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INTRODUCTION 

t-Hi? ~1D Plffi:POSE§. 

vi 

The development of human societies has been in essence a 

development of forms of social organisation. In modern societies, 

social organisation is complex, diverse, and characterised by 

conditions of industrialisation, division of labour, urbanisation, 

and the aggregation of i ndividuals into large organisations with 

specific purposes. One f orm of social organisation which ha s 

developed to maintain social relationships in such conditions is 

the bureaucracy . Bureaucrac i es as structures, or systems of 

rational procedures deliberately s et up to achieve specifically 

prescribed socia l ends, affect to some degree the lives of a ll 

citizens of modern societies . 

Educa tional organisa tions ar e bureaucratised to varying 

degrees, a nd the r ap id and accelerating demand f or popular 

education suggests that bur eaucrat i sation is likely to be a 

dominating characteris t i c of education in the future. 

However, pr ofessionalism also provides a means for dea ling 

with organisational needs - particularly authority structure and 

division of labour. A professional is assumed to be capable 

of rational judgments in his sphere of expertise independent of 

detailed task spe cificat i ons. As such, professionalism may be 

antithotic~l to bureaucracy , or at least a distinct alternative 

to the rationalised procedures of bureaucracy. 
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Theoretically , the notions of bureaucracy and professionalism 

are opposed. And in fact, the majority of research on th3 

professional in the organisation bets been based on the classically 

simple a ssumption of conflict. The focus has l! eon ei thfn" to 

d"cument the existence of such conflict, or ·cho desc:dbe various 

reactions to it, usually in the form of typologies. In spite of 

the acknowledge d capacity of professionals to work in bureaucratic 

organisations, there appears to be few empirical studies about the 

accommodation of professionals and bureaucratic organisations to 

each other. 

I t is t he main purpos e of th3 prnsent investigation to examine 

professionalism and bureaucracy in a specific organisation - an 

educational one. It will study the extent to which 8. sample of 

teachers wo rking in a bureaucr at i c setting simultaneously hold 

professional orientations and a c om__"Jitu8~Tt t o the orga nisa t ion. 

In addition, i t will examine so mP- of the conditions under which 

teachers may give commitment to tho or g'3.nisat i on, and to vo.rious 

sub-groups within the organisation. The present resear ch 

examines specifically a group of t e2 chers in a single, tertiary, 

teacher-training institution. 

The thesis is sub di vid8d i1:.t o ::; ovDn c h::lpte~..:0 , t:b..3 first 

five giving the general backgro~L~d of the investigation and 

the final two dealing with the fincUn gs. Ch:ip·cer I is a 
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theoretical considera tion of one of the mnjor concepts of the 

investigation, bureaucracy, and its relevance to schools as 

organisations. Chapte r II is a theoreticall consideration of 

a second major concept of the investigation, professionalism, and 

its relevance to schools. Chapter III is a theoretical consideration 

of professionalism in bureaucratic work settings, including schools, 

and of the concept of organi sational commitment as an accommodation 

technique. Chapter IV outlines t he major hypotheses of the 

investigation, and Chapte r V i s a survey of the research 

methodology . The research findings are presented in Chapter VI, 

and discussed in Chapter VII. 
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C!iAPTER I 
~~· ~. ·-

The term " bure:aucrac;v", as used in Sociology , has ,·.wo 

distinct but r el at ed meanings . First l y , i t is usod to refer 

to certain pr incipl es of organisation , whereby t~e work of 

many individuals i s s y s temat ically coordinated . S econdly, 

t he term is us2d to re f er t o t he particular t ype of 

organisat ion W~!.ich us e s these procedures t o accomplish 

lar~o-scal o a dministrativ e t asks (Blau, 1956) . 

The -1~T eberian 1Iodel 

Acco r ding to cL:. ssic Weberian theory , burenucracy 

is based on the legitimacy of designated authority , and 

on compliance by members of t he organisation . That is , a 

burec.uc r acy ope r ates on "legal autho r ity of a rat i onal 

nature ." (Wr ong , 1970). 

Weber sets out f ive related conditions on which -

l egal a uthority depends. These a r e1 



( i) that a legal code c~m be established which 

can claim ob8dience f'rom members of the 

organisation 

(ii) thnt the lmv is e s:rstem of abstract rules 

which are applied to particular ca ses, and 

that administration looks after the interests 

of the organisation within the limit s of that 

law 
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(iii) that those exercisini; aut !1ori ty also obey this 

i mpersonal order 

(iv) that only as a member cloes the member obey 

the lavr 

( v) that obedience is due not to the person 

holding nuthori ty, but to the imper:30nal 

ordor which has gr anted him t his position . 
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On the basis of these conditions of legitimacy, Weber 

was a·::i lo to fon1ulate eight propositions about t ho structur ing 

of legal a u t horitv sys t .3ms . These are tha t2 

(1) official tasks are org&~ised one continuous , 

regulated ba sis . 

( 2) these tasks are divided into functionally 

distinc t spheres, eac :: furnished with the 

reguisi te authori t 3r and sanct ions . 

(3) offices are arranged hie rarchi cally , t he 

rights of coacr ol and comp2.aint l:>etween them 

being specified . 

(4) t he rule s a ccordin[::; t o which wo rk is 

conducted ;:iay be ei t ~1er tec~1nica l or l o gal . 

In bot:: case s ·t· r a. ined men are necessary . 

(5) the resourc os of t hG organisation are qui t e 

distinct f r om those of tlw menbers as privat e 

individuals. 

(6) the office holder cannot appropri ate his 

office . 

(7) administration is based on written document s 

and this mak es the office (bureau) the hub of 

t he organisation . 

(8) legal autho rity s ystems can take many forms , 

but arc seen at their pur est in a bu~eaucratic 

administrutive s taff. 



The bureaucracy in its most rational form presu)_)poses 

these, and has t he following defining characteristics3 

(1) the staff me~10rs are pe rsonally fre e , 

obs13rving only the i mpersonal cluties of 

their offices. 

( 2) t here is a clear hierarc~w of offices. 

(3) t he functions of the offices are clearly 

s pecified. 

(4) officials are appointed on the basis of a 

contract. 

(5) t he1 are select ed on t:ie basis of a 

professional qualification ideally 

sulist2cnt iated b3' a diploma ga ined through 

exar.iination. 

( 6) they }1a ve a money sal a r y , and pension rights. 

The salary i s gr&d ed according to position 

in the hierarc ~w . The official can al w:::.ys 

leave the pos t and under certain ci:ccumstc1cec; 

it 1:iay also be te r minated. 

(7) the official's post is his sol0 or major 

occupation. 

(8) there i s a c&reer structure, and promotion is 

possible either by seniority, or nerit, and 

according to the j udgment of superiors. 

4 
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(9) the official ma y appropriate neither the post, 

nor the resources v<> ich go v;i th it . 

( 10 ) he is subject t o a vr,rified control and 

disciplina ry system . 

These ten features c on ::; titute '.ifotor ' s ideal-type , 

rational bureaucracy . Its c ~.1artl.cteris tics of precision, 

discipline , continuity, and reliability make it technically 

the most satisfactory form of organisation , botL for those 

hol d int; positions wi thL1 anQ for t hose v1ho have dealint=s with 

the organisation from without . 

Corwin ( 1965) s ·..iggGsts that Weoer ' s charact eristi cs 

of bureaucracy can 1-, n cont ained i n two principles 

s pecial isati on and coorl ination . Spocialisa~ ion is the 

process of br eaking ·No r k down in+; o standard components , 

accoL1pli s hed through a hierarchy of positions and roles; 

and coor dination is achi eved t Lrough the c entral isation of 

aut'.1or ity and standardisation of work . 

This del ineation of t he h8 sis and form of the rational 

bur ee.ucrac;y has common ground with Blau' s definition . 

Bot11 haven structural, and a functional element . 
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Criticism of the Weberian Kadel 
-~~.~--· ~----~~-...--....... ~ 

The 'l'lelierian definition of buronucrncy has beeD subject 

to considerable criticism. The r e.tionali ty of the 11 rationcl 

bureaucracy" has been c2lled into quc,stion . 

One major set of criticisr.1s attacks the failure of 

We1)er 1 s mo •Iel -:-o take nccount of the negative aspects of 

behaviour within bureaucratic organisations . Using Veblen's 

concept of "trained incapacity" , Me rt on ( 1940) argues that 

rules, initially design9d as r11ec.:ns t o ends , may well become 

ends in themselves. Sir:Jilarly , e:1t renched officici ls, and 

the norms of impersonalits gove rnin1; official behaviour, may 

well p roduce self- defeat i ng consequences . Selznick (1943) 

has similarly sug[;ested t:11;t division of function may lead to 

sub-groups setting u.p goals which conflict with the purposes 

of the org,:,nisa ti on as a rrhole . 

The notion of tho official as mere technica l functionar~f 

has come under strong at tack from Parsons ( 19l~7), Bendix ( 1949) 

Gouldner ( 1955) , and Francis ancl Stone ( 1956). Pa rsons notes 

the internal inconsistenc.:r of attributing administrative staff 

both professional expe rtise, and bureaucratic authority. He 

contends that at the l1igher levels of the organisation 

administrative positions may not be accompanied by equivalent 

professional skill. This poses the problem of whether right 

to c ommand , or greater expertise should eain compliance from 

members. Bendix, Gouldnor, and Francis and Stone raise 
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further the p roblem of complir.nce to rules. Th ey point out 

t hat a l tho ugh i :apersona l ity and fixe d proc edures mcy b e 

demanded b y t he organisat i on, in p r actic e the sts.ff may 

a dapt their act i ons to s uit i nd i v i du2,ls , differing circumsta nces, 

and the general social and polit ical climate. 

Tiie discus sion is takGn i 'urt h er by Blau ( 1956) and 

Stinchombe (; 960). Tjey a r gu e that Gffici ency cannot b e 

guaranteed only by the f ormula t i on of a set of offic i a l rules. 

It is t he identification of t h e of f iciE,'- witl1 the purposes of 

the organisation as a ~1ole t hat promote s efficie nt 

admini stration. 

Thes e c ritic s of Ylebc>r' s concep t ualisat i on of bureo.ucra cy 

have foc ussed l a r gely on c.pp~rent dys func tional conse quences of 

internal inconsistencies of t he model, a nd on wha t Bla u (1 963) 

:1as referr 8d to •:i s "Burea t:.c:ca cy ' s Other Fac e" - t he informD.l 

aspects of burea ucratic organisation. 

Rebuttal to Criticisms of the Web erian Model --- -~-- --~-·--·~· -----
Rebuttals to criticisms of the Weberian model have been 

offered. !"1ouzelis ( -1967) and Albrow ( 1970) a rgue that i t is not 

Weber' s intention to ..:. onstruct a model of bureaucracy whic ':l 

directly approaches concrete reality. Rather, he identifie s 

the adroinistrati ve characteristics t ypical of e_ certain kincl 
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of orgo.nisc.tion . Accordin~ to this approach an orgonisa tion 

is bur eaucratic or non- burG.:,ucrat ic a ccording t o the degree 

to which i ts features are simile r to t ~1e -.'foberian 

characteristics . In this sense , considerations of 

"efficiency" , ·.-.'hie :•:.. h&ve preoccupied s ome crit i c s, may be 

disregarded . 

As a fur t!le r refinement of this appro2ch t o burec.;,i.cracy, 

Nouzel i.s sugges ts thot t~w eittriliutes of bureaucracy be 

considered as dimensions , 0 each one va r ;>ri. :1g gu::ntL;ativel y 

from one or ganis::. ti on to another . ; i ~Te thus avo i ds the 

bur 3aucra tic - non bure1rncr1,: tic dichotomy, and raises tlrn 

pr ospect of organisations be i ng more or l ess bureaucratic in 

0:1e dimension than in a not '-'.or . 

Despit e his oth0r critici~ras , Blau (1956) recognised 

ti-wt Weber wo.s well a'!IG. re of t~rn cont radictory tendencies in 

the bureaucratic str'-lcture , and proposed t he " ideal-type 

cons t r uct as a euide in empirical. r esearc;i , not a s a 

s ubst i tute for i t . n This po int is also teken up by 

Bendix ( 1968) who po ints out that Weber himself emphasized 

that an ideal-type simplifies and exaggerates t he empirical 

evidence in the interests of conceptual clarity . A spec ific 

organisation then, me.y posses s the constituent elements in 

varying degrees, :Jr may c:ven let ck some. This lies behind 
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Weber ' s roferencu to 11 mi x ed t ypf;s", for example the "pat~cimonic..l 

burea ucracy . " 

Conclusion on the Weberian ~odel 

It is clear from t his analysis a-~· Weber ' s critics that no 

absolute refutation, or a de quate !.t lt ernfl tive conceptunlization 

has emer ged . Bendix (1968 ) notes that non~ of the critics 

has as yet dispensed with Weber's definition , and Katz (1 968) 

has commented t h') t; 11 it i s pro-b2'ol " fo. ir t o s ;;;.y ·die t. r ecent 

sociologj.cal the ories of co~plex or ganisa tions ar e a s 8rie s of 

fo otnot as t o 1.V e\J 1~ r •11 

With this judgment in mind , r eferenc ri to bur ec..uc racy in 

t his investiga t ion will be in terms of t l1e Weberian model a s 

outline r~ . Orga nisations will be considered bureaucrat ic to 

the extent thc.-t; tl1e7 displ£~' S0[!9 or all of the follovring 

characteristics ~ ~ a division of labour ; a hierarchy of 

authority wit '.: carefully presc r ibed res ponsib ili ti cs; a policy 

or system of rules; i !'.lpers onr,lity i n the int eraction of its 

n embers; appointment to office by contact and on the basis of 

professional qualification; and a cc- reer structure with 

promoti on , salary and pension rights for offi ci als . 



Any attem:ot to 1;1eas .. 1re i:) J8 r elevance of the Wehe rian 

c onGept of bureaucrncy to s c hools4 , is dependent uuon a n 

examination of thu orgnnisotionol propor t i es of sc '.-~ool s . 

1'he purpose of such an e:x:~:...:iination is to seek out unique 

cha r ccteristics of' schools <:<S orgcnisati ons , in add i tion to 

those coE1:non to other for:iD l or getnis!1 tions . I c is the 

1.mi qmi char&ct e ristics thci t have special implicction for 
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those within t he organisation , nnd permit explanat i on and 

p r ediction o.i' elements of t lie functionj_;1g ol' that organise.t ion . 

The difficul ty of defi ni.;;.5 " orgenisation" ~1as been 

illust r uterl by Berelson and Steiner ( 1964). They comment , 

apparent l y r uefully , th2.t r ather· · c ~1an define the ter n , it is 

easie r and more useful t o g i ve exl:lmplos . They then l is t 

t yp1:is of org'1nisat ions ( e . t; . busines s firms, militarv units , 

ch urches , hos pi ta ls , universi ti (;S , l a.bour unions ) and from 

t hes e identify what tho :i- consic1'3r to 00 a nu.mi)er of comnon 

char acterist ics, viz : 

(i ) an ex -:;>licitly fo r mulat.od s et of goals, policies , 

procedures , rules and regulations thnt define 

appr opriate behavi our s for its members . 

(ii) 

(iii) 

a pyramidal arr~mgement of power and authority , 

usually o:!:" c.t leas t t hree l evels of n uthori ty . 

a combin;;. tion of size t.md/or complexity that 

precludes cl ose personal relations among all 

members. 



(iv) an orgunisetion typice:~lly exists longer than 

t h•3 lifr~ti :~:e or affil iat i on of anf particul a r 

me mb er. ( Borolson and Steiner 1964). 
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The r e nnJ attrib1-ites of scb.ools that ref J. ect en ch of these 

crite r ia . As Berelson and Steiner point out , however , those 

quuli ties are c oi:1ffion t o c::.11 fo r rrzl organisations . 

Specul at i on t hen, as :~o Hhether the school can b e tormed 

a fo r mal or ganisation i s largel;/ unprofitable . Wit hin such 

general definition:-> t lJJ ::;c>.ool cle3,_'lv qualifies . (Seo v. l so 

Et '..>:ioni 1961+; Stinshc;omlie -i 965 ; Url.'J ·i 965 ) . In unders tnnding 

t he s pecia1 organisatiorn:.:l ·1ualities of the scb.ool , s uch general 

s tatement s have l irni ted usef :~:lne ss . 

A s tuilmar:r analysis of tl1e spe cial or gani scit::onul qualities 

of schools is prov id eel o~: Bidwell ( -1 965 ), TI ho s uggests t:ia t t he 

school exhibits f our nmjor , distinctive, organisa-C i onal 

ct-l;ribut es . Three a r e r elated to the personnel of the 

organisa-Cion, and the fourth t o its structure . Bidwell begins 

his am:. l ys i s wi t'.1 the proposit ion that schools ar c. client -

serving institutions. Hence, he distinguishes betw een studont 

and staff roles withi n the or ge.:nisat ion. The student r ole is 



12 

ac;cri bed and compulsory , ,,-;herec:. s the staff achieve end hold 

their positions i1: the lir:;Yc of professional qualificet i ons . 

Accord.inc to this analys is, there i s a fur1dnrnent a. l distinction 

betv:een the rights and responsibilities of the two t ypes of 

personnel . Cons equ'3ntl;: their r easm1S fo r action are like l y 

to differ cons ider ably . Whe r ea s the pupil will act in c er ta in 

ways because he is constrained t o do so by te achers, the 

teac~rnrh b ,,haviour is !T!ore likely to be constl'a ined by 

considerations of p :?:·o f e ssione l ethics , or employee -employer 

rel::ttionships . T:1e clistinctivo combinat ion of bur oauc:rac,y 

and struct ural looseness L1 sc:iools is not ed in Bidwell ' s 

t 11ird cha racteristi c . ~e comments that certain elements of 

bureaucratic structure nnd procedure c:ire p resent in all schools. 

For exa 11pl e , staff ar:: of ficeholders recrui tetl on criteria of 

merit and competenc e . T~e ir work is specified to s ome 

extent, there is sor.10 division of l abour, and there is Cc 

hierarchy of authority . Adr::L1i str .'.:!t i ve v10rk follows set 

proc edur e s , and the dis crat i ona r :;r po-:rn rs of officers are limi ted 

by s ~ecification. Bidv1ell notes howeve r, that while these 

rudiments of bureaucracy are evident , one i mportant 

characteristic of tea cher r ')le tends -Co transcend such 

system de mands. This is teache r professionalism .5 

Professionalism is an important way of dealing with 

organisational needs for division of l abour and for nn 
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authority hierarchy, but :rwt0 s Bid'Hell, it is a non-burerrncratic 

'ilC..Y . Given these countor clements , Bidv:ell attributes t o the 

schooJ_ the distinct iv 2 f eatures of bur eauc r acy, but as well , a 

characteristic struct urol loosenes s . The f o urth sp0cial 

organisational qua lity of sc!::ools discussed , is the "dual 

responsii:J ility of it s officers to u clientele and to e. public 

cons tit uency ." Howeve r Svl'ift ( 1969) s ugge sts t ha t t his may 

"better i.J e seen a~; &.n ospcct of professionalisGJ , fo r r e s pons ibility 

to the client and to the public tond t o be specifi ed acco r ding 

to the r ules made b:;,r t eaclwrs the :nsel ves . 

Othe r distinc~ivo featur es of thG sc hool ns un organisation 

ar ,_:: seen as arising frorr! i ts function of " people-process ing" 

(Rhea 1 963 ) • Fraser (1967) a ls o cofi~ents that , firstly , the r e 

are problems associated with the specification of the organisational 

goals . Educational t:;o:c l s c 1·e usue.11,7 " vaguel3r stated; rnul -'c iple 

in nature , such th1:0 t th:J sc ~,ool is 0xpected to do many diffenmt 

things to meet the expectat ions of its many publics; and 

conflictfuJ. , in t he s Gns e that diffe r ent publics may 'Wnt 

mutually incompatible t hings • 11 

A further feature arising from t he schools people-processing 

function is the.t t her e :::_s considerable variability in the 

"input", and no agre ed cri t e rinn such as production figures or 

fina n cial stctement, by which all proces ses and "output" can be 



evaluated. Similarly , tLe 11 products 11 become an i mportant 

variable in the operation of tha organisation, continuously 

e.ffecting the nature of the nroces5ing. 

14 

In suwnar~r , specific considcr:·tions of sc!10ol ci sugges t 

the.t they have seve r &l salient organi s C!. ·cional properties 

associnte cl with their func ·~ ion as pooplc-pr ooessing, client-

serving, public-oriented institutions . For example, goals are 

usually vaguely statod, md tiple, nnd often conflicing; 

processes ere affected by the product in process; an1 outcomes 

arc difficult to mee.sure. In acldi ti on, sc ~1ools are both 

bureaucratic, and paradoxically, structurally loose. '.i'he 

p&radox apparently inheres i n the fact that teachers' conc eptions 

of themselves as professional persons lead them to doubt the 

relevance of the conc ept of burea-...icracy for the school. 

Schools and Bureaucraci 

Corwin ( 1965) std es th8.t "complex organisations in modern 

societies are bureaucratise1, and schools are no exception." 

This view is supported both by Bidwell ' s analysis of the 

organisational properties of schools, and by Swift (1969) who 

points out that all school systems are bu.'l'.'eaucratised to some 

extent. For example, staff are officr.mlders who are recruited 

according to certain cri',:e ria of merit and competence. 'rhey 
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ga i n salnry and seniority on 2chi evement lmd qualifications . 

They en.joy security of tonurc by contract , and t he requirements 

of their work a re laid dov:n v:i t h vo r yirn; degree s of spec:Lficity. 

Further, staff r ol es i ncl ude expectations for universalistic , 

affectively - neutral r e l c:.t ionships with students , especitclly 

in connection ';:ith student evc.. l uct i on . There is s oMe division 

of l abou:r , a nd there i s a clear hierarchy of res ponsibility a nd 

authority , both within t l1n s c -1001 and through to hi gher and 

remo ved ec '.·1elons of the systen . As well, administra tive Bork 

goes on according to rule s of procedur e ·which set limits to the 

discretionary powers of officehol de r s , by s p e cifying both the 

aims and the modes of offic ial action . Administrative staff 

have gener ally been rec r ui t3d becaus e of their expertis e in 

b oth administrat i or>. a nd teaching , and tend generally to refine 

their administrativ e pe rformance (whence lies further pr omotion) 

a nd gradually surrender their teaching exp ertise . · Lines of 

authority are res pected i rrespective of the particula r 

incw::-~ents of positions . Finally, the resources of the 

school are distinct from t i1ose of the i ndividuals within t he 

school . For one of the major groups in the school, the s taff , 

there i s a clear career structure . 

Corwin (1965 ) sugge s ts that bureaucracy in schools consists 

essentially of t wo operating principles, coordination and 

specialisation. Specia lisation, t he process of breaking work 



down into standard co m;-'onents, is ::.ccomplished through n 

~1ierarchy of teaching offices, 11hicli ostablis1.1 s phe res of 

delegated authority . This '.1iererchy mc.y ra!:tg"l from tho 

relatively undifferentiated , as in the primary school, to the 

finely differentiated structure of the largo universit;i,r . On 

the other hand , the co unt er process of coordinetion i 3 set in 

motion becE.use of specialisation. Sp e cicl offices must b e 

created with r espons i bility for reinte grating the specialised 

activities into 1:.1. coher ent whole . Coordination is in turn 

achieved throug~1 the furt :1er princ iples of centralisation of 

authority and standardisatio:i of work. Standardisa tion is 

based on rules, 'Hhich represen-t the ex+.ension of C(rntr<' l 

authorit;y into the routine -;,rork sitw::ition . In s c~10ols , 

rules are stated s pecificall y i n t er Bs of such t hings as 

curriculum guidr;lines, e.. t cende.nr:e regulct i ons , and requirenents 

for periodic clerica l returns and p r ogre ss reports f r oo 

teachers . 

Corwin points out th3t centralisation, standardisation 

and specialisation do not necessarily occur at the same r etes . 

It is possible for a school, or a school system, to -D e highly 

centralised end yet not standardised nor specialised to the 

same degree. 

Thus, Corwin's statement is reminiscent of the l:Iouzelis 

argument, that organisations can be measured in terms of being 
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moro or l ess bureaucr atic in e. vari ety of bure&ucrati c eleraents . 

While these elements of buree.ucracy are evident i n varying 

degr ees i n s chools , the notion of a pr ofess i onal staff is in 

conflict with so~e of these elements . At the ver y leas t , 

professionalism may l)rodu.c '~ s ome eleme:1ts of " debureaucrn.tiso.-

tion" (Eisenstadt 1 96·1). In i ts stronges t fo r m i t may offer a n 

alternative to the centralized a uthority structure of sc11ools . 

However , due to t he dt;.. l ne.ture of school operation ( teac ~·ing 

i n sepe.rate classroom units , end e.doinistering those units) 

eve n as an a lternative , professionalisr;1 would r equire i ts own 

adQinistrativa structur~ . 'l'h0 modern large scl' ool, or sc: .ool 

system, with its tendencies towcrds larger units and to 

centralisat i on of a dr::.inistru t ion, a7pears unable to avoid some 

elements of bureaucrc.·cic .:1dministrat iv e str uct ure, particulnrly 

as teac l1ers are nor;ilnll ;y solaried employees . The extent to 

which thes e bureaucr atic element s i :npinge on the rout ine work 

a cti vi ties of teachers and the a r ea of t ;Jeir professio:c,a.l expcr 

expe rtis e , will depend upon a variety of f act ors. One of t hese 

will be teachers' conception of what professionalism enta ils, 

and t he strenght with which they hold this conception. As 

Corwin indicates, it is likel y that the inconsistent expectations 

for teachers to b e professional ~ersons while being employe es 

in complex bureaucracies , Yrill create "status dilemma s" for 

the personnel involved. 



The analysis of certnin 11 sta tus dilermna s for teachers i s 

a focus of this investigo.tion . Howe ver, before this can be 

und~·n,t aken, some consid8ra tion must be given to the elements 

of professionalism its elf, a nd to tho relations 11ip of 

profe ssionalism to burc:w.ucracy vvithin the context of the 

school. 

Footnotes 
--~---

C-1), (2), (3) . This version of Weber's idea l - t ypical 

formulati on of lega l authority EL1d burea ucra ti c administrative 

staff is taken from 

(1+) The term "schoo l 11 is u s ed throughout t ~1is study as a 

s ynonym f oT any formal educational oreanisation . It t herefore 

ranges from k i nde r ga r ten to university . 

(5) See Chapter II for a fullo:r. t reatm8nt of this topic. 

( 6) See Duties of Teach ers, Teachers_' Leg_al and Service 

Handbook, New Zealand Educational Institute, Wellington , 1965, 

97-1 24 . 
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CHAPTER II 

T>IBORETICAL CONSIDERATIONS - PROFESSIOI'J\.LISr 

Iv:ost analyses of 11 profession" begin with a discussion of 

attributes thought to b e definit ive (Flexner 1915; Carr-Saunders 

and Wilson 191.tl.i-; Greenwood 1957). Sp ecific profes sions are 

then seen as pos s essinc t !·tese attributes to lesser or greater 

degrees. The whole app r oa ch , like characteristic approa c~1es to 

the definition O'.:' burea uc r acy , r es t s on an i c1eal-t.Y1,e base . 

The Structural I;odel 

The first major at t empt to make prof ession a sc ientific 

concept can be t r &ced to Flexner (1915). The six conditions 

essential to his defini ·cion of a profession are summarised 

beloYr. 

(i) Its activitios must be largely intellectual 

(ii) Tnere must be a la rge amount of individual 

responsibility 

(iii) The raw ma terial for the activity must be 

gathered from science and learning 

(iv) This must be work ed up to a practical and 

definite end. 

(v) There must 'b e an educationally communicable 

technique 

(vi) Practitioners mud 'become increasingly 

altruistically motivated. 
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Flexner's conditions are almost entirely structural, with 

only (vi), which refers to a presumed strengthening of attitude 

over a pe riod of t ime, the except ion. Despite this wei ghting 

of structural conditions, Flexner appears to place some 

priorit:v on attitude by adding a rider "but after all, what 

matters most is professional .:'pirit." 

On tl:e other hand the presence of an intellectual 

teclmi gue ac quired by spe cial training , which performs a 

s ervice for society, and is unavailable to the laity , i s seen 

by Carr-Sa ilndurs and Wilson (-191+4) as the ma jor criterion for 

professional status. A similar general position i s taken by 

Parsons (1968) who notes t hat the core criteria of a profession 

are clear. 

!I (i) 

(ii) 

They are, he says 

Th8 r equirement of formal technical training 

accompanied. by some i nstitutionalised mode of 

'Jalidating both the adequacy of the training and 

t he competence o~ trained individuals. 

Training roust lead to some order of mastery of 

a generalised cultural t~adition, and do so in 

a manner giving prominence t o an intellectual 

component. 

Not only mus t the cultural tradition be mastered 

(i.e. understood) but skills in some form of its 

use must also be developed . 



(iii) 
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A full fledged pr ofess ion must have some 

institutiona l mea c-1s of making sure that such 

competence will be put to socially responsible 

uses e. g . medicinu , t eaching , research ." (Parsons 

1 968). 

Somewhat earl i er, Parsons (1959) had discussed the 

apparent incompatibility of t he terms "intellectual" and 

1'technigue", and refined the crit erion to contain activities 

which aro ei ther a;;iplied , or primarily concerned with the 

advancement and transmission of empirical knowl edge . This 

may well be more simply s -c&.ted lJy saying that "professions are 

organised around bodies of knowledge." (Hall (1969) 

An alternative view has been put f'orward by Greenwood 

(1 957). For p rofession i dent i fication ho demands ( i) the 

presence of a syste matic theory , intellectual and/or practical , 

based on r esea r ch; (ii) clear p r ofessional authority based on 

the client 1 s belief that the profess i onal' s knowledge permit s 

correct j udgment in serious matters; (iii) both f or mal a nd 

informal community sanction of the profession's power and 

priveleges ; (iv) a regulative code of ethics delineating 

appropriate behaviour of the professional towards his clifmts 

and his fellow professionals; (v) a profes s ional culture~ 

containing norms for training and practice, a s well as t he 

language and symbols of the pro fes sion. 
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Howeve:-, Gross (1958) has moved frora these :predominantly 

structural an~lyses to consider di~ensions wldc~ 9re claarly 

a t ti tur1inal. He f e voures charE::ctoristics whi ch appear to 

inl1Gre in the orientat ion of the person concerned, rather t ha n 

structural attributes which can "be ascribed. Gross postulates 

a personalit :; involvement continuum, and says "the professional" 

is chara ct8ris ed by a hi gi1 deg:r ee of invol vemcnt, which is 

transmitted to his clients in t he form of their belief tha t 

h e ·nill consistently a ct in t :1eir best interests . Further, he 

71ill demonstratG a well de veloned sense of obliga t ion to his 

task, and a close i dentif i ca t Lon wi t.11 his collee.gues through 

both f ormal and infor::n.al profes s ional associations . This close 

identification serves t o both reinf'orce his p rofessional 

orientation and to act as a sour ce of control over lds behaviour . 

Gross also requires s tructural charact0ristics . He points 

out that the professional wo rks with an uns tanda rdised product. 

His knowledge is applied t o solving particular and unique 

problems which do , hm.rever, fit within a general body of 

theoretical knowledge . 

An important structural characteristic with i mplications for 

attitudinal orientation has been put forward by Goode (1960). 

Goode suggests that the student of' a profession undergoes a more 

far-reaching adult socialisation ~roc ess than the person learning 

other occupations . He suggests that professional training not 



only r equires longer f or u181 educat ion, but also involves 

soci&lisation into appropr fate attitudes 2nd beha viour s . 
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T1i..s l se.ds ~}ood e to posh'1ate f urther that a profess i on , lik e 

a bureaucra t ic office, i s t ypically the terminal occu;,Ja tion 

fo r members. Not or.l y has the profess i orn1l a pers onal 

investment of time and coney in the or.cu-pation , because hi s 

skill s ancl his attitudes c.re relo.t i vely f ixed b:,r the l ong 

period of so ci alisation , easy oc cupational chang e is precluded 

also. 

A synthes i s of ElUch of the earli e r liter nture on 

pr ofessionalism is atten;::ited by Wilensky (1964) . 

a schenw. to differentiate st r uctural f rom a t titudinnl chara cter-

istics. In i t his structural characteristics a re or dered t o 

f orm 2 set of sequential stage s througlt whi ch occupations 

typically pa ss i n the procGs s of professionelisation. 

stages, briefly , are 

( i) the creation of n full -time occlrpet io n 

(ii) the es ta blislment of l: training school 

Th8se 

(iii) the f orurnl a tion of· prof (.:ssional associat ions 

(iv) the for mation of e code of ethics. 

Such a formulati on h<:1. s value for summarising the nature 

and order of the structural components , and may be useful as a 

crude means of determining the degree t o which various occupations 

can be see n as professional. 



The Attitudinal Model 

In recent yea rs there hs_s been a tendency to be l ess concerned 

with structural elements, and more concerned with the behaviourc::..l 

implicati ons of at titudes . Colombotas ( 1962) identifies three 

criteria on which there is contemporary consensus , viz techni ca l 

competence, autonomy , and service ideal. In his own approach 

he then concentrates on r ole perceptions that arise from t hese 

three elements. He s tipulates that professional persons a re 

marked by a feeling of expertise in carrying out their 

occupational functions, a perception that they are able and 

prepared to act autonomousl;; , and a disposition to place the 

welfare of the client before profit, self-interest and 

institution. 

It seer.is that , as Colombotos points out, professiona l 

autonomy is a key element in t he theoretical consideration of 

professionalism, whether structural or attitudinal . The 

professionel is expected to utilise his judgment, and only other 

professionals will be in any position to question it. In terms 

of atti tudc, autonomy is related to the professional' s feeling 

that he is fr ee to exercise his own discretion. Hall ( 1969) 

suggests that this attitudinal aspect may be the most crucial of 

all, since an individual's attitude reflects the manner in which 

he perceives his work . If the assumption that attitudes 

influenc e behaviour is correct , then professional attitudes should 

relate to professional behaviour, with attitudes thus an i mportant 
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coQponent of profess i onalism . As T-Iughes ( 1 960) comments, 

"professionalism is a state of m..i.nd , not a reality." 

The relative priority of attitudinal and structural 

elements is discussed further by Hall. He suggests that the 

tv/O sets of varie:.b les do not necGssaril y vary together. Thus, 

the more professionalised oc cupations structurally are not 

always the most profession.e.lised attitudinally . Hall 

suggests that the att i tudinal attributes cr ucial to 

professionalism are 

( i) "the use of the profe ssional organisation as a 

(ii) 

(iii) 

major reference. Both the formal organisation 

and informal colleague groupings can be the major 

source of ide<.1s and judgment for the professional 

in his work . 

a belief in service to the public . This coDponent 

includes the idea that the occupation is 

indispensibla, and that it benefits both t he public 

and the practitioner. 

a belief in self-regulation. This involves the 

belief that, since the persons best qualified to 

judge the work of professionals are his fellows, 

colleague control is both desirable and pract ical. 

(iv) a sense of calling to the field. This attitude 

reflects the dedication of the professional to his 



( v) 
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·;rnrk, and his :Lo·3ling that he wo'lld probably want 

to contim.rn in t 11e occurwtion even i f fewer extrinsic 

rewards we-Y:o ava.ilablo . 

a s ense of a'.lt onorn_y . This involves the feeling 

ti1"1t the practi t i oncr ought to be a llowed to m&.ke 

hi s own decision.-:; wi thout externel pr essu:ces from 

clients, from ot1wrs who are not G1embers of his 

profession, or f rom hi s employ ing organisntion . 11 

( Hall 1969) . 

This ba.sice.lly f.lttit'1dina1 r:1odel of profess i o;:1a l isc: i " 

e.dopted for this investi::;£,tio n of profass i onalisi;1 in an 

e'.lucational orge:nisatio:1 . The 1~11 position is t aken, that the 

pres enc e of a measur e of e i thor profess i on::.1 structurG or utt i t ude 

cloes not gua rantee i.18ce0saril:; the :T_) r osence of o. si11d.lar mensur e 

of tho ot J1or . Hence it is ar gued t hnt t he l m1 level of 

professional st r ucture Rt t r i ;_-,uted to t eaching by Page (i 95-1 ) , 

Liebermann (1 956), Kat,; (1 '."JGl+), Coruin ( 1965 ) , Hall (1 967), a nd 

~tzioni en cl Lortie ( 1969), does not of nece s s ity indica te a 

corresponding l y low l evel of ')r ofessiona l attitude and berw ·.riour . 

So!Ile considera tion must b e given, however, to the oxtent 

and nature of professional at titudes and behaviour a ss ociated 

with the special condit i ons of the school . 
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Professionalism and Sc l10ols 

Bot21 theory anu empirical research indicate that schools can 

be seen t ~ display burea ucratic elements . Ther o i s les s certainty 

in the J.j:terature tl1£,t schools are a na tural environment for 

pr ofessionalis r,1 , or that teachers can be regarded as professionals , 

either structura l ly or attitudinally . 

Despite certain reserva tions which will be 0 :1tlined , the 

positi on tak8n in this investigation i s t hat some de gree of 

t eacher profossi on&l ism is a iIBcessary attitudinal outcome of the 

organisational properties of schools . 

The p r oposition th~ t it is a mistake to think that all 

teachers should be co~sidered members of the same profes sion, i s 

advanced by Lieberma nn. (-1956) . ''...:: s u,;gests that there is 

advantage: in r ega rdin ,; teacher ::: ~! s comprising a clus ter of 

related -but different occupE:. tions . Cas u2 l obs ervat ion would 

suggest some suc l_1 variotion :)r::tween different divisions of the 

system is ap~)A. rent in j]ew Zer_~ land - - l_)[:<rticularl;:,r over the 

strength with wh:Lc ~1 ;:i rofes sionclism is held to i)e c: significa nt 

bas is fo r action . 

On the one h~tnd the ma,ior teacher s ' organisations publicly 

r efer to themsel ves as professional organisations, i n the same 

way as do the e s tablished professional gr oups . Policy 

statements by tea cher s ' organise.tio::is r eflect the dynamics of 

p r ofessionalisation in act i on , as Vollmer and Mi lls ( 1966 ) have 



specified them . For example teachers are urged: 

11 ·.v e rnus·c ac eept that teacl1ing is an 

occupation w:-wrei.r! the practitioners , possess ing 

high moral princi ples an:l a deep sense of social 

of social responsit ility , render a personal 

s r.~ rvice based on the pos session of a body of 

knowledge particular to the calling and a set 

of specialised skills ga ined initially through 

rigorous educ a ti on and t raining demanding hi gh 

intellectual attributes &nd reinforced fro~ 

time to time in service, wherein the practiti~n9rs 

individually endeavour to fulfil scrupulously 

all their obligations and whe r ein they 

collectively either -18ter nine or strongly 

influence and safeguard standPrds of conduct ~md 

perforrnance . 11 
( 1) 
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Furthermore the drive f r om "semi-profession" (Etzioni 1969) 

to the full status of 2 prof ess i on is to be achieved attitudinally : 

"*To help teaching further t:;a in t he standing it must 

have in the minds of the public , we must publicly 

exhibit respect fo r and pride in t he profession of 

teaching . 

*We mus t provide for the public the image of the 

teacher as the expert in the classroom. 



:'We must be able to prepare not only children to 

deal effectively with u situation of increasing 

change but teachers also . 

*Realising the complexity of human dynamics , and 

dedicated to givins the best service po s sible , we 

must accept that we can earn profef.sional status. 

We earn v1hat we are worth in the eyes of the 

community, no more . 

':'When t he profession is ethicall y bound to gi ve 

the best service the community i s similarly bound 

not to r.i.ccept such service without adequate 

compensati on . 

*We must make efforts to ensure that we ourselves 

and our fello·;1 mer:ibe rs are suitably qualified and 

re main competent for the vrork 1.ve have to do . This 

means we must pr ess for t he highest minimum 

qualifications for entry, a demanding preparation 

period and continuing in-sP,rVic e training. 

~The authority of competence oust be r ecognised and 

respected. ( 2) 

Members are urged to adopt a profess i onal code of 

ethics. 

29 



11 'I'eaching is a profe ssion, and membership of a 

profession carries with it obligations as well as 

privileges . These obligations concern l oyalty, 

d iscipline &nd fair pla;;- . Believing that it is 

essential to create a fellowship conforming to 

recognised ethics, members (are GXpected) to conduct 

t he mselves rionour.:;bly in their professiona l practice 

and to do their utmost to promote an:l maL1tain the 

dignity and welfare of the profession as a whole . 

To thBt end the followinf; actions have been declared 

unethical 

( 1) For any member to attGmpt to influence the 

Hinistex· , the Department or an Education 

Boa rd •• . . i ::i a m&nner cont r a r y to the 

expres sed decis ions of the ( pr ofessional 

organisation) . 

(2) For any member to nppl y for or accept a 

position whi ch the ( professional organisation) 

directs is not at the time to be filled by 

members. 

(3) For any teacher to censure other teachers 

or to criticise their work in the hearing of 

pupils. 

(4) For any teacher to be found guilty of conduct 

30 



seriously de trimental to t he int erests of 

the pr ofession, or t he ( pr of es sional 

or gani sat ion) . 

(5) For any t eac ~l.er by publi c stat ement to bring 

the pr ofession i nto disrepute •11 3 
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On the other hand, i n many as pects t ea cher s do not meet 

the structural crit eria f or pr ofes s ionalism . While 

a cknowl edgi ng t hat t eacher s f ul f il s ome of t hes e r equirements, 

Turner (-1970) suggests t ha t t ea. che r s fa il on fi ve pa rticular 

count s . Brief l y , thes P, a r e t11a-C 

(i) i t i s diffic ul t to i dentify the speci ali sed pedagogi ca l 

skill or t o desc r ibe its basis in s cientifi c t erms . 

(ii) the value of educational theor y i s gene r ally decri ed 

by teachers while pr actice and experi ence a r e hi e:;hly 

va lued . 

(iii) te s ting of the knowledge acquired in t ra i ni ng is less 

rigorom; than i n other profess i ons , as a dequate 

perfor mance i n exa mi nations is not neces sari l y a 

pr edictor of adeqo_i£,t 0 class r oom per fo r ma nce . 

(iv) t he teacher ' s authority is not based upon expert 

attention sought a nd paid for by t he client, but on 

i nvolunta ry compul s i on i n most ca ses. 

(v) teachers do not control entry to the profession or 

dismiss practitioners for incompetence or unprofessional 
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conduct, and have failed to r esist the appointment 

of unqualified and u~trained staff . 

Similarly Corwin ( 1965) he.s noted that teachers 

" have virtually no control over their standards of 

work . They have little control over the subjects 

to be taught ; the materials t o be used; the criteria 

for dec iding who shoulo be admitted, retained , and 

graduated fro m t raining s chool s; the qualifications 

for teacher training; the forms to be used for 

r eporting pupil progr es s ; school boundary lines a nd 

the criteria for pe rmitti ng students to attend; and 

other matters that affect teaching . Teachers have 

little voice in determining who is qualified to enter 

teaching." 

Turner and Corwin' s cr iti.::isms me.y appl "f equally well to 

New Zealand t eachers. 

Nonetheless, as Katz (1 96l1-) has indicated, it is in the 

large degree of autonomy accorded teachers that main opportunity 

and necessity for professional beha viour arises . Katz suggests 

that autonomy may be greater than conventional conceptualisations 

of bureaucracy have led us to believe. Teacher autonomy 

is reflected in the social structure of schools, and has as its 

functional basis a structure related to specialisation of tasks . 
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Further, the specification for student achievement and assess ­

me nt which is characteris tic of mo dern school systems, requires 

that relati onships between teachers be universalistic, a nd 

should nc>t involve aubject i ve persona l factors. The teachers 

own assessment of any situation however , may lead him to the 

judgment that pupil achievement is dependent upon satisfactory 

socialisation, and tha t socia lisation goals are best achieved 

by affective, particularistic r elationships. If he acts 

autonomously on the bas is of his concern f or his "client" , 

then his actions seem to be derived f rom a professional 

ori ent a tion. 

Empirical studies s upport this observa t ion . Taking the 

Merton and Gross pos ition that pr ofessi onalism inheres in the 

orientation of the person conc ur n cd, Hall ( 1967) established 

t ha t AI:leri can teachers, in comparison with other " whi te--collar11 

occupationa l groups , sho-.7 high pro f essional orie nt ation . This 

finclif'.g has support from Colo1"!-\'notos ( 1962) and Corwin ( 1970). 

The extent to which New Zea l Qnd teachers consider themselves 

to be professionals , hold professional orientations, or a re 

judged to act professionally has no t been widely measured 

( Hansen and King, 1965). 

The most extensiv8 modern survey of teacher role i:r:. New 

Zealand (Biddle, Adams , Fraser and Bolmes, 1968) includes a 



cross section of Ne·.v Zealand teache rs in its interna tiona l 

sample , but does not examine p r ofess io:J.a lism as a source of 

behaviour . 
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One recent study (Leves gue 1970) at tempts to measure the 

extent to which a perception of p r ofessionalisr:a is a significant 

source of behaviour in New Zealand secondary school teachers . 

Although he records secondary teachers ' aspirations for 

professional status , Le vesgua ' s findings are largely inconclusive . 

It appears that any investigation concerned with t aa chor 

professionalism in New Zealand is an excursion into an almost 

entirely unmapped aren . Taking the Katz position that teacher 

professionalis,-: is inherent in t he autonomy structure of schools , 

it is the intention of this inves tigation to contribute to t:.1e 

mapping of t h is a.'3pect of educationc.l or ganisation in N"ew Zealand . 

For the purpose s of t.b.is investigation , the concept of 

professional orient at ion is a major variable . To be considered 

professionally oriented a t ::iacher must see himself as student 

oriented, colleague oriented, technically competent, and prepared 

to exercise autonomy in decision making . These components of 

professional orientation are elaborated further in the discussion 

of methodology . 



Footnotes 

*1 , 2: Policy statement by the New Zee.land Educational 

Institute , in "Policy '1970-1971 , n Supplement to Na tiona l 

Education, November 1970 . 

3 . ~st_ers ' Legal and Service Handbook. 

Educational Institute , Wellington 1965 p .5 

New Zealand 
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CHAPTER III 

It has been sugg ested that the twin conditions of increasing 

bureaucratisation of modern life, and increasing profess i onalism 

in s ome occupational groups are certain to create pe rsonal 

problems for t hose involved in both ( !l.eis sman 1949 ; Gouldner 1957 , 

Corwin 1961) . This i s thought to be particularly so for t hose 

with professional attitudes whose work setting is part of a l arge 

ort;anisation. It is t heoretic&lly likely that the organisational 

setting confronts the professional ·N i th many situations in ·,·rhich 

organisational and bureaucrntic norms rW1 counter to pr ofessional 

attitudes and standar ds. 

I t is conventional to i nterpret the professional 1 s r es ponse 

to such situations in terms of either overt conflict ( EertoJ.1. 191+7 , 

Scott 1966) or some readily categorised ra t ionalisation of 

conflict (Reiss man 1 '.)49; Page 1951 ; Gouldner 1 958 ) • 

The primary conteDtion of the prese;:it investigation is that 

fo r many professionals there is poss i ble and likely a furtDer 

mode of r esponse , vi z . to consider various patterns of a 

accommodation . One such accol!lIIlodation response is to extend 

the perception of professional i sm to incorporat e a commit ment to 

t he organisat i on , when its goa ls are seen as consistent with 

p r ofessional goa l s . It is this form of accommodation which 

is the concern of this investigation. 



The remainder of this chapter is concerned with developing 

the theoretical framework within which the investigation is 

undertaken, and s etting the problem in the context of an 

educational organisation. 

The Confl ict Mode l 

The intrinsic dilemrrm facing the professional <'1orking in 

a bureaucratic or ganisation is expr ess ed in the principle of 

accountability, as postulated by iV eber . Accountability i mplies 

that all actions are sub.ject to s cr utiny and crit icism by 

hi cher authority, whereas professionalism involves elements of 

t rust in the s kill and wisdo1n of the professional a s ;1e makes 

his own (professional) judgments . It is apparent that these 

elements are in conflict wi th each other, as the trust implicit 

in the employment of professionals is at odds wi th the dist.rust 

implicit in the accountability principle. 

Initially it was Weber himself who pointed this out . He 

noted that the tenrlency of officials to increase their intrinsic 

superiority a s experts by keeping their knowledge and intentions 

secret, was a major obs tacle standing in the way of accountability . 

More recent analyses ha ve r.Jxamined tl1e tensions typically 

arising in the relations between experts and top administrative 

officials in public bureaucracies (Page 1951) , and, more 

generally the conflict inherent when professionals are involved 
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in bo t h de cision making and admi nis trat i ve i mp18mentati on 

(1forton, 1 949) • 

Four b a sic sources of conflict f or the profe ssio nal in a 

bureauc r a tic or ganisa tion have b e en suggested by Sc ott (1 966) 

The profes s i onal, Scott says , may r esist bureaucra tic rules 

becaus e they de!i1and met hods tha t 8:.'.' e a t varia!lce with his 

internalised normat iv e s y s t em. He may f urther resi s t 

bureaucr a tic standards ''lhi r;h in t heir uni vers a lis t ic 

a pplicat ion, will contravene his co ns id er a tion f or individual 

clients . Thirdly, Scott sugge s t s t hat the p rofessional may 

r esis t :·; ureaucre.t i c s upe rvis i on , ;;e. r ti cularly i f i t is lDcol y 

to place the profes s ional in a subol'dina t e position to a nother 

with le s s expertis e . Scott ' s f ourth source of confli ct is t he 

professional ' s condi t ional loyal ty t o the organisa ti on, in that 

it is likely to offer a r e'.·re. r d sy s t em ba s ed on suc cessive 

advance s within t he orga nisation . Kornhauser ( 1963) 

identifies f our so mewha t similar so urces of built-in s trains 

betwe en organiss. tional a nd professional values . He s p ecifies 

t :iese as being in the nature of t h e goals sought, the s ource of 

control over the professional 1 s vvork, the kinds of incentives 

sought, and questions a s to who ha s the ultimate power in 

decision making. 

The theoretical potential for such professiona l - bureaucratic 

conflict is indisputable . However,, as Hall points out, it is by 
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n~ means obvious that professionels v1ithin bureaucratic s<ittings 

do experience more conflict than professionals in other non-

bureaucratic work settings. Furt 'ier, Hall points to the 

subtle pejorative overtones that pervade such analyses of 

bureaucratic - professiona.l conditions. These generally imply 

that professionals are necessc.rily " good," while t he organisation, 

blocking the higher i deals of professionalism, is i p so facto 

11 bad11
• There is hmrnver, no clear evidence that all the 

consequences of' such conflict are wholly negatiVE-l . Just as 

the argument t~w.t an c.tmosphere of conformity is a neces sary 

ccnditions for the developing of non - conformity, 1 it may ·;;el l 

be argued that a bureaucratic organisation offers opportunity 

for the strengthening of p rofessional atti'i:;udes and attributes . 

The position taken in the pr esent investigation is that 

tha conflict model on its ovm is an inadequate and incomplete 

explanation of the professione.l'::; response to bureaucrat ic 

work conditions , and th2t an explanation postulating some form 

of accommodation is ~ore appropriate . 

The Accommodation Mode l 

In specific cnses, the prospective theoretical incompatibility 

of bureaucracy and professionalis.ffi may well be diminished or 

avoided by accommodation on the part of the organisation, or the 

professional, or both. That is , conflict need not, arise for 
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eitile r t he or ganis<:tion or the pr ofessional. For exar;iple 

Kornhauser ( 1963) points out thb t one scientific r esearch 

establishment adjusted to the presenc e of professionals b.;; 

all ocating contr ol of administr ati ve matter s on t he basis of 

hie rn r c hic;al principles of authority, ·11•1ile sub j ecting 

professional me tters to group dec i sion - making . Kornhauser 

concludes tha t in f act org2nisntions vary widel y i n their 

adaptati ons to pr ofessional employees . That they do aaapt 

however, i s not surprising , n s the employment of profeRsio;1als 

by orgnnisations is a neces sa r y condition f'or organisatiom1 l 

survival . At the same ti::--,o, the survival of the org1rnisat i on 

is 0. necessa r y condition for the (vocational) surviva l of the 

professionals in i t . 

Hence, accommodation of the organisation to the presence 

of' professionul s is of-i:;en accompanied by reciprocal 

accommodation of professiona l s to the organisation (Hall , 1969) 

Several t ypologies of accom,~od.ation by individual s to 

sys t em demands have been fo r mulated . These include Gouldner ' s 

11 cosmopolitans" and "locnls 11
, Co r win ' s l j near pr ofessional 

employee model, Page ' s 11 ri tu&.lists" , "neurotics 11
, 11 r obber 

barons", and 11 r ebels 11
, and Reissman ' s 11 functional, specialist, 

ser vi ce and job bureaucrats . " The me j or weakness of these 

t ypologies is that they cppear to ascribe clearly defined 

personality - t ypes to individuals observed in particular 
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circumstances . There nppear s to be El fund£1mental fall a cy in 

asswning e. no cessary connection betwe en bureaucracy and 

bureaucratic personality . Suci1 n fo cus on only one of a 

numoer of a lter natives (e. e . role percept ion, ~ontextual 

r estr aints et c .) suggest s tho incapuc ity of the individual 

to regulate t he dilemmas of work. 

The significance of such t ypologi es howe ver, is the 

i mplied recognition that somG pr ofessionals can accommodate to 

bureaucrat i c conditions wi thout excessive los s of professional 

orientation, or excessive confli ct. This is t ypified by 

Reis sman ' s ( 1949) func tiona l buree.uc r <! t, who is described a s 

seeking professional r ecognition and organisntional acceptance , 

pe r ceiving quali ty of wor k to ·J rJ ns important as wor k pr ocedures , 

and experiencing little or no conflict from the clash of 

professional and organisa t iona l clai:'1s . Supporting this point , 

Cor,,vin ( 1965) while r eaffirrriing thc.t the profossional employee 

in a bureaucracy encounters one 0 f t he fund .:imental role conflicts 

of modern society, also points out t hc\t the professional ha s 

within his povrnr the ability to compromise , and to organise the 

roles in order to avoid much of the conflict . For example 

professionals may pe rceive multiple career lines open to them, 

and move into higher levels within their professional field , or 

i nto higher l evels of administration. Such movement into 

administrative echelons mi ght well initiate further reciprocal 
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accommodation, as the professional u.t trib utes of specialist 

~;taff should be vJell understood by those recently promoted from 

the field. Such accoBIDodation is likely to be most freq uont 

in organisations in which professionuls recognise system 

demands as l egitimate. 

If professionals a re to function in &nd for organisat ions 

then, it seems e ssent ial tha t o r ganisat ions and their 

professionals must ide nt ify -,,;itb each other to some extent. 

This means that for the or ganisat i on and t he individua l both 

professional and syst eu commitment is crucial. The particula r 

relevance of this point for pe r sonnel in tho higher levels of the 

organisation has l>een re cognised by Hert on ( 1965) who claims that 

t he closer an individual is to the locus of decision- making in 

public b ureaucracies, the great er the likelihood of " COL'.l;) r omis e 

wi t h the realities of t ho ca se" . This contention, that such 

cos.p romise is achieved by- t he profes s ional 1 s capacity to 

recognise organisation demands as legitimate, and consaquently 

to develop commitment to the organisation applie s too, and i s of 

considerable importanc a , in educational organisations. 

It has been established tho.t many tea che rs can be regarded 
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as holding professional orientat i ons while working in set tings 

which r eflect burer.ucratic characteristics . Tea chers, no 

less than other pr ofessionals, are f a ced wit h organisational -

professional ambiguities. Empirical studies support the 

notion that teachers wit h high profes s i onal orientations 

display be.'.1aviour consist ent wi th some degree of organis a tional 

commi tment (Eoeller and Cha r ter s 1966 ; Corwin 1970; Thornton 

1 971) • Significantly , this i s a pparently possible without 

undue loss of professional coEuni t rnent . 

For exa mple , Moeller and Charters (1966) found that in 

bureaucra t ic settings , a teacher' s sense of p owe r increased 

with l ength of s ervice. Specific items mea suring "sense of 

power" in this study relate closely to aspects of aut onomy , an 

i mpor tant component in teacher professionalism . Moeller and 

Charter' s elate. s uppor t the contention that teachers can sa tisfact ­

or i l y re concile or gsni sational and 1;1rofessional demands , and 

s ugi:;est t hat thi s is increasing l y so '.'Ii th long term associations . 

Similarly , the conflict arising for teachers with professional 

orientations while working in schools with VBI';'fing degrees of 

burea ucratic structure was measured by Corwin (1970), utilizing 

the "conflict model" of professional - bureaucracy rels.tion-

s h ips. Because there were a pparent contradictions involved 

in the "compliancy' exhibited by some of t he teachers, Corwin' s 

dn ta seem to support !iierton' s notion that as individuals a dvance 
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within the organisa tion t hey t end t o perceive its demands as 

legi tima tG • Again, Thor nton ( 1971 ) found that in junior 

colle ges conventiol1a l 11 conflict" explanntions arc~ innde q1.~a. te 

operationalisation s of organisntiona l - p rofessicnal relations. 

Under certain cond i t ions r e l ated to the qualifications of 

senior staff, Thornt on reports t hat junior college teachers 

readily r.ie. intain dua l commitments to bo th organisat ion and 

profes s ion . Thornton concludes thE.t t "there does not necessarily 

have to be a choi ce be tween the professi on a nd the organisation 

for professiona l e mployees". 

Profe s sionaJ:isl!!.L .9_,rgani sa t;i-onal Commitment, ..§21d t h is Inve s t :h.g_a tion 

The a im of t his invest i gati on is two fo ld: 

(i) Ta ki ng t he positio n a r gued in t h eo r y t ha t profes siona lis m 

is basically at titudinal, it examines the co ncept of 

professional orientation i n teachers as i t relates t o 

organisational commitment . 

(ii) Given that schools are bureaucratised according t o 

elements of t he Weberian model, it examine s the ext ent 

to ·,·1hich t eacher·s both a ccommodate to organisation 

demands , and retain a professiona l orientation. 

•Footnote 

( 1) This argument is used by Liam Hudson in "Contrary 

Imaginations" to accoWlt for part of the development of 

divergent scientific thinkirig i :.-1 secondary school boys . 
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C ··.-IAPrER IV 
__,_..~'""""""".....,,,. __ ._=-o. "' 

HYPOT!:::ESES 
~~~~~---

J.,s discussion in preceding chapters ha s s hown, -the oretical 

ana l ys;:;s of the pr opertie s of sc '.'. .. ool s and the characteristics 

of teachers :iave fr0guentl7 suggested an organisa t ional -

profes sional hiatus (Pa ~e 1 951; Bidwell 1 965) . Des pit e this , 

bureaucr at i c sch ool s and professional t ea chers a ppar r:mtly survive 

contact wit l1 ec:.ch other ( t ~oelle r and Chart e rs '1 966; Corwin 1970; 

Thornton 1 971 ) • Furt hermore , such a surv ival f or bot h the 

or ganisation and its _r rofes s ionals doC:Js not appear to b e acLi 8Vi:ld 

at great cost . ~fuwever, survival does appear to b e dependent upon 

two main condit i ons: firstl v , t;1e special cha ra cterist i c s of 

bot '.1 organisa t i on and prof'ess i on2. l must be sustained ( despite 

their assumed 11 discreteness"); secondl y , the l egi t ima cy of both 

pr ofess ion and organisation has to be r ecognised . 

To achieve such 13. condition pos e s pr obler:is fo r botll 

organisation and p rofessional. The p r oblems appea r to '..l e 

t hreefold viz; (i) to w~1a.t extent can the or ganisat i on , without 

vitiating its goals, accommodate its 1mreaucratic procedures to 

autonomy demands f rom i ts professional empl oyees? (ii) to what 

extent can the p rofessional recognise system demands a s 

legitimate? and (iii) to 11.hat extent can the professional 

employee accommodate to sy st em demands and still retain a 
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discernibly professional orientation . It is these gues ·tions 

with which this investigation is primarily concerned , and the 

hypotheses it tests follow from them. 

Three sets of hypotheses are put fonrard. The first 

consists of t he major hypothesis, ("-r .1 • ) which is concerned 

with t he capacity of tea che rs for simultaneous commitment to 

both profession and organisation . The second set of hypotheses, 

( '"~2-4) deals with organisational coramitrnent and priority 

conunitments to organisational reference groups. This set 

relates to the maL1 hypothesis . The third set, ( >15 -7) less 

central to the investigation, dea ls with the relationship 

between profess i onal orientation, professional be l1a viour, and 

self rating on professionRlism . 

below. 

All are dealt with in turn 

Organisational comr..tl t:.ne n-t and professionalism are 

functi onall;:/ independent: 

H.1 • ~:ores on_ or 1-1an~sational commitment and professionalism 

will not covar,x: 

Although t he concepts of bureaucracy and professionalism 

have been argued to be t l1eo1·etically opposed, the fact that 

organisations and professionals 11 s urvive" suggests an alternative 

thesis is necessary . Were it not possib le to hold simultaneous 

commitments to both profession and organisation, by definition 
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the professional would bi:; precluded f rom high level administrative 

positions . The disturbing cor1clusion would then have to be that 

either the unprofessional f,et promoted , or the promoted become 

unprofessional . Observation of ad~inistrators in organisations 

suggests that neith8r is necessarily the case. High administrative 

and professi onal qualit ies are expocted of and displayed by t ho 

same pe rsons. It is asserted t l~refore , t hat t here should be 

no signifi cant differences in the professionalism scores of 

individuals displaying high or low organisational commitment . 

For the pr es ent study U 1e hypothes is will be tested by 

comparing the professiono.lisr.i scores of popul t::. t ions reflecting 

verying degrees of organisat ional commitment. Support for -Che 

hypothes is will be gained if no signi f icant diffe rence i s revealed. 

Organisational commitment is a function of status vrithin 

t he organisation: 

H. 2. The ~~£er the sta~~....:,~~er the orso.nisatiopa~ 

commitment. 

Distance f rom the centre of organisational policy making is 

assumed to be a factor affecting commitment to the organisation . 

The greater the opportunity to participate in shaping 

organisational policies and practices, the greater the likelihood 

that system demands arising from such decision waking will be 

recognised as legitimate. As high status positions offer the 
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practice , it is hypothesised thut orgi::nisa tional commitment 
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is e function of status in t~e or ganisati on . The hypothesis 

wi ll be confirmed if respondents i n hi gh status positions score 

significantl? hi gher m1 organisational commitment measures tha:t 

do t hose of lower status . 

Organisational comraitment is a functi on of l ength of 

service in the org~nisation: 

H.3. T!_l.tl_onger s 0rvice~_i1l_e_organisati9ll.J-tl!L1!i-..&'\.tt-~ 

or g_anisa tional__c..2E!,:!fi. tmcnt , 

The longer a teacher serves in an or ganisation the rr.or e 

likely he is t o develop a greater knowledge of the goal s and 

pr ocedures of the orgur..isation . Such knowledge , it is assumed, 

will le:ad to understarrling, and understanding to sympati1y . 

Commitment to col league reference groups is a function of 

organisational commitment: 

H.4. ~ h:!:.&11er orga~sation~l comni+.ment , the higher th_~ 

commitment t o colle~e r ef.£Fence g~~· 

Organisational commitment r epr esents a recognition of the 

l egitimate claims of the organisation, or of t hose sub- groups of 

the organisation with the power and authori t;y to pursue 

organisation~l goals . As or ganisational commitment is a complex 

per sonal a t tribute , and the sub- gr oups of an educational 
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organisation are many, it r.1ay be expe cted that colDi!Li.t!'..!lent t o t he 

organisation and to su1J ··groups vrill s~ow many patterr,s of 

va ria t ion. However, sorrw consistencies may be predicted. 

If t eachers regard each other as colleagues , t hrough proximity 

and frequent a ssociation with each other, it is likely that t hey 

will be prepare d to modi fy t heir oehaviour more for immedia te 

colleague reference groups t han for individuals , non-colleague 

groups, or colleague groups f a r r emoved from t heir normal 

conta ct . Sowever, as i :·.1medi at.e c cll f~egue groups ha ve power 

to expect ind i vidua l s t o modify their a ctions in t he overa ll 

interests of tl1e organi sation ~ s uch modifica tions a s a re ma d e 

ma y be i nter:;ir et ed as cornr.1itment to t h8 orga l'li sation . I t is 

likely then , t hat teacher~~ who show :i.igh prepa redness to modify 

their be haviour will d i splay mos t prepa redness to modify f or 

their immediate collee.gue reference g roups viz. course colleagues, 

a nd department . 

Professional b ehE. viour is a funct i on of professional 

orienta tion : 

H.5. J~lE:._g_~the profestlonal orient~on, the h~~er t he 

profes~i£!1a~haviou~. 

Professional orientation o.nd professional behaviour are 

personal attributes, distinct but related. Professional 

orientation refers to t i1e expres s ion of personal attitudes about 

what occupctional role::> ought to b e , whereas professional 
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beh3viour ref ers to the actunl pe rfor~ance of an occupa t i onal 

:cole. Although it is r ea son;;. ble to assume that t he t wo 

conditions are rela ted, the direction of t he relationship is 

not altogether ~ l ear. That is, it has not ·been established 

unequivocabl y that a profes s ionnl orienta tion elicits professione.l 

behaviour, or whether the r everse is the ca se. However, it 

is predictable the.t professional persons act on the basis of 

rational decisions based on an identifiable conceptual 

frar:-,e7ro r k, and t hai. t his 1:vill be demonstrat ed by a positive 

r e l&tionship betwe en professional orientat i on and profes siona l 

bo '-1.rrviour. 

Self r at i ng on profes s iona l ism is a function of pr ofess i onal 

orientn tion; 

:r.6 . :~ hie:h£L . .ih~rof'..e_E_>f~ .. i.:?..1J2..1 __ 9ri9,:'?-ta tton_,~J_~-~.e higher _the 

~f" ratin& on ..E.£_of~~alism . 

The extent to ~1ich profes sione l persons see themselves as 

high or low in professionalism in comparison to other professionals 

is not clear. Neither is i t clear whether such per ceptions are 

a basis f or a ction . Howeve r, on face value a general professional 

orientation s hould reflect t he grounds on whic '.1 the professional 

bases his perceptions of his own and others' professionalism . 

This would be demons t r at ed by a positive relationship between 

professional orientation and s elf r ating on profes s ionalism. 
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Self r ating on pr ofessionalis m is a function of prof essionnl 

behaviour: 

fi . 7. The hL~h~ the JJrof~-s~~Etl. ... l>.~/1a viou_!4 tl>&.._higher~..J:j}~ 

s~lf rtli~ ~~o~-~s~i_<?..F'Z--~ 

Persons who are prepared to undertake a self r a ting on 

professionalism presumably do so on the basis of some private 

perception of the behaviour al attributes of professionalism. 

It may also be presumed tha t persons whose behaviour is classifi ed 

by others as professiono. l can rati~malis e per ceptions of t l1eir 

behaviour in r el at i on +,o their pe~ceptions of t he r elative 

perfor mance of other s . A rositive relationship then, between 

pr ofessional behaviour and self r ating on professionalism would 

demonstrate this . 
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Organisations with professional employees face a t wo-fold 

problem. On the one hand the professionalism of these employees 

mus t be cherished, since t hi s is presumably the basis for the ir 

appointment. On t he other hand, organisations must also a chieve 

s ome degree of commit ment from t heir employees, since achievement 

of organisational goals pres umably depends upon collaboration 

among personnel. 

The specific educational organisa·i:; ion v•hich is the focus 

of this research is a teacher s ' college , and the specific 

professional employe es bei nc examined ar e i t s lecturers.1 

The Teac hers' Colla~ Lecturer 

The teaching staff of a t eachers' college are a relatively 

homogeneous group of professiona l s. }fost have come to teachers 

college direct from either the primary or secondaiyteaching 

services. Those few others who have come from universities 

have invariably been either primary or secondary school teachers 

Footnote 

( 1) To avo:ld the semant ic confusion of the term 11 teachers 1 

college teachers", the term "lecturer" will be used as 

synonymous with "teacher" • 
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pr eviously . For most , t eacher training is the branch of the 

service in whi ch t hey will pursue the r emainder of the pro f essional 

car eers . 

I n general , tea chers ' college l ecturers have higher 

educational attainment than is us ually t'1e cas<; in the t eachers 1 

gr oups from ~hich they have come . While no national figures 

ur e avail abl e for comparisons , the alrnl)st universal incidence of 

gr aduate and post-graduate status among teachers' college l ecturers 

contrasts vii t l1 t lrn situation pr evailing in tho primary and 

s~conaary services . 7Jov1Cver, t~10 L~cturer' s main tea chine 

or ientation is simiJ.a r to other teachers'. Lfr e their primary 

and secondary counterparts , lectur er s a r e lar gely invol vecl in 

transmi tting knowledge a nd t r aining skil ls . 

Teacher s , however, can be seen to belong to two pr ofessional 

gr oups . The first i s t he t eaching , rofession itself'; though 

as Liebermann ( 1956) has suggested , t he various divisions of 

teaching may in fact be differ ent prof ossions . The second i s 

the professi onal "discipline" t o whi ch the teachers express 

academi c allegi ance . It i s likel y that college l ect ur ers ar e 

l e ss oriented tm•ia rds teac:ung i tself then primery or secondary 

t eachers, but mor A oriented t oward their disciplines . The r e 

are several r easons for anti cipating t hat teachers ' college 

l ecturer s are likely to be more pr ofe ssional than the primary 

or s e conda ry groups from which t hey come • Their hi gher level 

of formal qualifications indicat0s a pr olonged pursuit of 
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professional expertise , while a normal requirement for appoint­

ment is that they must be successful and experienced prautitioners 

as well . 

Th8 Teachers' College - An~nisational PeEs_.Eective 

In general , t ea chers' colleges a rc organised on bot~1 

bureaucr&tic and "collegial" lines. That is, the formal 

procedures are largely bureaucratic , while th8 informal 

organisation is based on supe rvision of professiona ls by fellow 

professionals . The bureaucr a tic mod e is represented by a clear 

hierarchy of offices, with J ifferential authority , responsibility, 

salary and designa t ion. The functions of office s are speci fied 

both by conditions of' a ppointment and by written codes . 

Official tasks are organised on a continuous, regulated basis 

by the timetable, and the personnel are arranged into functionally 

distinct departme nts , each furnished with the reguisi te authority 

and sanctions. Administration L:: based largely on written 

records, so that the office and its files are important to the 

functioning of the organisation . At the same time there is 

marked collegial organisation. The professiona l staff as a 

group can exe r t considerable influence on policy matters 

particularly those that affect individual lecturers. They can 

do so informally as professionals among professionals , and they 

can do so formally as participants in the special bodies that 

are constituted to perform the coll8ge's various academic functions . 

Again, because much admir.istrative res ponsibility is vested in 
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departments or associations of departments, and becouse these 

depa:i:-~ents act as mediators bet ween the individual lecturer and 

the orga nisationul hierarchy , collegial influence is furthor 

sustained . As well, within depe.rtments there me.y b13 further 

collegial support through differentiation into groups of 

l e cturers, or "course te.:~ E: s 11 , cooperating to t each large groups 

of students. However, in comparison 'Nith universities, it is 

probably true t o say thQt the collegial system is lass well 

developed , and the individual l ec turer can experience considerable 

regulatio n by administrative edict . In the cours e of his 

professional duties he is likely to be concerned, to va rying 

degree with satisfying routine bureaucratic procedures. Ho 

is also likely to be confronted with conflictine demands f rom 

the many groupings v;i t h v1hic h he h<is affiliation inside the 

organisation. 

I oplicati ons for Research 

If teache rs' college lecturers are ~~gh in professional 

ori cmtation, but they also operate within a bureaucratic 

organisation, the teachers' colle ge provides an appropriate 

setting in which to examine the problem of the relationship 

between professional COffil'!litment and organisational commitment . 

It is appropriate because these conditions of professional and 

organisational structure are likely to produce a more e.ren 

balance in demands for organisational commitment, thus providing 

scope if Reissman (191~9) and Gouldner (-1958) arc correct, for 
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claasical professional - bureaucracy role conflict . It wa s on 

this assumption that t~1G t ea Ghers' college was selected ns an 

appropriate setting for the present investigation . 

With the setting selected, the next t osk was to decide on 

a suitable method of data collection. Ease of application and 

convention suggest r3 d t het a ques t ionnaire designed to measure 

extent of (i) professional orientation and (ii) organisational 

commitment would provide an appropriate medium . The 

questionnaire is described in the foll mving paragraphs . 

Construction of the Rosee.rc b. _~Quesli.£~ 

The que stionnaire has two major sections devoted 

respectively to professional orientation and organisational 

commitment . 1 Each is dealt vvi th in turn below . 

Measure of Professional Orientation 
-~~~ 

The Measure of Professional Orientation is bl.< sed on 

dimensions of professional orientation identified in three 

recent empirical studies concerned with professionalism vi z 

Colombotos (1962), Hall (1 967) and Corain (1970). 

Footnote 

(1) A copy of the complete Questionnaire appears in 

Appendix A. 



The Colombotos scale has four items based 

on a conceptualisation of prafessional orient~tion that employs 

three dimensions service, antonomy and competence. Colombotos 

assigned weights to the dimensions and gave precedence to 

competence. Levesque (1970) who also used the scale assigned 

client orientation grEJ·'.:lter ·weight. Both Colombotos and Levesque 

administered their scales to secondary school teachers. 

liill ( 1967) • Using a variety of occupations as the bas is for 

his study, Hall examined both structural and a ttitudinal aspects 

of the professional model . Attitude scales were developed for 

five dimensions of professionalism , viz (i) professionel 

organisation ns a ma,jor reference (ii) belief in service to the 

public (iii) belief in sGlf- regulation (iv) sense of calling to 

the field, and (v) feeling of s.u-Conomy . The scales were 

administered to 5roups of physicians, nurs es, accountants, teachers, 

l nwyers, socia l wo rkers, stockbrokers, librarians, engineers , 

personnel managers , and advertising executives . 

The sixte en ite111 Corwin Prof'essional 

Orientation Scale consists of four subscales~ (i) orientation 

to students, (ii) orientation to the profession and professional 

colleagues, (iii) belief that co~petence is based on knowledge , 

and (iv) belief that teachers should have decision-making 

authority. The Corwin scale was designed for and administered 

to secondary school teachers. 
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To pr ovide a r ati onalisation for the measure used in the 

present r esearch , the di nensions on whi ch the t hr ee r esearchers 

were in agr eement we r e plotted . These were student orientation, 

colleague or ientation, competence oriento. tion and autonomy 

orient ation . I t ems appr opriate to these areas of consens us 

were then chosen . This n.:i s done by adapting items from 

Corwin's questi onnaire , or designing ne,·; one:; in a format 

similar to corwin 1s . The resulting i tems nere then <.:rr anged 

i n o. scale with e. format si~ilar to Corwin ' s . 

I n the Cor win scale, ho':1ever, the sixteen items -- concer ned 

with student orientation, colleague orientation, technical 

competence , and decision making -- a r e distributed unevenl y 

viz three , six, four and three for each of the dinensions 

r espectivel y . This uneven weighting suggests a rationale 

tho. t makes colleague orj.enta tion t wice ns important as client 

orientation and 8-ecision making - o. reversel of the Colombotos 

wei ghtings . Corwin , however, argues that this is not t he cnse . 

He comments that 

"because the sub- scales a re designed to 

measure different dimensions of a compl ex concept , 

it is not necessary that they contribut e equally to 

the total score, as long as th0y a re logically 

related and there i s some degree of empirical 

rela tionship to t he general concept ." Corwin (1970) 



59 

However, this a r gument holds eood only as long a s the 

dimensions are viewed separntel y . Immediately a general 

interpretation is attempted there arises t he problem of 

"bnlancing" the uneven v1ei ght ings. Furthermore, previous 

studies using weighted dimensions (Colombotos 1962; Levesque 

1970) have failed to sustain an argument for the priority of 

a ny one dimension over others. 

In attempting to avoid these difficulties , the question 

questionnaire constructed for this investiga tion used four 

dimensions and employed sixteen itews, but diverged from t he 

Corwin scale in that f our r espons es vrnre r equire d for each 

dimension. While no definitive argument can be advanced t o 

r ationalise the equality of dims:nsions, equalisation is 

presumed to minimise the distortion of scores . In t he long 

term, the utility of this (or any) position can be demonstrated 

only ~hen the degr ee and kind of explanatory or predictive 

power of the t est is es t ablished. 

There a re then, four sub-scalos in the Professional 

Orientation Measure dealing respect ively with student 

orientation, colleague orientation, competence orientation, 

and autonomy orientation. The respondent can be scored for 

each sub-scale, and, by amalgamating sub-scale scores, for 

general professional orientation as well . Each of the 
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sub-scales i s discussed below . 

(1) Student orient2tion . To score high on student orionta tion 

respondent must indicate belief in (i) giving service to students 

(ii) preparedness to cons ider the welfare of students above 

conside rations of profit , self-interes t and institution, and 

(iii) a "sense of calling" to the field. 

(2) Colleague orientation. To score high on colleague 

oriention res pondent must indicate belief in the use of forw~l 

and informal professional groupings as n ma.jar source of ideas 

and judgments for professionalism in his work. 

(3) ~ompetence orientation. To score high on competence 

oriention respondent must indic1:'. te belief that his skill is 

based on a body of knowledge not normally avcilable to the 

leity, and that it is by virtue of his specialist knowledge and 

advanced training the t he can claim professional expertise in 

his field. Further, he must indicate concern for other 

professionals' judgment of his effectiveness, rather than fo r 

administrative judgments . 

(4) Autono~y o~ientation. To score high on autonomy 

orientation respondent must indicate belief in his competence 

to exercise authority, to make decisions, and to trust his 

judgment in occupational matters without external pressures from 

clients, those not members of his profession, or from his 
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employing aut hority , 

An example i ter.i from ec.i ch s'.ib- scale ::i.ppoars bclov1 . The 

compl ete scale is r eproduced in Appendi x A. 

( i) A lecturer should be pe rmitted to act counter to coll ege 

poli cy, i f he is sure that the best interests of tho 

students nill be served in doing so . (studnnt oricntGtion) 

(ii ) A l ecturer shoul d try to live up to what he bel i eves 

ar e stnnd~rds &Jpr opria t o t o the profession, even if 

these standards do not appear t o be respec t ed by the 

coomunity at larga , (colleague orientation) 

(iii) Lectu r ers s hould not be e.ppoint<)d unless they ar c 

graduates (or cquivelent) in th~ fie l d of their 

appointment . (cocpetcnce orienta tion) 

( i v) A lecturer shoul d be able to mak e his o·Nn decisions 

about pr oblems that come up in the classroom . 

( autonomy orientation) 

For each i t em ther e are five possible alternative r esponses , 

ranging from " str ongl y agr oo" to strongly "disagr ee". 

are weighted f r om five through one respectively . 

They 

An index of professional or ient ation is calculated by 

summing the scores assigned t o each item in the scal e . High 

professional orient ation is shown by scores f r om 60 - 80 . 

This is achieved by a variety of pos sible response patterns , 
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but the respondent must agree, or strongly agree with the ~ajority 

of items. Medium professional oriontation (4D-59) can again 

be achieved by a variety of r esponses , but the respondent must 

generally agree with the majority of it eos, though some 

indecision or disagreement is possible. Low professional 

orientation ( 16-~39) is achievGd by consistently disagreeing or 

stron[Sl y disagreeing with evory item, or by respondent varying 

between indeci sion an0 disagreement. 

Meo.sure of Professional Behaviour. 
------~--

The extent to which behaviour is consistent with personal 

orientations is a matter for con jecture because a variety of 

circwr.stances can inter1ene between belief and action. However , 

Corvvin ( 1970) reports significantly higher professional 

behaviour from teachers with high prof e ssional orientations than 

t hose with low professional orientations. In order to conpar e 

the declared professional attitudes of r espondents in this study 

with their declared professional behaviour, a Measure of 

Professional Behaviour was developed. It consists of a five 

criterion scale, adapted from the nine criterion scale used by 

Corwin (1970). The criteria. atte mpt to me asure behaviour 

representing an operationalisations of prof'ossionalism, viz the 

gaining of an advanced specialist qualification with a strong 

intellectual component; a search for professional competence 

based on contemporary knowledge; use of the professional 
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organi sation as a ref'orenco group ; end evidence of individual 

endeavour in the professional f i eld . No changes to Corwin' s 

cri ttJria were made, but eid justments v1ere me.de t o Corwin' s 

nine items in an attempt -:o r elate the scale mo:re closely t o 

New Zealand conditions . Adjustment consisted of collapsing 

three i tems wit h consequent r e -wording, and eliminating one item 

differentiating full-time and part-t ime teaching . The iteos 

sought information on : (·..,eights ar e in parenthesi~) 

( i) highest qualification hold 

Teacher ' s Certificate or Diploma 

Bachelor ' s degree 

Master's degree 

we ighted 

( 1) 

( 2) 

(3) 

(ii) number of professional j ournals read regularly 

0-1 ( 1) 

2-3 (2) 

4+ (3) 

(iii) hours per week devoted to professional reeding 

0-3 ( 1) 

4-7 ( 2) 

Bi- (3) 

(iv) att endance at professional conferences , or publicati on 

of professional articles in past t wo years 

0-1 ( 1) 

2- 3 ( 2) 

4+ (3) 



(v) activity in professionnl organisations in p1:1 st two 

years 
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ri.embership of 0-1 ( 1) 

2 ( 2) 

3+ (3) 

( plus 1 we ight for office-holdor) 

The complete sca le is reproduced in Appendix A. 

An index of professional beha viour is obtained by 

SU!lli!ling the scores assigned t o each item in the scale. High 

professional behaviour is shown by scores frora 13-15 , P.J.edium 

professional behaviour by scores f r on 10-', 2 , and l on professional 

behaviour is shown by scores of 9 and below . 

Self Ratin.li_on Professionalism. 

P0rsons vlit h perc P.ptions of professionalism can 

presumably muke juclgments about the relationship b et ween their 

perceptions of their own behaviour, and t heir perceptions of the 

behaviour of professional collGagues. The relationship between 

these elements has not been clearly established in thB litera ture 

so that, for example , the extent to which one professional uses 

his perceptions of the professionalism of his colleagues as a 

yardstick for judging his own professional behaviour, is unknown. 

However, it seems reasonable to a ssume that a relationship could 

be found. In an attempt to measure it, a _self-rating on 

professionalism was included in the battery~ It read: 
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If you were asked t o rate your degree of 

professionalism by comparison with othar 

persons in the profession, how would you 

score yourself on this 8 point scnle? 

1 2 3 4 5 6 7 8 

Scores of 7-8 indicute high self rating on 

professionalism, scores of 4-6 medium, and scores of 1 -3 

indicate low self rating on professionalism. 

:Measure of Organisational Commifanent 

For the purposes of this investigation the concept of 
. ,, . 

organisational commitment is a major variable~ Orga nis c: tionul 

commitment entails for the respondent, vecognition of the 

legitimacy of the demands em.·mating from the administra tior.., 

or from formal groupings witr.in the organisation. In 

behavioural terms, organisational commitment is represented at 

the point at which a respondent indicates that he is prepared 

to modify his professional actions when they are seen to be at 

variance with the -legitimate professionnl goals of others within 

the organisation; 

Tlie design of this part of the questionnaire rested 

on the rationale that teachers' professional and organisation~l 

commitments will come into conflict most regularly in areas 

normally regarded to be within the domain of teacher role. 
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However, althou6h there have been several oonceptu11lisations or 

teacher role (e.g. Fishburn 1955 ; Wilson 1962; Taylor and 

Musgrave 1966; fo;vi ghurst and Neuga rten ·19 67 etc,) Biddle, 

Twyman and }l.ankin ( 1962) suggest that tea che1· beha viour is not 

only complex, but difficult to measure objectively except 

through extensive phenomenological enumerations. I n spite 

of the difficulty of "catching the tiger of teacher role by 

the tail" (Adams 1970), the conceptualisation adopted in this 

investigation is the descriptive, non-empirical account of 

teacher r ole given by Trmv (-1960). He uses a three dimensional, 

eleven point phenomenoloGical categorization of teacher role . 

His dimensions -- extra-cle_ ss roles, administrative - exe0utive 

roles, and instructional roles -~ seem to reflect more acurately 

the diverse activity of teachers than less differentiated 

measures, e.g. -Thornton's (1971) measure of organisational 

comoi tment • Within each dimension, Trow includes further role 

differentiations. Extra-class roles include the teacher as 

faculty member, community liaison officer, and learner. 

Administrative and executive roles include the teao~er a s 

disciplinarian, measurer ..; record keeper, learning ;.. aids officer, 

and programme planner. Instructionc.l roles include the tencher 

as motivator, resource person, evaluator, and adaptor. ; 

In -constructing the questionnaire designed to measure 

organisational commitment in this investigation, the eleven role 

specifications were accepted and one addition made. The rolEl 
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of extra-curricula r sponsor was adtled t o the extra-class 

dimension. This is a recognition of the relative importance 

of out-of-school spor ,,~ , r ecr eational and cultural activity in 

New Zea land schools . 

The Question~~ The measure of organisational commitment 

comprises twelve items, each based on one of the twelve sub-

roles of t eacher behaviour specified by Trovr . The twelve 

items we re arranged into three groups of four, each group 

of items repres ent ing an operationalisation of one of Trow ' s 

thre e major dimens ions of extra-cl ass rol es , administrative -

executive roles, an~ instructional roles. Each item 

described a situation in v1hich t he r espondent was deemed to 

be performing appropriately in a s ub-role . The situations 

described might well occur to a member of the t eaching staff in 

the course of his professional duties . Every situation 

stipulated that the r espondent had alrendy taken e. self -

ini tiat ed course of a ction which was entirely cons istent with 

the respondents professional goals. Each situation, however , 

had a built-in problem . As ~ cons equence of the res pondent 's 

(1Ggitimate ) a ctions, the professiona l goals of some other person 

or group in the college, viz College Council, Academic 

Administration, College Staff, Academic Department, Course 

Colleagues, a Colleague , the Students , were being compromised. 

The respondent is told t his and asked to indicate whether he 

would find this fact a sufficient r eason for him to modify the 
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course of action to which he hnd originally committed himself . 

If he would , he was asked to indicate the extent to which he 

would be likely to modify his actions for each of the reference 

groups specified . If there were situations in which he would 

not be likely to modify his beheviour f or any r eference group , 

the respondent v;as asked to record any reasons tha t he would 

accept as legitimate for modifying his b eha viour . In all cases 

it was specifie d that the respondent was acting in a manner 

consistent with his profes sional goals, that the disagreement 

vra s learned of in a proper menner, thet exhaustive discussion 

had not been abl e to change the matter, and thet no compulsion 

was exterted on the respondent . 

The reference groups the r espondents wer e asked to take 

into account were those with which all teaching staff would 

have some degree of affiliation and commtL~ication. (One of 

the reference groups is in fact not a group . Respondents were 

also asked to react to the situation when "a colleague" was 

involved . This was done because many of the routine contacts 

in an educatione. l organisation are of one professional person 

with another .) For the study the reference groups were seen as 

reflectli1g a hierarchy based on official responsibility for the 

academic activity of the college . 

ship is illustrated in Figure ·1 . 

This hierarchical relation-
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FIGURE I 
-~-

COLLEGE COUNCIL 

(ACADB''.IC COIJ.iIT'rt:E) 

I ACADE~!IG Am!ImSTRA.TION I 

I COLLEGE STAFF I 

I ACADEi·uc JEPARTMErnsJ 

cm.:RSE ~AM 

I COLLEAGUE i-------i LECTURER t----1 COLLEAGUE 

STUDENT 
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In the questionnaire itself the situntions were juxtaposed 

with tho reference groups, and the resultunt items were then 

given an introduction th<:\t outlined the procedu:ces the respondent 

should follow . This introduction, and a sample item appear 

below 

On the following pages are <'lescribed a series of situations 

which might occur to a member of the teaching staff in the course 

of a college year . 

The situations may not appl y directly to you, but you a rc 

asked to imagine yourself in such c. position and t o indicate what 

you might do. 

Tharo a re no right or wrong answers nor will any 1evaluc.tion 1 

of any answer be attempted . 

1 • Ee.ch situation described supposes the.t you regard any course 

of action you under take in teaching or organising your normal 

courses , as being consistent with your professional goals . 

2 . In each situation described hoTiove r , it i s hypothesized that 

as a consequence of your actions, s omeone else ' s goals are 

compromised e .g . a colleogue ' s goals , your department ' s , 

the college council ' s etc . 

3 . In each situation described, you are esked to indicate 

whether you would find the fact that you are compromising 

the pr ofessional goals of these others , a legitimate reason 
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for you to modify your original course of action . 

4. It mn.y be that sometimes you would not modify your 

behaviour for enyone . If so , you are asked to write 

into the available space reasons that you 71ould accept 

as legitimate . 

Below is an axaoDle si tue.tion 

You teach part of a conpulsory course r;hich 

is taken by ht. lf the students o.s a degree 

unit . You set all students a workload that 

you consider appropri~to to the standard you 

would want students to achieve. 

a . It transpires the.t the Academic Commi ttec of the Council 

views your requirements as not being in the best interests 

of the college . You learn of this f rom the Academic 

Committee, through the proper channels . After exhaustive 

discussion the matter remains unchanged . No compulsion is 

exerted on you by the Council . To ::;hat extent 110uld you 

be likely to modify your requiremer.ts? 

Completely Considerably Quite o. Lot A Little Not o.t oll 

( ) ( ) ( ) ( ) ( ) 

b . In a s econd case, you learn through proper channels from a 

representative of the academic administration, that although 

they are not personolly inconvenienced, there is agreement 

among the administration that your actions are compromising 

college interests . After exhaustive discussion the matter 
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remains unchanged. No compulsion is exerted on you. 

To what extent wouJ.d you be likely to modify 

Completely Considerabl y Quite a Lot A Little Not at All 

( ) ( ) ( ) ( ) ( ) 

c. In a third case you learn through proper channels that 

the College Staff as a whole, although not personally 

inconvenienced, agree that the college's interests are 

compromised by your actions . After exhaustive discussion 

the matter remains unchanged. No compulsion is exerted. 

Would you be likely to modify. 

Completely Considerably 1uite a Lot A Little Not at All 

( ) ( ) ( ) ( ) ( ) 

d. In a fo urth case, you lear;1 through proper channels, the t 

your department members although not personally 

inconvenienced, agre e that the department's interests 

a.re compromised (jy your a ctions . After exhaustive 

discussion the matter remains unchanged. No compulsion 

is exerted on you . Would you be likely to modify 

Completely Considerably Quite a lot A little Not at All 

( ) ( ) ( ) ( ) ( ) 

e. In a fifth case, you learn through proper channels, that 

your course colleagues although not personally 

inconvenienced, agree that your actions are not in the 

best interests of the course. After exhaustive 

discussion the matter remains unchanged. No compulsion 
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is exerted on you . Would you be likely to modify 

Complet ely Conside r ably Quite a Lot A l ittle Not at all 

( ) ( ) ( ) ( ) ( ) 

f . I n a sixth cas e , a colleague lets you know tha t you1· actions 

are inconveniencing him in the pursuit of his pr ofess i onal 

goals . After exhaust ive discussion you cannot r econcile 

your differing points of view , and of course he cannot 

compel you t o change . Would you be likely to modify 

Compl etely Considerabl y Quite a Lot A little Not at All 

( ) ( ) ( ) ( ) ( ) 

g . I n a fin.el case, an appointed representative of the students 

approaches you and lets you know tai.t your a ctions ere 

interfcrring with the pur suit of their profes sional goal s . 

After exhaustive discussi ons you cannot reconcil e your 

vi eTI points, and of cour se they cannot compel you t o chanGe • 

Woul d you modify . 

Completely Considerably Quite a Lot A l i ttle Not ~t All 

( ) ( ) ( ) ( ) ( ) 

I f you did not modify your behaviour at all, can you briefly 

indicate the conditions unde r v1hi ch you think you would -

.......................... ..................................... . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
For each item, responses f or the s even groups are essigned 

weights from five to one . An item score is derived by summing 
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the value of all responses for that item . A dimension score is 

derived by summing the four itam totals within that dimension . 

An index of organise.ti onul commitment is computed by summing the 

tote. ls of the three dimensions , or the total for all it oms . A 

score of 300 - 420 indicates a high organisational commitment . 

I n order to achiove this the respondent must indicate thnt in 

every situation he is likely to mooify his act ions compl etely or 

consider abl y in accor dance with the wishes of all gr oups . A 

medium organisational comrni tment is shown by a score of 

200 - 299. This is achieved by o variety of respons e potter ns , 

but the respondent must show either a consistent !)attern of 

preparedness to modify quite &. lot , or considerable variation in 

the degree of preparedness to modify for all gr oups . A low 

organisational commitment is shown by a score of 84 - 199 . This 

can only be achieved by a high degree of consistency in preparedness 

to modify either a little, or not ut all . 

In addition to dimension scores of organisational commitoent 

and an index of organisational comcri.tment , measures of preparedness 

t o modify for each reference group can be computed by summing the 

scores attributed to each group . This may be taken as separate 

dimension scores of commitment to the reference group specified, 

or as a total of all dimensions . 

Pilot Study • Following construction of the questionnaire , a 

pilot study was carried out in a different teachers ' college . 
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Its purpose was to test the suitability of both the concepts 

used , and their operationalisation . Respondents were asked 

to complete each item as directed , and also to oo!IlI!lent on i t s 

relevance and clarity . As a result of this preliminary study 

the questionnaire was modified by minor re~~rding of some 

items, clarification of questionnaire instructions, and improved 

procedures for distrioution and return of questionnaires. 

After officic;l approval had been obtained to approach all 

lecturing staff in the teachers' college selected, individual 

lecturers were invited to answer the questionnaire . All 

questionnaires were handed personally to respondents to be 

completed in the respondent's own time. The questionnaire 

took approxime. te l y thirty mi nutes to do . Respondents were 

requested not to i dentify themselves by name, and anonymity wes 

protected by a special procedure for the return of' completed 

questionnaires which involved the following procedure . 

i. Write your name on a slip of paper and drop it 

in the box held by the receptionist for this 

purpose. This box will be cleared at the end 

of each week. 

ii. Place the completed questionnaire in the envelope 

provided and return it to one of the unmarked 

boxes on the bottom row of the staff boxes in the 

staffroom. These boxes will be cleared daily. 
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The Sample 

Of a to tal t eaching staff of fifty lect.ur-ers in the college, 

forty-eight l ecturers voluntJ.rily responded to the rese.arch. 

'l'hrec respondents were eliminated from the analysis because of 

incomplete returns. 

Statistical Methods Used 

Analysis of the questionnaire data was based on co!'lparisons 

of the attributes of individual respondents, and on group 

<J ttributes derived as percentages of t he sar:ie and group means . 

To test for differences between group means on the same test , 

analysis of variance was used. Following Snedecor and 

Cochran ( 1967), the model assumed was 

X .. = utt. te .. 
1.J J. 1.J 

That is, each observation depends on 

u an overall mean 

ti an effect due to the ith group 

ei j a random variation 

for i = 1 t 

j = 1 •• n. 
1. 

t the number of groups 

n. the number of individuals 
J. 

. th . th in e i group. 

To test for a rela tionship between two attributes of the 

same individual, correlation coefficient, r, was computed using 

the f orrnula 

r = nE~_E_x_E ..... Y,__ _____ _ 

~nEx2-(Ex) 2~ ~riEy2 -(Ey) 
2~ 
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whe re x and y a re measures of the t vrn a ttribut e s for the 

individual . The hypothesis H : r = 0 wa s t ested against 
0 

the a lternntive HA : r .J- O, by compa ring the sampl e 

c orrela tion coeff icient with t a bulated values (Snede cor 

and Cochran, 1 967) • 

For a ll interpr etat ions the . 05 l evel of statistical 

significance was acceptod a s minima l. 

The foregoi ng parametric sta tistical measures assurne 

that the data collected woul d coL1e frora t e sts that measure 

factors whi ch are no r mally d i stributed thro ughout t he 

populetion . While the veridicality of this a ssumption 

may be que stioned ~ lack of evLlenco to the cont r ary suggests 

that the pro cedure is reasonable . Further Bore , the tests 

used are robust t o non- norma lity . 
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CHAPTER VI 

FINDINGS ...,.. ,,....... 

Res ponse Rates and Sample Charac t eristics 

The questionnaire nas distributed to all fifty members of 

the college staf f. Forty- five of the r eturns were usable. The 

90% response r ate is considerably higher than is usually the ca se 

i n studies using volunta r y respondents (Travers, 1964), vvhile 

meiled questionnaire studies also repor t lower response levels 

(Ker linger, 1 964-) • The high r esponse level in the present 

researc h will largely preclude tho possibility of volunteer bias 

reported by Borg (1963). 

A breakdown of the status, tenure, a nd a ge characteristics 

of the research sample appears i n Table I 

Analysis of the characterist ics of the research sa mple 

indicates the normal pyramid of status positions characteristic 

of large organisations . The broad base is provided by six 

temporary and eight een permanent Lecturers, who together comprise 

53.33% of the sample. The middle echelon of thirteen Senior 

Lecturers comprises a further 28.89% of the sample, and the peak 

is provided by the eight Principal Lecturers and high status 

members of the Academic Administra tion, who together constitute 
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'1.'ABLE I. 

SAMPLE CHARAC'.L'ERISTICS BY STATUS, TENURE AND AGE o 

Des i gnation n ;'a 

Status I Lecturer (temporary) 6 13°33 
II Lecturer 18 40 .00 

III Senior Lectur er 13 28 .89 

rv Principal Lecturer, Dean, 

Vice-Principal , Principal 8 17 . 78 

45 100 .00 

Years i n the I 0 - 5 years 31 68 .89 
college II 5 - 10 years 9 20 .00 

III 10 + ye.:: rs 5 -11 .11 

45 100 .oo 
~·--· -· .. ...,.. 

Years in pr esent I 0 - 2 years 27 60 .00 

II 2 - 5 yeo.r s 11 2L~ .44 

III 5+ years 7 1 5 ,5( 

45 1 oo .oo 
~-~ .... ,.__..,,-: 

Age I 20 - 32 years 9 20.00 

II 33 - 45 years 26 57.78 

III 46 + years 10 22.22 

45 100.00 
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17 .78% of the sample . 

Over t wo- thirds of the responde nts , 68 .89% had been in the 

college for a comparatively short p eriod. Of the one- third who 

had had more than five years service in the college , only five 

respondents , representing approximat el y one-tenth of the sa mple , 

had been in the college for more than t en years . 

is similar in shape to the status pyramid . 

This distribution 

Analysis of respondents ' y ears of service in their present 

position indicates a markedl y simila r pa ttern to that of their 

service in the college . Almost 85% of respondents had held their 

present position for less than five years . 

The distribution of respondents ' ages is not pyramid shaped, 

but displays a marked bulge in the middle group by comparison with 

the almost even numbers in the younger and older groups . While the 

latter groups contain nine and t en respondents resp ectively 

( 20}b and 22 . 22%), the middle group contains twenty-six , or 

57 .78% of respondents . 
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Professional Orientation 

An item analysis of the professional orientation questionnaire 

is pr esented in Appendix B. It contains mean and medi an scores , 

and r anges for the whole sample for each item . Taken separately 

these scores provide the base from Yihich a number of general measures 

have been derived. They are sub-scale scores for respectively, 

student orientation, coll eague orientation, competence orientation, 

and autonomy orientation . As uell, a gros~ over all score of 

professional orienta tion is derived by summing all sub-scale scores. 

Table 2 contains details of scores for the whole snmple on 

each of these. 

TJ..BLE 2 . 

MEAH SCORES FDR PROFESSIONAL ORIENTATION AND P.O. SUB ...SCALES 

SUBSCALES 
Ov0r 

Student Colleague Competence Autonomy all Orient- Orient- Orient- Orient-
Mean 

S.D . 
ation ation at ion ation 

All respondents 14.31 16 .1 6 15.02 16.40 61 .89 6.51 (n=45) 
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The scores are uniformly hi gh . For example the overall 

professional orientation moan score of 61 .89 falls within the 

stipulated limits of high professiona lism (60 - 80). Similarly 

the subscale scores a r e also high. The four mo ans, 14 • .31, 16 .1 6, 

15 .02 and 16 .40 ar e a ll located towar ds the top end of the 

available scale (4 - 20). 

Details of the distribution of res pondents into groups with 

high, medium, and low profess i ona l ori entation scores a r e contained 

in Tabl e .3. 

~-

DISTRIBUTION OF RESPO NDE NTS BY HIGH, MEDIU11i , LND LOW 

PROFESSION/J, ORIENTATION SCORES 

Scale n= % of sampl e 

High Professional Orientation 60 - 80 30 66 .67 

Medium Professional Orientati on 4D - 59 15 33.3.3 

Low Professional Orienta tion 16 - 39 

J.11 Respondents 16 - 80 45 100.00 

Mean 

65 . 23 

55.20 

61 . 89 

It can be seen from the tab l e that t wo-thirds of the sample fall 

within the stipulated limits of high profes s ional orientation, v1hile 

the remaining one-third fall within the medium professional 
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ori0nt a tion limits . No respondent scor ed lovr on the profcssionnl 

orientation measure • 

.Q.rgfLnisational Cornmitm~ . ..n.i 

J.n item analysis of tho organisa tional commitm"mt questionnaire 

appear s in 1.ppendix B. It contains means , medi an score s and r anges 

for the whole sample for each itom, a nd t he number of rospondents 

scor ing diffe r ent values for ea ch r eference gr oup in each item . 

Taken scpare.tely these scores provide the base from which a number 

of general measures have b~en derived . They are subscalo scor es 

for respect ively , extra-c l css roles , administr ative - executive roles , 

and instructional roles , nnd as ··1011 a gross over all s~ arc of 

organisationa l commitment . 

Table 4 contains det a ils of scores for the v1hol e sample on each 

of these: 

ME!.H SCORES FOR ORGJ..NISLTIOW'>L COHMITMENT AND 0 . C. SUBSCii.LES 

SUB SCALES 
Extr a - J.dminis t r a ti ve - Instr ucti onal Over-

S.D. Class Executive all 
Rol es Roles Roles Mean 

.All 
Res pondents 76 .78 85 .00 77 .78 239 .56 56 .28 
(n =45) 
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The scores are unifor;;ily medium . The gross organisational 

commitment mean score of 239 .56 fo.lls within the stipulated limits 

of medium commitment (200 - 299) . Similarly, the subs cale means 

of 76. 78, 85 .00 and 77. 78 are close to the middle of the available 

s cale (28 - 140). 

Details of the distribution of r espondents into groups with 

high , medium, and lm·1 organisationcl commitment scores are contained 

in Table 5 . 

DISTRIBUTION or RESPONDE:f\1TS BY HIGH, NEDIUJ'·i , J.ND LOW ORGJ,.NISf.TIONJ.L 

COMMITMENT SCORES 

Scale n % of Moan Sample 

High Organisational Com.rnitment 300 - 420 8 17.78 334.13 
Medium Organisational Commitment 200 - 299 24 53 .33 241 .25 
Lo-.v Organisational Comnutment 85 - 200 13 28 .89 178 .23 

All Res pondents 85 - 4.20 45 100.00 239 .56 

The t ~blo indicates that the majority of respondents (71%) fall 

into the groups displaying medium and high organisational commitment, 

with slightly more than half falling within the stipulated limits of 

medium commitment (200 - 299) . The remaining quarter to one -third 
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of respondents fall within the stipula ted limits of low organisntionnl 

com~ii.t:r.ient (85 - 200). 

Details of :r.ioa n scor es fo r subs ca l e and overall organisational 

comr.1i tment according to responde nts 1 s ta tus are conta ined in Table 6 

TABLE 6 . 

HEAN SCORES FOR ORGANISATIO~JAL C0!•1lHTMENT J.ND 0 .C. SUBSCALES 

BY RESPONDENTS' ST,'..TUS 

SFBSCALES 

Extra -
1~dminis tra - Instruc -

Over-
tive - all S.D. 

Cla ss Executive 
tional Hea n 

Status Level I (n=6) 66 . 83 76.33 62 . 67 207 . 83 33 .39 

Le vel II (n=18) 70 . 411- 81 .06 75 .11 226 .60 5l1- . 71 

Level III (n=13) 79 .77 86 .69 79 . 69 246.15 53 . Ol'.-

Level IV ( n~) 92 .13 97,63 92 . 00 281 • 75 5 2 . -1 .J 

It cen be seen from the table thnt in a ll organisational commi trnent 

sub scale s, mean score s increase with s t a tus . Increa ses range from 

1 . 2 between l evels I and II in the Extra -Cla s s subsca l e , to 12 .44 

between Levels I and II in the Instructional subscale. The overall 

mean scores for organisational comr;iitment increas e by 73 . 88 , from 

207.83 at Level I to 281 .75 at Level IV, successive levels showing 
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increas es of 18 .77, 19.5_5 and 35 . 60 respectively. 

Details of mean scores for subscal e and over all orgo. nisational 

comr-iitment according to r espondents' years in the college a r e 

contained in Table 7 

Tl-i.BLE 7. 

MEI~IIT SCORES FOR ORG.h.1'ITSATIONAL COMidITHEN'I' AND 0 .C. SUBSCALES 

BY RESPONDENTS 1 YEJ'"RS I N TT-IE COLLEGE 

SUBSCALES 

Extra- Admin- Instruc- Over-
all S.D. 

Cla~s Exec. tional Mean 

Years in the College 

I (n = 31) 74.32 82 .16 75 .48 231 .97 54.84 

II (n == 9) 77.33 91 . 22 82 .33 250 .89 61 .36 

III (n = 5) 91 .oo 91 .40 83.80 266 .20 42.34 

Subscale and overall means for organisational commitment according 

to years in the college show a similar pattern to that shown by 

organisational commitment and status. In each case subscale scores 

increase with years in the college, as do overall organisational 

commitment scores. The subscale increases range from .12 between 

levels II and III in the Administrative - Executive subscale, to 



13.77 bet ween l evels II and III in the Extra -{;lass subscale . The 

overall mean scor e f or or ganisational co!Tu'Ui tment incr eases by 34.2.3, 

from 23 ·1 . 97 at Level I to 266 . 20 at leve l III, succes sive incr eas es 

be ing 15 .31 and 18 .92 re s p~ctively . 

A full distribut ion of t he pr i oriti es a llotted to all ref er ence 

groups appears i n Appendi x B. Details of t he numbers and pe r centage s 

of r espondents allocating majo r corlffi t ment to ea ch r eference group 

ar e contained in Table 6 . 

TABLE 8 . 

ORGANISATIOhAL C 01.faiITi\iEI'!.i': DISTRIBUTIO N OF IIBSFDNDENTS BY 
~-~-~--· ____ .,,,,__~ ... ·-~--....== ....,.,.---~~-,,.,...,,---·~~-

~.lAJOR C OW,'.ITHENT TO REFERENCE GROUPS ··-------

REFJ'~RENCE GROUPS 

Counc i l .Admi n . Staff Dept . Course Colleague Students Colleagues 

All n 8 6 4 16 20 3 11 

Responde nts % 11 • 76 8 .82 5 . 88 23 .38 29.41 4.41 1 6 .1 8 

It can be s een f r om the tabl e t hat 36 persons, or 52 . 7~/o of all 

r e spondents place e ithe r Course Colleagues or Department first in 

commitment priority , wi t h f our per sons mo:regiving priority to 

Course Colleagues t han to Department . Commitment priority to other 

r ef erenc e groups is s pr ead at a compar atively low l evel, exc ept for 

a 16 .18 priority to s t unents and an 1 -1 • 76% priority to the College Council. 
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Professio'lal Behaviour 

A full distribution of indivi dua l scores for profess i onal behaviour 

appears in Appendix B. Details of the distribution of r espondo11ts 

into groups with high, medium , and low be haviour scores are contained 

in Table 9. 

DISTRIBUTION OF RESPONDE NTS BY BI G-H , :1EDIU1:, J;...."ID LOW 

PROFESSIONJ,L DEI-IhVIOUR SCORES 

Scale n % of Group 
Sampl e Mean 

BIGH Professional Beho.viour 13-15 20 41+ .li-4 14.45 
MEDIUH Professional Behaviour 10-12 17 37.78 11 .12 
LOW Professional Bel1a viour 6-9 8 17.78 7.88 

All Respondents 6-15 45 100.00 11. 73 

It can be s een fron the t able tha t the _r:ia jority of respondents 

(37, r epresenting 82.22% of t ho sample) f all within t he r ange for 

medium or high prof es s i onal behaviour r atings, with the l a r ger 

proportion fulling within the available limits for high professional 

behaviour (20 or 44.44% compared t o 17 or 37.78%). Less t han 

one-fifth of the sampl e (8, or 17.787&) f all within the low professional 

behaviour limits. The mean score of professional behaviour for the 

total sample falls high in the medium professional behaviour scale 

at 11 .73. 

Self Rating on Professionalism 

A full distribution of individual scores for self rating on 

professionalism appears in Appendix B. Details of the distribution 
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of r espondents i nto groups with hi gh, medium, nnd low self rat i ng on 

pr ofessi onalism scores are conta ined in Tabl e 10 . 

DISTRIBUTIOI'J OF Pu"SSPO NDE I'JTS BY HI GH, ~i~DIDI"I , MID LOW 

SELF RATI!~G ON PROFESS IQ?.T1,Lim:t SC ORES 

~--·~ 

Scale n % of Gr oup 
Sao.pl e Mean 

HIGH Self Rating on Professiona lism 7-8 9 20 .00 7 .11 

MEDI Ul\I II II II fl 4-6 34 75 .56 5 .26 
LOW If fl " II 1- 3 2 4 .44 2.00 

All Respondents 1-8 45 100 . 00 5 .40 

It can be seen frorJ. t he s calo tha t the gr eat majority of 

respondents (41 , r epr esentin,:; 95 . 5 67~ of t ho sarn.ple ) fa ll vdt hin the 

limits of medium and hi gh s elf rnting on professi ona l ism, '."I i t h tho 

bulk of t hese (34, or 75 . 56;;~ of sampl e ) f alling within tho mo diuH 

sca l e (4-6) • Tho remaining 2 r esponde nt s (4.1+1+% of sample ) fall 

within the limi ts of the low s 0lf r a t i ng on professionalism s cal e 

( 1 -3). The mean score for self rating on profession~lisrn. f or t ho 

total sample falls r ela t i ve l y high in the medium scale at 5.40 . 
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Hypothesis 1 stat0d: 

Scor es on organisational comr:li.toont and pr ofessional 

orientat i on 'ilill not covG. r y . 

Tho analysis made uso of correlations and anal ysis of va riance , 

in which t he bas8 data comprised. indi vidual scc..lf1 scores of 

organisational cor:u:ri.tm.:mt and p r of P.ssion8.l orientation, and mean 

scor es for three gr oups subdivided on the basis of their 

d i str ibution into hi c h , !l1Gdiu.rr, c.:nd lo<: organisa tionc .. l cor'.l:ni tment 

scor es . The rusul ts of t 110 unal.vsis ar8 contained in Ta1le ·11 . 

TABLE 11 • 

CORP.EIJ..TIONS A~JD ANALYSIS OF V~l'lC~ FOR ORGANISATIOY:AI.. 

COE ::I'l'i1IENT ( OC) Ai\fD PROW.SSIOH;.L ORI:;;irJ.TION (PO) SCORES 

-----~------~-~---·~~~--

Group x Or ganise. tional C ormit . 
~c..--.--:-----· 

11.11 Respondents 

High 

Hedi um 

Low 

A nova. 

Moan 0 .c. 

239 .56 

334.13 

241 . 25 

178 . 23 

~foan P .0 . r = 

61 .89 -.1096 ns 

61 .63 . 9138~1' 

61 .67 -.0298 ns 

62 .46 -.541+2 ns 

---- --
F= .07 ns 

From t he table i t can be seen that no s ignif icance was establish. il. 

between indi vi dual scor es on or ganisational com.'!li tment a nd professicr..".~-
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orientation ( r=--.1 096) . Corre lation of gr oup means for organisationcl 

commitment es t ablished, fror.1 high, mediuo and lo·;; groups r esp0ctively, 

coefficients of . 9138 (significant at tho .001 level) , -.0298 (not 

significant) , and -.5442 (which while not quite significant et the 

.05 level , is suggestive of a r elc:t i onship). No fir~ statistical 

coraparisions ce.n 1)e made bet•.-,eer. groups using corr el at i on coefficients , 

but the observed tond.cncJ fo::' r to recede f rom high positive significance 

to an almost significant negative score is suggestive of a decreasing 

relationship . As tho orguni so. tional cornrni tment scores ar 0 grouped in 

a markedly decreasint:; patte r n (334 .12, 2~-1 . 25 , and 178 . 23) it appocrs 

tha t there is lit tle of the decr ease contributed by tho other attribute , 

scores fo r professi onal orientatio-1 . Analysis of va riance of ;:roup 

means for professional orio:-itn.tion produced F==.07 . In or der to 

r e ject the hypot hesis , a sa~plc correlati on as high as . 997 for tho 

three l evels ·nould hav-J boon r<iquirod , due to the narrow range of 

group means (61 . 63 , 61 .67 und 62 .46) . 

It follovTS then that there is no evidence to r e ject the hypothesis 

that the level of professional or ientation was the same for each of 

the three level s of organisational co:onitment . While this finding 

does not necessarily confirm Ho1 it docs leave open the possibility 

that scor es on organi sational commitment and professionel orientation 

would not covary . 

Hypothesis 2 stated: 

The higher tho s t atus , the higher the or ganisational 

commitment . 



92 

Analysis of variance was used to test for significant 

difference between mea n scores of orga nisational colll!JJ.itment for 

t he four status groups . Ji.loan scores for subscales nnd overall 

!Ilea sure of organisa tionol car.mi t ment vrn r e submitted to analysis . 

The result of the analys i s are conta ined in Table 12. 

TABLE 12 . 

ANALYSIS OF VARIANCE OF ORG.h.NTSATIONAL com"ITUENT 

n= 

Status Level I 6 

Level II 18 
Level III 13 
Level IV 8 

All Respondents 45 

Anova F= 

BY STATUS 

Extra­
Class 

68 .83 
70.41,_ 

79.77 
92 .1 3 

76.78 

2.61 ns 

SUBSC.f'.LE 

Admin­
Exe c 

76.33 
81 .06 
86.69 

97 .63 

85 .oo 

1 .88 ns 

I nstruc­
tional 

62.67 

75 .11 

79,69 
92.00 

77.78 

2 .50 ns 

Over all 
Hean 

207.83 
226 .60 

246.15 
281. 75 

239.56 

2 . 75 

S.D. 

33 .39 
54.71 
53 .04 
52 .1 3 

56.28 

ns 

It can be seen from the table that no ~ignificant difference 

between means of t he four status groups was found , in either subscale 

or over all organisational commitment scores. 

It follows then, that the hypothes is, H.2. that the higher the 

s tatus the higher the organisational commitment, is rejected. 
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Hypothesis 3 stated: 

The longo r the ser vice in tho organisation , the hi gher 

tho organisationa l commitment . 

Analysis of variance was used to test for significant difference 

betwe en mean scores of orr;~~ nisationa l commitment for the thre e 

groups subdivided according to l engt h of service in the college . 

Mean scores for subscales and overall measure of organisational 

comnitme nt were submitted to analys is . The r esults of tho analysis 

are contained in TablG 13 . 

TABLE 13 . 

ANALYSIS OF V.ARIJ,NCE OF ORGi.NISATIO NAL COMi\!ITHENT 

BY LENGT1i OF SERVICE HT T:FE ORGkNISATION 

SUBS CALE 
Extr a - Adn i n- Ins true- Overall S.D. n= Class Exec tional Hean 

Service in 

Organisation I 31 74.32 82 .16 75 .48 231 . 97 54- . 84-

II 9 77 .33 91 . 22 82 .33 250 .89 61 .36 

III 5 91 .oo 91 .4-0 83 .80 266 . 20 4-2 .34-

All Respondents 4-5 76 .78 85 .00 77 .78 239 .56 56 . 28 

.bnova F = 1 .39 ns 1 .03 ns .56 ns 1 .00 ns 
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It can be seen froo the t ;.tlo thnt no significant difference 

between oeans of tho tlu·oe t;roups ·,·;as found , in either subs ca lo 

or overall or c;anisationc..l com-:ri. tmcnt scores . 

I t f ollo'.7s then, that the hypothesis , !f. 2 ., that the longer 

the service in the organisation the higher the organisational 

com-.li tment, is r e j ectod . 

Hypothesi s 4 stated: 

The higher tho or gnnisatione l coorr~tment , t he higher 

tho com.1itment to colleague reference groups . 

The analysis made use of a conparison of percentages of 

respondents within the three levels of organisational comriitment 

allocating major commitment to each refer ence group . 

of the analysis are contained in Tablo 14· 

The result 
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Ti'J3}~~~-J .. 1.± • 

PERCE1'.'TAGES OF RESPONDENTS ALLOCATING l'ITAJOR COMMITMENT 

TO EAC ~-! F.EFERENCE GROUP 

REFERENCE GROUPS 

Council 
Administra-

Staff Departrr!ent 
Course 

Colleague ti on Colleaguos Students 

n % n % n % n % n % n % n % 
.... - -

HIGH Organisational Commitment 3 18 . 75 1 6.25 1 6 . 25 4 25 .oo 4 25 .00 1 6.25 2 12.50 

MEDIUM 0 .C o 4 11 .11 3 8.33 3 8 .33 9 25 .00 12 33 .33 2 5.56 3 8.34 

LOW o.c. 1 6. 25 2 12.50 0 0 3 18 . 75 4 25 . 00 0 0 6 37.50 

---~---

All Respondents 8 11.76 6 8.82 4 5.88 16 23 .38 20 29 .4.1 3 4.L1-1 11 16.18 

- · --



From the tabl a it ca n bo s een, tha t from the low organisa tiona l 

COr:lrJitment group to the hi gh organi sationa l group, there was an 

increas e in t he percentage of r e spondents a lloca ting ma j or comrti tr;ient 

to the College Council (-1 2 .5o;~ incr1'Jase), Dopartment ( 6 . 25% increase ), 

and to a Colleague ( 6 . 25%) . Thero wa s c. n increa s e of 8% froo tho 

lovr to the medium organisa tiona l commitment groups in raa jor 

comrriitment to Cours e Colleagues , tl1ough f:ron the medium to high 

orga nisationa l commitment groups t he r e was an eq ual de crease . Ther e 

was a decrease from tho 10111 to high organisationa l coLlID.itment gr oups 

of the percentage of res vonde nts allocating major COlili!iitment to 

Administration, Staff, and to St udents. Of all respondents , 

52 . 7r:tfo placed e ithe r Course Colleague s or Department first i n 

co~~atment priority . 

While no statistica l tes t s we r e used to calculate the 

significance of pe rcentages of r espondents allocating priority to 

r e f er ence groups , tho data have a t endency towa rds sustaining tho 

hypothesis, H.4, that t he highe r tho organisational commitment , the 

highe r the commit ment to colleague r efe r ence groups. 

Hypothesis 5 stated: 

The highe r the profess i ona l orient a tion the higher the 

professional b eha viour. 

The analysis made us e of correl a tion coefficient and t est 

of significance in Hhich tho base data were individual scores for 

professional orientation and professional behaviour. The 
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correlation coefficient dori ved r:::.1613 wa s aot significant. 

It follows then that the hypothesis, H.5, that tJ.1e higher 

the professional ori entation the higher the prof essio, 1a l behavi our, 

is rejected. 

Hypothesis 6 stated.: 

The higher the professional orientation the h.tgher the self 

rating on profossionalisCT . 

The ana lysis us ed correl ation coefficient and t est of 

significance , the base data being individual scores f or professional 

orientation and self r ating on profo s sion~lisB . The correlation 

coefficient derivod , r=.1 90Lr-, ·uas not s i gnificant. Tho hypothesis, 

H.6, that the highor the professional orientation the higher the 

self rating on profes;::; iorn.i.lis l.L i s r e je cted . 

Hypothesis 7 stated: 

The higher the professional behaviour the higher the self 

rating on professionalism. 

The analysis used correlation coefficient and test of significance, 

the base data being individual scores for professional behaviour and 

self rating on professionalism. The correlation derived, r=.4671, 

was significant at the .001 level. It follows then, that within 

the statistical limits of this research the hypothesis, H.7, that 

the higher the professional behaviour the higher the s elf r ating 

on professionalism, is sustained. 
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The major intention of this investigati on has been to examine 

the classical theoretical position that bureaucracy and professionali~m 

occupy opposite poles on a single continuum of or gunisational 

attributes . Expositions and empirical studi es based on this position 

appear to have established that a rela tive predominance of one 

att ribut e indicates , :i.pso facto , the rela t ive absence of the other . 

Or alternatively, that where one attribute predominates , the other 

can exist only under stressful conditions . The relationship most 

frequently exan.ined has been the existence of professionalis~ in 

a predominantl y bureaucratic setting . Under bureaucratic 

predominance , the str essful conditions are conventionally enumerated 

in terms of the professionc. l ' s conflict with the organisation and 

it~ procedures , loss of professional orientation for a more 

bureaucratic conctlitment , or a dis~lacement of professionalism into 

activities outside the or ga nisation . 

Observation suggests however, that many large organisations 

which are functionally dependent upon long- term ser vices and 

commitment from employed professionals , attempt to avoid prolonged 

stressful conditions that would diminish, impair , obstr uct or 

extinguish the professional qualities they requir e . Further, 

professional per sons appear f' r equently to reconcile organisati onal 

and pr ofessional demands without daoage to t heir pr ofessional 
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orientation. Indeed, it seems not unreasonable to anticipate that 

the modern professional , often dependent upon the organisation for 

the opportunity to pursue his pr ofessional activity, might well 

include in his occupational orientation a conditional loyalty to 

the organisation . This notion of 11 dual comrr'i tment 11 appears to be 

precluded from conventional explanations of organisational behaviour 

by virtue of the conceptualisation of bureaucracy and professionalism 

as logical opposites 

The present investigation set out to explore the viability 

of dual CO!Tu71.i tment as the basis of an accommodation model explanation. 

The position taken was that an individual ' s professional orientation 

is both identifiabl e ancl mensureable , and will influence the 

performance of his organisational roles . It was also taken that 

when the performance of thes e organisational roles comes into conflict 

with his professional orientation, any accommodation made t o the 

organi~ation can be i dentified as organisat ional commitment, and 

quantified . A significant negative relationship bet ween professional 

orientation and organisational commitment would tend to confirm that 

the two qualiti es are functionally related, and that individuals can 

be distributed along a professional - bureaucratic continuum according 

to their characteristic mode of orga nisational behaviour. .Alternativel y 

however, if a significant positive relationship between professional 

orientation and organisational commitment were to be established, 

then there would appear to be grounds for supporting the viability 

of an accommodation model expl~nation of the behaviour of professionals 

[ - ' .. y 
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in or ganisations . 

While the major intention of this study was to investigate the 

r el ationship between pr ofessional orientation and organisat i onal 

comr.1i tment, the secondary intention 11as to examine a s well ( i) 

the nature of the organisetional commitment di splayed (ii) some 

correlates of organisntional comr.1itment , a nd (iii) tho r el a tions hips 

between the professional orientati on of individucls , their profe ssional 

behaviour and their self rating on pr ofessional ism . Merton has 

suggested that the closer an individual is to the centre of 

decision making the more likely he is to identify with both the 

decision a nd the decision-m~king pr ocess . A further variable, 

service in the or ganisation, may also bring i dentification through 

familiarisation with the purposes of the or ganisation and i ts pr ocess 

of decision- making, and through access to both formal and informal 

communication a nd power ne~;orks in the organisation . Hence it was 

expected that individuals of high status , and individuals with long 

service in the orga nisation, would demonstrate a high degr ee of 

commitment to the organisation. Further, it was expect ed t hat 

or ganisational commitment from professionals would be most likel y to 

consist of accommodation to the demands of colleague r efer ence groups 

r ather than to administr ative , student , or individual colleague 

reference gr oups . It was a lso expected that individuals with hi gh 

pr ofessional orientation would evince a similar level of professional 

behaviour, and would also assess their self r ating on professionalism 

consistent with their orientation a nd behaviour . 
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The study succeeded t o the extent that the major hypothesis 

was not disconfirmed. It \·ms apparent in this study that individuals 

wi th high prof0ssional orientation were to be found at all three 

levels of organisational commitment, and that professional 

orientation did not vary significantly from high to low organisational 

commitment. The study also indicated that professionals woul d most 

readily modify their behaviour for t he organisation when modification 

was requested by colleague reference groups. Modification 

would be made less than half as frequently to the combined requests 

of clients and individual colleagues , with a similar modification 

rate for combined administrative r eference groups. It was further 

established that individuals <7ho displayed high professional 

behaviour were ablo to assess realistically their level of 

professionalism in r e l ation t o others . The study vras not successful 

in establishing a significant relationship betwe en commitment 

commitment t o the organisation and either status or length of s er vice 

in the organisation , nor between professional orientation and 

either professionnl behaviour or self r ating on professionalism . 

Failure to pr oduce significant r el ationships in such areas may in 

part be attributable to difficulties in operationalising complex 

concepts, though the small sample available for r esearch created a 

situation in which statistical non significance was almost inevitable. 

However, the researcher who fails to establish significance for his 

findings and seeks methodological explanations , must also consider 

the possibility that the findings are veridical, and there simply 
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is no patternof relationships . 

While the results of this study offer no conclusive evidence 

that professional orientation und organisational comrrQtment ar e 

functionally independent , neither do they support tho reverse 

position . They may por '.1eps be taken to indicate that students of 

organisational behaviour should more carefully exnmine the widely 

held bAlief that a decline of professionalism is a necessar y 

concomitant of organisational allegiance . Yhen tho pr ofessional is 

dependent upon the organisation for the practice of his professional 

skills the r elationship between professionalism and bureoucrucy is 

apparently complex . In the pr esent study the absence of a "rise 

and fall" relationship betr!OOn professional orientation and 

organisational commitment , in vi ew of the compar atively hi gh level 

of professional orientation attributed to the complete sample , 

suggests that professioncls have accommodat ed to the organisation 

~ithout serious effects upon their professional orientation . This 

h nds to lend support to Thornton ' s ( 1971) observution thnt under 

certain circumstances professionals can readily maintain simultaneous 

commitment to profession and organisation . From the data , this 

appears to be especially so if the organisation creates conditions 

in which the professional makes his commitment through reference 

groups of professional colleagues . It is perhaps significant that 

the refer ence groups invested with the greatest' legitimacy for a 

surrender of professional autonomy are those closest to the work 
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setting of individual profes sionals . This may well be a further 

case of Me r ton 's "proximity to decision- making" thesis in operation , 

this time at a lowe r level in the formal structure of the or ganisation, 

but whe r e decisions made are likely to be closer to the heart of 

professionals than those of the mor e r emote administrative reference 

groups. It may al so be the case that the particular nature of 

schools as organisations, a nd the professional aspects of teachers' 

work, create special opportunities for the organisation to pursue its 

goals by the us e of colleague reference groups. This may not be the 

case with more orthodox bureaucratic organisations . Thes e factors 

may account in part for failure to establish a r elationship between 

status in the organisation nnd comr:ii tmont to the organisa tion, and 

between length of service in the organisat ion and organisational 

commitment. Conflict theory explanations frequently regard both 

status and length of service to be conducive to increased conformity 

to organisational demands, and hence to r educed professionalism. 

Ability to make adjustments to the organisation through colleague 

reference groups may vrnll prevent loss of professionalism, or even 

enhance it, irrespective of status or length of s ervice . However , 

a major part of the explnnation may lie in the statistical problems, 

already indicated, of seeking patterns of relationships with small 

samples. 

In discussing the nature of professionalism earlier in this 

study, the assumption was made that as attitudes inf'luence behaviour 
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professional attitudes should relate to professional behaviour . In 

viev. of this assumption it is interesting to note that no r elationships 

were established between pr ofessional orientation and professional 

behaviour , or between professional orientation and self rating on 

professionalism, whereas a significant relationship v1e.s established 

between professional behaviour and self r ating on profossionalism. 

Per haps Hughes (1960) explanation that "professionalism is a state 

of mind, not a reality" helps to describe this discr epancy bet ween 

what professionals believe ought to be the case (orientation) and 

what is the case(behaviour). On the othe r hand, professionals 

pr esumably find lit tlr.: difficulty in r ating themselves against 

behavioural measures , and can compare their O\'m a nd others 1 

behaviour more realistically . 

Recommendations 

It is B.pparent from the results of this s tudy thr.t cxplo.nations 

of the behaviour of professionals in large organisations require 

r e - examination . The extent of both bureaucracy a nd professionulism 

in modemlife demands dynamic explanations that can account for rapidl y 

changing conditions . This is particularly tho case with theories 

of professionalism. Explanations of professionalism largely appear 

to have accepted the situati on of the "organisation pr ofessional" 

as being one of inevitable personal stress, and conflict with the 

organisation . The bulk of r esearch has tended to support this 

notion of the organisation as the graveyard of the high ideals of 
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professionalism . This ap~)ears to have created the situation in which 

the term "bureaucracy" hos taken on pejorative overtones, whereas 

"professional " has developed subtle overtones of approbation . Despite 

this suggestion of value interpretation, the consistency with which 

a conflict conclusion is reached in the literature constitutes a 

powerful case for cautious interpretation of contrary f indings or 

argument . However, in viev1 of tho support that this investigati on 

appears to lend to a few r ecent studi es suggesting that professionals 

can accommodate t o or ganisational deoands without compromising their 

professionalism, it is r ecoir.oended that the r elationship between 

bureaucracy and professionalism be exposed to further analysis , both 

conceptual and empirical . In keeping with the proliferation of 

principles of bureaucracy in public and private life , a nd tho 

development of a modern brood of "organisation-professiona ls" , 

now or expanded theories arc r equir ed to expl ain the nature of a 

professionalism 1'1hich includes th0 ability to reconcile commitment 

to both org?nisation and professional ideals . Tho i~plicction can 

hardl y be avoided that this may mark the devolopmont of new dimensions 

of professionalism, and perhaps bureaucracy, or at least modification 

of existing dimensions . Further conceptual analysis and research 

arc required to establish the adequacy of conflict and a cco!Wlodation 

theories of the organisational behaviour of professional s . 

Similarly, the conclusions r eached in this study suggest that 

further study is .required i n order to understand the organisational 

·conditions in which both organisation and professional can achieve 



maximum conmitment and rainiraum co!'lflict or mutual damage . The 

extent to which colleague ref orence groups can take on the function 

of more remote organisational functionaries in regulating professionals ' 

life in the organisation is a question for further re~earch, as is 

the extent t o which the techniques appropriate to the special nature 

of educational orgenisetions have general application for other 

complex organisations . 



AFPEimrx A 

This questionnaire :is designed to discern 

attitudes that college staff have about some 

some aspects of work in a teachers college. 

For this study there is no necessity to identify 

any single respondent, and no attempt will be made 

to do so. No ~ames are asked for. 

ien you have completed the questionnaire you are asked to 

i. 

ii. 

Write your name on a slip of paper and drop it 
in the box held by the receptionist for this 
purpose. This box will be cleared at the end 
of each week. 

Place the completed questionnaire in the envelope 
provided and return it to one of the unmarked 
boxes on the bottom row of the staff boxes in the 
Campus Schoo! staffroom. These boxes will be cleared 
daily. 
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Please r ead carefully before proce eding · to the questionnaire: 

PART A 

On the following page s a re described a series of situations which might occur 
to a member of the teaching staff in the course of a college year. 

The situations may not apply dir ectly to you, but you are asked to imagine 
yourself in such a position and to indicate what you might do. 

Ther e are no right or wrong answers nor will any 'evaluation' of any answer 
be attempted. 

NOTES 

1. Each situation describ ed supposes that you regard any course of action you 
undertake in t eaching or organising your normal courses, as being consistent 
with your professional goals. 

2. In each situation described however, it is hypothesized that as a consequence 
of your actions, someone else's goals are compromised e.g. a colleague's goals, 
your department's, the college council's etc. 

3. In each situation described, you ;:ire asked to indicate whether you would find 
the fact that you are compromising the professional goals of these others, a 
legitimate r eason for you to modify your original course of action. 

4. It may be that sometimes you would not modify your behaviour for anyone. If so, 
you a re asked to write into the available space reasons that you would accept 
a s legitimate . 

Bel ow is an example situation 

You teach part of a compulsory course which is taken by 
half the students as a degree unit. You set all students 
n workload that you consider appropriate to the standard you 
would want students to achieve. 

a. It transpires that the Academic Committee of the Council views your requirements 
as not being in the best interests of the college. You learn of this from the 
Academic Committee, through the proper channels. After exhaustive discussion 
the matter remains uncllii.nged. No compulsion is exerted on you by the Council. 
To what extent would you be likely to modify your requirements ? 

Completely Considerably Quite a Lot . A Little Not at all 

) ( ) ( ( 

b. In a sec~md case, you learn through proper channels from a representative of 
the academic administration, that although they are not personally inconvenienced, 
there is ~greement among the administration that your actions are compromising 
college interests. After exhaustive discussion the matter remains unchanged. No 
compulsion is exerted on you. To what extent would you be likely to modify ? 

Completely Considerably Quite a. Lot A Little Not at All 

) ( ) ( ) ( ( ) 
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c. In a third case you learn through proper channels that the College Staff 
as a whole, although not personally inconvenienced, agree that the college's 
interests are compromised by your actions. After exhaustive discussion the 
matter remains unchanged. No compulsion is exerted. Would you be likely to 
modify. 

Completely Considerably Quite a lot A little Not at all 

( ) ( ) ) 

d. In a fourth case, you learn through proper channels, that your department members 
although not personally inconvenienced, agree that the department's interests are 
compromised by your actions. After exhaustive discussion the matter remains 
unchanged. No compulsion is exerted on you. Would you be likely to .modify 

Completely Considerably Quite a lot A little Not at All 

( ) ) ( ) ( 

e. In a fifth case, you learn through proper channels, that your course colleagues 
although not personally inconvenienced, agree that your actions are not in the 
best interests of the course. After exhaustive discussion the matter remains 
unchanged. No compulsion is exerted on you. Would you be likely to modify 

Completely Considerably Quite a Lot A little Not at all 

( ) ) ( ) 

f. In a sixth case, a colleague lets you know that your actions are inconveniencing 
him in the pursuit of his professional goals. After exhaustive discussion you 
cannot reconcile your differing points of view, and of course he cannot compel 
you to change. Would you be likely to modify 

Completely Considerably Quite a Lot A little Not a.t All 

( ) ( ) ) ( ) ( ) 

g. In a final case, an appointed representative of the students approaches you 
and lets you know that your actions are interferring with the pursuit of their 
professional goals. After exhaustive discussions you cannot reconcile yolll' view 
points, and of course they cannot compel you to change. Would you modify. 

Completely Considerably Quite a Lot A little Not at All 

( ) ( ) ( ) ( ) ( ) 

If you did not modify your behaviour at all, can you briefly indicate the 
conditions under which you think you would -

. . ................................... • ... • ~ ~ . '• ............................................. . 
.. . ................. · .............. -~-... : ~ ................................................. . 
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For the remaining items, the format has been changed~ •• to save time. The 
i tuation is described first, then follows the question "Would you be likely to modify 
·our actions in accordance with the wishes of (i) The Council, (ii) The 
.cademic Administration, (iii) The College Staff, (iv) Your Department (v) Course 
!olleagues, (vi) A Colleague , (vii) The students. 

After each appears a set of brackets that indicate likely degree of modification. 

In each case it is taken for granted that you learn of the disagree~ent in a 
1roper manne·:r, that exhaustive discussion does not change the matter, and that no 
ne is ex~rcising a right to compel you to change. 

Inside the college you are very outspoken in 
criticizing certain academic policies of the college 

Would you be likely to modify your actions in accordance 
with the wishes of 

Completely Considerably Quite a lot A little Not at all 

HE COUNCIL 
( ( ) (. ) 

'~IE ADMINISTRATION ( ( ( ) ) ( 

'HE COLLEGE STAPF ( ) ( ( ) ( ) ( ) 

'OUR DEPARTMENT ( ) ( ) ( ) ) ( ) 

!OURSE COLLEAGUES ) ( ) ( ) ( )' ( ) 

. COLLEAGUE ( ) ( ) ) ( ) 

'HE STUDENTS ( ) ) ( ) ( ) ( ) 

:f no modification at all, indicate conditions in which you wuld modify 

" 
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As part of your course, students are gathering 
information on a controversial issue in the 
community. 

Would you be likely to modify your actions in accordance with the wishes of 

Completely. Considerably Quite a lot A little Not at all 

IE COUNCIL ( ( ) ( ) ( ( ) 

IE ADMINISTRATION ( ( ) ) ( ) 

IE COLLEGE STAFF ( ) ( ) ) ( ) ( ) 

)UR DEPARTMENT ( ) ( ) ( ) ( ) ( ) 

)URSE COLLEAGUES ( ) ( ) ( ) ( ) ( ) 

COLLEAGUE ( ) ( ( ) ( ) ( ) 

IE STUDENTS ) ( ) ( ) ( ) ( ) 

~ no modification at all, indicate conditions in which you would modify 

In order to update your qualifications you are heavily 
engaged in research and study which will eventually benefit 
your teaching. 

Would you be likely to modify your actions in accordance with the wishes of 

Completely Considerably Quite a lot A little Not a.t all 

IE COUNCIL ( ) ) ( ) ( ) ( ) 

IE ADMINISTRATION ( ) ( ) ( ( ) ( ) 

IE COLLIDE STAFF ( ) ( ) ( ) ( ) ( ) 

)UR DEPARTMENT ( ) ( ) ( ) ( ) ( ) 

)URSE COLLFAGUES ( ) ( ) ( ) ( ) ( ) 

COLLEAGUE ( ) ( ) ( ) ( ) ( ) 

IE STUDENTS ( ) ( ) ( ) ( ) ( ) 

r no modification at a.11, indicate c:ondi.tions in which you would modify 



4. Because of your interest and expertise you become 
prominent in one of the extra-curricular activities 
of the college. As representative of the college 
activity, you become involved at a wider level also. 
This entails your absence from college from time to 
time. 
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Would you be likely to modify your actions in accordance with the wishes of 

Completely 

THE COUNCIL ( 

THE ADMINISTRATION ( 

THE COLLEGE STAFF ( 

YOUR DEPARTMENT 

COURSE COLLEAGUES 

A COLLEAGUE ( 

THE STUDENTS ( 

) 

) 

) 

) 

) 

) 

Considerably 

( 

( 

( 

( 

( 

( 

( 

) 

) 

Quite a lot A little 

( 

( 

( 

( 

( 

( 

) 

) 

) 

) 

) 

) 

( 

( 

c 
( 

( 

) 

) 

) 

) 

) 

) 

If no modification at all, indicate conditions in which you -~uld modify 

5. Throughout the year a small group of students by their · 
attitudes and actions has seriously affected the work of 
the majority of your students. You have told these 
students that you will ·not take them into your class 
next year. 

Not at all 

( 

( 

( 

( 

( 

( 

) 

) 

) 

) 

) 

) 

Would you be likely to modify your actions in accordance with the wishes of -

Completely Considerably Quite a lot A Little Not at all 

THE COUNCIL ( ) ( ) ( ) ( ) ( ) 

THE ADMINISTRATION ( ) ( ) ( ) ( ) ( ) 

THE COLLEGE STAFF ( ) ( ) . ( ) ( ) ( ) 

YOUR DEPARTMENT ( ) ( ) ( ) ( ) ( ) 

COURSE COLLEAGUES ( ) ( ) ( ) ( ) ( ) 

A COLLEAGUE ( ) ( ) ( ) ( ) ( ) 

THE STUDENTS ( ) ( ( ) ( ) ( ) 

If no modification at all, indicate conditions in which you would modify 
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You have developed a sys~em of record keeping for your 
course that you find workable, .and relevant to your 
particular subject. Your system diffe1s · from the system 
recommended for all course records. 

Would you be likely to modify your actions in accordance with the 
of 

wishes 

Completely Considerably Quite a lot A little Not at all 

rHE COUNCIL ( ) ) ) 

rHE ADMINISTRATION ) ( ) ( ) ( ) ( ) 

rHE COLLEGE STAFF ( ) ( ) ( ( ) ( ) 

rnUR DEPARTMENT ) ( ( 

COURSE C.OLLEAGUES ) ( ) ) ( ) ( ) 

A. COLLEAGUE ( ) ) ) ( ) ( ) 

THE STUDENTS ) ( ) ( ( ) 

If no modification at all, indicate conditions in which you would modify 

You have decided that students must purchase a number of texts 
for the course you will teach next year. The total cost of these 
texts turns out to be high relative to other courses. 

Would you be ·likely to modify your actions in accordance with the wishes 
of 

Completely Considerably . Quite a Lot A little Not at a.11 

THE COUNCIL ( ) ( ) ( ( ) ( ) 

THE ADMINISTRATION ( ) ( ) ( ) ( ) ( ) 

THE COLLEGE STAFF ( ) ( ) ( ) ( ) ( ) 

YOUR DEPARTMENT ( ) ( ) ) ( ) ) 

COURSE COLLEA.GUF.S ( ) ( ) ) ( ) ( ) 

A COLLEAGUE ( ) ( ) ( ) ( ) ( ) 

THE STUDENTS ( ) ( ) ( ) ( ) ( ) 

If no modification a.t a.11, indicate conditions in which you would modify 
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8. As an .essential part of the course that you teach, you 
plan to take s t udents on sever al field trips. The only 
transport avai~able to you will entail students in a bsences 
from some classes in other courses. 

Would you be likely to modify your actions in accordance with the wishes 
of -

Co·nrpletely Considerably Quite a lot A little Not at all 

THE COUNCIL ( ) ( ) ( ( ) ( ) 

THE ADMINISTRATION ) ( ) ( ) ( ) ( ) 

THE COLLEGE STAFF ( ) ( ) ) ( ) ( ) 

YOUR DEPARTMENT ( ) ( ) ( ) ( ) 

COURSE COLLFAGUES ( ) ) ( ) ( ) ( ) 

A COLLEAGUE ( ) ) ( ) ( ) ( ) 

THE STUDENTS ( ) ) ( ( ) ( ) 

If no modification at all, indicate conditions in which you would modify 

9. In teaching your course you use content and methods that 
you personally feel will provide the best motivation for 
students. 

Would you be likely to modify your actions in accordance with the wishes of 

Completely Considerably Quite a lot A little Not at all 

THE COUNCIL ( ) ( ) ( ) ( ) ( ) 

THE ADMINISTRATION ( ) ( ) ( ) ( ) ( ) 

THE COLLEGE STAFF ( ) ( ) ( ) ( ) ( ) 

YOUR DEPARTMENT ( ) ( ) ( ) ( ) ( ) 

COURSE COLLEAGUES ( ) ( ) ( ) ( ) ( ) 

A COLLEAGUE ( ) ( ) ( ) ( ) ( ) 

THE STUDENTS ( ) ( ) ( ) ( ) ( ) 

If no modifjcation at all, indicate conditions in which you would modify 



10. During the running of an integrated course, you are 
attached to another department as a resource person 
You arrange for a series of good speakers, but as the 
course develops you recognise they will offend the 
department you are servicing. 
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Uould you be likely to modify your actions in accordance with the wishes of 

Completely Considerably Quite a lot A little Not 

THE COUNCIL 

THE ADMINI S':'::.1.ATION ( ( ) 

THE COLLEGE STAFF ( ( ( 

YOUR DEPARTMENT ( ( ( ) ) 

COURSE COLLEAGUES ( ( ) ( ) ) ( 

A COLLEAGUE ) ( ) ) ( 

THE STUDENTS ( 

If no modification at all, indicate conditions in which you would modify 

11 • In evaluating student performance in your course, you use a 
distinctive type of assessment programme. You prefer this 
type of assessment programme because it is most cqnsistent 
with your goals. The type of assessment programme differs 
from that hnbitually used in other courses. 

at all 

) 

) 

) 

) 

) 

) 

Would you be likely to modify your actions in accordance with the wishes of 

Completely 

THE COUNCIL 

THE ADMINISTRATION ( 

THE COLLEGE STAFF ( 

YOUR DEPARTMENT ( 

COURSE COLLEAGUES ( 

A COLLEAGUE ( 

THE STUDENTS ( 

) 

) 

) 

) 

Considerably 

( 

( 

( 

( 

( 

) 

) 

) 

) 

) 

) 

Quite a lot A little 

( 

( 

( 

( 

( 

( 

( 

) 

) 

) 

( 

( 

( 

( 

( 

) 

) 

) 

) 

) 

) 

) 

If no modification at all, indicate conditions in which you would modify 

Not at all 

( 

c 
( 

( . 

( 

( 

) 

) 

) 

) 

) 

) 

) 
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1 2. In discussion with the students in one of your courses 
you have decided to make attendance at your course 
optional because you are confident they will work better 
this way. 

Would you be likely to modify your actions in accordnnce with the wishes of 

Completely Considerably Quite a lot A littfo Not at a.11 

TEE COUNCIL ) ( ( ( ) 

THE A.DMINISTRJ\.TION ( ( ( ) ( ) 

THE COLLEGE STAFF ) ( ) ( ) ) ( 

YOUR DEPARTMENT ( ( ) ( ) ( . .. ) ( ) 

COURSE COLLEAGES ) ( ) ( ) ( ) ( ) 

A COLLEAGUE ) ( ) ( ) ( ) ( ) 

THE STUTIENTS ) ( ) ) 

If no modification at all, indicate condi'tions in which you would modify -

I • 
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PART B 

Be lov is a series of statements about attitudes and actions . You are asked 
to indic ate the extent to 1vhich you agree , disagree, or arc undecided about these 
statements . 

Please respond to al l questions 
Strongly Agree Un - Dis- Strongly 

Disagree 
A lecturer shoul d be permitted 

Agree 

to act counter to college policy if 
he is sure that the best interests 
of the students will be served in 
doing so . 

The t ask of tre.ining prospective 
teachers is important enough that 
you would probably stay in the job 

( 

even if there were fe"·cr extrinsic 
rewards (such as lower salary, shorter 
holidays etc) ( 

A lecturer should not do anything 
that he believes may jeopardise the 
inter es t s of his students, r egardless 
of coll ege policy on the matter . ( 

In the course of his work, a 
l ect urer should place a higher 
priority on the meeting of his 
studonts' needs than on the meeting 
of his own. ( 

A l ecturer should try to live up to 
what he believes are standards appro­
priate to the profession, even if 
these standards do not appear to 
be r espected by the community at 
large . ( 

One primary criterion of a good 
college . should be the degree of respect 
its lecturers conunand from informed 
university tecchers engaged in similar 
teaching tasks. ( 

Lecturers should be active members of 
at l east on~ professional association, 
and attend most meetings of the 
association. ( 

Lecturers should read the standard 
professional journals in t~ir field. ( 

) ( 

) ( 

) ( 

) ( 

) ( 

) ( 

) ( 

) ( 

Decided Agree 

) ( ) ( ) 

) ( ) ( { 

) ( ) ( ) ( ) 

) ( ) ( ) ( ) 

) ( ) ( ) ( ) 

) ( ) ( ) ( ) 

) ( ) ( ) ( ) 

) ( ) ( ) ( ) 
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Strongly Agree Un- Dis- Strongly 

Lecturers should not be appointed Agree Decided Agree Disa.greo 

unless they are graduates (or 
equivalent) in the field of their 
2.ppointmcnt . ) ) ) ( ) 

. A Lecturer's skill sh9uld be b2.sed 
primarily on a thorough n.cquaintance 
with his special subject matter . ( ) ( ) ( ) 

. It is more important that your 
teaching qualities Cl.re respected 
by your · colleagues than by your 
employing authority. ( ) ( ) ( ( ) ( ) 

. A lecturer should show spe CiCl.l 
skills and lmowledge which could 
not be ccquired without extensive 
professional trnining and experience , ( ) ( ) ( ) ( ) 

. A lecture r should be a.ble to make 
his own decisions a.bout problems 
that come up in the classroom. ) ( ) ) ( ) ( ) 

. Small matters should not have to 
be r ef erred to someone higher up 
for final answers . ) ( ) ( ) ( ) ( ) 

. The ul~imnte authority over major 
educa.tionul decisions in the college 
should be exercised by those con-
cerned with teaching . ( ) ( ) ( ) ( ( ) 

. A lecturer should be able to make 
his own decisions without pressure 
from the administration, or his 
employing authority. ( ) ( ) ( ) ( ) ( ) 
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~.T C 

For the purposes of t he study it is essential for the leve l of respondents' 
positions to be identified. 

Below the officia l positions in the college a re listed in groups with 
an identifying number . Please circle the number identifying the group 
into which your position f a lls: 

1 • 2. 3. 

Principal Principal Lecturer (Large Dept.) Senior Lecturer 
Vice-Principal Principa l Lecturer (Small Dept.) Senior Lecturer 
Dean Principo.l Lecturer (Specio.l Respns) Senior Lecturer 

4 . 5. 
Permanent Lecturer (Special Respons.) 
Permo.ncnt Lecturer 

Reli eving Lecturer 
Seconded Lecturer . 
Part-time Lectuere 

Would you also supply the following informo.tion 

How many years have you held your present position 0 - 2 2 - 5 

How many yeo.rs have you been at this college 0 - 5 5 - 10 

Wh~t is your o.gc 20 - 32 l2 - 45 

5+ 

46+ 

(H.O.Dept) 
(Yr.Gp. Resp. 
(Subj .Resp.) 
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d. 

Highest qualification held 

Number of professional journals 
read regularly 

Number of hoursiper week devoted 
to professionnl reading 

Number of professional conferences, 
courses, etc attended in past 2 
years. 

Number of articles published in 
professional journals, or papers 
presented to professional 
conferences, courses etc in past 
2 years. 

Plea.se circle 
response. 

Diploma. Bachelors. 

Teachers Certifica. t e 

0 1 2 3 4 5 
If 8+ how mnp.y -

0 1 2 3 4 5 6 

If 8+ how mnny -

0 1 2 3 4 5 6 

If 8+ how many -

0 1 2 3 4 5 6 

If 8+ how many 
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appropriate 

Masters. 

6 7 8 

7 8 

7 8 

7 8 

Number of professional organisations 
member of over past 2 yea.rs 

0 1 2 3 4 5 6 7 8 

If 8+ how many 

Activity in professional organisations 
over past 2 years. Held office 

If you were asked to rate your degree 

Committee member 

Attend regularly 

Attend sometimes 

Membership only 

Non-member 

of professionalism by comparison with 
other persons in the.profession, how 
would you score yourself on this 8 point 
scale ? (8 is high) 

1 2 3 4 5 6 7 8 
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APPENDIX B _......_._ 

ANALYSIS OF RESPONSES -:_PROFESSIONAL ORIENTATION SCALE 

~ 

I t em Number of Respondents Range Median Score Mean Score Number Scoring 

1 2 3 4 5 

8 1 14 10 14 6 1-5 3 3. 22 

2 0 9 5 24 7 2-5 4 3 .64 

3 1 12 11 16 5 1-5 3 3 .26 

4 0 2 4 22 17 2-5 4 3 .98 

5 1 0 3 19 22 1-5 4 4 .35 

6 1 1C 5 25 4 1-5 4 3 .47 

7 0 
,... 
:J 6 22 12 2-5 4 3 .91 

8 0 1 0 22 22 2-5 4 4 °41+ 

9 2 15 6 14 8 1-5 3 3 .24 

10 0 5 5 26 9 2-5 4 3 .87 

11 0 5 8 22 10 2-5 4 3 .82 

12 0 2 4 24 15 2-5 4 4 -15 

13 0 2 2 25 16 2-5 4 l,.. . 22 

14 0 0 0 22 23 4-5 5 4 .57 

15 1 7 4 20 13 1-5 4 3 .82 

16 0 5 10 17 13 2-5 4 3 .85 
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A..WALYSIS OF RESPONSES - ORGANISATIONAL C Q.MMITMENT SCALE 

NUI:lber of Respondents N~tlber of Respondents 

Scoring Scoring 

ITEM 1 1 2 3 4 5 Range Md. Mean ITEM 2 1 2 3 4 5 Range Md . Moon 

Council - cc 9 17 11 4 3 1-5 2 2 .45 cc 12 12 10 5 6 1-5 2 2 .53 

Administration - Ad 8 15 14 5 2 1-5 2 2 .50 Ad 13 7 12 7 6 1- 5 3 2. 69 

Staff - Sto. 6 13 14 9 2 1-5 3 2 . 73 Sto. 10 12 13 8 2 1-5 3 2.78 

Department - Dp 2 11 9 17 5 1-5 4 3 . 27 Dp 4 7 14 14 6 1-5 3 3 . 24 

Course - Co 3 11 7 17 6 1-5 4 3 . 27 Co 5 9 9 17 5 1-5 3 3 .18 

Colleague - Col 9 19 8 7 1 1-5 2 2 .37 Col 10 19 8 8 - 1-4 2 2.31 

Students - Stu 7 11 17 8 1 1-5 3 2 . G6 Stu 2 14 13 13 3 1-5 3 2 .80 

l'l'EM 3 ITEM 4 

cc 13 12 8 10 2 1-5 2 2 .46 cc 2 11 10 19 3 1-5 3 3 . 22 

Ad 13 12 8 11 1 1-5 2 2 .4J+ Ad 4 7 13 17 4 1-5 3 3.22 

Sta 18 11 9 6 1 1- 5 2 2.13 Sta 2 1G 9 17 1 1-5 3 2 .97 

Dp 10 6 11 14 4 1-5 3 2 . 91 Dp - 5 13 20 7 2-5 4 3 .64 

Co 12 6 11 13 3 1-5 3 2 .76 Co 1 6 11 19 8 1-5 4 3.6o 
Col 21 12 9 3 - 1-4 2 1 .86 Col 14 13 10 8 - 1-4 2 2.27 

Stu 17 10 10 8 - 1-~- 2 2 . 20 Stu 11 9 14 10 1 1-5 3 2 .57 
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Number of Respondents Number of Respondents 

Scoring Scoring 

ITEM 5 1 2 3 4 5 Range Md . Moan ITEM 6 1 2 3 4 5 Range Md . Mean 

cc 11 17 7 4 6 1-5 2 2.48 cc 9 9 8 12 7 1-5 3 2.98 
Ad 8 16 11 4 6 1-5 2 2.64 Ad 4 6 9 16 10 1-5 4 3 .49 
Sta 9 18 10 4 4 1-5 2 2 .46 St a 10 7 11 12 5 1-5 3 2 .88 

Dp 5 7 19 10 li- 1-5 3 3 .02 Dp 5 3 8 12 17 1-5 4 3 .72 
Co 8 11 14 8 4 1-5 3 2.76 Co 9 3 6 17 10 1-5 4 3.36 
Col 18 16 7 3 1 1-5 2 1 .94 Col 17 12 5 7 4 1-5 2 2.31 
Stu 15 9 10 6 5 1-5 2 2.48 Stu 17 12 5 9 2 1-5 2 2.27 

ITEM 7 ITEM 8 

cc 6 10 15 9 5 1-5 3 2.93 cc 8 11 11 7 8 1-5 3 2.91 
Ad 2 9 12 15 7 1-5 3 3 .36 Ad 4 6 16 11 8 1-5 3 3.28 
Sta 4 14 13 9 5 1-5 3 2.93 Sta - 5 13 14 13 2-:5 4 3.78 
Dp - 3 15 18 9 2-5 4 3 .72 Dp - 5 12 17 11 2-5 4 3.75 
Co 1 5 13 17 9 1-5 4 3 .62 Co 2 6 10 11 11 1-5 4 3 .62 

Col 7 18 12 5 3 1-5 2 2.44 Col 3 13 19 4 6 1-:5 3 2.93 
Stu 1 4 21 11 8 1-5 3 3 .47 Stu 1 3 19 14 8 1-5 3 3 .56 

-----·-- ·----,--------·--- .----.-. . 
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Nuraber of Respondents Number of Respondents 
Scoring Scor ing 

I TEM 9 1 2 3 4 5 Range Md . Mean ITEM 10 1 2 3 4 5 Rango Md . Mean 

cc 18 19 5 2 1 1-5 2 1 . 86 cc 11 7 7 13 7 1-5 3 2 .96 

Ad 16 21 5 2 1 1- 5 2 1.90 Ad ·10 8 l+ 15 1-5 3 2.96 
Sta 13 21 6 4 1 1-5 2 2.13 St~ 5 9 7 15 9 1-5 4 3 .30 
Dp 3 15 16 10 1 1-5 3 2 .80 Dp 3 8 10 13 11 1-5 4 3 .47 

Co 4 14 12 14 1 1-5 3 2. 64 Co 1 ~ 8 16 15 1-5 4 3.87 _, 

Col 14 19 8 h. - 1-4 2 2 .04 Col 4 15 11 9 6 1-5 3 2.96 
Stu 5 14 13 11 2 1-5 3 2 .80 Stu 4 12 10 12 7 1-5 3 3 .14 

ITEM 11 ITEH 12 

cc 17 17 4 3 4 1-5 2 2 . 11 cc 8 12 7 11 7 1-5 3 2 .93 

Ad 7 19 10 4 5 1-5 2 2 .46 Ad 7 11 7 11 9 1-5 3 3 .08 

Sta 9 21 7 4 4 1-5 2 2.40 St a 13 8 13 5 6 1-5 3 2 .62 

Dp 4 9 17 9 6 1-5 3 3 .08 Dp 3 8 15 10 9 1-5 3 3 .30 

Co 4 10 14 13 4 1-5 3 3 .06 Co 3 12 1 2 8 10 1-5 3 3 . 22 

Col 16 15 10 2 2 1-5 2 2 .09 Col 14 19 7 2 3 1-5 2 2 .13 

Stu 8 15 10 10 2 1-5 2 2 .62 Stu 3 10 9 13 10 1-5 4 3 .38 

·----------.._J9 --'-"'--~..,,,~~----..-



Respondent 

1 

2 

3 

4 
5 
6 

7 
8 

9 

10 

11 

1 2 

13 

14 

15 
16 

17 

18 

19 
20 

21 

ORGANISATIONAL COMMITME1\1T - PRIORITIES ALLOTTZD TO REFEREN;E 

GROUPS - INDIVIDUJ.L SCORES 

College Administ ration Staf f Departz:le nt 
Cour::;c 

Col l eague Council Col leagues 

2 5 4- 3 1 7 
5 3 6 1 2 7 
1 1 1 1 1 1 

1 2 2 2 5 6 

4 3 5 1 1 7 
2 2 2 1 6 7 
7 4 5 2 1 6 

1 2 5 3 4- 7 
5 6 7 2 3 3 
7 6 4- 3 1 5 
7 5 .4 .J 2 6 

7 6 4 2 1 5 
6 6 1 1 1 1 
7 6 5 4 1 1 

6 4 5 1 2 7 
7 4 3 1 1 6 

1 1 1 ·t 1 6 

7 4 3 2 1 5 
6 1 3 2 4 5 

5 3 4 2 1 6 

7 5 1 2 3 6 

-- -
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Students 

-
6 

3 

1 

7 
6 

5 

3 
6 

1 

2 

1 

3 

1 
3 
2 

4 

7 

5 
7 

4 

4 
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-
Respondents 

College Administration Staff Department Course Colleague Students Council Colleagues --
22 3 6 4 1 2 7 5 
23 1 1 4 3 5 7 6 

24 4 3 5 1 2 7 6 

25 6 4 5 3 1 7 1 

26 3 3 3 1 2 7 6 

27 6 6 5 4 2 2 1 

28 5 3 4 2 1 7 6 

29 4 4 6 1 1 7 3 

30 1 2 5 4 5 7 3 

31 6 3 5 2 1 7 4-
3~ 6 4 5 1 3 7 .2 

33 1 2 4 3 6 7 5 
34 5 4 5 2 1 2 5 
35 6 6 5 1 2 4 2 

36 2 2 2 2 2 2 1 

37 6 7 4 4 2 3 1 

38 4 3 7 2 5 5 1 

39 6 5 3 3 1 7 1 

40 1 1 5 1 4 7 6 

41 4 4 7 3 2 4 1 

42 3 1 7 1 5 6 4 
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-
Respondents 

Colleges 
Adoinistration Sta ff Dopartr;ient 

Cours e 
Colleagues Students 

Council Coll ca guo s 
--~-·-~~~~...,,,_..~~....:-=-

1+3 6 5 lr- 2 1 7 3 

41-+ 6 7 5 3 2 4 1 

45 6 5 4 3 1 7 2 
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DISTRIBUTION OP RESPO:~SES - I NDIVIDUAL SCORES. 

PROFESSI ONAL :9EHAVIOl.J"R SC~ SELF RATifiG ON PROFESSJ.ONALI_SH S,f_ALE. 

--
S·corc n Score n 

15 3 8 1 

14 10 7 7 

1.3 7 6 15 
12 7 5 9 
11 5 4 10 

10 5 3 2 

9 2 2 

8 3 1 1 

7 3 --
6 45 

~~-..,.._ 

5 
4 

3 
2 

1 

45 
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