aliernzte structures with the formal
structure has far reaching implications for the goal attainment of the
organisation; ;

c) there is no systematic attempt In the organisation theory
|l1terature to systematically Identify the interaction nats in an organisation
and to emplrically analyse them;

d) there is little evidence to indicate what variables predict to
high and low status In various staff groupings although it can be supposed that
high and low status Is determined by particular personal and positional variables;

e) there is little evidence on the degree to which high status in one
net carrles over Into another, and what organisatlional Implications high or
low status may have. However |iterature on organisational allenation indicates

that marglnal members of nets ai'e more likely to be more allenated, and by

Implication more dissatisfied,
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On this basis it Is argued that a potentially significant area of organisation
theory has been neglected, {1t remains in this study to turn attention ‘o

some of these issues and to empirically examine staff networks In an organisation,
with the primary goal of advancing our understanding of the conditions which

contribute to system maintenance In organisatins.
C. SCHOOL STAFF INTERACTION

It has already been asserted the teacher subsystem is among the
most soclologlically neglected areas of the school. This section reviews the
more general studies In this area, and then turns to conslder the principal
research pleces of more related concern to staff interacilon patterns.

One principal area of research Interest has focussed on administrative
style of teachers and administrators and effects on varlables such as teacher
performance. A series of studlies have orlginated cut of the Midwest
Administration Center at the University of Chicago. Halpin(i936) focusced on
administrative style and isolated two dimenslons of administrative behaviour:
Initlalion of structure and consideration, He maintained that the nature of
emphases on one or the other ylelds a profile of administrative style. He
then endeavoured to study role conceptions of administration by asking both
board members and staff about their conceptions - but there was no consensus.
An extension of this study by Halpin and Croft(1963) endeavoured to empirically
meésure the organisational climate of schools. Usingthe two dimensions of
administrative behaviour, Initiation of structure and consideration, Halpin and
Croft generated six climates varying from Open (Qhere there Is hlgh consideration
of princlipals for staff) to Closad (where tho principals were aloof and were

fow In consideration of staff). Guta and Bidwel!(1957) also used this

perspective In their siudy of administrative style. They found that It was not
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clear that the behaviour of principals was a determinant of teacher lack of
conflidence and job satlsfaction.

A not dissilimar study Is that conducted by Hornsteln, Callahan, Fisch
and Benedict(1968). They replicated studies In Industrial, sales and voluntary
organisatons that have Indicated that an employee's satisfaction Is related
to the extent to which he can Influence certain aspects of organisational
decislonmaking,as well as fo the basis of hlis superior's soclal power, They
wvere also concerned with studies that have indicated that the relation between
Influence, productivity and satisfaction Is essentially phenomenological,
(Blau, 1960) Whether persons actually have influence or not is less Important
than whether they percelve they have iInfiuance - those who percelve themseives
as belng more Influentia! will tend o be more satisfled and productive,
Hornstelin et al found that teachers reported greater satisfaction with thelr
principal and the school system when they percelve fhat they and thelr
principals are muiuvally influential, especially when their principal's pover to
Influence emanates from their perceiving him as an expert. Concomitantly,
this teacher-principal relationship is associated with a perception of higher
student satisfaction. Hornsteln et al concluded that "our data suggest that
student performance, Insofar as It Is affected by the classroom performance
of teachers, wlll be Improved when teachers percelve themselves ss sharing In
the process of organlsational decisionmaking".

Assoclated studles have been carried out on school princlipals by
Gross and Herrlott(1965). They were Interested in the relationship between
administrative style and teacher performance and satisfactlion. Their
conclusion was that "both teachers professlonal performance and morale may
serve as [inks in a causal chain between the Executlve Professional Leadership
(EPL) style and the performance of thelr pupils",

All of the above studies suggest that at the very least, relations
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between a principal or administrator and his staff may affect not only the
'climate' of the school and the morale of the teachers, but the achievement of
tha children.

When then of relations befween the staff In the echool? Banks([268:198)
comments on teacher Informa! relatlionshlps and states that "curlously enocugh
very |Ittle attempt has been made to study Informal col league relationships".
There have been a number of speculations. Brookover and Cottlleb(19€4) state
that clique formation may be contingent on such factors as age, sex, experience,
and the values andinterests of staff both in and out of school, Corwin(1965)
comments that staff groupings may reflect sex searegation and he poinis to the
Importance of physical arrancements in group formation and Interaction, Banks
suggests that informal groupings may not only provide a power basis in staff
negotiatlions but will alsc furction 1o sociallse new steff Into the acvivities

of +the school,

More recently, Sorensen(1970) has suggested that the age grade structure

of the school may affect staf{ relations. Sorensen malntalns that cstudenvs at
different levels of the school are differentiated horlzonfalfy (when thay have
different curricula) and vertically (when they are grouped In terms of abillty).
While this has an effect on student performance, It also has status differentiation
Implications among the staff. "I1 seems safe to assume that teaching bricht
children universally commands higher prestige than teaching the [ess bright,
Except where speclflc counteracting mechanisms are introduced, bright children,
therefore get more experienced and more competent teachers" (1970:372), A further
study which implles stratification within the staff subsystem was undertaken

by Humphreys(1970) in Cntario. He found that when teachers were asked fo rank

75 teaching posltlons on a prestige scale, academic subject teachers were

accorded hlghest prestige followed by commercizl and then technlical tfeachers.
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Such rankings were predicated on considerations of distributive Jjustice. "Those
subjects percelved as having the greatest training Investment, responsibility,

difficulty In teaching, and forgone opportunities would be awarded the highest

prestige status".

Two other recent studles have concentrated explicitly on teacher
Intferaction, Greenberger and Sorensen(1570) undertook a study cf how indlviduals
make cholces to consdl?, respect or [lke thelr colleagues,by employing concepts
from Blau(1962). In his research on Interpersonal choices in a public welfere
agency, Blau discussed choice in terms of +he aitributes of the Indlviduals
Involved (such as senlority, competence and popularity) , In respect o the
criterion for making choices. The criteria were, firstly, In refereace to
Instrumental and task oriented activities, and secondly, 1n reference o
soclable or personal gratificatlion oriented aclivities. Blau considered that
Indlvidual atfributes might affect the distribution of cholces In fwo weys:
"attributes could have a segregating effect on choices, as shown when
individuals with attribute A tend to overchcose others with the same atirlbute,

vhlile non-A individuals underchoose those with A, Or an atitribute might have

a_dlifferentiating effect as shown when everybody overchooses Individuals with

that attribute" (1962:199), Using the Blau perspective and the criteria of
consultation, respect and liking, Greenberger and Sorensen found that age, sex,
organisational status and ﬁeparfnenfal affiliation affected Interpersonal
chblces. More specifically:

a) Sex has a dlifferentiating effect on cholces under theinstrumental
criterion, male and female respondents both greaffy overchoose men for
consultation, and men overchoose men for respect; each sex prefers members

of the same sex on scclatle cholces;
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b) Age malnly Influences the choices for respect and |iking where
mixed segregating and differentiating effects were observed;

c) Departmental affilliation had a segregating effect on cholces In

all +three categories, but differentiation effects also occur because
administrative personnel are overchosen for consultatlion and teachers In the
ma jor academlc departments are overchosen for respect;

d) Formal oramnisaflional status demonstrated a differentiating effect

on respect. Moreover, they conclude that "insofar as membership in a major
academic department can also be taken as an indicator of high organisetional
status, It appears that status has its strongest Impact on interpersonal respect."
The Greenberger and Sorensen siudy thus comes closest to deallng with staff
Interaction nets and the explanation of status in them of any study In The
sociology of education to this point.

One final study which basically relnforces the informai/fornai
distinction from a more theoretically sophistlicated perspective is that
conducted by Warren(1970) on a number of Detroit secondary schools.Warren
developed a typology of school staffs on the basis of Cooley;s definition of
primary groups. He considered that there was a quallitative difference between
varlous colleague groups. Consensual peer groups were most characterised
by solidarity ("we feeling") and membership stability; diffuse groups were
most clearly characterised by off the job socliallsing; and job specliflic groups
anolved the "inevitable dally interaction with peers of equal status In the
work context". He saw consensual groups as most closely approximating the
Ideal type of primary groups and the practical affectively orliented teacher
Informal group; Job speciflc groups were more closely approximated to the

ldeal type secondary group and the everyday teacher formai aroup.

This sectlon has considered a number cof recent studies on soclological



44

aspects of teacher behaviour within the schicol. The central focus of many

of these studies has bzen on the refation of the teacher with the principal
and there are strong indications that the nature of this relationship can not
onfy affect the teacher's behaviour, but It may have positive or otherwise
effects on the achievement of the children, Contemporary research is also
Indicating that the school, like other organisations, has an internal
stratiflcation system, which In turn Is basad on personal characterlsiics of
staff such as age and sex, and on Thelr formal pecsition withlin the system,

But 1t Is argued that while the studies deal peripheraliy with aspects of
Interaction networks on the staff, they, |lke studles on crganisations in generai,
skirt around an empirical analysis of actual Interactive relations. Thev do
not distinguish between different forms of sociable or task oriented groeuplngs
although they do give some preliminary Indications of the types & groupings on
a staff, the membership In those grouplngs, and the conscquences attendant

on the status held within the groupling.



CHAPTER |11 THE THEORETICAL MODEL

Chapter 2 reviewed in detall research findings in the areas of
Job satisfaction and retenticn, staff interactlon In organisations in
general, and staff Interaction in the schcol. On the basis of beth the
contributions and weaknesses of that research, the present chapter devef{ops
a theoretical model for the explanation of centrallty in staff networks. It
then bullds that model Into a broader modal of system malntenance using the

Indicators of prestige satlisfaction and Jcb retention,

A. STAFF INTERACTION NETWORKS: TOWARDS A THEORETICAL MODEL

Thie sectlion Is divided info two further sections. The flrst ls devoted
to @ conceptual isation of school interaction netwerks, and the second develcps

a theoretical model to account for centrality in ihese networks.

(. A Conceptual isation of Staff [nteraction Networks

The reviewed studies on staff behaviour In orgznisations have consistently
drawn a distinction between those behaviours which were directly associated
with the formal goals of the organisation, and those staff activities which
are supplementary to Its central fask focl. (Mouzelis,968; Warren, [970;
Guetzhow, 1965) The initial distinction Is therefore made on the basis of

Task Orientation. Activities among the staff In any organisation can be

analytically distinguished between those that are task oriented and have to do

with expliclt goals of the organisation such as feaching and administration; and

those actlivitles which are non-task orlented and have to do with Interaction

on friendship and Interest grounds over and above the requirements of the

organlsation.
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A second distinction Is made on the basis of contextual lccation,

Organlsation related behaviours occur in s2ttings actually within the organlsation
during the official hours of operation., But the literature does not Indicate
that In many organisations such as the schooi, the Informal or non-task oriented
organisation activitles between staff cutside the school will have implications
for within staff morale and satisfaction. [t has been shown that a highly
cohesive group of staff whose patterns of asscciation Include close contact
outside of official time, may be a major factor In retaining them in the
organisation beccause of the satisfactions they derive from the closeness of the
primary group. (Warren,{970) [t Is for thls reason that the contextual focation
criterion is useful for disfingu[shlng between different behaviour settings of
the school staff. I+ distinguishes betwean those activitles which are

Infra-crganisational, and those which are sxtra-orcanisaticnal. The former

designates those actlvities which take place during official hours and wiinin
the nhyslcal boundaries of the orgznisation. The latter designates behaviour
which occurs outside of official time and the boundaries of the organisation,
Theoretically, an Important distinctionis therefore effected between staff
behaviours which are lImited and constrainad by organisational strictures -
both physical and soclological; and those behaviours which exist beyond
organisational constraint (although not completely removed from its Influence).
By combining these two criteria four distinct types of organisation
related behaviours are proposed (Figure 3:1). These are respectively: In
Infra-organisa*lonal settings, task and non-task oriented behaviour; and
similarly In the extra-organisational setting, task and non-task orlented
behaviour, This typology is applicable to any organisation but the particular

content of theso cells Is organisationally speclflc, The present conceptual-
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CONTEXT
Intra- Extra-
Organlsational Organlsational
Task l. Subject 3. Extra-curricular
TASK Oriented 2. Administration
ORIENTATION
Non-task 4, Informal [nschool 5. Informal Out of
Oriented School
Flgure 3:| A Typology of Teacher |nteraction Networks

Isatlon is applied to the school In the following way:

l. Intre-organisational Task Oriented Nets: There are two princlipal activities

characterlistic of teacher staffs. The first concerns the primary coal cof

the Institution - the Tmparting of knowledge and skilis - and hence Is focussed
around teaching per se. This set of behaviours which accempany teaching is
denoted as subject nets. The second form of activities are those which are
required to expedite teaching. Such Interaction nets zre concerned wlith
administration and are denoted here as administration nets.

a. Subject Nets, The school staff is stratified both horlzontally .
and vertically. Subject nets are particularly characterised by horlzontal
stratification, as all teachers are subdivided info sections of the sfaff
according to their subject concentration or specialistion, (Humphreys, 970;
Greenberger and Sorensen,1970). [t Is a feature of school staffs that a great
deal of Interaction In the task orlented setting concerns questions such as the
content of teaching and the methods to be used. Subject Interaction nets are

thercfere the most pervasive of all Task orienied networks.,



48

b. Administration Nets., While teaching certain subjects probably
constitutes the central activity of most of the staff, it Is supported by
administration in a number of ways in relation to teaching and to a host of
wider activities such as supervision of pupll actlvities, distribution of books,
arrangements for school cultural and sporting events, as well as a2 host of other
trivial events that appear unavoldable In any organisation ({ike who switches
on the hot water cistern for morning tea). Conseauently, There asre formal
groupings of staff who Interact regularly as part of their shared responsibility
for out of classroom non-teaching events. That this net Is emplrically as well
as analytically distinct from subject nets is reflected in the freguent
maneuvrings of staff to avoid administrative activities on the grounds That they
are ‘extra' to their primary concern - teaching.

2, Intra-Orgznlsational Mon-task Orlented Nets: These neTs correzpond e “the

Inforpal groups and friendship coemmunication nats noted In the review of
lIterature, On a school staff there is a good deai of Interacilon befween
teachers In relation to topics other than teaching and administration. This Is
most obviously illustrated in staffroom behaviour where reguiar groupings of
teachers become stable over time, But It Is also demonstrated in a number of
other places and times in a school where teaching and adminstrative demands

do not predominate to the extent that they restrict voluntary assoclation, In
this respect informal nets are voluntary, although they are not entirely
removed from the Influence of physical and task oriented features of the
organisation,

3, Extra-Organisational Task Oriented Nets: Schools, unllke a number of other

organisations, have certain activitlies which are both out of scheol In time
and/or place but are yet subject to some of the constraints of the organisaticn

In that they originate from 1t and are ultimately accountable o 1+, These
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behaviour patterns are designated as extrz-curricular. They Involve groups
of staff who devote time to cultural, sporting and soclal eactivities
after school, in the evening or the weekends. While these responsibifities
are strictly voluntary de jure 1n that they are not formally part of the
teaching position, they are offen Involuntary de facto because of the
pressure which Is often brought to bear or them to take part, Llke the
administrative duties therefore, they are classified as task oriented. Such
duties bring staff fogether, often despite other group membership, because
they have an ability In muslc, drama, or sport,

4, Extra-Organisational Nen-Task Oriented Nets: The final network which It Is

proposed Is characteristic of the school as an organlisation occurs outside the
school. This network consists of those siaff who continue or extend thair non-
task ascsoclations within the scheol Into cut of schecol life. [t Is to be
expected Yhat |ike non-task groups wlithin the school, these groupinags will
be formed of Individuals with simlilar personal and positional characteristics.
[t has been maintalned that these nets are analytically and emplirically
distinct, However experience indicates that such networks are not necessarily
able fo be pointed out within & school stzff. Of course, In many cases they
can be Isolated. [t Is possible to point fo exftra-curricular assoclations,
Informal associations, and task oriented zssoclatliens within the school with a
high degree of reliability. BUt It Is not uncommon for task oriented bzshaviour
to be a feature of certaln staffroom assoclations, and for non-task orlasnted
interaction to occur In otherwise formal settings. For thls reason, therefore,
it should be expected that there will be overlap In these associations. That
overlap should not however, be too great or the validity of the dlstinctlions
stands In doubt. Consequently, while the reliabiflity and validlty of the
distinctlons and thelr measurement Is discussed in the following chaptar, 1T may

be noted that there is common variance among the nets, but empirically they
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are clearly distinct.

2, Towards a Theory of Net Centrallity

Glven the network distinctions made In the previous sectlon attention is
now given to the explanation of centrallty and marginality In those nets. The
theory which Is developed Is premissed on three sets of variables: personal (ace
and sex); professional (experience and qualifications); and positional {(level
at which the teacher teaches, and position of responsibility). These three
sets of veriables arc related to the concept of organisation press. [T is
argued that groupings which occur within the orgenisation are constrained by
the press of that organisation In such a way that the predominant activities
will consistently be dominated by the organlsation related variables - esceclally
the positional variables. FurTEcr, it Is expected thet this predemirznce will
be extended to all groupings despife the task orientation. Consequently, In

any group within the organisation it can be expected that the constraint or

press of the Intra-organisational formal structure will be such that the
Indlviduals most [lkely fo be at the centre of nets will be those who occupy
the higher formal positions In the school. Conversely, when the consiraint

or press of the organisation Is largely removed, as In extra-organisationzl
groupings, then the predominant explanatory variables of net centrality will

be personal. Professional variables will be most associated with centrality

In within school groupings as It Is there that experience and quallficaticns
have most legitimate salience. Both of the latter, despite position of
responsibility, will act to Increase Individual status within the organisation,
These theoretical propositions are elaborated in discussion of the particular

varlables hypothesised 1o be associated with centrallty In The various nets.



51

a) Intra-organisational Task Orlented Nets: The Subject Net. I[ndividuals at
the centre of subjects netfs are hypothesisad to be staff with specific

sub ject expertlse and with superior qualiflcations In that they are the staff
most [ikely to be glven responsibility In this particular area, and are also
very probably highly consulted by thelr colleagues on teaching matters. However
expertlise per se Is not an adequate criterion as many of the younger teachers
will also have high qualiflcatlons. Accordingly, two further variables are
Introduced - those of experience and position of recponsibility. I+ Is likely
that not only will staff at the centre of cubject nets be higher on aqualificatliens,
but they will also be more likely fo have more experience and In turn have

a position of responsibility (although the latter Is also contingent eon teaching
ablllty). [t Is expected that correlatively assoclated with centrality are

age and sex as they Indirecily affect queilfications and position of recpensibility
Teachers with high quallifications tend io be men, and as there are many more
men In positionsof responsibillty, men will be more likely to be In the

centre of the subject net than women, Subject net centrality 1s thus a
function of the direct effects of qualifications and posi?lod-of responsibillty,
and of the indirect effects of age, sex, and experience,

b) Intra-Organisational Task Oriented Nets: Administration Nets, Net centrality
In administrative nets is a function of the same set of variables hypothesised
to be (Inked to subject net centrality. The major difference is that In this
case It Is expected that the varlables will have different salience. Of most
Importance In school administration will be the position of responsibllity as
Indlviduals more senior In the hierachy of the organisation will be more
strateglic, will consult and be consulted more, and will gererally dcminate the
organisational activities In the school. The other variables will principally
have Indlrect effects.. For Instance, both quallflicatlions and experience will

be related to centrality but through their assoclation with position of



52

responsibility. in a similar way the average level In the school at which the
teacher teaches may also be refated to net centrallity as high status teachers
are over-represented In the higher forms. [ndlividuals at the centre of the

net are more likely to be older men as poslitions of responsibility are most
usually filled by such candidates. Accordingly, age and sex both have a dlrect
effect on experience and to a lesser extent or qualifications; these In turn
largely determine positions of responsibility and the latter has a direct efiect
on administrative centrality.

c) Infra-Organisational Non-Task Oriented Nets: Informal [nschool. The review
of [lterature indicated two major influences on sociometric stetus. Small
group research tends to Indicate thatinforimal group formation Is contlingent

on personal varlables such as similaritles in age, sex, personallty and
Interests., However, it was argued that Informal net cenfrality In an
organisation Is inseparable from what have been designated as professlonal

and positicnal variables. Hence there are indications that while there is a
press towards similarities on personal criterlia, thls Is overwhelmed by
environmental press. |t has been found that there is a Tendéncy for Indlviduals
high on intra-organisationai task status to be overchosen in non-task orlented
groups. The value of the path model 1s that again direct andindlrect effects
of different level variables can be traced out with all other variables in the
model held constant. Consistent with the theory that structural or positional
variables will be dominant determinants of net centrality it 1s hypothesised
that even In informal Inschool groupings a direct causal variable will be
position of responsibility, although again the latter variable will mediate
the effects of the personal and professional varigbles. This deslre of

Iindividuals to be assoclated with others of high status may also be reflected
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In a strong direct relatlon between qualifications, level and net centrality.
Both qualifications and level are indicators of status wlthin the organisatlon
although neither has any offlcial structural position., Experience, without
such other professional and personal status, may In fact mitigate agalnst
desired assocliation. Experience with no other status may indicate an Individual
who has failed in the system because he has not advanced In !t, Thercfore it
Is hypothesised that contrality in this net 1s a function of the direct
Influence of qualifications (professional status), and level and position of
responsibility, with personal variables having an Indirect effect.

d) Extra-Organisational Task Oriented Nets: Extra-curricular Nets.

In some respccts extra-curricular dominarce is related to organisational
centrallty as the Indlviduals who organise school events in general are [ikely
to be over-represented in extra-curricular organisation. But there will also
be important differences. Extra-curricular activities are dominated by
sporting and cultural events and at least In the case of the former, staff will
tend to be younger, and thus less [ikely to have a position of responsibiiity.
It is also observed that extra-curricular staff are more Ilkéiy to be men,

This may be due to a number of factors. Men are more likely to plan a career
In teaching and willingness to operate and assist in extra-curricular
activities may asslist promotion within the system, Similarly, such activities
provide opportunities for the asplirant teacher to demonstrate organisational
abillity and Initiative in addition to leadership skills. These activities

may also be a means of 'appealing' to a wider public to confirm an Indlvidual's
skills, Unlike most 'successful' performances within the organisation, extra-
curricular work Is very often demonstrated in public and success of the event
In terms of favourabls public response is [lkely to rebound to the favour of
the staff member concerned. All these reasons then, may be support for the

conceptlon of extra-curricular activities being performed by younger men,
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Centrality in this net Is the function of ihe direct Influence of age and sex
and 1o a lesser extent of tlfle., Both age and sex may also have Indlrect
effects through experience, level and titla. Qualifications deces not scem to
be relevant to exira-curricular participation,

e) Extra-Organisational Non-Task Orlented Nets: Informal Out of Schoo!,

I+ would be tempting to regard out of school Informal behaviour and groupling

as a microcosm of Informal Inschoo! net centrality. However, such an
expectation would be to Ignore the organisational press and its influences,

In accordance with the press thesis it has been maintained that intra-organisationz
aclivities are directly and overvhelmingly influenced by the formal structural
characteristics of that organisation, and that this Influence also pervades
Informal Inschool nets. Personal and professionai varlables are sallent only
Insofar as they operate Indirectly through posltional roles. Non-task oriented
actlvitles outslice the scheol have the significant difference thaet actuai
physical and sociological structural elements of schoo! life are largely
removed. However, while the teacher has less constraints on him in this
respect, he has mere |Imited options in associating with other staff from his
school. Whereas common membershlp of the organisation, physical proximity,

and overlappling general Interests may suffice to bring together staff within the
school with widely divergant professional and positional characteristlcs,
removal of the struciure also removes some of the perquislites, such as the
abllity to sit by a senior staff member In the staff room than to call on him
at home. For this reason It Is h?pofhes!sed that removal of the environmental
press of the organisation will also remove the theoretical salience of
professional and positlional characteristics as predictors of Informal out of

school net centrality. Assoclation cutcslide school will te predicated on
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on personal varlables. Two tentative hypotheses are advanced, The first

maintains that younger staff members will assoclate together, and such staff
will be predominantly men, The former hypothesis Is based on the recognition
that younger staff members are more transient and therefore will have a

reduced possible field of friendship elligibles outside the school. Combined with
the common Interests of teachers, and the not too distant university experience,
younger teachers are more [ikely to assoclate with one enoiher. than are staff
members who are more settled into the local community and its Institutions,

The second hypothesis Is very much more speculative but I+ is premissed on

the Indicaticns that sex Is a criterion for discriminating amongst membership

In groups (Greenberger and Sorensen,1970), and that for married persons viomen
will tend to follow the Informal associations of thelr husbands. Therefore, it
Is expected that males from the scheool will group together out of school, but
women will not do so to the same exteni. Centrality in this net then Is a direer
function of personal but not positional or professional variables.

This section has provided the elements of a theory of staff Interactlion
patterns. |+ has argued that any group membershlp involving staff of the
organisation, will be a function of several personal, professional and positional
or soclal structural variables. In thls respect it Introduces the concept of
organisational press. [+ maintains that w!thin an organisation the organisational
press will make professional andpositional variables more sallent despite the
orientation of the group In question. On the other hand, removal of the
activities from the organisation will act 1o lessen the Influence of

organlsational press and helghten the Importance of personal varlables.
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B. A THEORY OF JOB SATISFACTION AND STAFF RETENTION

The flrst chapfer of thls study presented the Thésis that one of the
primary goals of the systems theorist is to establish what conditions must
be satisfled to ensure the maintenance of a social system. The study of conditicns
which are necessary and/or sufficient for such an exercise may be pursusd In a
number of ways. [t may be effecteo by the study of systems that indicate
they are functioning catisfactorally. Or such studies may focus on systoms
that have broken down in order to Identify the variables that appear crucial tc
system viability, or conditions that seem necessary fo meet. Or agaln, such
research may focus on ongolng systems and particular conditlons within fhem
which might indicate potential system vulnarability. The present study
uses the last expedient. On the basis of the research reviewed In the previous
chapter i1 uses the varlebles of job satisfection and job retentlon as indicators
of system maintenance. (Bates,[571) |t do2zs so In the grounds that lack of
teacher satisfaction with the job may be a potential source of disrupilon within
the system, and may lead In turn to the withdrawal of the staff member, Job
retention Is an obvious indicator of system maintenance and Is analogous tc¢
dissoflution in such systems in the famlly, where a criterion for the adequacy
6f the system Includes the ability of the system to hold Its contracting
members in the relationship, Similarly, Jjobretention may be an Indicator of
the viablillty of the school as an organisation. Withdrawal from the school or
the education system has the effects of disturbing the conditlons of the
system by demanding the recrultment of new members, thelr subsequent sociallisation,
and by possibly dissaffecting the remaining members. AT the [east a high tfurnover
of staff may contribute to considerable instabilliy within the educatlen system
as a whole, and the particuiar organisation.

This sectlion addresses itself to the questions: what are the conditlons
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whlch detract from system maintence; and what is the relatlonship betwaeen
the two Indlcators of system maintenance? Attentlion Is glven firstly, 1o a
theory of prestige satisfaction; and seconily, to the explanation of jcb

retentlon.

[. A Theory of Prestiqe Satisfaction

The theoretical basis for the thecory of prestige satisfactlion is developed
from an earlisr study by Halllicay(1972a).Hallliday argued that a potentially
valuable approach to theorles of job satisfaction (and motivatlional theory In
general) is found In the elements of socla! exchange theory. While there s
a long history of the prevalence of such tiieory In political thought (Sabine,i9%1;
Gough, 1957), more recent theory in socioloagy hes placed considerable emphacis
on the exchange paradigm at the microsociologlical level(Homans, [960;1964; Blau,
1264) and at the macrosnciologlcal level (Parsons and Smelser,{9%6). The
approaches of Hemans and Blau have a number of deficiencles(Helllday,1972b,1972¢).
In partlicular, the work of Homans Is not only unfalsifiable, but It sees all
human behaviour as utilifarian, The work of Blau Is very much more careful and
he avolds both of the above fallacles, but his baslc paradigm has the |imitaticn
of conceiving of rewards for mutual exchanges as only being endogamous To The
Interactive dyad(Halllday,[972c).

The present study does not concelve all human behaviour to be motivated on
a utllitarian basis, and does recognise that rewards for stable patterns of
Interaction may be both endogamous and exogenous to the Interactants. But with
these theoretical provisos in mind 1t operates from a relatively narrow exchance
model (which Inevitably will require subseouent extension).

The mode!l maintains that the continued activity of an actor in any
particular situation Is dependent on the actual rewards the acter gets In

proportlon to his expected rewards. Rewerd cxpectations are in turn based on
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the extent of Invesiment the actor has made In the activity. Satisfaction

with actual rewards is contingent on the percelved distributive justice of

the system as the actor compares himself 15> other actors, thelr Investmznts

and thelr rewards (Humphreys,[9270). [f the actor perceives that he Is

recelving less than he expects he should recelve, and less than ﬁfhers with
equivalent investments and costs, he will be dissatisfied. Hal!liday mads use

of three sets of concepts: Investments, actual and expected rewards, and job
satisfaction., Satisfaction 1Iis contingent on the difference between zctual

and expected rewards, and the latter is determined by investments. The analyslis

then generated two propositions on which the speclfic hypotheses are based.

Proposition | The greater the investments and costs, the areater the
expected reward
Proposlifion 2 The greater the expected rewards exceed the actiual rewards

the less the job satisfaction
[t was hypothesised thet Individusls whose investment is high and have
no dlssonance between actual and expected rewards wili be satisfied, I[ndividuais
with high investment, but with low actual rewards will be dissatisfied. Finally,
Indlviduals with low Investments, low expected rewards, but hkigh actual rewards

will be strongly satisfied. (Flgure 3:2)

Investment Reward Satisfaction
Expected Actual
Type | High High High High
Type 2 Hlgh High Low Low
Type 3 Low Low High High

Figure 3:2 A Partial Typology of the Relatlons of [nvestments, Rewards, and

Satisfactions
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I+ was found that Typel teachers were significantly more satisfied than
those teachers with Type 2 patterns of Investments and rewards. Most sailsflied
were those Type 3 teachers who had made a relatively low Investment tc ieaching,
expected relatively low rewards, but In fact were rewarded well. A series of
test variables were then Introduced into the zero order relationship which
Indicated that teachers with higher qualifications were more dissatisfled with
prestige satisfacticn especially if they had not been compensated for their
Investment by promotion fo a position of responsibility , or given
higher levels of classes to teach. Accordingly, teachers with high cuallfications
and high posiilon or level were very much more satisfied than teachers with
high qualifications but low formal status or level taught at. [t was concluded
that staff with high qualifications (Invesitments) but low rewards were suffering
from a perseived sense of distributeve Injustice.However, vhen staff with
such investments received othar rewards from within the system, such revards
acted to compensate or redress the sense of grilevance over perceived inadequate
rewards,

This study also found that teachers with Righer GXpef]ence were mnore
satisfled with the prestige they receive, but that there Is a wide between
school varlation In satisfaction with prestige received., The latter finding

Indicated that satisfaction should be expiained not only by the characteristics
of teachers despite the specific organisation in which they teach, but that

It should give specific attention to structural effects Internal to organisations
which may affect satisfaction, In sum, It was concluded that there Is support
for the exchange theory of job satisfaction within the |imited parameters of
the Hallliday study. Explanation of satisfaction therefore must glve attention
to variables such &s qualitflications, experlence, position of responsiblility,

and level at which the staff member teaches. But the explanation can do so whhin
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the wider exchange framework.

The present study aiso uses the concepts of Investments and rewards.
Indicators of the former are taken to be guallfications and experlence.
Indlicators of the latter are taken 7o be level, position of responsibiiity,
and netfwork centrallity. Each of the reward varlebles are hypothesised to be
means of gaining prestige within the organisation, and in some cases outsidc of
It. The theory mainféins that those stiaff who have made conslderable Invesiments
in experience and qualifications will expected to receive greater prestige
rewards, |[f considerable experience and guallfication investment has been
made, however, and the actual rewards are low, then dlssatisfaction wil! result,
If This hypothesis Is correct then it would be expected that any rewards which
act to redress the distributive injustice wili raise the satisfaction level.
Thercfore it is hypothesised +hat an Individual who ls very dissetisfied
because his Investments have not earned him the prestice that he expects, will
be very much more satisfied if he Is accorded the prestige of a high [evel
teaching position, a position of responsibility, or Is centrzl In any particular
net. In other words, while the direct effects of quallfiéafions or
experience on prestige satisfaction will be negative, the mediated effect of
these varlables through level, title, position of responsiblifity will be
positive. Interaction nets therefore function to give prestige to certain
members of a staff, [n so doing they act to Increase the satisfaction of the
Indlvidual with the prestige he percelves he receives. Net centrallty Is
at once a means of Increasing prestige within the system, and of compensating

for Investments made with respect to a career in teaching.
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2, Centrality, Satisfaction and Retention

While the studles of Vroom and othars have shown that there Is often
a relationship between lack of satisfaction and withdrawal from the job, the
assumption that satisfaction Inevitably avolds the latter, or vice versz, Is
not necessarily warranted. A teacher may well be dissatisfied but he has no
alternative occupation. Expression of dissatlsfaction within the staff informa!
groups may @&lmost be a matter of principle. Accordingly, one of The weaknesses
In many studies of teacher satisfaction has been the neglect of the imp{licatlions
of satisfaction on staff retention and organisational effectiveness. This study
addresses itsz2[f to this problem by endeavouring to djgcover whether or not
dissatisfaction does lead to job withdrawval.

The theoretical perspective Is an claboration of that presentecd in the
previous section, [f a teacher has Invested a good dea: in the system - by
galning high qual!ficafidns and acccumulating considerbale experience - and
yet he does rot appear to galn the actual recompense he antlclipated, then not
only will he be dissatisfied, but it is more likely that he will consider
withdrawing from teaching. Similarly, If he has Invested muéﬁ and has been
rewarded by a high status position In the organisation, then It is less likely
that he will consider himself a victim of distributive injustice, It Is also
hypothesised that the highest form of tangible reward the system offers, that
of promotion and its attendent economic and status benefits, will be by far
the strongest predictor of |[lkelihood to remain In the organisation, Both a
high position In the authority system and to a [esser extent a high teaching

level and net centrallty are Indicators of success In the system and 1t is

expected that such success wil! be a stimulant {o remain. [n this way the

malntenance of the social system of the school is partlally assured by adequate
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reward for clear Investmant,

Desplte the above argument, reteniion Is not just a function of rewards
and Investments. [+ has alsc been argued that an organisation |lke the school
exerclses constralnt on the behaviour of Its members. Consequently while
members of an organisation may express thelr dissatisfaction strongly they may
not be able to leave with ease. The constraint Is exercised In two ways: firstly,
by the organisation itself, and secondly, by the education system. The
organisation most obvlcusly exercises constralnt on Its members to stay by
rewarding or promising to reward them, Therefore, a position of respoinsibility
and net centfrality are not only rewards but positive Inducements and constraints
to stay in the system and this organisation in particular., Both Inducerents
may act to reduce the flexiblility of a staff member for nelther position Is
readily francsferrable to another extra-educational seiting, or even perhaps
another school. There is no guarantee that a new pesition outside educaticn
would carry the particuler level or authority that the teacher has received in
the system. The second form of constraint Is Impllied by the two personal
variables of age and sex. The greater the age of the indivldﬁai the less he
Is able tfo change a career In midpath., He finds It more difficult to retrain
and ideed to readlly adapt to a new sltuatlon. Similarly, sex also Implies
a commitment 4o an occupation, Inlitial commitment of a man to Teaching as
a career greatly restricts his later adaptabllity, and he in particular cannot
choose a legltimate alternate career such as mother! The stress of the
education system on continued membership Is reinforced by such restrictions
as superannuation beneflts, the lure of better paid and more responslble
positions, and the promise of greater power and prestige. All of these act
to bind the male tc the system much more than the female.

On these grounds 1t Is hypothesised that 'maleness', greater age,



63

higher position cf responsiblility and teaching level, and to a lesser extent
net centrality will al! be positively related to job retention.

Retention In the system Is therefore a function of two processes: firstly,
the Investment-reward process and its effect on satisfaction; and secondly, the
press of organisation and career constraints to remain in the system. The
relationship between satisfaction and retention may not be particularly strong.
Whereas staff who have percelved Inequitics may well be dissatisfled they may
be so constrained by the career and system commitments that they will not be so
llkely to leave., In this sense dissatlsfaction may be a [uxury for It rcqulres
no particular commitment to action. Anticipated withdrawal however, Is a
potentially very sericus step, cspeclaily as an indlvidual's investment In the
system increases. Therefore, a positive but strong relation is expectiec
bettween job satisfactlon and retenticr,

In suin, this theoreticai orientation has developed two maln theses:

Firstly, job satisfaction Is contingeni on the balance of investments
and rewards. lInvestments (such as experience and qualificatlions) which have
not been rewarded will result In less job satisfaction; such }nvesfmenTs which
have been rewarded by gaining compensatory prestige in  position of responsibility
or In net centrality will result In greater prestige satisfaction,

Secondly, 1t has been hypotheslised that there is no necessary relation
between job satisfaction and job retention although a slight positive effect
might emanate. However, Indicators of success in the system such as position
and net centrality are |lkely to produce positive direct effects on both
satlsfactlion and retention. Indicators of commitment to the system are
hypothesiced to have a varying effect. While age, sex, experience and
qualifications may have a negative effect on jcb satisfactlion, the very
commitment +o education which they impiy is that basls for hypcothesising that

they will have a more posltive effect on retention,



CHAPTER 1V METHODOLOGY

The present chapier reviews Iin detall the methodoliogy of this research,
Speciflcally it deals with: [) the Instrumentation of the jcb satisfacilon
and Interactlion network measures; 2) the sample; 3) the data collecticn; and

4) the statistical analyses.
A. INSTRUMENTATION: THE JOB SATISFACTION SCALE

This sectlon turns firstly, to the theoretical basis of the scale;
secondly, to Its operatiocnalisation; thirdiy, to the factor analysis of the

scale, the findings, and questlons of validity and reliability.

I. The Thecretlical Basls 3

The previous two chapters have drewn sitention to the vtillty of
regarding social behaviour in terms of a procecss of exchange.! Homans states
that, "the greater the amount an Individual gets, the greater his satisfaction
and, at the same time, the more the Individual stlll deslires, the less hls
satisfaction". This proposition contalns two assertions about absolute rewards
and relative rewards. The former Is expressed by Homans as the situaticn when
two men would be satiated with the same amount of reward and one gets a larger
amount than the other, the one that gets more Is more satisfled. The second
proposition concerns relative rewards. When fwo men would be satiated with
different amounts of reward and one gets the amount as the other, the one who
Is nearer satlatlon Is the more satisflied, Homans draws attention here fo two'
matters frequently confused In the liferature., Job satisfactlon is not just
contingent on the absolute reward recelved In terms of salary or promoilon
butit is contingent on these absoiute rewards as they relate to the Individual's

expectatlions as to the rewards he should gat. Consequently, whife any
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measure of job satisfaction may concern itself with actual rewards, 1t must
also control for the expectations of the individuals concerned. |1 Is the latter
measure which might be expected to te the more accurate Indicator of satisfaction,
A further theoretlical auestion concerns the 'content' or 'commodlitlies!
of soclal exchanges. Adams({272) has argued that soclal exchange may be
analysed In terms of three commoditles, The commoditlies are grossly catecorised
as status, atffect and utility and are man|fested as behaviour In any sccial
system. Every soclial system, Adams argues, has accepted procedures by which
status is glven and denleg,and by which affect and utllity are glven and denled,
Adams briefly categorises the commoditles in the following way:
Status: (individuals engace In status behaviour when they engages In
pecking order practlces. That is, they allocate or deny
rank and recoanition. Ingratiation, deference, respect,
Insult and contempt are terms characteristically associaved
with statusing behaviours.,
Atfect: Individuals engage in affect behavicur when they qlve or
deny love or hate to othars. Affection, care, friendliress,
warmth, disllke, and hate are terms characteristically
wlth statusing behaviours.,
Utility: Individuals engzge In utility behaviocur when they give or
deny goods or services to each other, Such.'commodities'
Include barter goods, money and services such as work at
any kind of job.
[+ may be noted that this aspect of the Adam's categorisation does not claim to
be a radical departure from any of the other exchange theorlies. With various
degrees of explicltness, status, affect and utilities are referred to In the
studles of Homans([96(), Blau(1964), Adams(1963) and Parsons and Smelser(1956).
However, while each of these commodities may not be equally dominant in any
glven soclal system, all three elements are to be found to a greater or lesser
extent In all systems. This categorisation of types of exchange may be applied
to any social system, including the staff subsystem of The school. Staff

behaviour may be analysed in terms of utility, status and affect glven and

received by individuals on the staff, Teachers both give and get a wide range
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of utilitles such as Income and teaching services. Similarly they are both

the benefactors and reciplients of affective and statusing behaviour. When seen
In these terms It Is possible for the rewards and consequent satisfactions

from these rewards to be analysed in terms of the utilities, status and affect
recelved by each teacher relative to his expectations. [n this way an

exchange paradigm Is applied to the case of the satisfactions of the teucher
with the Adams distinctions providing the content of the exchange.

A third theoretical distinction Is concerned to make explicit the other
members In the exchange relatlonship with the teacher, This formulation draws
attention to the actual complementary roles of the teacher - those others with
whom he exchanges status, affect and utility. This formulation follows
Merton's discussion of the role set. Merton shows that in a system, every
position has a complement of other positions with whom interaction Is regular
and/or sallent. For example, the medical studeni rcle set comprises a series
of complementary roles such as teachers, doctors, and nurses. What then

comprises the role set of the teacher? [t may be expressed In Figure 4:{.

Intra-organisational a) staff
b) pupllis
Extra-organisational a) Educatlion system personnel

b) professional assocliation personnel

c) the school related community

d) the non-school related community
A basic distinction Is made between those complementary roles within the school
and outside the school. Within school roles are dichotomised clearly between
puplls and staff, but further distinctions between senior, junior and ancillary
staff might also be made, Outside scheool sectors of the role set are divided

between those that are part of the education system end the teaching profession,

and those which zm part of the local community in which the school Is located
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The administrative structure of the education system itself consists of
supporting educational groups as the psychological service, allled educational
organisations such as primary and tertiary institutions, and system
administrators such as the Educaticn Department Officials and the inspectorate,
Teachers also have affiliations with professional associations. The lccal
communlty consists of two broad groups which are designated as schocol related,
and non-school rela?éd. The former categcry includes all those Individuals who
have a direct contact with school In their role as parents or as participants
In local school bodies such as Boards of Governors and Parent Teacher
Associations, The non-school related communiiy consisis of those diffuse
others that have no direct relatlonship with the school but none theless are
sometimes perceived by teachers as dispensing status and affect.

These three sets of distinctlons are synthesised by considering job
satisfactlion as contingent on the utilitlies, status and affect the teecher gets
from the members of his role set relative to his expectations.

2. The Research [nstrument

An Initial problem In the development of the scale was that of accounting
for relative satisfaction, This was effected by asking each individual what
his level of satisfaction was with any reward he gets no matter what It Is.
Thus each ltem asked for a response of satisfaction with current reward (wilthout
reference to the absolute reward), Each Individual 1s therefore belng asked
fof an evaluation of the reward he gets with what he thinks he should get. [n
each case the satlsfaction response should reflect the difference between the two.
[+ is also clear from earlier studies that a'Teacher or worker is not
Just satlsfled or dissatisifed. Satisfaction will vary by degrees from those
who are highly satisfled (that Is, actual and expected rewards ars near to

equivalent) to those who are quite dissatis{lied(that is, there is a large
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difference between actual and expected rewards). There will also be staff
for whom any particular response may te irrelevant, or on vhich they mzy not
feel able to make a directional response. |+ Is therefore necessary to use a
scale for each item which has a midpoint which Is 'peutral', Finally, while
I+ Is unllkely that satisfactions come In 'units', It is desirable that the
range of responses avallable In each item should be as close to Interval data
as possible. Each of the conditions discussed in This paragraph are best met
by a Likert scale, which allows for a range of agreement on any item, has a
neutral midpolnt, and is sultable for Interval level analysis. A five polnt
scale was employed.

The Items in the scale were generated by relating together the Yeacher
role set and the commoditlies the teacher recelives in the system. Therefore,
three subscales are developed concerned with utilities, status and effoct
respectively. The ltems used in the scale are developed by Kecopman({972),
who Is working concurrently with job satisfaction of primary teachers in Hew

Zealand using a similar theoretical perspective developed Independently of the

present study. The Items used are:

Utilitles: salary, superannuation, physiczl conditions, provision of equipment,
provision of ancillary staff, co-operation given by staff colleagues,
Inservice training, running of theschool, assistance given by
departmental advisors, assistance given by related service
organisations, holidays, reasonableness of the demands made on your
time; prospects for promotion, and prospects for financial
advancement,

Status: amount of responsibility you are given, respect you are glven by
puplls, the general public, staff colleagues, people who benrefit
Indirectly from your work, the freedom you are given to choose what
you will teach, the freedom to use what teaching methods you will
use, opportunities you have to participate in the affairs of the
teachling profession,

Affect: your personal relations with pupi!s at the scheol, people who benefit
Indirectly, colleaques, ancillary staff, general pubilc In your role
as a teacher, the school's senior staff, and system adminlstrators,
personal relfations with perconnei In other service organisations,
with training oraanisations that serve your occupation, and with
personnel In similar organisations.
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The scale was then statistically analysed to empirically test the
theoretical assumptlons underlying. Factor znalysis has two principal adventages
in scale construction, Firstly, It deals with the problem of measurerent
error (and thus reliability), by operating on the basls that each item Is an
Indicator of a more general property which underlies the various indlividual
Indicators or Items. Those Items will include responces that contaln random
error, punching errors, and other forms of response error, The factor analysis,
however, loads Individual 1tems on underfying factors in such a way that the
error responses are selected out. Thus the loading of any Item on any factor
represents the degree to which that Item is accounted for by the underlyling
factor to which it Is related, and error s hence confrolled by the process of
factoring. A second advantage of the fechnlque Is thai [T provides a statistlcal
test of the degree to which the Theoretical basis for the scale is substentisted.
hccordingly, it would be expected that 1he fecter analysis of this sczle would
yleld three factors comesponding to status, affect and utility sub-scales
respectively.

A series of three factor analyses were performzd on +H§ data. The flrst
analysis speclifically called for three factors, the second for six, and the
third without stipulation as to the number of factors. As the latter Is the
most statistically justifiable procedure in that statlistical criterla are used
for the selection of factors, It is the process reported here. In this analysis
a principal components analysis was performed. "The first principal axls Is
defined as that [lnear combination of varlables which explalns the most
variance. That Is, the welghts for the flrst factor are selected so that the
average souared factor loading (V‘) Is @ maximum" (Nunnally, [967) The remaining
factors constitute the condensaiicn of the residual after each successlive

factor Is obtalned. Consequently the principal components analysis Is useful
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as a means of condensing variables so that the majority of the variance Is
accounted for by the first one or two faciors. Table 4:1 Indicates that the
analysis as a whole accounts for approximstely 50% cf the variance of the Items
(found by dividing the sum of the communal ities by the number cf Items in the
scale). The first factor accounts for approximately 24% of the variance
generated by the Items, and a |I1tle less than half of the varlance accounted
for by the five factors. [t can be seen that most variables load at The .4

or higher level on Factor |, with the items in the status and affect subscales
loading most highly (items 15 through 32). A number of the Items on the utility
subscale have less than 10% of their variance accounted for by the factor,

The second step In the fector analysis was the rotaiion of the principal
components analysis.s. Rotation has the advantages that It spreads the varlance
accounted for within the factor matrix cmong The various factors in such a vay
that Interpretaticn of the analysls is more readily achieved, It should be
noted that the rotation does not account for any more of the varlsnce than that
accounted for In the principal components analysis, and consequently The
comnunallty (hZ - the sum of squared lozdings on any row) ra&alns the same,
However a usual effect of a rotation of the principa! components analysis Is that
the total varlance accounted by the factors is 'spread' among them more evenly.
The process is succinctly summed by Nunnally(1967). "The first step serves
Its purpose In condensing the common variance, and the second step (rotetion)
serves Its purpose In 'slicing up' that common variance In a manner which is
more easily Interpreted".

The statistical criteria for the number of factors to be included In
elther the principal compenents or the rotated matrices were: that there should
be not more than eight {actors; +the mlnimum latent root should be equal to

1.0; and the mimimum percent cf communality shouid be equal
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Table 3:1 Principal Components Analysis of Job Satisfaction [tems .......
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Table 3:2 Orthogonal Varirax Rotation of Job Satisfaction [tems
-
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to 10.0. An orthogonal varimax rotation was called. This form of rotation
generates uncorrelated factors, while the varimax method of rotation mexiImises
the sum of varlances of squared loadings in the columns (rather than the rows)
of the factor matrix. This latter method tends to produce simple structure
more readily by producing some high l[oadings and some loadings near zero In
each column of the matrix.

Teble 4;2 gives the varinex orthogenal rotation of the princlpzl
components fuctorial analysis of the 32 job satisfaction Items. Two criterlea
were used for the inclusion of an item with a particular fector, Firstiy, the
loading of the item on the factor should be at least .5 (that Is, the facter
accounts for 25% of the variance of that item). And secondly, where an Item
had Its varlesnce accounted for more or less equally by more than one factor,
or the loading was [ess than ,5,the inclusion wes bazsed on theorellcal judemenis
as to the relevance of that item to vhe others in the factor,

The five factors are presented below.

Factor |

Var 24 .682 personal relations with pzople who benefit Indirectly from your
work (eg, parents)

Var 20 .676  the freedom you are given to choose what you will teach

Var 19 644 respect you are given by pecple who benefit Indirectly frem
your work (eg. parents)

Var 27 .660 your personal relations with the general public In your role
as a teacher

Var 21 612 the freedom to choose what teaching methods you will use

Var 16 1 respect you are glven by pupils

Var 23 485 personal relations with the pupils at your school

Var 22 .484 oppertunities vou have to participate in the affairs of the
teaching profession

Var 18 .462 status you are given by the genesral public

Var 29 .450  personal relations with system administrators.

This factor includes a number of I[tems that have been derived from the status
and affect sections of the original scale., However, the facter dees not appear
to distinguish between these dimensions. [Instcad The above factor appears most

concerned with autonomy, status and personul reéatlons. Accordingly this
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factor is designated as Teacher prestigs, status and autchomy. [t Is the

criterion used as the indicator of Job satisfaction in the remalnder of the

study.
Factor 2.

VYar 4
Var 3
Yar 5
Var 8

AN 7
.696
.640
.448

provision of eauipment

physical conditions (eg, general environment, facillties,etfc)
provision of ancillary staff

the running of the schooi

These four items all are derived from the utilities subscale of the originai

measure.
Facior 3.

Var 14
\Var 13
Var |

Var ¢
Yar 22

Var 15

.868
.694
.618
346
313

.310

They clearly Indicate in school working condifions.

prespects for financial advancement
prospects for promotion

salary

the reasonableness of the demands made on your time
opportfunities you have to participzie in the affairs of the
teaching profassion

ameunt of responsibi{itv you are given

This factor was taken to represent personal-professional expectations concerning

advancement,
Factor 4.

Var 6 o1 55
Var 25 .699
Var {7 .692
Var 26 .600
Var 28 671

co-operatlion you are given by staff colleagues

your personal relations with coileaqgues

respect you are given by staff colleaques

your personal refations with ancillary staff

your personal relations with the school's senlor staff

This factor Is strongly assoclated with the nature of feacher staff relationships.

The varlables come from the status and affect subscales. |+ should be noted

that here agaln no distinction is made beiween status and affect items.

Factor 5.
Var 3|
Var 30
Var 32

Var (2
Var 7

Var (1

« 103
.653

.635
213
446

413

your personal relatlons with perscnnel In training organisations
that serve your occupation

your personal relations with perscnnel In other service
organisations

your perscnal relations with personnel in similar organlsations
asslistance given by related service organisations

In-service fraining

asslstance given by departmental advisors
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This factor agaln does not distinguish between affect and status items and
refers to relations of teachers with service aspects of the education system,
Several broad trends are apparent as a result of this analysis. Firstly,
the distinction between items characterised by affect and status was not
maintained, although a clear distinction Is apparent between utilities and
affect and status. |In the second place, there is confirmation of the
distinctions made on the basis of the teacher's role set. In school staff
relatlions are differentiated from those with parents and the non-school reiated
community, which are In turn distinct from educational service organisations.
However, there was an obvious blurring of the distinction between pupils,
their parents and the public, These three groups were percelved to have very
simllar characteristics by the fteachers in this population, [f the pupiis
respected the teacher then so too was the parent and the publlic perceived in
that way. This may indlcate that the feachers percepticn of the reaction of
parents and publlic fo him is mediated through his perception of his
relationship with the children. [f he percelves them as respectful, he also
perceives the parents In that way. Finally, 1t may be noTed‘fhaT the factors
fall Into two broad groups. One set of factors is school bound and relaotes
to In scheool conditlons and staff relations, and the other three factors have
to do with teachers' relations outside the school, and his anticipated career,
Finally, this section on the job satisfactlon Instrument turns Yo
questions of rellability and validity. Reliability of the measure has already
been discussed in part. |t was argued that factor analysis Is a means of
dealing with reponse and measurement error, and thus the factors should be
quite highly reliable. A second source of relliablllty error comes from sampling
error. However, this study Is based on @ population and therefore the latter

Is not a relevant problem.
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Three forms of valldity are relevant for the conslderatlon of this
Instrument: concurrent validity, content vaiidity, and predictive validity.
Concurrent validity Is most usually established by comparing the most recent
Instruments with others In the field. Thls practice Is to be treated with
cautlion In that too close an approximation of the new measure with the old
might Indicate that the new measure had nect advanced cnthe old and had Included
the deficlenc!es.Neveéfhe!ess radical differences inthe findings of different
Job satisfaction instruments woul!d necessarily requre careful attention. However,
the present Instrument !s sufficlently similar to that of both Remple and
Bentley(1967) and Coughlan(1970) to glve a certaln amount of confldence. Except
for school effectiveness, which was not thecoretically relevant to this study,
the presont instrument has factors broadly eagulvalent to the four areas {ound
by Coughlan: admiristrative operaticns; workina reclationships; school effective-
ness; and carcer fulflliment, The content validity of the measure must be
determined with reference to the theoretical basls for that measure. In this
case the development of the measure was based on twc important and accepted
forms of current theory, and as much as they are accepfable,-fhe content
valldity of the measure must also be acceptable.

The final criterion, predictive validity, refers to the explanatory
significance of the variable in the empirical model. [t will be demonstrated
that prestige satisfaction meets this criterion as a dependent and Independent
varlable Inthe empirical model,

In sum, the similarity of the job satisfactlion measure to recent well
known Indices, the viability of the theoretical grounds on which 1t is based,
and the demonstrated research utility of the instrument provide some evidence

for the accepiance of the valldlity of the scale,
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B. INSTRUMEMTATION: INTERACTION NETS

This section reviews, firstly, the form of the Instrument used;
secondly, the mode of analysis employed; and thirdly, turns fo guestions of
reftability and valldity.

. The Measure

The previous chapter has arqgued that five analytically distinct interaction
nets are characteristic of school staffs. There are tvwo methods which may be
used to empirically measure those nets. The first Is by direct observaticn
wherc the researcher either directly observes staff behaviour, or uses an
Indirect means of recording behaviour such as videotape., Both of these methods
have a number of shortcomings. Firstly, i1 is not physically possible for
one or any seiries of researchers to cover all of the Intferactions among staff
members In ali possible beheviour seitings. In The second place, the nresence
of the researcher may unduly centeminate the Intersctlonal cenfigurations
In any settings and so systematicaliy blas his findings. Thirdly, there is
ample documentation In microsociological analysis of the great difficulty in
adequately coding even the smallest of groups. It Is not without significance
that the vast majority of small group researchers do not glve Inter-coder
reliability co-efficlents. Finally, the symbolic interactionists and others
have Indicated that the analysis of behaviour from the point of view of the
observer may be qulte irrelevant, In that 'reality' Is soclally constructed,
and that the sallience of a situation is contingent on the actor's definition
of It, It has been maintained that actor percelved relationships may be more
accurate representations of his realiiy than those actions observed by the
observer, I+ Is on these methodoiogical and theoretical bases that the present
research measures interaction as it is perceived by the actors themselves. In

certain respects therefore, this method Is simllar to soclometric analysis. The
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soclometric measure Is contingent on self reporting of associations on the

basis of some criterion and It enables 2 mapping of responses insuch a way that
under and overchosen subjects are readily identifled, (Lindzey and Byrns, [969)
However, while sociometric principles are taken into consideraticn in the present
study a most important departure from sociometric methods is the focus on

actual interaction rather than anticipated or speculeted Interaction. (Cf Green-
berger and Sorensen,[970). |In so doling staff members are asked to record

thelr Interactional relations with other staff as they view them,

The actual form of the instrument Is determined by four questions: [) what

criteria for interactlon choices shall be used; 2) how many cholces wlil each
Individual be permitted; 3) will the choices be welghted In intensity; and
4) will rejections be permitted?

In this case the criterion for choice is derived from the conceptualicaticn
of the five networks. The format of this section began with an introduction
to Justify the nature of the rescarch, and wes followed by five questions of
the form (See Appendix 2 for the questionnalre used In this study):
() In your main teaching flelds with what other staff do you have contact
on matters pertaining o teaching vour sub jects?

2) With what other staff members do you have contact in various aspects
of school organisation? This relates to organisation to do witih such
things as the school library, organising sport, assemblles, bock
distribution etc,

The [imiting of the number of choices Is problematical, Moreno((934)
originally argued that choices should be unlimited, but Lindzey and Byrne(1969)
note that later research has evidenced many investigators [imiting the choices
of subjects to one, two or three (Cf Fishbeln,[965; Haythorn,1953; lzard, [960b;
Venable,1954). However It can be argued that limiting choices may well ald
simple analyses, but 11 also artifickily constricts the representation of actual

Interpersonal relations. Moreover, more exiensive network analysis on patterns

of flow, lsolation of members, and compariscns of seff and other ratings, lIs
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contingent on unlimited cholces. There are several objecticns to the latter:
that It takes more of the respondents time, that 1t may thus lower the response
rate, and that it renders statistical analysis more difflcuit. Nevertheless each
of these objections may be met. The length of time taken Is contingent on
the size of +he group, the ease of reporting, and the number of different
ratings requested. While the staffs in this study were from 40-50 members
In slze the case of reporting was increased by glving each staff member &
numberand It was the latter which was recorded, In additlion there were only
flve criteria for response and of these five 11 was anticipated that only
two would eliclt extensive responses. Therefore, given the fact that the
questionnaire took less than 30 minutes to complete, was of considerablc
Interest to most respondents, and the means taken to accemodate Yo objections,
It was considered that the theoretical value of unlimited choice far outi-
welghed the objections.
It Is Intuitively clear that interaction with other individuals Is not

Just a matter of liking or disliking, but attraction and contacts may be
qual itatively and quantitatively different frem Individuzl T; individual,
Consequently it has become standard practice to rate the degree of attactive-
ness of one individual to another on ordinal scales. Lindzey and Byrne
Indicate that the length of such scales has varied from a two polint scale
(Kelslar,[96() to a |00 point scale (Newcomb, [961). Despite the range of
possibllities a fivepoint scale Is the most common as It has a mid-point,
Is easily meaningful to respondents , and yet 1t Is useful In more powerful
statlstical analyses. Accordingly, this study uses a flve point scale
ranglng from 'extremely close contact' to 'minimal contact!.

Finally, rejectlions were not permitted, Ir the flrst place, the concept

of rejection Is not so relevant 1o Interaction network analysis - a person
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with whom ona has littie or no contact car be simply left ont, Secondly,
the use of rejection Isilkely to be @ particular |y sensitive issue
already hesitani about the persona!l implications of their responses. On
theoretic and pragmatic grounds they are excluded.

In sum, the respcondents were permitted an open number of cholces
(but not rejections) on five criteria using a five point scale in each
case, The form of the questicons was as follows:

{. With what other members of staff jo you have contact In your main
teachinag fields?

Especially Very close Close Scme Minimal
close contact contact contact contact ontact
Specify up to Ist
3 major subject 2nd
flelds 3rd

Specification of the basis of the centact (as represented in the left hand
column) was to enable subsequent more detalled mapping of staff Interaction

than the first level analysis used in this theslis.

2. Interaction Net Analysis

The procedure of sociomeiric analysis ralses two methodologlical "lIssues.
The first Is concerned with the nature and meaning of welghted respcnses. There
has been some concern that the effects of welghted responses, both theoretically
and statistically, have not been very fully explored (Foa,|950).Gronfund,
[955) found that weighting made little difference to the stabillty of choices
over time, However it can be maintained that the theoretical grounds for
welghting appéar 1o be more appealing for the reasons cutlined above. The

actual weights to be used raise yet another prcbiem: should the weights given
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by the respondents be accepted or should they be grouped? Two welghting
procedures were statistically analysed in this study. The first procedure
excluded the lowest rating and gave the other weightings those assigned by
the respondents (that is, 5,4,3, and 2 respectively). However it was
considered tha+t the distinctions between categories 5 and 4, and 3 and 2 may
be too fine and thus over emphasise ldiosyncratic or random error response
patterns., On the basis that the robustness of the weightings would be
Increased and error would be reduced, categories 5 and 4, and 3 and 2, were
col [apesed and given weightings of 4 and 2 respectively. To test the stability
of centfrality ratings when different weightings vwere used, a correlation
co-efflclent was computed for each of the nets using different welghtings. Table
4:3 indlcates that while there Is some difference between nets where no
welghts are glven (ie. Net [), and the weighted nets (Net [l and Net [[{),
the difference belween welighting using 4 values (Net |l) and that using 2
values (Net [(]) is neglligible) On theoretical grounds therefore preferernce
Is glven the 2 value weighting procedures.

The second methodological 1ssue related to network analysis is that of
the legitimacy of merely summing weighted cholces received by an indivicdual
while making the assumption that every choice is of equivalent 'value' es
every other cholice. [t has been argued that merely summing the responses glves
equal value to a cholice from @ high status Individual as fo a very low status
Individual. A[l things being equal It is so srqued that choices from
Individuals of different status mean different things, and thls should be noted.
The major method of doing this is through the use of matrix mupliplication
(Luce and Perry,[949; Festinger,[949). By ralsing the matrix to higher powers
It Is possible to control for the relative sociometric significance of

choosers, to identifv clique formation and sc on (Harary and Ross,1957).
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Net |
Net 2 .37
Net 3 .22 .59
Net A .29 .38 .50
Net 5 .30 .35 .50 .48
Net 'i! <94 ;39 .25 .30 .37
Net 22 | .34 .96 .51 .29 .34 .40
Net 33 | .18 .56 .94 .44 .48 ,25 .53
Net 44 | .32 .35 .44 .94 .57 .37 .3l .47
Net 55 | .30 .31 .48 .50 .97 .38 .3l .47 .60
Net 111 | .92 .39 .26 .30 .37 .99 .40 .27 .38 .38
Net 222 | «33 .95 .51 .29 .34 .39 .99 .53 .31 .31 .38
Net 333 | .17 .55 .91 .44 .48 .25 .53 .99 .43 .47 .26 .53
Net 444 | .32 .32 .41 .88 .56 .38 .30 .43 .98 .60 .38 .30 .43
Net5555 | .30 .32 .50 .50 .96 .37 .32 .48 .60 .99 .38 .3l .47 .6}
Table 3:4 Pearson Correlation Co-efficients of the Interaction
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Networks using Three Weighting Procedures
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However, the major current !imitaticn of thls approach Is that it cannot
handle welghted choices (Lindzey and Byrne,968), and IT requires laborious
punching and pregramming procedures. While the author has such a programme,
the lImitation on weighting procedures of matrix multiplication was judged to
be sufficiently limiting that the usual summing of welghted cholces is used
In This first level analysis.

3. Rellability and Validity

The reilability of an instrument is concerned with the consistency and
accuracy of the measurements (Nunnally,!967) Of the several forms of relliability
(inter-judge, test form reliabllity, internal consistency, and time stability),
only the last is relevant for the instrument In this study. Whlile temporal
conslistency of sociometric measures is the most frequently reported form of
reliability In the [iterature it Is nonetheless probleratical in & nunber of
respects. Measures which purport Yo represent behaviour which changes over
time are caught in the double bind of the difficuity of decidlng whether l[ower
test-retest co-efficients are a funciion of the inadeouacy of the Instrument
or an artifact of the behaviour which has changed from Time | to Time 2.
Moreover, adequacy of the Instrument is also partially contingent on its
ability To record change in the cbserved behaviours. This tenslon is usually
resolved by use of a test-retest method where the second measure ls made in
a very short period from the first, |f the co-efficient is high there zre
stronger grounds for belleving the Instrument is reliable.

There Is considerable evidence, according to an extensive [lterature
review by Mouton, Blake and Fruchter(1955a), that group members can make
quite stable responses. The consistency s rated to be higher when certaln
speciflable conaitlons of are satisfled. (Lindzey and Borgatie,1954). A number

of studles have indicated that test-retest raoliability Increases with the
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age of the subjects, and hence responses of adults are the most stable.
(Davis and Wernath,{957; Gardner,1956; Horowltz,1962; McCandless, Casteneda
and Palermo,1956). In additlion, the greater saliency or intensiiy of responses
the greater the [lkelihood theYwlll be stable over time. (Moreno,1934;
Venable,1954), A further source of stebility comes with the 'passage of time
during which a group has been in existence'. (Hunt and Solomon, !942). Change
In sociometric choices will be much greater if a group Is In early stages of
formation, or Is shortlived, than If It has existed for an extensive period.
(Newcomb, [963). In sum, 1f each of these conditions are met It is very much
more {lkely that an Instrument following usual sociometric form wlil be more
strongly reliable.

The reliabillty of the instrument used Yo measure networks may be alven
more confidence to the degree it satlisfies the above conditicns. [T is argued
that on these criteria there are scme grounds for accepting the insirument
as reliable. All of the respondents were adults and all had been on The staffs
of the schools concerned for at least seven months. [n some cases &
relatively large proportion of the staff had been teaching together for a
number of years. [t Is therefore highly probeble that the patterns cof interaction
characterising each staff were largely stabilised by June - the month In which
the Instrument was adminlstered. However a number of secondary schools have
Increasingly employed numbers of part-time staff who may have been only
recently appointed or who have minimal contact with the staff at large.

Because of the possible Instabillty such staff might represent in Interaction
patterns, these staff were excluded from the present study.

This study also takes the position of more recent sociometric research
that care In the Time of adminlstration, the choice of sample, The consfriction
of the Instrument and thz analysis of findings, cbviates the need for the

re-adminlstration of the Instrument to a population. Moreover, It Is sometimes
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overlooked that the re-administration of an instrument to a busy sample

may serve to Increase their resistance to the time and effort cemands of
such research, and may Increase the Inaccuracy of thelr second responses,

as well as prejudice them against further research demands. |In this case,
the expedient of administering a test-retest to a different population which
Is more readily accessible Is rejected onthe grounds that the validity of
such findings for the main study are dependent on the similarity of the two
groups beling tested. The latter condliilon Is not usually met to & degree
even approaching acceptabillty, ard Is therefore rejected.

The two forms of vallidity which are appropriate criteria are thosz of
content validity, and the research uti{ity of the measure. Satisfying the
content validity criterion can be partly established by ccnsidering the
degree to which the anzlytic distinctions among fthe nets are emplrically
concerned. The methoed applied here is to use the inter-corellations of the
five nets. According to the problem of rmulti-collinearity a very high
correlation between the nets (of the order or .7or higher) would Indicate
that the nets probably have more variance in common than what Is unicue -
that the nets are not particularly emplirically distinct. At the other extreme
are correlations that are very low (Of the order of .2 or less) which would
Indlcate @ surprising Inadequacy of the theoretical conceptualisation,
particularly In that certaln variables are likely to be strongly related to all
of the nets. Inter-correlations of the .3-.5 range would constitute a |imited
conflrmation of the valdity of the distinctlon between nets. Table 4:3
glves some empirical support to this validlty of the analytic distinctions.

The second criterion for validity Is research utillity., Lindzey and

Byrne(1968) state,
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"[f one views the main purpose of sclientific endeavour as the building
of stable, significant relationships that are empirically Inter-
related, the empirical value or usefulness of a response measure
can be roughiy equated to i*s capacity to relate sicniflcantiy to
Independently measured variables., To the extent that empirical
relationships are established and theoretical formuiations are
generated in connection with a response variable, one's measure is
worthwhile" (1968:483)

The empirical relationships established In the following chepter satisfy
this critericn and again give confidence in the validity of the mesaure.
In summary, the asbove review has indicatec that there are grounds for some

confldence in the reliability and the valldity of the network measure,
C. POPULATION

The subjects selected for this study were based on four criteria.
Firstly, there should be sufficient cases for the statistical anzlysis
requlred. For example, Nurnaily(l967) argues that sampling error In facter
analysls can only be satisfactorialy reduccd by using the rule of thumb of
having at least ten times as many subjects as Items in the scale, and
certainly no less than fives Simllarly the problem of error.greatly
Increases In regression analyses when the sapple is too small. However,
tempering the desire for large samples are the practical exigencies of
édmlnisfra?ion, cost and analysis. To ensure a reduction of error as the
result of administration variability it Is preferable for the researcher tc
adminlster the Instrument unless they are completely self explanatory. A
third criterion was the need for responses from complete school staffs for
the socliometric or interactional analyses to be possible. Accordingly close
attention was glven fo getting as near to 100% response from a few schools
rather than a lower response rate from many schoois. Finally, several broad
controls were iniroduced to effect some homogeneity In the sample so as 1o

reduce the likellhood of spuriousness. The schools were all co-educational,
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they were In urban areas in the central North [sland, and had approximately
the same number of staff. With one exception (- the principal declined “o
assist-) these schools constituted the population of such schools In that
reglon. Accordingly, It is probably more accurate to refer to the research
popufation than the research sample. Conslderable care Is taken In the
reporting of findings to make only generallsatlions about this population.
While many of the findings may hold true for similar schools In other
parts of New Zealand, no attempt is made 1o generalise to them, and In part-
lcular generalisation of findings sheuld not be made fto other kinds cf scheols.
Single sex, rural and boarding schools will very probably have quite
different Interactional nets and job satisfaction factorial structures.
The total population was 215 based on the responses of staff from five

schools. [n no case was there a 1C0% respbonse rate elicited although
response varied from 93% ic 98%. There deces not appear to be any blas in the
pattern of respondents or non-respondents. On the basis of information avallable
to the researcher the analysis of the non-respondents indicated that they were
random on the baslis of the variables held to be salient to this study.

The populaticn had the following general characteristics: jJust over
half the staff were men(55.3%), with an average respondent age of37 vyeurs,
and teaching experience of fwelve years. Arts teachers constituted jus+
under a half of the population (45%), with 21% sclence teachers and 19%
technlcal feachers. Approximately three quarters of the staff were assistant
teachers, one third had a bachelors degree or higher, and on third faught
predominantly in the third, fourth and fifth or higher forms respectively.
One third of the respondents sald 1t was very iikely that they would stay
In teaching, another third thought it was likely, while a {ittle less than

a third were amblvalent or thought it [lkely they would leave,
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D. DATA COLLECTION

The data collectlion proceeded In two stages. The questionnaire was
pretested on a schcoi staff comparable To the other staffs In the population,
Procedures adopted In this and the other schools to ensure maximum response
were as follows. Firstly, It was necessary to confront the preblem of being
able to ldentlfy who was chosen and who chose without the researcher being
able to identify the individuals concerned. This was especially tha case in
view of the reluctence of staff to respond if their responses could be seen
by senlor staff. Accordingly a method was adopted where a |ist of staff was
typed out and alongside each name the clerical assistant alloftted a number.
Each staff member was then handed one of these sheets and all choices of staff
were made In terms of the numbers alongside the names. The cuestionnaire was
then seaied in an enveloped without the numbered list, and returned to The
clerical assistant who signed off the various respondents' nzmes. ([n this
way no Individual's name and questicnnaire were associated at any stage of
the research by any other person. The questionnaire was completed In three
days. To ensure that outside schoél conditions which might {ndluence
satisfaction responses were minimised, all the questionnaires were adminst
ered within ten days. Finally, 1t should be noted that the study was done
while a major restructuring of the secondary salary levels was in progress.
At the point at which the data was collected It was widely belleved that
teachers would get a substantial raise In salary (which they subsequentiy got).
This should be taken into account in Interpretation of the job satisfaction
scale.

The pretest Instrument was largely unmodifled, except for some changes
In format. As the alteration In the Instrument was negliglble, and the
pretest school was comparable to the other selected schools, 1t was subsequentiy

Included In the analyses.
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E. ANALYSES

Subsequent to the collectlion of data, the questionnaires were coded,
punched and run on the 1BM 370 at the Computer Cenfre of the University of
Toronto, and the |BM 360 of the Educational Data Processing Department of
the Government of Ontarlo. All analyses were done using the Statistical
Package for the Sociql Sciences (SPSS) computer programmes., Two . forms
of statistical analysis were used - parametric correlation co-efflcients and
multiple regression analysis, and factor analysis.

The analyses reporied In this thesis were preceded by extensive cross-
tabular study. This was necessary for fwo reasons. Firstly, multiple regression
techniques mzke assumptions regarding the monotonicity of the variables In .
the equations and cress tabular analysis is an Important means of testlng for |
this. Moreover, mulffpie regression also assumz  fhat a causal ordering of the
varlables has been establlshed before the construction of the emplirical rodel.
(Heise, 1969; Davis,[971) The second value of crosstabular analysis is the
theoretical neced to look at certain constellations of variables in a way that
parametric analyses usually do not permit. Accordingly, the soclal exchange
theory of job satisfaction advanced in this dissertation requires comparison
of arts teachers with high guallficatlons teaching high levels. This can be
done most efficiently by use of non-parametric analysis. {n addition, the
fo[ktore of survey methodology stresses the ability to get a 'feel for the
data' as a precondltion for its effective utillization. (Cf Rosenberg, [968)
Consequently, the use of crosstabular analysis is used both as a useful method
In its own right, and as a necessary condition for path analytic procedures.

(Cf Sewell and Shah,[964 for a regression analysis following crosstabular study).

Desplte the great value of crosstabular methods they suffer from

significant (imitations, Firstly, they are usually based on very groes



categorisations of the data and therefore lose a certain amount of preclslen.
Secondly, they glve no adequate indicatlion of the total amount of varlance
accounted for by more than one independent variable. (There are non-parametric
analogues stch as welghted net percentages, but even the latter have importent
limitations. ) (Spady, !971; Coleman, 964 )

Subsequent analysis uses multiple regression techniques in path analytic
form. Regression has a number of advantages. Firstly, [lke all statisvics
based on equai point data It is very much more powerfui than rost non-
parametric statistics. Secendiy, 1t gives precise measures cf The [lInear
additlve precictive power of any series of varlables in the eavatlon, along
with a measure of dispersion from the least squares |ine and the amount of
varlance unaxplalned. Thirdly, sociocloglsts In the last few years have
dlscovered ‘itat the nethod is more robust than haes hidtherto been sccented,

In that the technlque 1s able to handle sultzbiy “reated rominal and or Inal
data (Bohrnstedt and Carter,|971), and varlenis of the mathod can make
powerful contributions to areas of socliological enaquiry. (Duncan, Holler, and
Portes, 1968.,)

The most widely used form of regression currently used by soclologists
is that of path analysis., Path analysis Is seen by Land([969) as a |inear
causal model which is a valuable means of "brlidging the gap between sociological
theory on thec one hand and the results of classlcal statistical analysis on
the other".(1969:3) The Intent of the causal model 1s to construct a
simplified medel of reallty on the basis of previcus research and theory. This
medel Is then represented as a set of structural equatlons which purport fo
represent the relations airong the variables. The model Is glven mathcmatical
content and this In 1Turn enables the adequacy of fhe theory to be elther

confirmed or modifled. There are several advantages to path analysls. Blalock
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(1968) notes that it offers a valuable strateqy for increasing the interaction
between theory and research. Spady and Greenwood(1971) argue that it "compels
the researcher to be explicit about the presumed causal relationships among
the varlables In his model'", and further, it enables the researcher, by use of
the standard path theorem to decompose the orlginal zero order correlaticn
between any two variables into preclise direct and indlrect effects. In this
respect it Ils 2 form of elaboratlon which fests the possibility of spuricus
relationships between variables In the model. Finally, the representaticn of
the model in visual form more readily aics Interpretation of the theoreiical
Implications of the relationships.

A number of careful expositions of path analysis have brought attention
to the assumptions underlying the process. (Land, 1969; Heise, 1969; Davic,97!;
Bohrnstedt and Carter,971; and Lyons,1971). While care in meeting the
assumptlons has been observed in the present study, corment is drawn to the
present use of non-parametric data with parametric statistics. The first
problem concerns the use of ordinal data In regression analysis. Ever since
Boyle(1971) demonstrated that use of ordinal data does not seriously violate
the effects of certain parametric statistics, there has been Increased research
on their use, and thus readiness to use them. [n respect to errors of measurement,
Bohrnstedt and Carter(1971) maintain that, '"the statistical power of parametfric
statistics over non-parametric statistics Is well known, and the above findings
suggest that, even though some errors In Inference may occasionally be made by
using ordinal data with parametric techniques, the Increase in power makes
the risk seem small". In conclusion they state "when one has a variable which
Is at least at the ordinal level, paremetric statistics not only can be, but
should be applied". (1971:132)., Moreover, there Is increasing acceptance of

the use of parametric statistics on nominal variables where the latter are
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expressed In dummy form. (Boyle,[970; Lyons and Carter,197(; Cohen,(968),
On this basis It appears safe to proceed with path analysis where sex is

treated In dummy form, ‘and quallfications, and teaching level are treated as

interval data.
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CHAPTER V FINDINGS

The findings are presented in three sections. The first sectlon briefly
notes the zero order correlation co-efficlents between the variables in “The
models. The second- section turns to a review of the path models of network
centrallty in the various nets. The flnal section builds the net models Into
the models predicting to job satisfaction and job retentlon, and reviews the

findings in those models.

A. ZERO ORDER ASSOCIATIONS |
|

Table5:1 presents the zerc order correlatlion co~efficients between ‘
the variables hypothesised to be determinants of net centrality, job safisfaction,
and job retention,

The strongest pradictor Yo centrality in Ner | (the subject net) is
teaching level and this Is followed In turn by quallflcations, and to a
weaker extent by position of responsibility and sex. Experience also contributes
a weak relationship and that of age Is negligible. Centrallty in the
administrative net (Net 2), is strongly related to the position of responsibility
held by the staff member (.715), follcwed by a strong effect of teaching
level. Correlations In the .20 and .30 range Include those of sex and
experience., Qualifications and age exert a less significant effect. These
correlations indicate the Importance of position in gaining centrality in the
administrative affairs of the school, and not surprisingly varlables associated
with position such as experience, level and 'maleness' are also quite
strongly correlated with centrality. The over-riding Influence of position is
agaln reflected in the correlaticns between the independent variables and

centrallty in the extra-curricular net (Net 3) where only sex Is .



94

at the .20 level. Activiiy in extra-curricular nets is also correlated with
the teaching level, but has no apparent relationship with experience or
qualifications, although it has a slight negative relationship with age.

The Importance of level as & consistently hich correlate with net centrality
is agaln demonstrated in a fairly strong reiationship with Net 4 (informal
Inschool), Teachers at the centre of this net also appear to be more highly
qualified, have a higher position and be males. The final net Is that io do QlTh
Informal out of school activities (Net 5). Agaln the strongest varisble in
relation to this net Is teaching level, with qualifications and sex also
exerting strong reletlonships. There is a relatively Importent negative
relationship of age 1o centrality in this net, and experience also expresses
this trend more weakly. The variables which appear tc exert the strongest
effects across the nets are those of position of responsibllity, teaching
level, and sex.

The correlations of the independent variables in the model with
prestige satisfaction are not as strong as meny of those In the previous
discussion. The strongest effects are those of the negative relationship of
qual ifications to prestige satisfaction, but the positive effect of age.
There Is also a less powerful relationship between experience and satisfaction
with prestige, while level and sex display smaller negative effects,

The correlations between the independent variables and job retention
are consliderably stronger. The two strongast relationship are those of sex
and age. But Individuals who have greater experience are also more [lkely
to be retained along with staff who hold a position of responsibility. On
the other hand, the correlation with aualifications Is non-significant.
Inspection of the correlations between net centraiity and job retention show

that the former all have relatively strong correlations with job retention,
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Sex 203 .203 .102 .139 237,190 .241 0 121,199

Age .203 .321 ,500 .028 072 146 -.106 .046 -.179

Title 222 ,322 234,300 221 715 242 .141 .08S

Exper| .133 ,%00 .,275 -.072 .- 009 ,129 -.076 .022 -.111

Quals| ,139 -,061 .275 -.098 377 216 .108 .15 .179

Levell-.032 .195 .210 .,038 .210

Net| |-.239 .030 .222 .006 .378 .049

Net2 -.204 147 .715 ',106 .175 .166 .384

Net3 |-.247 -.104 -.242 -.058 .071 -,017 .269 ,533

Neté4 .121 -,053 ,143 -,078 ,153 ~.047 .383 .301 .433

Net 5r-.200 -.186 .088 -.113 ,193 -,001 .375 .313 .47% .607

J.S. | «060 .144 ,061 .129 -.194 -,091 -.025 .161 .034 ,082 -,073

J.R, | <415 (392 ,233 ,321 ,040 .131 .178 .213 .188 .155 .137 .118

Table 5:1  Zero Order Correlation Co-efficients (lower half), and

Regenerated Co-efficlents {upper half)

This Is Interesting when 1t 1s noted that only centrality in Net 2 has &
correlatlion above ,10 with prestige satisfaction.

Table 5:1 also demonstrates the inter-correlations among the Interaction
networks. [+ can be seen that the strongest relatlonship is between Nets 4

and 5 (,607) indicating that they share a considerable amount of common variance
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and are not particularly empirically distinct. Net 3 is quite strongly
correlated with buth Net 2 and Nets 4 and 5. The nets least strongly related

are Nets [ and 3,
B. EMPIRICAL MODELS OF INTERACTION NETS.

The Interaction net znalysis procecded in two stages. The first stage
was concerned with Thé fully identifled path models to each of the five
nets where all of the relationships In causal sequence in the models were
empirically cuantified. (For the seke of reducing the complexity of this
section the fully identified models are presented in Appendix | ), {1 Is
apparent that the structural variable 'level taught', did not have a
slgnificant direct effect on net centrallty as had been hypothesised, and as
the correlations tended to irdicate. [fs high correlation co-efflicient with
centrallty is thus spurious and @ function of the association of level with
position of responsibility and qualifications. When all of these variebles
were Included in the same [lInear equation the effects of level are negligible.,
Inspection of the fully defined models demonstrates that level had beta
welghts of -.047, ,039, -,031, .015, and -.008 in predicting Nets | to 5
respectively. Consequently the analyslis proceeds with level omitted from
the model .

This sectlion represents the second stage of net analysis - the
discussion of the partially defined models of centrality. As the path
models are graphic representations of a series of regression eguations, It
Is standard practice to omit those varlables from.fhe equations (or paths
from the model) that do not meet a statistical criterion of significance.
The purpose of such an cmisslen is to present the most parsimonious prediction

of any gliven dependent variable while maximising the extent of the variance
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accounted for on those variebles. The criterlion for the omission of a varlable
varlies. In a randcm sample it is common to use the F ratio of the variables

In the equation as the basis for exclusion. Spady and Greenwood({971),
recommend that a useful rule of thumb is o exclude beta weights which are

less than twice the standard errcr. However, the present study Is based on

a population, the random sample assumptions are not met and therefore tests

of significance and measures of standard error are inapplicable. Accordingly,
an arbitrary criterion for exclusion is used - that beta welghts of less

than .I0 indlcate thzt the variable might te omitted from the model without
unduly affecting the mathematical adecuacy of the model. Where a variable

does not meet thils criterion but Is of thecretical Importance, 11 ls maintained
in vhe equation If the bete weight Is approaching .10. Whenever a variable

is excluded from the equation the ascumpticon is made tThat the omlissicn will not
slgnlficantly affect the reconstruction of “he criginal zero order corrclations.
This assumption is tested by the process of regenerating those co-efficients,
These are presented In Table 5:1 (upper half). Comparison of. the orlalnal

zero order co-efficients with the regenerated co-efficients will give an
Indication of the mathematical effects of variable exclusion, The matrix
indlcaTes that the vast majorlty of co-efflclients are regenerated within

.05 of the zero order correlation. Spady and Greenwood([(97[) argue that the

.05 criterion represents a useful indication of the adequacy of the model In
regenerating any particular correlation., They maintain that "™in general,
discrepancies above ,050 are undesirable, and the number of such discrepancles
In a regenerated correlation matrix must be kept small".([971:8) On this baslis
it Is concluded that the models appeair To be adequate mathematical represent-
atlons of the original deta mairix,

The findings presented In the partially defined models of net centrality
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are presented below.

[. Subject Net: Net |

It was hypothesised that networks within the school -‘bofh task and
non-task orlented - would be most subject P organisational press and hence
network centrality would be a functlcon of the direct effects of positlonal
and professional varigbles, and of the indlirect effects of personal variables,
On this basis it was argued that subject nets were essentlally based on task
expertise and the individuals most {ikely fo be central would be those with
high qualificatlons, and to a lesser extent, with higher positions of
responsibllity . [T was hypothesised that age, sex and expericnce would have
Indirect effects - especially in that age is positively correiated with
responsibillty and men are more l[lkely to be In those positlons than woren,

The model indicates the hypothesised relations are larcely maintazined.

X%
By far the most significant predicfor is gualifications (P = .329), [ndiract
ng
effects are also apparent from sex {%s'=.1?2), and positlion of responsibility
{Pnp = ,093). The latter In particular mediates all of the preceding variables
In the model. It Is obvious that Individuals In positions of responsibility

In the school are more highly qualified, are older, have more experlience, and
tend to be males., In This respect age and experience are only signlflcant
predictors of cenfrallfy indirectly through position. OQualiflcations not only
exerts an Important direct influence, but also has an Important indirect effect
through position. However the direct effect is very much stronger than the
indirect path. A less strongly expected relaflonship Is that of sex. The
model Indicates that not only does it have the second stroncest direct Impact

on net centrallity, but 1t has Important Indirect effects through quellfications

¥%Notation for the presentation of beta weights folliows the form: P °
where: P = the path from 1 to j J1
J = the dependent variable LIBRARY

I the Independent variable L1 ASSEY UNIVERSITY

it
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and position, Highly qualified staff are more |ikely to be men, and even
when experience, age, and cualificaions are held constant, sex still has an
Important effect. There may be a number cf reasons for this male dominance,
In the first place, men have ?radTTIoné!Iy taken poslitions of leadership In
education almost without exception, and when such positions become avallable
there may be still a tendency to lcok almost instinctively to men first.
Secondly, men arc mere likely fto be ccmmitted to an uninterrupted career in
teaching and hence are more dependable, and more likely to get preference
because it Is recegnlsed that they neced ecxperlence for their prfosssional
advarcement., Thirdly, and fol loving from the earlier point, men are more f(ikely
to actlvely seek positions of responsibility to enhance their career
opportunities, and while subject nets are hichly contingent on qualification
expertise they may press foi, and gel recognlition, for teachlng expertise

In certaln areas.,

In sum, It may be concluded that the hypothesised model was largely
conflrmed with the direct dominance of the predicted structural and
professional variables, and the indirect Influence of the others. However,
the direct and indirect strength of sex indicates that not only does It
strongly influence professional and positional variables, but It has greater
than anticipated Influence on staff interaction in the Intra-organisaionzi

task oriented setting.

——

¥%The curved |lIne between age and sex, Is the simple zero order correlaticon of
those two veriables - that is, of the exogenous varliables in the model.

The curved line between the vesiduals of experience and aqualifications represents
the correlation of the residual of those two variables.

The incoming arrows represent the residual (0) of variance not explalned of

that variable Ly those in the model. —
Q=/1-r¢
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2. Administration Net: HNet 2

Administration nets are the second form of Intra-organisational task
orlented nets. Conseaquently the general theoretica! asserticns about subject
nets were also hypothesised for administration nets. [t was malntalned that
the organisational press of structural and professional variables will
determine centrality In these nets. |t Is expected in thls particular case
that the major sallent vaeriable will be positicn of responsibllity, and this
In furn will be determined by the other personal and professional variables
in the model,

Figure5:3 tends to support this expactation. Of the Thfee direct
effects, position is by far the strongest. Age actually has a significunt
negative direct effect indicating that this personal variable taken alone
might actually deiract from gaining a position in this network. One possitle
explanation 1s that Individuals who are oid but do not have positions of
responsibility, may be either administratively Inadequate or at least be
categorised In that way. However, The model demonsitrates that age is.
positively directly associated with posl?!on(P?a= .247), and with its indirect
effect through experience and position, exerts a strong indirect positive
effect on administrative net centrality. Vhile sex has a slight direct
relationship to net centrality (Pns=.06I), its most important influence Is
through 1ts associatlon with qualifications (qu= .139), and position (Pfs=.113)
Men not only tend to be better qualified, but be in higher positions of
responsibility. This may be due to the traditional role of men In positions
of leadership, but Is also certainly related to their greater degree of
career orientation. As oppcsed to Net [, therefore, the mere fact of belng a
man does not assure a person of centrality In this net. Finally, it should be

noted that this model accounts for a grezt deal more of the varlance of the
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dependent varlable then the first net. This Is mostly attributable to the
predictive power of pesltion of responsibillty.

Agalr there are grounds for asserting that the hypothesised model
receives empirical support with the overwhelming Importance of a structural
or position variable, and the less directly significant effects of personal
and professional variables. Administration nets, as predicted, have almost

half the ftotal explainable variance accounted for by position cof responsibillty.

3., Extra-Curricular Nets: Net 3

Extra~-curricular nets vary from subject and administrative nets in
that while they are all task oriented, exira-curricular activitlies are
extra-orgznisaticnal. |+ was theorlsed That two kinds of forces would be
operating to account for net centrality Irn this net. The one set of forces
result from the association of extra-curricufar activities with Those of
adminlstration, and hence it was thought that administrative stetus in ihe
school might also carry oveir into extra-curricular activities. The second
set of forces were the personal variebles. Effective extra-curricular
performance Is a means of gaining responsibli{ity and exercisling it as a means
of upward mobility. For these and allled reasons It was predicted that
centrality in these nets would be determined more by age and sex than
professional or positional variables.

Inspection of Figure5:4 indicates that three variables are Important
direct determinants of centrality. As expected,position (Pn+=.266) and the
Indirect effects of other variables through it, Is a strong factor. Bui unlike
the previous nets, both age (Pna= -.288) and sex (Pns=.236) have strong direct
effects while aquallfications and experience do not., |1+ becomes clear that the
staff members most probably taking part in these activities are typlicaliy

younger men, Agaln the latter fol[cws from the expectation that such staff



. 203

- 533
Ce
AGEC -921
Qb
EXPER
~
.%55 T:iT 3
QUALS
o,
>
Qa
SEX .866
Qc
- 984 - " 085

Figure 5:4

Path Model of Net Centrality: Extra-curricular Net - Extra-Organisational Task Orlented




105

tend to be more career oriented and their relative youth indicates that they
may be using these activities as a means of promotion. But there are cther
related factors. Younger staff are usually mcre able to take sporting
actlivitles, older staff either have promotion and don't need to take exira-
curricular activities or they deliberately avold them. Hence It Is often
standard practice for younger staff members to be pressured Inivo taking out
of school activities if they wish to remain In favour. Women, on the other
hand, tend to be less carcer oriented and so have [ittle gain (other then
Intrinsic rewards) by being inveolved, and {ittle 1o [ose by not being involved,
i+ 1s also interesting to note that experience and qualificaticns do not
have direct effects.

In sum, centrality in this net is a direct function of the forrmai
position of responsibillty end of the zge and sex of the staff members. Not
only do age and sex have a strong direct effect, but they also have a sirong

indlrect effect through title, as do experience and qualifications.

4. Informal [nschool Nets: Net 4

The final two nets that were hypothesised to be characteristic of a
school staff are non-task oriented. The first operates within the school and
the second outside it. Intra-organisational non-task oriented nets are
voluntary associations within the school, but they do not escape the
organisational press of the school ontheir structures. [t was argued
therefore, that even though such groups are characteristically assoclated
with varlous personal variables as a basis for asssoclation, there Is a press
for staff to be asscciated with other staff who have higher status within the

organisation, and that the effect of personal variables will be indirect,
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Figure 5:5 indicates that this expectaticn is not entirely confirmed.
Indeed the strongest predictor of net centrallty is qualiflcations (an=.116)
with weaker direct effects from position of responsibility (Pnf='092} and
sex (Pns=.085). The reason for the domlnarce of qualifications is not clear,
Is It because highly qualified staff either have more prestige and so are
desirabie associates, or Is It because they have other accompanying character-
Istlcs that draw staff towards them? In respect to the latter It may be the
case that highly qualified staff may gain their net centrallity here because
they are also more likely to be at the cenire of subject nets, and the [atter
may be an important basis for informal asscciation. This argument would
lead to the conclusion thaet of all the pressures the school as an organisation
exerts on staff interaction patterns, the most dominant consiraint might be
that of subject area simlilarity. This would also follow from thezssertion
by Halliday(1972a) that various subiects are zccompanied by a range of
other related variables. Differert subject areas require differing levels of
and types of qualifications, different degrees of training, have different
career opportunites, and may even have different personalities. This
argument for subject net influence is alsc supporied by the Influence of sex
on informal groupings as men tend to be more qualified and at the centre of
sub ject nets. Comparison of the Models for Nets | and 4 indicate that the
models have the same structure although there is a change In the welghtings
of the direct effects of qualifications and sex. As might be expected, the
effects of these two variables are stronger in Net |,

Finally, it should be noted that the absolute amount of verlance in
the dependent variable (Net 4) that Is accounted for by the medel is very

low with a multiple correfatlion co-cfflcient cf .203 and a variance of .041.
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Therefore, while the constraints of the organisation can be shown to exert

an Influence on the Informal association patterns, further personal,
professional and structural varlables must be considered. Such variables
might include theinfluence of associations in other nets such as extra-
curricular activities. (There is a simple correlation of .433 between the two
nets.) Attention might also be given to the place of interests, career
orientations, In addition to physical conditions within the school as a whole,

and places for informal association in particular.

5. Informal Qut of School Nets: Net 5

Net 5 refers to extra-organisationai associatlions which are rion-task
oriented. Unlike the four preceding nets, informal out of school asscciaticns
are removed from the immediate influence of the school. However, it wazs argued
that removal cf interaction from the school would have the effect of recducing
the Imporance of structural and professional varizbles, and increasing
those of age and sex.

The importance of age and sex is clearly indicated ih Figure 5:6
THere 1s a strong Inverse effect of age on Net 5 (-.249) indicating that
outside associations are dominated by younger staff (although It should also
be noted that there are proportionately more younger than older staff). The
model also implies the Importance of sex, as Indicated by the predominance
of‘menln these nets. While the strong direct effects of the personal
variables were anticipated, the relatively strong effects of qualiflications
(an=.129) and position of responsibility (Pnf='085) were not. [n part the
strength of quallfications is due to the higher assocbtion of ocuallfications
with men. Similarly, the effect of position may be due to the strong indirect

effects of age and sex as they In turn directly and indirectly (through
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experience and qualifications) affect the position of responsibility.

I+ Is therefore possible to conclude that activities outside the organisation
of this kind are strongly influenced by personal variables and that the
effects of qualifications and title are very likely accounted for by thelr
assoclation with age and sex.

The mode! accounts for 12% of the variance of the dependent variable
(with 2 multiple correlation of .349). Again It should be necessary to revievw
the Influence of subject area background, in school influences such as
associatlons in other nets, and further professional and personal variables
to account more extensively for net centrality outside the schools
Summary ‘

The findings in this section may be summarised as follows:

a) Centrality in Net | was a direct function of the cualifications
level of staff, and the position of reséonsiblify, and the indirect effect
of the other variables in the model. An unanticipated finding was the direct
and Indirect strength of sex.

b) Centrality in Net 2 (administration) is very much a funt¢tion of the
structural variable of position of responsibility, and the Indirect effects
of age, experience, qualifications and sex. There was a negative relation
between age and net centrallty.

c) Centrality In the extra-curricular net (Net 3) 1s a direct function
of the personal and structural variables. Position and sex have a strong
positive effect, and age has a strong negatlive effect.

d) The predictive power of the model 1s very much wezker In Net 4
(Informal Inschooi), The only variables which had reletively strong direct
effects were qualifications, follcwed position and sex.

e) Net 5 (iInformai out of school) 1s predicted by a strong
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negative beta weight from age, a strong pcsitive effect from sex, and
weaker positive effects from qualifications and position.

In summary it can be concluded that the structural variable, positlion of
repponsibiiity, has a consistently strong effect on task oriented activities,
but has a weaker effect of the out of school informel groupings. The
predominance of quaiifications within the school would also suggest that net
centrality is very much a function of the press of the organisatlion, and that
any group within it will be most sirongly constrained by the structural
differentation within the organisation. However it Is to be noted that age
and sex do havwedirect effects within the orcanisation, and position has direct
effects outsice of it - but both these findings are empirically weaker than

those outllined earlier.
B. EMPIRICAL IMODELS OF SYSTEM MAINTENANCE: JO35 SATISFACTION AND JOB RETENTICN

This section elaborates the models of net centrality by building
them into larger models predicting to system maintenance. Two Indicators are
used for system maintenance: prestige satisfaction, and job }efenflon. The
former Is the most powerful factor in the factor analysis of the job satisfactlion
scale. The latter Is indlicated by the perceived likelihood of still teing in
the education system in five years' time.

The Job satisfaction of the teacher was hypothesised to be a function
of the extent to which he had been rewarded for varlous Iinvestments in teaching.
If he had made a strong investment by high qualifications or extensive
experience, and these were not recompensed, then it was hypothesised that he
would be suffering from a sense of perceived distributive injustice, and hence
would be more dlissatisfied. If on the other hand he was compensated for his
investment by galning centrallty in a net, or getting a position of recsponsiblility

then It was expected that he would be more satisflied.
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Retentlon on the other hand, was argued to be a function of two
processes; the Investment-reward process, and the press of organisation and
career constraints, While an individual might be dlssatisfied, high Investment
of qualifications, age, experience or sex would all act to constrain
him to remain in the system despite his lack of satisfaction.

Presentation of each path model to job satisfaction and job retention
Is taken In turn. Attention Is firstly glven to The explanation of job
satisfaction, and the to staff retention. A final model presents the impact
of overall staff net cenfrality on the indicators of system maintenance.

[. Job Satisfaction and Retention: Net |

Flgure 5:7 indicates that the model is not particubrly successful in
predicting to prestige satisfaction. The residual on satisfaction is .967
and the variance accounted for within the model is only 6.5%. Job satisfaction
was hypothesised to be the result of the extent to which Investments in the
system such as quallfications and experience were adequately compensated for
by rewards such as belng given & position of responsibility, or gaining
a centre position In the network. In general this hypofhesi; is confirmed.

It was predicted, for instance, that the direct effects of investments

sycg as experience and qualifications on job satisfaction would be negative.
This Is partially the case with experience where the direct effect Is -.034,
but 1t Is much more the case with qualifications. Whereas experience is
galned merely by being In the system, and requires |ittle more special effort
than longsuffering, qualifications demand hard work, financial sacrifice, In
addition to other forms of sacrifice. The strong negative effect (ij=-.208)
confirms this expectation. |1 may be inferred, as Halliday(1972z) found,
that teachers with high qualifications and no recompense are very much more

dissatisfied with thelr prestige satisfactlon. To a lesser extent this s
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characteristic of experience. However the theory also maintained that
compensation in the form of a higher positicn or centrality in a net, would
act to produce a positive effect on satisfaction. This Is more clearly
the case with position (PJT= .091), than centrality in the subject net. The
beta weight of the latter indicates that centrality In this net is not as
Important an predictor of job satisfaction as having a high position In the
organisation. However, this may well be due to the fact that a givenpozition
In the organisation has legitimate status and prestige in the organisation,
whereas net centrality is not necessarlly reccgnised as having such Importance,
In sum then, It can be stated that positiorai or reward kind varilables
have an expectod positive effect on the likellhood of satisfaction with
percelved presvige received. On the other hand, the professional or invest-
ment variables tend to have a negative effect in that high qualifications and
greater experience staff, without corresponding positions of responsibility
and net centrality are more dissatisfied. When qualifications and experience
are mediated by the positional variables a positive effect emerges. Finally,
It should be ncted that the indirect effects of qualifications and experience
through title and the subject net are almost as strong as thelr direct effects.
Attention may now be turned to age and sex. |t was maintained that
both of these variables are indicators of constraint to remain In the system -
being old or being male may greatly reduce flexibility in changing positions
and occupations. However, age and sex were not Incorporated Iinto the soclal
exchange theory of satisfaction., They cannot be strictly viewed as investment
kind variables although they cleariy have a direct influence on investment
variables (Pea= e5; qu= .13%). But while they are obviously not Investment
varlables they are bases for satisfastion because they are not only Indicators

of certalin constraints, but They carry with them certain statuses and
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expectations. Age is not only strongly influencing experience and posiftion,
It also carries with it a status Independent of these two, and perhaps, the
expectation that thelr age be given a certain respect. While age has 2 direct
effect of .135 on prestige satisfaction, sex has a negative effect of -.087.
Accordingly, men are more likely fto be dissatisfied withthe prestige they get
than women, although it may be noted that the comblined Indirect effects of

sex through qualiflca;ions. position and net are stronger than the direzt
effect of sex on satisfaction., The explanation fcr the negative reiationship
is not entirely clear., [t Is known for Instance, that wemen have [ess
Iinvested Inthe system and henc e may ahve [ower expectations of it. Men on
the other hand have a career Invested In their occupation and the [atter
serves not only to provide an Index of their status In the community, but is

é basis for the income they earn and consequently the symbois of status they
are able to ecquire, in each of these categories, they may feel the have net
received adequate recognition, particular in comparicon with other professions
who have equivalent level qualifications but very much more prestice and
higher economic revards. This thesis is at least partly sub;}anfiafed by

the strong negative effect of sex through qualifications on satisfaction, in
comparison with sex through position and net on satisfaction., Where sex lIs
combined with 1igh qualification Investment, the latter may just serve fo
exacerbate prestige dissatisfaction. When the investment is compensated with
ln+ernal organisational status, and the community status that thlis brings, then
satisfaction levels are raised. The role of age and sex In this model
Indicates that while they cannot be considered as Investments per se, they

do have prestige lmplications related to Investments and rewards. Accordingly,
the model makes clear that any explanation of job satisfaction must take

both variables Into account for their direct as well as indlirect effects.
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Focus 1s now turned to the explanation of job retention. The model
Indicates that there Is conslderably more success in predlicting to this
Indlicator than job satisfaction, with approximately 30% of the variance
accounted for by the variebles In the model. The model indicates that by

far the strongest predictors to continued retention In the system are the

S

variables age (a d!reFT effect of .343) and sex (Pr = ,336), thus
confirming the extent of commitment that greater age and 'maleness' impiies,
If only In the greatly reduced occupational flexibllity that older teachers
experience, |t was also expected that the greater thelinvesiments In
epxerience and qualifications, the more likely an individual might be to stay.
The model does not confirm this expectation. To the contrary, experlience
has a substantlal negative effect (Prew -.112) and qualifications has a slight
negative effect {Prq = -,036). This indicates that the lower the experiecnce
the more [ikely an Indlvidual Is to expect to remain In the systen.

The two reward or success indicators in the model do not have very
strong positive effects (Pr*= .059; Prn = .090). The greater sfrength
of net centrality is somewhat surprising as It might be expected that having
a high position of responsibility would carry more prestige than belng in the
cenire of the subject net. Yet clearly the latfter has the stronger effect -
partly perhaps, because staff in high positions may be older and therefore more
likely to be leaving for retirement reasons. However, the number of staff in
this capacity were very few. And gliven the success In the system that positicn
Implles it Is in fact surprising that the beta weight is not more than .059.
On the other hand, net centrality maybe a more salient means of prestige to
the Individual within the organisation. However a more careful analysis of

the finding Is warranted. |1 would be most signtficant if It was consistently

found that net centraiity Is net only necessarily due to hlgh position, but
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that the former Is a consistently stronger predictor cf job satisfaction than
the latter. Finally, the model shows that prestige satisfaction does have

an Independent effect (Prj = .088) on retantion, thus indicating that job
satisfaction may be a legltimate partial cause of retention.

In summary, it appears significant that both net centrality and job
satlsfaction predict positively to job retention and that both these variables
have a stronger effect on retention then even position of responsibilitv.

Such a finding gives a strong indication that structural characteristics of
an organisation such as interacztion networks may have Important effects on
Job satlisfaction, and that both may be directly related fo job retention.

This significant relation between network centrality and system maintenance

Is explored further in reference to the remaining nets.

2, Job Satisfaciion and Retention: Nets 2, 3, 4 and 5

Inspection of the four remaining nets is more succinct. Particular
attentlon will be pald fo the extent to which different networks have
differing effects on the indlicators of system maintenance. ‘

Flgure 5:8 indlcates that centrality in the administrative net Is
strongly predicted by position (Pnp = ,735), and that net In turn is a strong
predictor of prestige satisfaction (Pjn = ,265). Agaln however, the trend
noted In the previous model Is evident. The ¢fect of centrality in the
administrative net, and prestige satisfaction, are stronger predictors of
Job retention that formal position with in the organisation., Both position
and net also have a relatively strong indirect effect through satisfaction.
Moreover, this medel accounts for a greater degree of variance (30%) than
the earller model.

Centrality in the interaction net concerned with extra-curricular
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|

activities has only a slight effect on job satisfaction, but its effect
on job retention Is very much more powerfui(Figure 5:9) . Prn 1313
Is significantly stronger than any other direct path with the exceptions
of age and sex. Two questions may be ralsed., Firstly, why Is the effect
so strong on retentlon, and secondly, why it Is so weak on satisfacticn?
One possible explanation is that the teacher at the centre of the net Is not
only less llkely to hévc the prestige that may accompany age, but extra-
curricular activities may rot be accorded very much prestige in the school
as a whole, and the teacher may perceive the situation in this way. Of'len
such activities demand a lot of sacrifice of time and erergy, and many Teachers
may feel they get Inadequate recognition for this. However, Involvement
In these activities may be based on the desire to succeed in the system,
Effeciive performarce may helaghien the pessibillty of promotion, Conseauently,
teachers vwho are strongly committed to a career In teaching may te more [lkeily
to be involved in exira-curricufar activities, and the strong correlation
between cenfrality and retention mey be a reflection of this.

Nets 4 and 5 deal with the informal Interactive relaf{ons among the
staff of the schools. Centrallty In the inschool iInformal net (Net 4)
has important positive implications both for prestige satisfaction and job
retention (Figure 5:10). Clearly, being recognised as central in informal
relationships is of considerable impact on the maintenance of the organisation
ana the wider education system. Such recognition appears to be an Important
basls for an individual wishing to stay in the system. This finding tends
to support the role of Informal behaviour In other organisations. [t indicates
that the school Is similar In thls respect to such organisations,and that the
patterns of non-task oriented activitles In the school have a strong Impact

on organisational persistence and the abillty of the system to keep staff.
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The final net (Net 5) is that of Infcrmal out of school behavicur. The
staff In the centre of this net tend to be young highly qualified males.
But while centrality in this net has no effect on prestige satisfaction It
does have a strong effect on job retention. The latter may be explained by
the [ikelihood that staff at the centre of this net appear more probably to
be career oriented. They are young, have invested a lot of time, energy and
money In qualifications, and are men. These are the staff most usuvally committed
to teaching as a career, and thelir centrality in this net may reflect this
common interest. It is aiso not so surprising that woren, older staff, and
senior staff are not so prominent In this net. |t was argued by Halliday(1272b)
that all of these groups may be less constrained fto asscciate together,
Women may tend to pursue soclalpatterns based on their husbands' contacTs,
whereas older and more senior staff are llkely to be less mobile and there-
fore may have more diverse friendship bases in the community. Conseouently,
they are less dependent on their staff assoclations for informal out of school
assoclations. Conversely, the relatively highly geographically mobile young
person Is much less ahle, and perhaps less inclired to seek ;ssoclafions
outside school. Other individuals with a similar level of education may not
be so availlable, while the school staff provides a ready field of 'friendship

eligibles',

3. Job Satisfaction and Retention: Overall Net Centrality

The final model presented in this review of findings is that which
takes the total scores of individuals on all the five nets and sums them into
one gross overall measure of centrallty. This is done for two reasons. Firstly,
vhile the nets appear to be distinct, they are zalso likely 1o be overlapplna

to various degrees. Consequently, combination of centrality in all nets should
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Increase the co-efficient welght predicting to job satisfaction and job
retention. Secondly, there is always soms concern with the problem of
multi-collinearity. To thispoint it has bsen assumed, and suggested, that
the nets do not significantly share common variance. |f this is the case,
entry of all the five nets into the same equation should produce an effect
a [Ittle less than the simple addition of the beta weights of the paths
in the five nets. Entry of the variables simultaneously constitutes a
partial test of multi-collinearity.

Inspection of Figure5:12 indlcates that overall net centrality does
become a stronger determinant of both job satisfaction and job retention.
In the latter case, the path {Prn = ,166) is very much stronger than zny
other effect but age and sex. Again this confirms the theoretical and
pragmatic salience o organisational Theory of the analysis of staff nelvicrks.
And again i1 is Important that this structural effect is very much stronger
than formal position within the organisation, and the investments of experience
and qualifications, The beta weight of .166 from overall net centrality to
retention provides an indication that there is considereble multi-collinearity
between the network measures. Of coufse, It Is to be expected that there
should be some overlap between the nets, especliallv as they are all within
the same organisation and the same people tend to regularly be In the centre of
different kinds of nets: However, . some care should be exercised when
attributing welight to the particular iInfluence of any one net, although their
relative magnitude would be expected to stay reasonably constant, Finally,
for this reason it Is invallid to include all the nets together in the one
equation. The effect of such a procedure would be for the statlistical procedure
to parcel out the variance which is shared by the nets among the nets, yet

without the researcher knowing how much varlance has gene to any particular
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variable In ile equation, The distortion which would result would be

Impossible to Interpret, and the procedure is staiistically invalid (Bevis,[971)

4, Summary

The findings in this section are summarised below:

a) Job satisfaction is consistently a function of the positive effects
of age, position and net centrality, and the negative effects of sex,
qualiflications, and to a lesser extent,exparience.

b)Y In three of the five models, net cenirality has a greater causal
Influence on job satisfaction than position of responsibility

c) In all models The amount of varlence accounted for on job satisfaction
Is less than 12%.

d) Job retentlion is strongly a functionof the positive effects of age
and sex, follcwed by weaker effects {rom nat centrality, prestice setisfacticn,
and position, Experience exeris a stronger negative effect, and that of
qual ifications Is negligible.

e) The model accounts for approximately 30% of the variance of job
retention - a most satisfactory predictive model.

f) Prediction of job satisfaction and net centrality by combining the
nets into one overall net is increased, However, the relative increase In
the combined beta weight over the individual beta weights indicates a degree
of multicollinearity. This in turn Indicates an expected certain commonaility

among the nets



CHAPTER VI SUMMARY AND CONCLUS IONS

This investigation has been concerned with a focal problem In the
explanaticn of social systems - to what conditions within the system can
system maintenance be attributed? The history of social theory has demon-
strated a tasic tension in response to this question. The early functionalists,
Including Durkheim, placed the basis of system persistence in the
emergent properties of the system: The Durkheim of the Ruies conceived
of a social system which modified and constrained the actors in it in
such a way that the system was inevitably maintained, However, another
wing In the socliological tradition has turned more to questlon the beases of
the biological model of a soclal sysiem which takes the peréis?ence of the
elements of the system for aranted. [+ has mainitsined that self reaulation
of the system cannot be taken for granted and that the continued active
Involvement of the actors in the system is problematic, Both of these
perspectives therefore focus attention on central lIssues In the explanation
of a social system: firstly, the extent to which the emergent properties
of the system structure and constrain the behaviour of the actors in It; and
secondly, the extent to which the actors affect the operation of the system,
This study has concentrated on an empirical problem which reflects these
tenslons. The study was concerned with the structural elements of a
particular form of social system and the constraint of those elements on the
behaviour of the actors In it. |t was also concerned with the motivation
of the actors to remain In the system,

This wider theoretical basis of enquiry was allied with specific
problems in substantive fleld theory. VWhile the theorist Is concerned with

the persistence of any soclial system, the organisation theorist Is
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concerned with a particular form of system. The study of formal organisations
has largely given attention to the staff subsystem and the exitent to which

the structural characteristics of that system affect the performance of the
organisation as a whole, Accerdingly, there Is considerable research

to Indicate that varlous characteristics of staff interaction In orgznisations
ge concerned both’'with the specific matters for which the organisation is
operating, and more Informal matters. This formal/informal distinction

has been extended by more elaborate speculations as to the various neis
within organisations, again with the goal of providing a basis fer the
explanation of the effectlveness of that organisation., There are incicaticns
that Individuals who tend to be on the periphery of groups in the orcanisation
may well be more |lkely to leave it because they are more dissatisfied with
it, But despite the concern with some aspects of staff interacilon in
organisations, it has been shown that to date there has beenno thecreticaily
related empi;icai study which actually maps the Interaction networks on e
staff and then traces their impllcations for the maintenance of the system.
Such an omission is Important in two respects. Firstly, such interaction

nets form an aspect of the social structure of the organisation, and themselves
exerclise constralnt on actors, as the nets In turn are constrained by other
aspects of the organisation. But secondly, such networks may not only
constraln the individual, but they may motivate him to either stay or leave
the system. Focus on Interaction networks is Intimately related with three
theoretical concerns: certain structural elements of the organisation and

the ways in which they Influence Its actors; the motivation of the actors

In the system and the way they influence the system; and the speclfic

conditions which l[ead To the persistence of formal organisations (n particular,
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|f these issues are of signiflcance to soclal theory and the explanation
of organisaticns, they are no less impcriant for the understanding of the
school as an organisation. The [atter have a number of characteristics
which differ from the bulk of 'product nrocessing' institutions, but they
have received a relatively scant research focus - particularly on the
social structures of the staff subsysten.

This study has therefore addressed several of these theoretic and
pragmatic Issues simultaneous|y: the nature of staff Interaction nets in
organisations and in the school In particular; and the implications of these
grouplings for the maintenance of the organisation. |t has endeavoured to
pursue this intermediate goal within a more inclusive theoretical context.
The attempt has then been made 1o use a powerful statistical techniqua
to bulld some preliminary mathematice! models which explain net centrality,
actor motivation, and the effects of both.

A first component of the model was net centrality.

Central ity was based on a conceptualisation of organisation staff
interaction patterns which was implied from the review of literature. A
distinction was then drawn between those activities which were task orlentfed
and those which were non-task oriented. However, a constant, though often
Implicit finding In the literature, Is that the organisation exercises a
certain constraint on the behaviours of Its members so as to constrain them
to act in ways which they might not were the pressures removed, Hence It
was consldered theoretically justiflable to distinguish between teacher
behaviours which occur inside the school, and thus within Its direct
structural Influence; and those activities which occur outside 1+, When
these 1wo sets of distinctions are Integrated they provide four basic

types of staff intferaction: Intra-organisational, task and non-task orlented;
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and extra-organisational task and non-task oriented. While these four
categories are universal features of organisatlicns they have specific

content within certain organisations. The particular form of institution
studied was the school. [t was malntained that -there were five analytically
and empirically distinct nets characterising It. These were designated as
subject and administration nets, extra-curricular nets,Informal inschool

and Informal out of school nets. These analytic distinctlons formed the
basis for an emplrical analysis of the axtent to which the nets were distinct,
on the explanation of centrallty and marginallity in the nets, and on the
consequences that net status has for the persistence of the organisavion,

The second component of the empirical model was the two Indicztors
of system maintenance: job satisfaction and jcb retention.

It was ergued that not only does job satisfection appear 1o
deletorious effects on the workers, and hence the system, but dissatisfaction
Is more likely to result In worker withdrawal from 1t. Consecuently, both
are held o be useful indicators of system maintenance, Job satisfaction
measures were based on the development of an instrument which reflected the
synthesis of several theoretical perspectives. Following Merton, 1t was
maintained that the behaviour of any role incumbent Is Involved In a series
of complementary relations with other role incumbents, namely the role set
- of the teacher, Consequently it was expected that the satisfaction of the
teacher is partly contingent on the relations he has with the members of his
role set. (Bates,|971) A further theoretical perspective took a social
exchange approach to job satisfaction and presented the position that
satlisfaction results from perceived equity of rewerds relative to lnvestmenis.
In this respect It was consldered that rewards may be received arising

out of three basic forms of social exchange - those of status glving and
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recelving, affect giving and receiving, and utility giving and receliving.
When these two perspectives were synthesised a job satisfactlion measure
was created which conceived of satisfactions belng derived from a series of
exchanges of varlious commodities with other members of the role set,

The final components In the model were a series of varlables that
were desicnated as personal (age and sex), professional (experience and
qualificatlions), and positional (leve! taught and position of responsibility).
The relationships hypothesised between these variables were specified in

Chapter {1,

PRINCIPAL FINDINGS
This section reviews the findings of the study as they relate 1o
the hypothesised theoretical and empirical relationships among the variables,

[. Job Sotisfaction Measure

Analysis of the scale of 32 Items generated from the basic distinctions
Indicated earller, demonstrated that the conceptualisation of job
satisfaction might need to be modified in a number of respects. [t was
found that five principal sets of empirical clustering of the items emerged,
and in part these acted to confirm theoretical expectations. For instance,
I+ was found that factors distinguished clearly between members of the
role set inside inside the school, as opposed to those members ocutside the
school. |1 was also found that the factors dichotomised between those that
were primarily concerned with affectual and status exchanges, and those
that were primarily concerned with utiliftles: In some respects however, the
analysis indicates that either the instruimment is not sufficiently sensitive to
differences in status and affect, or that the latter differences are

analytically but not empirically distinct. In the second case there are
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Indications that the role set of tne teacher is noi sc clearly delincated
and Indeed the very similar weightings of satisfactions with pupils, parents
and publlc suggest that the differences between these groups are not
empirically distinct, Again this may be due to the inadequacy of the
instrument to record such differences, or they may be perceived as the same

by the members of the role set.

2. Network Centrality

Measurement of different nets was effected by giving a series or
questions to staff members on which basis they indicated with which staff
they had the most freauent contact, [t was then possible to mzp the staff
who were members in any particuler net, and then to designate those staff
at The cenire or periphery of that net:¢ [n response to the 'constraint'
of the sociolegical theory cutlined earlier, a theory of netwerk
centrality was developed which maintained that the organisationzl press was
such that centrality in any net within the organisation (despite *task
orientation) would tend to be dominated by those individuals who were
domlnant In the organisation in other respects. Accordingly, it was
hypothesised that individuals with higher professional and positional
characteristics would be more llkely to be found in the centre of the ncts.
Following logically from this position, It was hypothesised that activities
outside the school would be more Inclined to be removed from the Influence
of the press of the organisation, and hence positional and professional
variables would not be so dominant.

The “heory was partially confirmed, [t was clear that all nets within
the organlsation were strongiy influenced by those Individuais who had
higher qualifications and positlon of responsibility. On the other hand,

there was a tendency for those Individuals who were at the centre of the
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Informal net oufside the organisation, to be more similar in terms of age,
sex and qualifications. The distinction was not so clearly conflrmed
however, In that age and sex exerclised strong direct and indirect effects in
some of the groups in the school, while In some'éases the position of
responsibility exercised some constraint outside the school, But in a
general sense The'model was confirmed in such a way as to indlicate that
close attentlon might fruitfully be given o further aspects of system
constraints as they affect itescher staff Interaction patterns.

3. System Maintenance

All of the foregoing variables werc then bullt Into an empirical model
of Job satisfaction and job refention., The general theoretical perspective
took a soclal exchange approach and arcgued that the satisfaction of the |
teacher weouid be contingent on his actuzl rewarrds in relaticn 1o the rewazrds
he expected given his investiments in the system. |1 was suggested that where
an Individua!l had Invested considerable effort, time and money on
quallfications and to a lesser extent, experlence, he wouid be most dlssatisfiec
1f he was not rewarded with a position of responslibillity, or centrality in
the interaction network, then he would be more satisfied with the prestige
that he received. This principal of compensation received confirmation In
the model. The direct effect of qualifications and experience on
.saflsfacfion tended to be negative, but the Indirect effect through position
and net centrality was positive. [t should also be noted that interaction
networks in some of the nets Indicate a sfrong.dlreCT effect on satisfaction,
and In some cases thils effect Is stronger than that of position of
responsibility.

The theory of job retention was developed from the theory of
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motivation with an Important difference. Whereas the theory of job
satisfaction reflected the motivation of the actor more or less despite
other behavioural outcomes, the theory of job retention considers his
satisfaction both in respect to behavicural outcomes and within the oerspective
of the constraints of a career and the system on the nature of those outcomes.
Accordingly, 1t wps argued that while an individual may be very dissatisfled,
the more he has invested in the system the more he s corsfrained by it.

Hence individuals who had invested many years, specialised ocuaiifications,

and even a career In teaching, were very much more likely tc stay even

If they were dissatisfied., Paradoxically, therefore, the very investments
that might lead to the dissatisfaction of staff, may lead 1o the Increased
[ikelihood of the staff member remalning in the educatlon system.

The emplirical medel confirmns this expectation. A censistently strong
cffect on retention were the variebles of age and sex, and 1+ is apparent that
older men are most [ikely to stay. Qualifications did not have a very strong
effect on retention and indeed ftended to be negative. Of .considerable
theoretical Interest in the explanation of retentlion wes the strength of
the co-efficients from net centrality. In every case these nets predicted
more strongly to retentlon in the system, than did formal positions within
the system. This finding alone indicates that the interactlon networks of
- staff In organisations may be very important to the maintenance of that
organisation and should begiven close future attention. Flnally, job
satisfaction has a consistent but not particularly strong influence on
retention, Indicating that It is an Intervening variable to a certain degree,
but that the strongest effecis are not mediated by satisfaction but come direct

from the respective variables,
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THEORETICAL AND EMPIRICAL IMPLICATIONS

These findings raise a number of theoretical and empirical questions
which are briefly considered below.

To some extent the study of interaction networks In this Investigation
Is the most theoretically interesting aspect of the study. The net analyses
have shown, firstly, that the organisation exercises very considerable
constraint on many aspects of the Interaction of the staff; and secondly,
that the position that theindividual holds within the varlous nefworks
may be strategically related to the probability of his remaining in the
organisation or the education system, This finding confirmms fthose which
have in other respects been concerned with alienation and the effects of
bureaucratisation on the staff of the oiganisation, The preseat anaiysis
has suggested that this relationship between net centrality and refention
Is contingzsnt on prestige satisvaction, and on the sense of well belng that
follows from being at the other end of the continuum from alienation., But
clearly these observations are speculative, and 11 will bé necessary to more
carefully explore the reasons why centrality Iimplies retention - particularly
when position of responsibility does not.

Analysis of net centrality must also be made In terms of those
individuals who desire centrallty, and for those for whom it is Irrelevant,
I+ was suggested that individuals with certain career interests would be
li1kely to seek out responsibility that centrallty in most of the nets implies.
On the other hand, there are staff who are not career oriented and
therefore who do not seek such positions. On thls basis 1t would be
expected that the latter might be satisfied despite their position In the

nets, and as far as they are concerned, net centrallity Is not an adequate
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explanation of their motivation to remain In the system. A basic
distinctlion can therefore be made between individuals who are willlng to
pursue net centrality, and those that are not. But a further difference
between staff members will occur according to the“extent to which any
Individual is able to take such a position. There will be a number cf
staff who aspire to positions of centrality, but they have insufficient
experience (according to the canons of the profession) to take such &
position. These staff therefore do not expect such a position because They
are not able to take it., They mzy be high investors with lew returns, but
remain satisfled because they consider that If they were eligible then They
would be rewarded - and this will come In time,

The distinctions between being willing and not willing, and able
and not able, may be combined into a typolegy which represenis certain
carcer or aspiration orientations of different sectors of the staff,

(Figure 6:1)

Willing Not Willing

Able Eligible

Not Able Not eligible.

Career Non~career
Orlented Orlented

Figure 6:1. Hypothetical Typoloay of Teacher Career Orientations

This typology might well form the baslis for an extended snalysis of teacher
satisfaction and retenticn takingintc account the dlfferential operation cf

the expectations of teachers concerning rewards In the system as a functicn
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of +his orlentation,

In sum, while this study has been moderately successfu! in Isolating
a set of variables that appear to have significant direct effects on the
Indicators of system maintenance, muchmore extensive analysis remains to be
undertaken, This analysis might take In account the career orientations
of staff, and attempt to build a more powerful explanatory model of not only
what individuals are at the centre of nets, but what other organisational
conseauences these may have,

The two dependent variables were job satisfaction and jeb retentlon,
The study indicated that the latter was much more powerfully explained In
the model than the former. |In particular, it Is apparent that prestige
within the organisation, of the kinds measured In this study, are not the
most sallent anfecedents of prestige satisfaction. Attention fo the
accuraie prediction of satisfaction will therefore depend on a more extensive
analysis of conditions both within and without the organisation. For
theoretical reasons a useful extension of the present study would be to find
the extent to which prestige is determined by the characteristics of the
organisation, Cross tabular analysis of prestige satisfacton by school
Indicates that there is wide variability between schools on the perceived
satisfaction with prestige. This may indicate that the prestige of the
teacher 1s not just contingent on the view of the community, but that his
prestige is determined to a large degree by structural effects within the
organisation - but not necessarily to effects studied here. In this respect
It Is Important to recall that the prestige satisfaction factor Is not only
concerned with prestige, but also with teacher autonomy, the abliiiy to be
able to choose what and how to teach. [t Is noct iIncenceivable that this will

depend a great deal on organisaticnally specific matters such as the
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flexibility and adaptability of the senlor staff. At thls point the focus
of research becomes similar to the study of administrative style and school
climate.(Halpin,[957; Halpin and Croft, 1963)

The model was particularly successful ln4;xpla1nlng jeb retention,
accounting for approximately 32% of the variance. Of considerable potentlal
theoretlical Interest were the strong effects of age and sex, which, It was
argued, represent indicators of the constraints which the system exerts over
staff. While they may wish to leave, they maynot be able to go. Here
again a useful extension of the study would be to consider the typology in
Figure 6:1 to compare the effects on retention of four groups of staff: those
who are willing to leave and can; those who are willing butcen't; those
who are able but not willing; and those who are able and willing. An
important reason for the difference between explanation of job setisfection
and job retention, is that there may be many willing to leave, but they
cannot. But in any event, this differential response to satisfaction and
retention warranis closer Investigation, especially as +hi§ finding appears
to deviate somewhat from those reported in the |lterature,

Despite the findings presented above, care should be taken In
generalising from these results. |In the first place, they deal with only
one job satisfaction factor, and any comprehensive statements about the
satisfaction of staff members must also be made in relation to the other
factors. Secondly, both of the Instruments, while being moderately rellable,
have limitations. The job satisfaction scale 1S measured ON @ minlmum number
of subjects (Nunnally,l967), and its rellability would be greatly increased
with a correspondingly larger population or sample. |t has also been shown
that while the nets appear to be empirically distinct, the final path model

Indicated that there Is a slgniflcant amount of multi-colllnearity and
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some caution should be exercised in the Interpretation of each net by
Itself. Finally, 1t appears that the job satisfaction measure is not
particularly strongly explained, and while the model predicting to retention
Is very much stronger, the variable Itself deals with anticipated and not
actual withdrawal. Consequently the analysis must be extended not only
Interms of the explanation of the two dependent variables, but a furher
extension of this research could be concerned with building actual
withdrawal into the model. Such a procadure would then enable one to
evaluate more confidently the effect of anticipated retention or
withdrawal, and thus significantly ald our undersianding of organisations

such as the school,
CONCLUS [ON

The study began with the theoretical focus on concern with the
conditions which contribute to the maintenonce of a social system. Stress
was laid on two aspects of that explanation - the cecnstraint of structural
effects of the system, and the volltion of the actor., This study has
subsequently endeavoured to contribute to this theoretical perspective by
partially demonstrating the nature of teacher motivation and satlsfaction
In the system, while bullding Into the model the Indicators of system
- constraint, [n so doing It has given particular attention to certain
structural aspects of the staff of an organisation and has shown thai these
contribute to the maintenance of that ?iganisaflon. it will be of
theoretical and pragmatic inferest to extend the parameters of the present
study In order that we might be able fo more confidently specify the
conditions which are necessary to maintain this form of soclal system,

Such a step would be a logical outcome of this current research.
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While there is a continuing concern among those connected with education
aboutthe conditions which attract and retain staff In schools, very little
Is known about the 'facts of teaching life'. This study Is designed to
provide some of these facts by seeking objective evidence from teachers
themselves on those aspects of the education system which satisfy or
dissatisfy them. |t Is part of a larger serles of studies on teacher rofe
belng conducted by the Education Departmant at Massey Unlversity.

The queﬁionnéire that follows iIs divided Into three sections., The flirst
and longest section asks you to indicate where your greatest satisfactions
are to be found in teaching. The second, consistent with research in
other professional organisations, seeks to map communication structures and
contacts in your school which may contribute to such satisfacticns. The third
section asks for some details that may distinguish staff responses mere
accurately from one another. However, io undertake this ressarch it Is
necessary for respondents (but not the researcher) to be able 1o identify
other staff members by numbers., For this reason a numbered [ist of staff
has been Included with this aquestionnaire, but that [ist has been constructed
In such a way that no one person, including the researcheé , can ldentify
the respondents names. |In fact the project depends on ensuring that the
respondents remain anonymous.

May we make two further points. The statistical analysis associated
with the research requires a response from all members of staff. A lack of
" even one response may mean that all the data from that particular school will
have to be discarded. Because oflfhe nature of our sample, such a sltuation
may serlously impede our study. We would therefore greatly appreciate your
assistance, |f you feel that the occasional question is not phrased
precisely to your [lking, you may care to make a qualification to make

a qualification alongside. However, would you be kind enough to respond
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to the question as it Is phrased in the questionnaire., This standardises
procedure from teacher to teacher and school to school.

It 1s expected that the questionnaire wili not take longer than
15-20 minutes to fill in. When you have completed it, would you please
place It In the brown envelope, seal it, and put it in the box provided
In the School Offlice. No names should appear on the envelope. Would
you also please fill In the name slip accompanying thls questlonnaire and

drop it In the box separately. This latter procedure does not In any way

associate respondents with their completed questionnaire, but 1t enables

the researchers to identify those members of staff who may need a reminder
to complete 1t.
(+ is planned to collect the questionnaires in two days time, [t
would be appreclated if you could ceposit yours in the Offlice box before
then, |

Thank you for your conslderation and assistance.

Terence C. Halliday
Psychology Department
Massey Universlty.
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CECTION |

The questions cn this page deal with the satisfactions that teachers
obtain from teaching. Please answer each item by placing a tick in cne
of the spaces opposite that Item. Would you please make your judgments
on the basis of your most recent experiences.

How would you rate your usual level of satisfactions with these

aspects of your present job: s
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I. Salary

2., Superannuation

3. Physical conditions (eg. general
environment, facilities, etc)

4, Provisicn of equipment

5. provision of anclilary staff
(secretaries and aides)

6. co-operation yourare given by staff
col leagues

7. In service ftraining

8. The running of the school

9. The rea onableness of the demands
made on your time, (eq. extra-
curricular activities)

10, Holidays

11, Assistance given by departmental
advisors (eg. reading advisors)

12, Asslstance given by related service
organisations (eg Child welfare,
Psychological Service)

13. Prospects for promotion

14, Prospects for flnanclal advancement

15, Amount of responsibility you are
given,
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SECTION | contd

16.

17,

18.

19,

20,

2‘.

22,

25

24,

25,

26,

P

28,

29,

30.

3{.

respect ycu are given by the puplis

respect you are glven by staff
col leaques

status you are gliven by the
general public

respect you are given by people who
benefit indirectly from your work

the freedom you are given to choose
what you will teach

the freedom to choose what teachling
methods you will use

opporiunities ycu have to particlipate
in vhe affairs of the teaching
profession,

your personal relations wiih the pupils
In your school

your personal relations with the
general public in your role as a
teacher,

your personal relations with ancillary
staff (eg. secretary, caretaker)

your personal relations with colleaqgues

your personal relations with people
who benefit indirectly from your work
(eg. parents)

your personal relations with the schools
senior staff,

your personal relations with system
administrators (inspectorate)

your personal relations with personnel
In other service organisations (eg
Child Welfare)

your personal relations with personne!
in training organisatlions that serve your
occupation (eg teachers college)

Very

satisfied

Satisfled

Nelther satisfl:

or dossatisfled

Dissatisfied

Very

dissatisfled

|

.
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The next few auestions describe more general situations, in which
we ask you to give a general assessment of your feelings abcut teaching.
We realisc the generality of these aquestions, but we would like you
to respond to the items in terms of the overall feelings you have.

33. To what extent do you consider that teachers In cencral are satisfied
with fteaching as an occupation?

] [

very more satisfied about half more dissatisfied very
satisfied than dissatisffed In half than satisfied dlissatisfi

34, Compared with how you think most other feachers feel about their
present job, do you see yourself as:

L1 L

considerably more about the less considerably
more satisfied satisfled same satisfied less satisfled
35, What do you consider is the likelihcod that you will remaln in the

teaching profession for the next tive years, or until retirement

(whichever is the sooner?)

very l[ikely lTkely neither likely unlikely very unlikely
nor unl ikely .

36. [f you anticipate [saving the teaching profession, would you please
Indicate the reasons?

37. |f you have any further comments on the kinds of things which make
teachers more or less satisfied, please note them below.
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SECTION |

Research in other large organisations has Indicated that staff
comnunication networks and groups may be very significant in the maintenance
of the organisation at an interpersonal level, This research Intends to
discover the extent and kinds of such gi'oups in schools and what effects these
may have cn the organisation and on ieachers themselves. Five different
types of groupinags have been Isolated - those to do with subject teaching
fields, school organisation, extra-curricular eactivities, and informal
groups In and out of the school. In each of these different groupings it
seeks to distinguish between staff with whom one has very close contact,
through to those wjth whom one has only minimal contact. Please note that
this section doss not reauire you to make any judaments of any kind on

other people. [t merely asks you to describe what Is the case - what is
obvious to other staff membeirs and to any observer who coculd spend time
In your schcol, By asking you In this way it Is possible To gain hundreds

of responses and thus to make general conclusions more valid.
The nature of the different groupings is outlined below:

. Subject groups refer to those staff with whom you have contact in
your main teaching fields on maiters concerned with that teaching,

2, School organisation groups has *o do with things such as the school
[ibrary, organising sport, asszublies, hook distributlion, etc.

3, Extra-curricular activities are those activities outside of class
and school time, but which Involve staff and pupils working
together. (eg. wezkend sport, evening drame and music practices
for school productions, etc).

4, Informal groupings within the school are those occasions when you
get together with other staff at morning tea, lunch, afterncon

tea, at study periods, and In other informal settings within the school.

5. Informal associations outside school involve contacts that you might
have with other staff whom you visit, or they visit you. These are
people you invite around, drop in on, have for meals, go out with
etc).

Accompanying this questionnaire Is the staff [ist with random numbers
.alongside each name, [n describing groups please use only numbers. No
names must appear.

In each of the five different situations below is a grid: the activity
Is described down the side; the closeness of the contact Is described along
the top.

. In you main teaching fields, with what staff do you have contact?

Especially close Very close Close Some Minimal
contact contact centact contact contact
Specify
Major
Sub ject
Flelds i
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SECTION ! contd

2. Vith what other members of staff do you have contact In various
aspects of school organisation?

Especlally Very close Close Some Minimal
clse contact contact contact contact contact
Specify
aspects
of -

organisation

3. With whom do you have contact in extra-curricular activities of the
school ?

Specify
extra-
curricular
activities

4, With whom do you have contact at Informal situationswithin school Time?

<3 With what members of staff do you have contact in informal I fuations
outside the school?
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SECTION [[{

Finally, would you be kind enouch to provide us with some genera!
Information on your background and experience. This enables us to
study whether different sectors of the profession have different kinds
of satisfactions or dissatisfactions and communication network contacts.

I. What are your full qualificaticns? (eq. T.T.C., Dip.T., B.A., M.A,
Trade Certificates. [f you have an Incomplete degree please specify
the number of units you have)

2. Please list your years of full time experience anywvhere in the
teaching profession, but excluding your training college experience,
including your P,A. year if you were primary trained, and excluding
this year,)

3. Please list the formal position you hold in this school, as exactly
as possible. (eg. assistant master, PRA maths etc)

4. Please list below The subjects vyou teach this vear in order of
concentfration, the pericds involved, ‘the form taken, and the
particular class within that form,

Sub ject Form Class No, of Perleds

5, What Is your age?

6. What Is your sex?

7. What Is your marital status?

8. What is the code number alongside you name in the numbered list of staff?

THANK  YOU
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