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ABSTRACT

The purpose of this study vùas to examine the relationship of

personal characLeristics and perceived organizational conditions to the

psychologícal success experienced by prÍncipals in theír careers.

Guidíng the study was a hypothesized uodel of psychological success

v¿hich identified certain personal characterÍstics--career maturity, an

open interpersonal orientation, intrinsic Èask values, acceptance of

organizational'goals--and certain organizational conditions--a

personally-valued work assignment, supportive autonomy, superior

effectiveness, personal acceptance, r,rork challenge--which facilÍtate

such psychologÍcal success. In addition, the hypothesized model

identified four outcomes of psychologÍcal success: a

feeling that one's ski1ls are beíng utilized, work satísfaction, work

señmi¡ps¡f, and an enhanced self-iroage. The study involved a survey

whÍch investigated the personal characteristics, organizational

condÍtionsr. and psychological success of principals in four urban

school jurisdictíons ín a l^lesÈern Canadian city.

The sÈudy revealed that (1) the personal characterÍstics

princípals brought into their work and the organizational conditions

they encountered in their r¡ork were strongly related Èo their career

experiences of psychological success, (2) of all the personal

characÈerístÍcs and organizational conditions identified in the

model of career success, the three most strongly related to

psychological success r^rere v¿ork challenge, personal acceptance and

career maturity, and (3) biographícal characterístics such as school

av



division, êB€, Ëype of school, sex, experience and training did not

appear to be significantly related Èo principals I career experiences

of psychological success.

The findings of the study provided insíghËs regarding the

psychological success which principals experience in their career.

first, although the findings suggested that work challenge, personal

acceptance, and career maturity are the most important predÍctors of

psychological success in a principalts career, other personal

characteristics and organizaÈional condítions such as acceptance of

. organizational goa1s, personally-valued v¡ork Ëasks, an open

interpersonal orientation, supportive autonomy, and superior

effectíveness must also be present. Secondly, a major implication

emerging from the study was that career experiences of psychological

success of principals likely can be facilitated by recruiting

principals with the personal characteristics which have been shovm to

be related to career experiences of psychological success and by

providíng then with the organizational conditions which relate to

these same career experiences.
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CHAPTER I

NATURE OF THE STIIDY

PI]RPOSE OF THE STUDY

The purpose of this study r¡¡as to examine the relationship of

principals' personal characteristÍcs and pereeived organízational

conditions to their career experiences of psychological success.

Guiding the study wás a model of psychological success which identified

four outcomes or indicators of psychological success, and a set of

personal characterisËics and perceived organizational conditions which

predict psychologÍcal success. 0n the basis of this mode1, certain

relationships between personal characLeristics, perceived organizational

condÍtíons, and the experiences of psychological success ín a career

were hypothesízed. Data for the ínvestígation of these personal,

organízational, and psychologíca1 aspects in the work of principals

were obtained by Ereans of a survey conducted in four urban school

jurisdictions in a Inlestern Canadian city.

NEED FOR THE STTJDY

Self-respect, self-esteem, and self-r¿orth cannot be easily
dívorced from success in the v¡orld of work. Until our society
deflates the value of work, failure in onets occupation will be
painful experiences while success will be self enhancing.
A mnnts encounters with occupationally-related success, therefore,
will affect his general sense of well-being and mental health
(Bridges, Mcintyre, ed.: 1977, p. 17).

If Bridges I claim about the personal consequences of a

personrs feeling of success in his work is valid, then the need to
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experience success in work should be evident among school principals.

After all, research has shovm that school aduinistrators, particularly

principals' are highly vulnerable to stress and anxíeties resultíng

from the role confliets, demanding organizational expectations and

decision naking under crisis conditions associated with their work

(carnpbell et. al.: r977). As Bridges (Mcintyre, ed. z r97l) suggesrs,

it is through strívi'ng for and achieving personal success in work that

a principal roight effectively counter balance the il1 effects of work

stress. Further, a principalts sense of success in his work m¡y have

important effects on a school. A principal's feelings of well-being

and self-esteem should be an important consideration for researchers

and practitioners alike Íf only because the principal is in a strategic
posiÈion of leadership and influence affecting the lj-ves of me¡y

students and teachers.

surprisingly though, systemâtic inquiry into the feelings of

succe.ss which principals experience in their work is, in Ëhree r"7ays,

quÍte linited (canpbell et. a1.: rg77). First, most of the research

which deals with the work success of princípals is based on the notion

that this success can be measured by the prÍncipalsr adminÍstrative

performance or by their superiorsr estirnation of their work

performance and ígnores success as ít is experienced internally by

principals. For exauple, in their indivídual studies of the

relationship between the principal's personal traits and the ".r"ó"r,
of his career, Lipham (1960), Hemphill et. al. (L962), Gross and

Herriott (1965), and Blurnberg and Greenfield (1980) measure the

success of principals' careers by their performance in a school

(i.e., providing professional leadershÍp to the staff, conrmunicating

effectÍvely to the staff, sÈudents, and parents). In their

individual studies of the relatÍonship between the principals'



adninistrative conpetencies and the success of their careers, l,lay

(1976), Ingle (1977) and Miskel (L977) measure the success of

principals I careers by the senior administrators I estimaËion of

their success.

Secondly, the research which deals with the r¿ork success of

principals (Iannone: I976, Herlihy: 1980, McCleary: 7979) focuses

on the principal's work satisfaction and tends to i-gnore more

fundamental personal dímensions such as self-image and personal

satisfacÈion. Several career Ëheorists (Van Maanan and Schein: L976,

Ha1l: 1976) argue strongly that a personts sense of success ín his

career is closdly intertwined with his sense of success in his

personal .life. If we want to understand more fu11y or tnore

holistically the feelings of success which príncipals experíence in

theír work, then we need to consider both the personal dimensions and

organizational dimensions of their work.

Thirdly, most of the research done on the work success of

principals (Deleonibus and Thomson: I979, Garawski: 1977) focuses

on ísolated aspects of the príncípalst work such as their ro1e, their

tasks and competencies or their subordinate-superordinate relation-

ships without taking ínto consideration hovr those various aspecËs of

work are interrelated. Again, career theorists (Van Mannan and

schein: 1977, Hall: 1976, Goffman: 1961) argue that we cannot

understand a personts v¡orld of work, or for that matter his success

in his work, without taking into consideration how the various

aspects of his work are ínterrelaÈed. The various aspects of his

work include his personal characteristics--his competencies, his

values, his interests--and the conditions of the organization in

which he works--his work assignment, his superiors and his working



colleagues. Indeed, Van Maanan and Schein (L977) propose that the

notion of "career" which irnplies a sÈrong relationship between an

individualts personal characteristics and the conditíons of the

organízation in which he works, is a useful framework for under-

standing work success. Yet, this particular notion of ttcareert' has

been neglected by most researchers who have dealt with the work

success of principals.

Based on the notíon of "career", Hall and Schneider (1973)

have developed a concept of career experiences of psychological

success which is a useful framework for understanding the feelings of

success a person experiences in his work. In essence, they

define psychological success as a process by which

indÍviduals strive to increase Èheír sense of self-esteem by

successfully performing personally-valued and challenging work tasks

ín a supportive yet autonomous work environment. , AccordÍng to Ha11

and Schneider, the feeling of psychological success in career

experiences ís a hypotheËica1 consLruct which is rather subjective

and dÍfficult to measure. However, their research shows that career

experiences of psychologÍcal success ¡oanifest themselves in several

career outcomes including a feeling that oners skílIs are

being utilized, work satisfaction, work corrlmitment, and an enhanced

self-image.

The argument in this sÈudy is that Hall and Schneiderts con-

cepÈual framework can be used for examining the psychological success

whích principals experience in their work. This approach r¡ould begin

to fill the gap in the present research which deals with the feelings
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of success r4rhích principals experience in their vrork. Furthermore,

given Carupbell's (1977) contention rhat príncípa1s are highly

vulnerable to stress and anxieties resulting from organÍzational

de-rnds and expectations, it may be interesting to examine whether

psychological success for principals is possible and what exactly, ín

the case of principals, is its character and correlates. These were

the najor questions in this study.

CONCEPTUAL AND THEORETICAL FRAMEVORK

The purpose of this section ís to (1) examine the concept of

career and approaches to career inquíry, (2) to examine in more detail

the concept of career experiences of psychological success, and

(3) to review the work of career theorists which formed the

theoreÈica1 fraroework of the studv.

The Concept of Career

A career can be defined as a life-long process of interactÍons

between the person which includes such aspects as self-identity,

values, skil1s, and interests and the work envj-ronÐent which includes

such aspects as work assignnent, superiors, and colleagues. Several

career theorists (Van Maanan and Schein: L977, Hall z 1976, Goffman:

1961) support the notÍon of Èhis sÈrong interplay betr¿een a person and

his work environment. As Goffnan (1961, p. 127) r¿rites:

One value of the concepÈ of career is its two-sidedness.
One síde is linked to internal matters held dearly and closely
such as im¡ge of self and felt identity; the other side concerns
offícial jural relaÈions, and Ëhe style of life, and is part of
a publícly assessible institutional complex. The concept of
career, then, allows one to move back and forth between the
personal and the public, between the self and the significant
socieËy, without having to rely overly for data upon what the
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person says he thinks he imagines himself to be.

As Goffmants statement suggests, so strong is this interplay

between onets identiËy and oners work that most people are unable

to understand and describe their identity without rnaking reference to

their work. Much of one's identíty, personal satisfaction, and sense

of self-r,sorth apparently is attained through oners work.

There are, however, several different approaches to the study

of careers. Each approach reflects different assumpti-ons about

careers and emphasizes different aspects of careers. Therefore, it is

. necessary to examine the various approaches to the study of careers

and to artÍculate the approach which forms Èhe theoreËical basis of

the study.

Hall (1971) has suggesÈed Èhat the differenr kinds of career

inquiry can be suuunarized as consisting of fíve main approaches:

(1) occupational choice, (2) career developmenÈ, (3) career

transitions, (4) intracareer role analysis, and (5) intercareer role

analysÍs (see Table 1).

Car.eer studies pertaining to occupational choice reflect the

view that the success of onets career is dependent on how v¡ell

aspects of the person's self-identíty such as interest, personality

traits, and needs are matched with the nature of the career role.

The pervasive theme of occupaÈíonal choice theorists (Ho11and and

Lutzz 1968, Osipow: 1969, Roe: L962) is that individuals and

occupations can and should be matched in order to ensure the

individualts job satisfaction and work effectiveness. The underlying

assumption of these theorists is that the individualts self-identity

and the nature of his career role are fairly static; hence, Èhe
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individual is able to predict on the basis of his interests,

personality traits, and personal needs, the 1evel of his lifelong

success in a particular career.

Like occupational choice, career development studíãs' reflect

concern for matching an individual with an appropriate occupation.

The key difference between the two is that the underlyíng assumptíons

of career development are that (1) a personrs interests, personality

traÍts and needs are likely to change over his life-span, (2) as the

indÍvidual changes, his career role is likely Ëo change, (3) the

development of the individual's career is a continuous, lifelong

process of working out a synthesis between hirn--hís needs, his

interests, his values--and the opportunities (or limitations) presenÈ

in the external work-related envÍronment, and (4) the development of a

personts career is closely related to and influenced by the r"ny-

faceted development--personal and family--of the individual. The

pervasive theme of career development theorists (Tiedrnan and 0'Hara:

1963, Super: 1963, Van Maanan and Schein: 1977) ís that a person's

career-related interests, values and skills change and, j-n most cases,

mature as he goes through the life-span. Consequentl-y, the success

of a person's career does not 1ie only in his choosing a career which

matches his self-identíty but also in his ability to contÍnuously work

out a synthesis between his changing self-ídentíty, his career-related

needs, and values, and the opportunities r¡hich are presenL in his work.

The third approach to the study of careers, career transÍtions

concerned with the socía1 and personal changes individuals undergo

they move or advance from one career role to another (i.e., teacher

vice-principal, vice-princípal to pri-ncÍpal). Most of the research

Ls

AS

to
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on career transítions (Janis and Kingz 1954, Schein: 1968, Gibson

and Klein: 1970) deals with the influence of career transitions on a

personrs attiÈude(s). The underlying assumption of his re5earch is

that individuals ín each particular career role share co mon attitudes

despite their indívidual differences.

The fourth approach to the study of careers, intracareer

analysis, is côncerned with the characteristics of a particular

career. For example, Lortiers (7976) extensive study of the

teaching career uses this approach. Lortiers study identífies several

characteristics of the teaching "àr"ur whÍch are useful for

understandÍng the career patterns and career-related issues of school

teachers. Like Lortie, other intracareer role theorists (Roy: 1960,

Menzies: 1960) provide valuable descriptions of whaÈ it is rea11y

like to be on the inside of a particular career. However, intracareer

role theorÍsts give 1ittle attention to individual dífferences or to

the possibility that individuals change as they go through the

1 ife-span.

The fifth approach to the study of careers, intercareer

comparisons, focuses on the comparative differences or similarities

of tr¿o or rnore careers. Examples of this approach to career studies

are those of Hrynyk (1966) or Greenr"rood (1957) who attempt to

understand the professionalism of teachers by comparing them to

medíca1 doctors. However, like the inËracareer role studies,

intercareer comparison studies do not take into consideration

individual dífferences nor the development of the individual.

This study !¡as based on two approaches to the study of

careers: (1) occupational choice, and (2) intracareer role analysis.
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As an occupational choice, this sËudy vùas based on the assumption

that individuals' feelings of career success are determined by how

well their career interests, skí1ls, and values are matched wiLh the

nature of their work. Like intracareer role analysis whícfr'

emphasizes Ëhe characterístics of a particular career, the model of

psychological success developed for this study served as a framework

for examiningr'among other things, the relationship of principalsf

¡¿ork activities and work environments to Ëheir feelings of work

success.

The Concept of Career Experiences of
Psychol.ogícal Succes s

Generally in the research literature on careers,

success has been defined ín Ëerms of onefs effect.iveness

career

in work

performance and onets acquisition of symbols of career success such

as a high level posítion in an organízatíonal hierarchy and the high

salary and prestige associated with that positÍon (Van Maanan and

Schein: L977, Hall: I976). The linÍtation of using these external

criteria for measuring the success of onets career is that t.hey do not

address the feelings of success a p.erson experiences ínternally in

his career. Van Maanan and Schein (L977) claim Ëhat a person who

appears to be successful in his careeï because of his presÈigious

position or hís superiors I high raËing of his performance may actually

be very unhappy or dissatisfied with his work. Indeed, Blumberg and

Greenfíeld (f980) contend thaË some teachers see the principalship

stríctly as a symbol of career success and overlook the feelíngs of

success they rnight experience internally as a principal. They write
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(1980, p. 9):

Isorae teachers] are lured to the principalship by Ëhe opportunity
ít presents for upward rnobility . rnost aspÍrants to the role
have a vague understanding of uuch thaÈ it entails. The
loneliness, the conflÍct, the dullness of the routine, the t'busy

workr" and the anguish that accompany havÍng to solve complex
educational and organizational problems with extremely liurited
resources are usually not part of teachersr conceptíons of the
principalship. Frustrations that principals experience when theÍr
idealized conceptj-ons of themselves as educaLional leaders become
tarnished and frequently dulled forever by the mounting pressures
for administraËÍve meetings and for rnonitoring the growing complex
of accountability procedures introduced into Èheir schools, are
seldom sensed by teachers \ranting to become school principals.

Thus, career success can be defined by exÈernal criÈeria such as work

performance and symbols of career success but it can also be defined

by the feelings of success a person experiences internally in hís

work.

Ha11 and Schneider (L973) have developed a concept of career

experiences of psychological success which can help us to understand

the feelings of success

upon the earlier work of

Èhat of McGregor (1960),

a person ûtay experience in his work. Drawing

several organÍzatÍonal theorists especially

Atkinson (f958), and Argyris (1957),

Iia1l and Schneider's (1973) concept of psychologÍcal

success is defíned as a process by which índividuals strive to increase

their sense of personal worth by successfully performing and attaining

personally-valued and challengíng tasks. This concept of career

based heavily on McGregor'sexperiences of psychological success is

discussion of the work behavior of the autonomous

Hur¡an Side of Enterprise (1960). As in McGregorrs

which he calls Theory "Y", Hal1 and Schneider view

individual in The

set of assumptions,

a career-orÍented

person as one who (1) wilf exercÍse self-direction and self-control in

work performânce and does noË require external control or punitive and
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reward systems to motivaÈe his work behavior, (2) wÍll not only

accept but also seek challenge and responsibility in his work given

the proper organizational conditions such as support of superiors and

personal acceptance, and (3) will seek personally-valued work

activities and incorporate into his work hís ov¡n values, ski11s and

interests, gíven a non-authoritarÍan work envíronment.

Drawing upon the earlier research of Ha11 and Nougaim (1968),

Kay and Hastm¡n (1966), and stedry and Kay (1962), Ha11 and schneider

(L973) have empirically described and measured the concepr of
psychological .success ín their sÈudy organizational c1ímates and

careersi The work Líves. of priests. Ha11 and schneider found that
individuals ¡¡ho autonomously and successfully attained personally-

valued and challengíng work dísprayed their feelings of success in
these career outcomes: (1) a feeling that their skills were being

utilized, (2) work satisfaction, (3) work commÍtment, and (4) an

enhanced self-inage. Based upon Hal1 and schneider's (1973) sËudy of
the priestly career, this study attempted to exauine the concept of
career experiences of psychol0gical success as it mighÈ apply to
school principals.

The theoretical framework of this study is essentially based

on Hal1 and schneider's (1973) study of the influence of personal

characteristics and organizatíonal conditions on the career

experiences of psychologícal success of Rom:n Catholic priests. More

specifically, it draws upon the model of career development presented

in their study and upon their partícu1ar findings.

Hal1 and Schneiderrs model of career development is conceived

as a process in v¡hich individuals strive Ëo increase Èheir sense of
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self-esteem through experiencing psychologÍcal success in theÍr work

(see Figure 1). An important rneans of achieving psyehological

success is through successfully attaining personally-valued,

challenging work goals. GÍven thaÈ one can successfully attain

personally-valued, challenging work goa1s, a person values not only

his work but also his skills and competence in attaining the work

goa1s. As a result of his successful attainment of work goa1s,

he experiences personal viorth or an enhanced self inage. Feelíng

satisfied with his r"¡ork and \,üith hís competence in attaining work

goals, a person strives to attain further work goals and hence,

develops an increased costrtrítment to.hÍs vrork.

this model of career developnent ís based on three m¡in

assumptions. The first assumption Ís that people are inherently

self-directing, self-controlling human beings who need and seek

auÈonomy and responsibílity; thus, it ís through career-re1ated,

autonomous behavior that they are able to experience psychological

success. The second assumption is that in order for people to

experíence psychological success in their careers they must seek and

perform personally-valued work tasks. As Hal1 and Schneíder (Ig73,

p. 17) point out:

Oners work goals must be personally-valued or central to oners
identíÈy in order for psychological success to occur; they must
require skil1s and abilities which are important to the person.

The third assumption is that work challenge is a function of onets

need for achievement. The more a person's work goals are defined

so that success or failure will enhance or threaten his self-concept,

the more poÈent the r^rork goals will be in facilitating his feelings

of psychological success (Hall and Schneider: L973).
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Flgu¡e 1

Hall anC Schnelder's Model of
Career De.¡elopmenc

Source:

Douglas T. Hall and Benjamin
Clinates and Careers: The Work Lives

Schneider, Organizational
of Priests, New York:

Seminar Press, 1973, p. 2.
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Hall and Schneiderrs model of career development served as

conceptual frauework for their study of the career experiences of

psychological success of priesÈs. In their study, they identified and

measured the influence of personal characterisEics and organizational

conditions on the psychological success which priests experience ín

their careers. These personal characteristics were identífied as

(1) career aatirrity, (2) interpersonal orientatíon, (3) intrinsic

task values, and (4) acceptance of organizatíonal goals and the

organízational conditions \,rere identified as (1) a personally-valued

work assignment, (2) supportív" ",rrono*r, 
(3) superior effectiveness,

(4) personal acceptance, and (5) work challenge. The following

discussion deals with these particular personal characterístics and

organizatíonal condiÈions in more detail, as they were major

components in the model of psychologÍcal success developed for thÍs

study.

Career Maturity. According to Hall and Schneider, an

important mark of career uåturÍty is oners ability to m¡ke career

decisions (í.e., vocational selection, promotíon) on the basis of

one's skills, interests, and values. Since careeï experiences of

psychological success call for the individuals to exercise autonomy

and to successfully attain challenging and personally-valued goa1s,

it is necessary that Èhey be able to articulate the premises of their

career decisions on the basis of their own skílls, interests, and

values. As Ha1l (1976, p. 29) points out:

Occupational selection is the process of choosing a career role
Ín which a high or satisfactory degree of adjustment and
satisfaction can be attained. This selection is not sirnply a
matter of selecting a career goal; iË is also one of choosing
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aspects of oners self (ski1ls, interests, etc.) which will be
developed through onets career work. . One reason
occupational choice is so dÍffícult is that it means deciding
"who I will be" as well as decidj-ng "what I will do".

Interpersonal Values. One I s interpersonal values refer to

such aspects of the style of leadership one values, the meÈhod of

resolving interpersonal conflict one values, and, the meanÍng of

trust .one int,ernalizes. In essence, individuals' interpersonal values

govern, to a large extent, the Danner in which they relate to others.

Ha1l and Schneider (1973) argue that in order for individuals to

experience psychological success they must vâlue a non-authoritarian

environment where they feel free to assert themselves (their values,

Èheir interest.s) to their superiors, feel free to involve themselves

and others ín decision-mnkíng, and feel free to openly ánd frankly

express their thoughts and ideas.

Task Values. Onets task values refer to the kinds of work

activities one personally finds important to perform. Hall and

Schneider conËend that career experíences of psychological success

call for the individuals to seek and to perform work tasks which they

personally va1ue.

Acceptance of Organizational Goa1s. The extent to which.

individuals accept the goals of the organízation ín whích they work

can influence their career experíences of psychological success. Hal1

and Schneider argue that individuals I task values are an íntegral

part of their overall organízational values. In fact, work tasks are

the means by which their organizatÍonal values are carried out. As

Hal1 and Schneider (L973, p. 61) write:
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One may Èhink of thís relarionship lbetreen organizational values
and Ëask values] as a distinction frequently mede between
personalíty and attitudes: attitudes are more specÍfic
orientatíons of the individual's rnore g1oba1 and general
personality.

Given that the performance of personally-valued vrork tasks is a

eondition for career experiences of psychological success, it follows

that individuals' organiz¿rtional values should be fairly congruent

with those of the organization in v¡hich they work. After all, a

congruency between onets organizaÈional values and Lhose of the

organízatíon ensures an opportunity to perform personally-valued

work Èasks.

According to Ha11 and Schneider (1973), the requisite

organízational conditíons for career experiences of psychological

success include (1) a personally-valued work assignment,

(2) supporÈive autonomy, (3) superior effectÍveness, (4) personal

acceptance, and (5) work challenge.

A Personally-Valued I^lork Assignment. Since personally-valued

work tasks lead to psychological success, Í.t ís Ímportant that a

personrs work assignment include work tasks of personal value.

Supportive Autonomy. According to Hall and Schneider,

supportive autonomy is an organizational condiÈion which facilitates

the individualrs ÍnitiaÈive and autonomous behavior. I^Ihen individuals

experience support from their admÍnistrative superiors for their

autonomy in their r^¡ork environment., they f eel f ree Èo express their

ideas, to accept responsibilities, and to make importanÈ decisions by

themselves. They do not feel threatened by their superiors when they

exercise a high leve1 of autonomy in their work.
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Superior Effectiveness. Closely related to supportive

autonomy is superior effectiveness. Indeed, individualsr superiors

play an important role in determining the extent to which their work

environment is supportive of their autonomous behavÍor. Based on

earlier works of Canpbell (1968), Hal1 and Schneider identify the

attributes of effective superiors as (1) their ability and willÍngness

' to facilitate a personrs initiaÈive, (2) their ability to provide.the

person with guidance and directÍon without overly imposing on Ëhe

subordinaters behavior, and (3) their ability and willingness Ëo

provide the person with a challenging and responsible work assÍgnment.

In short, superiors who facilítate indivÍdua1s' career experiences of

psychological success do not simply allow Ëhem to exercise autonomy,

but also provide them r¿ith guidance and direction in a supporË.ive,

non-authoritarian rDanner.

Personal Acceptance. This organizatíonal condition refers.to

the extent to which an individual is accepted as a person by the

superiors and the co-r¡¡orkers. According to Hal1 and Schneider,

personal acceptance in an organízation breeds congeníaIity among its

members and provides them with moral support and encouragement in

theír attenpts to attain personally-valued work goa1s.

lJork Challenge. This organizational condition refers to the

exrent to which individuals find their work goals difficulË, yet

attaínable. Studies have shov¡n (Atkinson: 1958) that risk-takÍng is

a function of oners need for achievement: the more a career goal is

defined so that success or failure wí]f enhance or threaten the

person's self-concept, the more potent Èhe goal will be in
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facilitating psychological success.

Hall and Schneiderrs (f973) study examined the influence of

the above-mentioned personal characteristÍcs and organizatíonal

conditions of the career experiences of psychological success on Ro¡nan

Catholic priests and the uraín findings of their study can be

surrnarized in three poínts.

One, of all the organizational conditions which are necessary

for career experiences of psychological success, the ones which are

the most important are (1) a personally-valued v/ork assignment,

(2) suppgrÈive autonomy, and (3) work challenge.

Two, of al-l- the personal characteristÍcs which are necessary

for career experiences of psychologícaI success, the one which is the

most important is a personrs Èask values. If career experíences of

psychological success involve the attaínrnent of personally-valued

work goa1s, then it seems logical that índividuals who personally

value Èhe tasks of their r¿ork assígnment will experience psychological

success.

Three, the remaining otganizational condÍtions--superior

effectiveness and personal acceptance--and the other personal

characteristics--career maturity, non-authoritarian interpersonal

orientation and the acceptance of organizational goals appear to

ínfluence career experiences of psychological success by being

mediated through the rnajor personal and organizational determinants

of psychological success, namely, personally-valued work tasks,

supportive autoriomy, and work challenge. These findings seem 1ogical.

The amount of autonomy individuals have in their work and Ëhe extent

to which they personally exercise thaÈ autonomy are influenced by
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(1) the effectiveness of their superior (their willingness and

capability to encourage self-initiatÍve) and (2) their interpersonal

orientatíon (the extent to which they can take initiative themselves).

The amount of personally-valued r¿ork activities individuals perform

ís influenced by (1) their career maturity (the extent to which they

select career goals on Èhe basis of theír skílls and interests) and

(Z) their acceptance of the organLzational goals (the extent to which

they accept and personally value the organizational goals and the work

tasks requíred to carry out these goals).

A HYPOTHESIZED MODEL OF PSYCHOLOGICAL SUCCESS

Drawíng upon Ha11 and SchneÍderfs conceptualization and

findings in their study of the priestly career, the writer developed

a hypothesized model of psychological success (see FÍgure 2) and

sought to test its applicabílity to Èhe feelings of success principals

experience in theír work.

The main proposition underlying the hypothesized model of

psychologícal success is Èhat given certain personal characterÍstics--

the acceptance of organizational goals, frank and open interpersonal

orientation, and maturity in career decisions--and, given certaín

organizational condÍtíons--superior effectiveness, personal

acceptance, a signíficant amount of personally-valued work tasks,

supportive autonomy, and work challenge--it is 1ike1y that career

experiences of psychological success will occur. In essence, these

personal characteristics and organizational condj-tions are predictors

of career experiences of psychological success.

The hypothesized model of psychological success has several
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characteristics v¡hich deserve aËtention. The first characteristíc of

the model is that it is rather relativistic. The model addresses the

intrinsic, Índividually perceíved experiences of psychological

success. Whether or not career experiences of psychological success

contribute toward the good of the organization, or society, is not

addressed by the mode1.

The second characteristic of the model is that it does not

present, nor reflect an ímportant consÍderation for, a clear

separation between personal characteristics and organizatíonal

conditions. Iroplicit in the concept of career is the notion that

personal characteristícs and organizati-onal conditions predict

jointly career experiences of psychological success. That is why

the personal characterisEics and organÍzational conditions are jointly

referred to as the predictor variables. Furthermore, ttask

perforrnancer, a personal characteristic and ramounË of taskst, an

organizational condition are combined and constructed as one variable,

namely'Ëask performance'which refers to Èhe kinds of tasks a person

vafues and the amounÈ of these personally-valued tasks he performs in

his work.

The third characteristic of the model ís that it presents some

personal characteristícs and organizational conditÍons as stronger

predictors of career experiences of psychological success than others.

Task performance, supportive autonomy, and r¡ork challenge are

presented the key predictors of psychological success and the

influence of other personal characteristics and organizational

conditions are seen as being mediated through these three key
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predicLors. For instance, a personrs acceptance of Èhe goals in hís

otganization can likely ínfluence his task performance. This seems

quite logical sÍnce r¿ork tasks are the means by which organízational

goals are carried out. hd, if a person does not accepL the goals

of his organization, chances are he does not value the work tasks

associated with those goa1s. Similarly, interpersonal orientation,

superior effectíveness, and personal acceptance probably influence

supportive autonony. some research on organizational behavior

(Argyris z 7957, Schein: 1965) strongly suggesËs thar autonomous

behavior is influenced by the individualts interpersonal orientation,

the amount of support and guidance he receives from his superiors, and

the extent to which his work colleagues accept him. Lastly, career

maturity should be a najor influence on work challenge. According to

HalI and schneider (L973), a personts career maturiÈy is marked by

his ability to selecÈ career goals on the basis of his articulatÍon of

his ski11s, interests, and values. Ha1l (Ig76) claims that work

challenge involves difficult, but attainable goals which are of

ínterest to and personally-valued by the Índividual. consequently,

the individual's career maturity should be an important aspect of his

abilíty to select career goals which are to hím difficult but

aÈtainable, interesting and personally-valued, Èhat is, challengir.rg.

This hypothesized uodel of psychological success served as the

framework of the study. The personal characteristics and the

organizatíonal conditions constituted the predictor variables while

the career experiences of psyehological success constituted Èhe

criterÍon variables. The method by which each variable was measured

and quantified is discussed in chapter rr, however, at this tirne, it
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the predictor and crÍterion variables.

}IYPOTHESIS OF THE STUDY

The study tested the general hypothesis that principalsr

career experiences of psychological success are related to their

personal characteristics and the condÍtions of the organizatÍon in

which Ëhey work. Career experiences of psychological success, the

criterion variables, \,/ere measured by (1) the extenÈ Èo which

principals felt Ëhey were using their important skills in their work,

(2) their work satisfaction, (3) their work cor¡rnitment, and (4) their

self-image. The speeific personal characterisÈics and organizational

conditions, jointly referred to as the predictor varíables, r^rere

measured by (1) the principalsr acceptance of the organizational

goals, (2) their interpersonal orientation, (3) the effectiveness of

their superiors, (4) their personal acceptance by the organization,

(5) their career maturity, (6) their task performance, (7) the amount

of supportive autonomy received from theÍr superiors, and (8) the

amount of challenge in their work. In particular, on the basis of

the argument advanced earlier, it was hypothesized that the key

personal characterisÈics and organizational conditions which relate

to career experiences of psychological success would be task

performance, supportive autonomy, and work challenge.

DEFINITION OF TERMS

Psychological Success

In this study, psychological success ís defined as a subjective
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feeling of personal worth, self-esteem, and sense of achievement which

a Person experiences through his work activítíes. In concrete terms,

a person who experiences psychological success in his career v¡il1 feel

that his skilIs are being utilized, will be satisfied with his work,

will be coruuítted to his work, and r¡ill have a positíve self-image.

Personal CharacterÍstics

In this study, personal characterístÍcs refer t.o the interests,

values and orientations ¡¿hich a person brings to his work, that is,

characteristics which are a reflection of his personali_Ëy. The

personal characteristics 
.examined 

in this study included the

principalsr work interests, organízational values, interpersonal

orientation, and career m¡turiÈy.

0rganizatíona1 Conditions

In this study, organízational conditions refer to the

perceptions of principals regarding Ëhe nature of their work, work

environmentrand the behavíor of organizational members. The specific

organízational condítions about which principals were asked to ïegíster

their perceptions included: the nature of their work assígnment, Èhe

amount of their work autonomy, Èhe degree of theír v¿ork challenge, the

effectiveness of their superiors, and their acceptance by other members

of the organization.

ASSIJ]'IPTIONS OF THE STUDY

The first assumption of the study was that the concept of

career is appropriate for the study of principals, that ís, that
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principals are career-orienÈed persons. The concept of career

inplies a strong interplay between the person, which includes such

dimensions as self-identity, values and interests, and the work

environment, which includes such aspects as work tasks, superiors and

colleagues. As discussed earlier, the research literature on the

principalship has paid 1ittle attention to the principal's self-image,

values, and interests as these rnight relate to his work experiences.

The position taken in thÍs study ís t.hat these personal dimensions of

the principalship are an ímportant aspect of the feelings of success

which the principal experíences in his work.

The second assumption of the study rvas that the concept of

career experiences of psychological success is appropriate for

the sÈudy of principals I careers. Thís concept suggests that

indivíduals strive for autonomy, strive for v¡ork challenge, and strive

to make \^rork an integral part of their self-identiËy. Again, as

discussed earlier, systematic inquíry into the intrinsíc aspects of

the principalrs career is quite liuiÈed. Though it is diffícult to

know whether or noÈ the princípa1 strives for autonomy, work challenge

and personally-valued v¡ork tasks, the approach taken in the study

requires this assumption.

LIMITATIONS OF THE STI]DY

The first línitation of the study ís that neither career

development nor career transitíons are consídered in the study since

it is not a longitudinal one. Thus, in regards to career development,

the study does not address the changes in career-related interesÈs,

skílls, and values principals undergo in the course of their careers
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as principals. Further, in regards to career transitíons, the study

does not address the changes in the feelings of work success

princípa1s experience as they shift from the position of teacher or

vice-príncipal to the position of príncipal.

The second liruÍtation of the study is that its theoretical

framework is heavily based on the literature which emphasizes the

careers of malês. It musÈ be recognized that the hypothesized nodel

of career success is primarily based on a study of a career (the

priesthood) ín which males dominate and does not address the career

differences, íf any, between r.1"" and females.

The third lirnitation of the study lies in the nature of the

self-administered questíonnaire which was used to gather data for the

study. The principal liroitation of most self-adrninistered

questionnaÍres is the low percentage of returns (Kerlinger: rg73).

In this study, seventy seven percent of the questionnaíres sent out

r{ere returned; seventy-tr,üo percent \,rere useable. Another lÍmitation

of the self-administered questj-onnaire ís its difficulty Ín being

uniform. ExperÍence has shov¡n that t.he same guestion frequently has

different meanings for different. pepple and for the same person at

different periods of time (Kerlinger: 7973). This liuritarion of the

quesËionnaire is borne out, in part, by the remarks nade by one of

Ëhe respondents at the end of the quesÈionnaire:

Ask rne again about my work experiences of psychological
success when (1) the toileÈ is plugged wÍth gym shorrs, (2) the
lights in the bathroom don't go on, and all the bladders are
immediately affected, (3) Èhe snowball weather lasts for a week,
(4) the fire alarm won'r turn off, and (5) the kids have all gone
home and Johnny is left crying with his boots stolen.

Finally' it is important to note the liuitation of the fixed response
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items used in the questionnaire. For most of the items, five

alternatives were given and the respondents chose one. Although

fixed response items ensure greater uniformíËy of measuring responses,

and hence, greater reliability than free responses items, they also

force the respondent to ansr^7er in a way that fits the response

categories and not in a way that is suítable to him. Furthermore,

fixed response items are superficial: that is, they do not explain

the respondentrs reasons for his answers. A1Èhough interviews for

ínstance could have provÍded more. in depth information about

princípals' perceptions of the personal and organízational factors

which affect theír feelings of career success, the questionnaire

survey made it possible to obtain economl-cally, uniform measures of

ninety-four principals' perceptions pertaining to their personal

characteristics, the conditÍons of the school systems in which they

work, and their feelings of success in their work.

The fourth lÍnitation of Èhe study pert.ains to the nature of

the sauple. The sarnple of the study included all the principals from

four urban school jurísdictions in a l¡Iestern canadian ciÈy. while

there vrere several valid reasons why this particular sample was

selected, conclusions of this study are only applicable to princÍ-pa1s

having the same biographical characteristics and workíng in sÍnilar

school jurisdictions as the prÍncipals in the study sample.

The fífth liniÈation of the study is that the relarionship

between personal characteristics, organizational conditions and

career experiences of psychological success, which was deternined by

correlational analysis, cannot be interpreted as a causal relationship.

Correlational research determines whether, and to what extenÈ a
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TelaËÍonship exists between t$¡o sets of variables. The purpose of

thís analysis is to establish relationships or to use relationships

ín rnaking predietions but it cannot establÍsh causal relatíonships.

The sixth lirnitation of the study, although this is not

unique to this study, is its reliance on principals'perceptions and

memories regarding their career experiences. Although perceptíons and

memories can provide valuable information, they can also be biased

and perhaps even distorted. If is important to note that information

obtained abouÈ organizational conditions such as leadership style of

superiors or superior-subordinate relationships was dependent on

princípa1s' perceptions of the organization in which they work. It

cannot be ensured that their percepÈions of the organizational

conditions are all that objective or accurate. Indeed, the senior

administratorsr pereeptions of the same organizaÈiona1 conditions nay

have been quite different from those of the principals.



CHAPTER 1I

METHODOLOGY OF THE STUDY

This chapter erplains how the study was conducted and

describes the sample, the instrument, and the procedures which were

used to collect the data as well as the statistical techniques which

were used to analyze the data.

The sample of the study consisted of the total number of

principals in four urban.sehool sysE.ems in a l^Iestern Canadian CÍty.

Since complete anonymíty of participants in this study was ensured,

the four school systems were identified as School Divísions A, B, C,

and D.

There vrere t!¡o reasons for selecting this particular sample.

Fírst, since this study examined the relationship of perceived organiza-

tional conditions on principalst careers, ít was useful from a research

poínt of view to examine groups of prÍncipals who work under different

organizational conditions. It was speculated that since School-

DivisÍon A is a large, ínner city school system encompassing over

ninety schools, ít would be a more forn¿rl, more bureaucratic

otganízation than the oÈher school divísions. Bridges (Monahan:

I975) claims that the socializing influences of large organizations

tend to lead Èo uniform behavior among their members, shaped more by

institutional position and less by personality. Because of their

surall size in comparison to School Division A, School Divisions B,

C, and D !¡ere expected to be less formal, with more inforrnal

30
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colleagual interacÈion than School Division A. School Divisíon D was

selected because of íts bilingual, bi-cu1tura1 school corrnunity. It

was expected that because of its bi1íngual, bi-cultural make-up, this

school dj-vísionrs board policíes, goals, and procedures would díffer

to some extent from those of the other three school divisions. These

descriptions of the four school divÍsÍons \^rere merely speculations;

however, the concern of the study vras simply to select school systems

which night reasonably reveal different organizational condítions.

Secondly, since all four school divisÍons were located in

the same city it was feasible and economical to conduct the study.

Since the study dealt with a rather sensitj-ve issue, support and

approval for the study \¡rere sought from the senior administrators as

¡¡el1 as the principalsf associations of each school division. This

procedure Lras very time-consuming; hence, a centrally located sample

\das convenient for this study.

THE INSTRL]MENT

A questíonnaire was developed to collect the data necessary

Èo Èest the hypothesis Ídentified in Chapter I. Thus, the

questíonnaire contained itens resultíng in measures of the princípa1s'

personal characterísËics, their perceptions of the organizational

conditions of the organízation in r,¡hich they worked, and their career

experiences of psychological success.

The questionnaire was developed on the basis of a preliminary

study which obtaÍned informatÍon about principalst work

experiences. Before the questÍonnaire is presented in detail, it is

necessary Ëo discuss the nature of the preliminary sÈudy and its
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utility for the construction of the questionnaire.

THE PRELIMINARY STUDY

The purpose of the preliminary study was to obtain

information about the principals' work tasks and their

organizational envÍronment which was used for the developmenË of the

questionnaíre. specific ínformaÈion r¡/as so1ÍcÍted regarding (1) the

nature of the principalsf v¡ork experiences, and (2) the goals of the

four school divisions in r,¡hich the príncipals work. This prelÍminary

study consisted of a questionnaire which asked the principals to

respond to these three open-ended questíons:

1. Lrhat work actÍvities make up a typical week in your work

life? (e.g., attending meetings, teaching, supervising teachers

.)
,,

. L.

(e. g., basic

3. l^Ihat would you say should be t.he goals of your school

system?

The questionnaire of Èhe preliminary study (see Appendix A)

r.7as sent to thÍrty prÍncipals selected frorn the same school divisions

thaÈ r¡ade up the sample of the study. l,rlhile the sample of principals

was not strictly random, the sampling procedure did ensure that each

school division as well as each of the elementary, juníor-high, and

high schools were represent.ed.

Out of thirty questíonnaires sent out, eighteen r.rere returned.

The collation of the príncípals' responses to the questÍonnaire

resulted in a list of work tasks and a list of division goals (see

What r¿ould you say are the goals of your school system?

skills development, moral development).
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Table 2). To provide an overall pÍcture of the kinds of tasks the

principals performed, the tasks \^/ere grouped into six categories:

(1) school finance, (2) staff personnel, (3) student personnel,

(4) school corrmunity relations, (5) plant facilities and

(6) curriculum development.

THE DESIGN OF THE QUESTIONNAIRE

The coroplete questionnaire along w-ith accompanying cover and

follow-up letters are presented in Appendices B and C, respectively.

The complexity of the questíonnaiqe coupled with the fact that iÈ was

developed specifically for the purpose of the study makes it necessary

to present Èhe reader with a descripti-on of each section of the

questíonnaire.

Biographical Inf ormation

Thís introductory sectíon of the questionnaire sought biogra-

phical information about Ëhe respondents such as (1) the name of their

school divisions, (2) theÍ-r age, (3) the grades thaÈ r^/ere taught in

their schools, (4) their sex, (5) their experience as a principal,

vice-principal and teacher, and (6) their university trainÍng.

The purpose of having biographical inforrnation about the

respondents \"ras tr¿o-fold. First, it was Èo obtain a descripÈÍve

picture of the principals. llhat v¡ere theiT ag,e patterns?

How måny were male principals? . Female princÍpals? How

rouch university trainíng did most of the principals have? Since the

respondents were selected from four, centrally-located, urban school

divisions, and hence, vrere not randomly selecÈed, it was important to

know to what kinds of principals the findings and conclusions of this

study pertaíned. Secondly, it was to explore r¡hether or not
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TABLE 2

A Surnrnary of l,lork Tasks and Divísion
Goals Identified by the Principals

I^Iork Tasks

1. School Fln¡nce

Deterrrlnlr:g and furpLeaentlr¡g the po11cy
regandlr6 the schoof budS:t

2. St¿fl Personnel

$perrlaing and evaluatlng teachere

Hotf vatfng tes chers

fnfonnlng teachers of lega1 ard pollcy
requlreoents th¿t affect the gchoo]

Al-loceting ¡prk loads of te¿chera

Reaolvlrf conf]1et sltu¡t1ons between
and ånong teachers, süudents ar¡C
parents

Cmunicetlry lnf ormal-\y rtlth te¿ chera

OrganizÍng pr.of eesf oru). developaent
activlties for the echool ståff

3, Student Personnel

l¡¿naglng strrCent attenlance

DeaÌ1ng rt{-th atudent behåvior anC
d 1 s clplJne

ps s !'l i !¡li¡g lnf o¡oal eorruunlcations
between et"aff ard atudents

DeLernån1ng ard implenentlng pol-icf es
. regarding eLudent evalu¡tion

llon:i tori-rg extra - curri cuLar stìrdent
activlties

1.. School-Cm,vrlt Rela tlons

Proroo¡.lry a positlve imge of the
achool to the còmunlty

Invcl'.r-ing the cor¡r¡ur-ity in schocl
oa tiers

Honitorin6 arÈ controlLing school
visltors

Plant Facll-ities

SupervJ.slng tire school custo'lia1
serv-lces

Superv'iaing ard roonitoring the use
of achool physlcal facilitÍes

C\rrl cul:.o Devel. opoent

S€ttlng ard rcrk1ng tovart the
att¿lrment of educatlonal goaì.s
ard objectlves of the school

Superrising the organizatlon and
coo¡dln¿tion of instructional
rna lerlals

Supe:'rd sing speclal educa tlor
proEir¿,Ds

Plar:nin¡ ard evaluating the schooL
cur:'i cuLu..D

Inltiatiry eu¡rlcuLar lnnovatlons

t

6.

Division Goals

To facll1t¿te the develotruent of students as ar^Ére ard concer¡ed citlzens
1o develop 1n students the acceptance of educ¿t1on as a l!-fe-Iong process in a

changlng ooclety
1o develop 1n gtudenta aourd personal hablts lncluding e ooral

of values

To develop 1n studenta an u¡derstanCing of the need for L¡w and
authorlty

To develop 1n etudents excellence ln the sklLl-s of readlnE, wrltlng, speaklng
and llatenlng

To foster j.n students a desire for learnlng

1o teach students how to ex¿¡nlne srd uge laforrratlon, ard to put thelr learning
to the nost effectlve use

Îe develop a posltlve rapport wlth parents ard cøunity

ard ethical sense

respect for
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biographical factors were related Ëo the prÍncípa1s I career

experiences of psychological success.

Section 1: Nature of Principalsf Tasks

This section of the questionnaire sought informaËion about the

principals' work activities. The prÍncipals were asked to respond to

the list of work tasks obtained from the preliminary study (see Table .

2) by circling, for each task, the number on a five point scale which

best represented (1) the amount of tj-me they spent performing each

Èask, and (2) how ímportant each task rdas to them personally. The

format used to solicit principalsr responses to the twenty-three r¡ork

tasks is illustrated by the following example:

Col-u¡nn 1 Colu¡nn 2

TIHE SPENT by IÌ'IPORTANCE of
you performi-og Èask ¿o you
the task persoaally

Section 2: Acceptance of Organizational
Goals

This section attempted to measure Ëhe extent to which

principals accepted or rejected the goals of theír school dívision.

The princípals were asked to respond to a lisÈ of divisÍon goals

s
*9o

.-* f:,' g/
a.t ,/

:7
1.

2.

TASK

Determial¡g and inple-
nenting che poJ-icy
regarding the schooL
budget 54321 54321
Supervisiag and
eval.uating teachers 5t+321 5 4 3 21
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obÈained from the prelirainary study (see Table 2) by circling, for

each task, the number on a five point scale which besÈ represented:

(1) how important they Ehought each goal was in their school, and

(2) how important they thought the goal should be ín their school_

dívision. This procedure which solicÍted the principals' responses

regarding their perceptions of organízational goals is illustrated by

the following example:

Co l- umr, 1
How imporLanL
the goaJ. l5
in you: sõñooi
division

ç
{,o

^e

tioJ- unn I
How impe¡¿¿r,g
Lhe go.J.
SiiuU-J È: i_n
¡lOur SchOoL
ciivision

ç

-o/9/

ç.ù

oó
t9

/*+
/.9 û

/,# S/\ a)/ 11 ,oss." 2

/ ls' /ç/ù
/o-

,/ a'q û/' "9/.'\ {
.Øê

'2
ì

't
.o/

GO^ L

1. To .cievel-op in s¿uden ¿s
excel-.i.ence i.n thc
sxil-Ìs of reàding,
wrrLrng, speaking and
.tJ.St,entng

Section 3: Career Maturity

ThÍs section attempted to measure the principalsr revels of

career maturÍty. AccordÍng to Hal1 (r976), an important mark of

career naturÍty is a personrs ability to make career decisions on the

basis of his skílls, values, and interests. consequently, the concept

of career uaturity !¡as operationalized by obtaining from the

principals, Eheir reasons for becomíng a principal. The prÍncipals

were asked to indicate, on a fÍve point scale, the extent to ¡"rhích

theÍr decÍsion Èo become a principal was influenced by these reasons:

5t*)?1
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(1) encouragement of peers, (2) encouragement of superiors,

(3) encouragenent of fanily, (4) financial gains, (5) personal skills

as they relate to the role of the princípal, (6) personal values and

interests as they relate to the role of principal, (7) a means to get

ahead, (8) a r{ay to get out of the classroom, and (9) other reasons.

The five point scale ranged from 5, which indi.cated that the particular

reason influenced their decision a great deal, to 1, v¡hich indicated

that the reason did not influence then at all. Although the

principals responded to eight possible reasons for becoming a principal,

Èhe measure of theír career maturity r¡as obtained by theÍr response

to iteu 5 (personal skills as they relate to the role of principal)

and item 6 (personal values and interests as they relate to the role

of principal).

Section 4: InËerpersonal Orientation

This section at.tempted to measure the prÍncipals' inter-

personal oríentation. The procedure used to measure their inter-

personal orientat.ion r^Tas based on Argyrisrs (1965) instrument which

sinply consists of open-ended questions on these dímensions of a

personrs interpersonal orientation: (1) the leadership style he

values, (2) the manner of resolvÍng conflict he finds effectÍve, and

(3) the meaning of trust he internalizes. These three dimensions of

the principals' ínterpersonal orientation were measured by obtaíning

their responses on the following conËinuums:
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1. In a schooL

5

involve the staff
in making most
of Lhe imporLanE
decisions

s¿aff roeeting,

t+j

you tend to:

2 1

make rnosË of
the inporLanc
decisions
yourseJ.f

2- when.disagreements erupt inLo personaJ- anLagonisrns arrcihos¿iLe feelings, you Lend to:'

5

confront the
issue, bring
j.L to the open

1

avold the issue,
Lry Lo discourage
such confi-ic t
situa ti.ons

J. In your opinion, how much
usuaJ_J.y shown by:

54)
being franx
anci opeo with
Lheir criticisms
of each oLher

members Lrus¿ each oLher is

2I
bej.rrg careful with
Lneir criticis¡ns
of each other so
tha¿ they are

. considerace o-f
€acn oÈherrs
fee lings

The prÍncipals' responses to these three continuums provided a g1oba1

indication of their interpersonal orientation.

SecËíon 5: Superior Effectivenessr.
P.t ge,
SupportÍve Aut.onomy

This section atteupted to rneasure the following organizational

condÍtions under which the principals worked: (1) superior

effectiveness, (2) personal acceptance, (3) work challenge, and

(4) supportive autonomy. This section was based heavily on Ha1l and

schneider's (1973) instrument, "I^Jork Experiences of priesÈsr" Ín

rshich they Ídentified several indicators of each of these four

organízational conditions. The indicators used in this study are
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listed in Table 3. The princípals were asked to respond to each of

the indÍcaLors of the four organízational conditions investigated by

circling the number on a five poÍnt scale which best represented the

extent to which that particular indicator v¡as present in their work.

The five poínt scale ranged frou 5, which neant that the particular

indicator was presenË a great deal in their work, to 1, which meant

that it was present very 1itt1e, if any, Ín their work. The

indícators riüere not presented in any identified grouping in the

questionnaire but rather in a single 1ist.

Section 6: Use of Skills

This section attempted to measure the extent to which

principals felt they were using theír important personal and

administrative skills in their work. The principals were asked to

identify some of theír important personal and administrative skílls

and to indicate, on a five point scale, the extent to which they were

using that particular ski1l in theír work. For exauple:

Sl{ i l- l-



40.

Indícators of
Acceptance,

TABLE 3

Superior Effectiveness, Personal
Work Challenge, and Supportive

Autonomy

3.1o

A.

Srperlol Ef f e ctlvene s s

lbount of guldance protrlded by
cupe¡:lor( s )

.A¡ount of dlrectlon prorrided by
auperlor( o )

Aùninlgtratlve effectlveness of
superior( s )

A¡oount of constructlve crltlclsns
fro Euperlor(a)

Reapect for superlor( s)

Recognltlon of oner s accoopllohnento
by auperlor(s)

Personel Acceptance

FeelJ.ng of belng accepted aa a
prlnclpal by gupèrlor(s)

Feeling of belng accepted as a
princlpal by the atalf

Peeling of belng accepüed as a
pri-nclpal by prlnclpals 1n the
gchool dirrlslon

Á¡oor¡¡rt of assistence provlded by
prlnclpalt 1¡ the echool dirlslon

Wor* Challenee

Á¡nount of inltiatlve actualìy
exercisel fn r+ork

Á¡oount of challenge in r,nrk

Ánount of responslbÍì1ty 1n rærk

Sroportive Autonc:v

Opportunlty to express ldeas

lfllllngness of guperlor(s) to
accept onetg lde€s

FeeJ:[ng of contributÍng to decisj-on-
maklng at the school system level

fu¡ount of diseusslon about oners
work

Feel-ing of belng treated as an equal
by superlor(s)

ùlscussion of thlngó other than
work with superior(s)

Opportrinity to exercl.se lnltiative
Encourageaent froo superlor(s) to

exercise lnltlative

2"
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Section 7: I,Iork Satisfaction

This section measured the extent to which the principals were

satisfied with their work. The principals' levels of work

satisfaction were assessed by a modification of the Job Description

Index, a measure of work satisfaction developed by Patrícia Srnith

(1969). In addition to work satisfaction, four other facets of

saËisfaction v¡ith the work envÍronment are measured by her instrument:

supervision, pay, promotion and co-r¡rorkers. Each facet of work

saÈisfaction includes a lisÈ of descriptive words to which the

respondent indicates whether or not (yes or no) that particular word

describes his r'¡ork. The underlying assumption of the instrument is

that certain behavioral and attítudÍnal profiles are indicaLive of

work saËisfaction while other behavíoral and attitudinal profiles are

índicative of work dÍssatisfactÍon. The words describing work

satisfaction are (1) fascinating, (2) satÍsfying, (3) good,

(4) creative, (5) respected, (6) pleasant, (7) useful, (B) healthful,

and (9) challengíng: the words describj-ng work dissatÍsfaction are

(1) boring, (2) tiresome, (3) simple, (4) frustrating, and (5) endless

In order to suÍt the needs of this study, the Ínstrument v/as

nodified in tv¡o r,rays. First, the four facets of satÍsfaction with the

work environment (supervision, pay, promotion and co-¡¡orkers) were

dropped from the insËrument. These facets of satisfacÈion r,¡Íth the

work environment were not considered central to the concepts of

career experiences of psychological success; more specifically, they

TÄ/ere not considered to be central to the connection between a personts

self-ímage and his work, an important notíon of career success (Uatt

and Schneider: L973). Only the facet of work satisfacEion was
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retained from the Job Description Index for this study. Second1y,

t.he response paËterns vrere changed frou ttyest' or ttnott to a scale from

1 to 5, 5 indicating "definitely agree" and 1 indicating "definitely

disagree". The reason for this change vTas to make it possible to

obtain levels of work satisfaction which were simple to interpret.

The Job Description Index was designed to compare, by the use of

percentiles, ahy studied group against national normrtive data. The

íntent of this study l¡/as to obt.ain levels of work satisfaction which

could be compared statistically Èo the obtained 1eve1s of predictor

variables. Hence, a modified v.r"ion of the Job Description Index was

used by askíng the principals to indicate on the five poÍnÈ scale the

extent to which they agreed each word described their work.

Section B: lnlork Coumitment

ThÍs section measured the levels of príncipalsf commitment to

their work. I^lork conuritment can be defined as the amount of time,

dedicationrand concern a person puts into his work (Van Maanan and

Schein: 1976) and there are several possible reasons for a person's

hígh leve1 of work commitment. The first reason for his work

corunitment may 1ie in his atËempts to gaín a promotion, especially if

he perceives Èhat work counitment is a criterion used for promotion

decisions. The second reason for his work conanitment mav lie ín the

work pressures and dem¡ndíng expectations he receives from his

superiors. The thírd reason for a person's work cormnitment, which Ís

of concern in Èhis study, lies in the personal satisfaction and gror'rth

he experiences in his work, an imporÈant outcome of career

experiences of psychological success. Consequently, it was important
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to obtain rueasures of the principals t r¿ork cormítuent v¡hich stenmed

from the personal satisfaction and growth they experienced in their

work. Measures of thís variable v¡ere obtained by asking them to

indicate, on a five point scale, the leve1 of their ¡,¡ork motivation

vhich v¡as attributed to the personal satisfaction and growth the

experienced ín their v¡ork. The five point scale ranged fron 5, which

indicated a very high 1evel of work cornrnítment, to 1, which indicated

a very low level of work corrmitment.

Section 9: Self-inage

This last section attempted to Deasure the self-image of

princÍpals. According to the litera.Èure which deals r¿ith self-image

(Maslow: 1968, Rosenberg: 1965, Coopers¡nith: L967 , Linton: L959,

HalI and Schneider: 1973) there are certain behaviors and attitudes

which constiÈute a posiEive self-inage. The more Ehese behaviors

and attítudes characterize a person, Ëhe more positive is hís

self-inage. In the work of Maslow (1968) and Hal1 and Schneider

(7973) these behaviors and attitudes are listed as follows:
1. Ibf¡r¡tlve 2. &¡op¡lll¡e 3. fntellcetual \. InvoLved

Confldent Sú.ncer¡ &lthuclastic Active
Relaxed Elrd Crcatlve Sonsltive
Ertrqvcrted lr¡fo¡'nal Inlellectual Involved
llnconventlonal Eel-pfuJ. Irdustrlous Cmltted
Ir¡lcpendent Îrrrst,lry
Ádventu¡eaooe Frlerdly
Self aesur€d Cooperatlve

Âpproachablo
Conslderate
Avall¿b1e

The self-inage of principals was assessed by obtainrng the extent to

whích they felt each of these behaviors and attitudes characterized

them.

It must be pointed out that a personrs self-irnage differs from

one situation to another (Schein: 797L, Rosenberg: 1965). Thus, a

personrs self inage can have several different assessments: his
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self-inage in relation to his friends, in relation to hís superior,

in relation to hÍs colleagues, and in relation to people in general.

To attempt to Eeasure all possible dimensions of a personrs self-

image is a raËher diffÍcult if not an unuanageable task. In this

study, an assessment lras made of the principalsf sslf-fmage in

general, not in any particular relationship. Accordíng to Ha1l and

SchneÍder (1973), a person's self-image in general is most central,

Dost strongly related to his feelings of work success. In contrast,

a person's self-ím¡ge in relation to particular sítuations (i.e.,

his superior, his peers) tends to be focused on personal issues and

unrelated to vrork per se. Consequently, the principals were asked to

think of themselves as persons, without any reference to a particular

situation, and to indicate by a check mark on a continuum the extent

to which each descriptor described them as peisons. The conËinuum

whích. was used for each descriptor is í11usÈraËed in Èhe following

examples:

confident not confident
relaxed nervous

extroverted introverted
unconventional conventíona1

The príncípalst responses Lo the Ë\^7enty-five continuums provided an

overall, global assessment of their self-image.

RELÏABILITY AND VALIDITY OF THE QUESTIONNAIR-E

The questionnaire used in thÍs study represents a modifÍcation

of Hal1 and Schneider's (1973) questionnaire j-n their study,

Organizational Clinate and Careers: the l{ork Lives of Príests. Hall

and Schneider used the technique of factor analysis to develop the
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scales of theír questionnaire and report estirDates of internal

consistency of the scales rangíng from.61 to .91 (see Hall and

Schneíder, 1973, pp. 58-76).

The study questionnaire differs from that of Ha1l and Schneider

in two r¡/ays. First, the sEudy questionnaire was designed to obtain

measures pertaíning to the work experiences of principals whereas HaIl

and Schneiderrs questionnaire was concerned wíth the work experíences

of priests. Secondly, the study questionnaire consisted so1e1y of

fixed responses items whereas Hal1 and SchneÍderrs questÍonnaire

consisted of several open-ended qúestions.

To uraximize t}:,e reliabilíty and content validity of the

questionnaire, tr.ro approaches r¡ere used. First, the construction of

the questionnaire items pertaining to the naÈure of prÍncípa1sr tasks

and their acceptance of the organÍzational goals was based on a

prelirninary study whÍch sought informaËion about the princípals I work

tasks and the goals of their school divisions. Second, the question-

naíre was presented to staff members and several graduate studenËs at

the University of Manitoba who were former principals. They were

asked for their judgement as Èo whether the questionnaire items

measured what it was they were intended to measure. 0n the basis of

their reactions to the questionnaire, several items were rephrased in

order to avoid arnbiguity in the questions.

COLLECTION OF DATA

The questíonnaire T¡/as sent to all the prÍncipals of the four

urban school jurisdictions. One hundred and thirty questionnaires were

dístributed, and inítially 90 (69.1 percent) \,üere returned. A f irst

and second reninder increased the total to 101 (77.7 percent).
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Seven of the returned questionnaires were unuseable. The results in

this report are therefore based on 94 (72.3 percent) useable returns.

ANALYSIS OF THE QUESTIONNAIRE DATA

The analysis of the questionnaire data involved several steps,

the first of which rdas to present a descriptíon of the respondents

according to the bÍographical characteristics measured in the

introductory sectÍon of the questionnaire (school division, âgÊ, type

of school, experience, and training).

The next step of the analysÍs involved constructíng the

quantÍtative measures of the four personal characteristics and the.

five organizational conditions (predictor variables), and the four

measures of psychological success (criterion varÍables) 'necessary for

the staÈistícal tests of the hypotheses of the study.

With the exception of the predictor varíables of 'task

performancet and racceptance of organizational goalsr, the quanti-

tatíve measures of all predictor and críterion variables were obtained

by calculating each personts mean response on the questionnaíre items

associated v¡ith each variable.

The rtask performance' measure r^¡as obtained by calculating the

mean of the products of'time spent on the taskf and rimportance of

the taskt for each person (see Section 1: Nature of Principals'

Tasks). This computational procedure can be íllustraÈed best by the

following example:
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TÀS}i'

Determining and imple-
rnenting ctre poJ.icy
regarding Lhe schooL
budge t

Supervising and
evaJ-uating teachers

J. trioLivâting teachers i5

Co.l"umn 1 Coìumn Z

TIME SPENT by IMP0RIANCE of
you perforrolng task to you
bhe task personail-y

Product

I iri*. spent

I Importance
11 6

'-ù
.t

-ø-çû-p. \/

L.

25

41l

Sun of Produc¿

Mean

35

TL.67

Thus, the mean score of 11.67 ín thÍs example represents the extent

to which the respondent was performing tasks which r¡/ere personally

important to hiu. Note that the scores on this variable could have

ranged from a minimum of 1 (1 x 1) Ëo a maxirnum of 25 (5 x 5). A

score of. 25 indicated that the principal was spending a great deal of

time performing a task which he valued a great deal; a score of 1

indicated that he was spending very little time perforrning a task

which he did not value. According to Ha1l and Schneider (1973), this

procedure for obtaining the scores for ttask performance' resulted in

an overall assessment of the extent to which the respondents ü/ere

performing personally-valued work tasks.

The measure of tacceptance of orgaaízaLional goalst vras

obtained by calculating the mean absolute discrepancy between the

extent to which the respondenrs thought each goal (1) actually did
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exÍst and (2) should exist in their school division (see section 2z

Acceptance of Organizational Goals). The procedure used for

calculating the 'acceptance of organízational goals' measured is
illustraÈed by the following example:

CoLu¡nn 1
How imporlant
the goaj. IS
in your sffiooL
division

CoLu_rnn 2

How irnportant
the goaJ-
S¡lOULl i¡E inyo=ïFìcõol

e Discrepancy
hould Be)1.

2.

Sum of Absolute Discrepancies------3-

Mean r .50

Thus, scores on this varíable ranged from a maximum of.4.00 to
a mínimuu of 0.00. A score of 0.00 indícated that the respondent had

accepted ful1y the goals of his school division since no discrepancy

was found between the extent to which he thought the goal did exist and

should exist ín hís school division. Hence, the lower the numerícal_

value of the score' the higher the level of the respondentrs acceptance

of the goals in his school division.

Given the formation of the predictor and criterion variab1e

measures, the third step of the analysis involved a description of
these varíables. The fínal step of analysis involved a canonical

correlaÈion to test the hypothesis of the study.

Á,¿/Á,

1*'" rr / /'ì;i.GOAL

.vrsi.on
ç

^ó ^'sY q-/
'*/

+s/

+"/
Absolute

¿o qeve¿op In studen¿s
exceiLence in the
ski.l.Ls of reading,
wrlgl_ng, speaking and
J-r s ten j.ng s +@z t 5 4:o, I

2

I'o fo9Èer in sÈudents
a desire for J.earning 5 u@z t )+ 3 z 1



CHAPTER III

FINDINGS OF THE STUDY

This chapter has three purposes: (1) to provide a biographical

profile of the respondents, (2) to present the results of the

descriptive analysÍs of the predictor and críterion variabl-es, and

(3) Ëo presenË the results of the canonical correlation analysis.

BIOGRAPHICA], PROFILE OF THE RESPONDENTS

Table 4 presents a profile of Èhe respondents as a function

of various bíographical characteristics.

(1) School DivisÍon. The number of respondents T,ras not

evenly distributed among the four urban school divisions. Two thirds

of the respondents worked in School Division A wíth the remaining one

thírd of the respondents fairly evenly dÍstributed among School

Divi-síons B, C, and D.

(2) Age. The number of principals was fairly evenlv

dístributed among the various age groups wíth the exeeption of the

much smaller group of principals (6.47") who were fifty-six years o1d

or more.

(3) Grades Taught. Slightly more rhan one half of rhe roral

number of respondents were elementary príncipals; approximately one

Èhird of the total were junÍor hÍgh school principals and only one

tenth were high school principals.

(4) Sex. Most of the respondents (85.1%) were roales.

(5) Experience as Principal. I4lith respect to length of

49



TABLE 4

Biographical Profile of Respondents

50.

.23 (2/..77)
28 (30.lz)
23 (24.72)
14 (rs.t7)
5 ( s.4z)

25 (26.67)
6 ( 6.47)

31 (39.!i)
2r (22.37)

c ( c.J1-J
I ( r.rz)

l/,
3

( 2.lri)
( 10. 6:j )
( l7. oi.)
(7 O .3",:)

( e,6ü)
(t 2 .57)
(29 .8::)
(14.,o1,,¡
( 3.2r;)

l. School Division
School Divfsion A
School Divlslon B

School. Dlvlslon C

School Di.vlsion D -

2. Age
3l to 35 years
36 to 40 y"or. ,

4I to 45 years .

46 ro 50 years
5l to 55 ycars
56 years or more

3. Grades Taught

58 (61.tZ)
t 3 ( 12.82)
r0 (10.72)
r3 (r3.BZ)

l3 (t3.92)
r5 (rs.9z)
24 (25.67.)
19 (20.zit)
17 (l8.0:l)
6 ( 6.42)

6. l'ìulnber of Years of Ixpurience
as Principal in presenr School

Less Èhan I year.
Ico3years..
4to6years..
7 ro g years
ì0 years or more

7. Expcrience as Vice-prlncipal
Nocxpcricncc.,....
I-css tì¡an I ycar
I t.o 3 ycars , .
4 to 6 ),cJrs
7 to 9 y(irr,s . .
l0 years or morc

8. lelching Ëxpcricncc
I to 3 )'ear:; , .
1r to 6 vuJrs , .

. 7 Loly"urr .

l0 ¡'ears or flroru

q

K co 6

K co I
K to 9
7 ¡o I
7ro9
9 ro12
l0 co l2

5l
3

lt
9

9

)
6

(54 .32)
( 3.22)
(tt.77,)

9 .62)
9 .62)
5.22)
6 .42)

2

l0
t6
66

9

4.

(

Sex
Fema I e
Male

Experlence as Principal
Less than I year.
I to 3 years .
4 to 6 years .
7 to 9 years .

l0 years or rnore

14 (r4.9i)
80 (80.12)

ir (u.82)
ll (lr.8:¿)
2I (22.67")
t8 (19.47)
32 (34.47)

Tra ln 1n g

4 years
5 years
6 years
7 vears
I vears or more
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erçperience as a principal, the respondents v/ere fairly evenly

distrÍbuted with the exception of the group of princÍpa1s with more

than Èen years of experience as principals. This group included more

than one third of the total number of respondents.

(6) Experience as Principal in Present School. Again, the

principals \.rere faÍr1y evenly distributed on thÍs varíable with the

exception of the relatively smal1 group of respondents (5.47") who had

been principals of theír present school for ten years or more.

(7) Experíence as Vice-Príncipal. For the najority of the

respondents (72.4%), the position of vice-princípal had been a short-

lived experíence of three years or less. Indeed, only five percent

of the respondents had been více-principals for ten years or more.

(8) Experience as Teacher. A najoriLy of the respondents

(70.37.) had substantial teaching experience of ten years or more.

Only 12.77. of. the respondents had less than six years of teaching

experience.

(9) Acadernic TraÍning. Each respondent held at feast one or

more university degrees. 0f these respondenLs who indicated the

degrees they held, t!¡o held a Ph.D.. degree, three held two masterts

degrees, thirty held one Dasterts degreerand sixty held one or t\^7o

bachelor's degrees.

DESCRIPTIVE ANALYSIS OF THE PREDICTOR AND
CRITERION VARIABLES

Appendix D contains the results of a descriptive analysis of

the indívidual questionnaire items comprising the measures of the eÍght

predicËor and four críteríon variables. Descríptive statistics for these
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predictor and criterion variables are presented in Tables 5 and 6

respecËively. From Tables 5 and 6, tv¡o general observations can be

made.

First, wíth the exception of ttask performancef and rsuperíor

effectivenesst, Èhe predictor variable means were generally high,

indicating that Èhe respondents appeared to display the personal char-

acterisEics and encounter the organizational conditÍons which provide

career experiences of psychological success. 0f all the p,redictor

variables, rwork challenge' and tcareeï maturityt had the highest ¡¡ean

values. Note a1so, the 1ow mean value of .699 fot racceptance of

organizaEional goals r, indicating a high degree of congruency between

the goals of the principals and Ëheir school dÍvisions

Second, líke the predictor varíables, the mean values of the

criterion variables were also fairly high. of special note was the

tuse of skills'variable r¡hich had a mean score of.4.12 and a mode of

5.00, indicating that most of the respondents thought they were usÍng

a great deal of their skills in their v¡ork. rn general, respondenÈs

experÍenced a moderate level of work saËisfactÍon (3.59) and possessed

a fairly high 1evel of v¡ork cormnitment (4.08) and a positive self-

ímâge (4.11) .

Both descriptive and inferential analyses were performed on the

predictor and criterion variables according to the biographical char-

acteristics enumerated in Table 3. The results of this analysis are

presented in Appendix E and Appendix F, respectively. As seen from

Appendix E, there were not consistent differences among the predictor

and críterion means as a functíon of the various biographical char-

acteristics. This finding was further substantiated by the inferential

analysis results presenËed in AppendÍx F. Of the 108 F Ëests

calculated only 7 were found Èo be statistically significant at the



TABLE 5

DescriptÍve Statistics for the Predíctor Varíables

Variable
Range of Responses Possibfe Range

Mean Mode
Standard
Deviationl'lin. Max. Min. Max.

Task
Performance 3.69 L7.82 1.00 25 .00 IT.26 15.08 2 .84

Acceptance of
Goals .00 2.50 .00 4 .00 Áq .0 .6/-+

Career
Maturity 1.00 5.00 1.00 5.00 4.06 5.00 .87

Interpersonal
0rientation 2.00 5. 00 1.00 5 .00 3.72 3. 33 .67

Superior
EffectÍveness 1.00 4.33 1 .00 5.00 2.77 2.16 .78

Personal
Acceptance 2.00 s. 00 1.00 5 .00 3.93 3.7s .64

WorkÍng
Challenge 1.33 5. 00 1 .00 5 .00 4. 30 4.33 .70

Supportive
Autonomy r.75 4.7s 1.00 5 .00 3. 39 3. 00 .73
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TABLE 6

Descriptive Statistics for the Criterion Variables

Variab 1e
Range of Responses Posslble Range

Mean Mode
Standard
Devia ti onMín. Max. MÍn. Max.

Use of skil-1s 2.OO 5 .00 1.00 5 .00 4.12 5 .00 .69

Llork
Satisfaction 2.r3 4.66 1.00 5 .00 3.59 3.53 .50

I,iork
Cormnitment 2.OO 5.00 1.00 5. 00 4.08 4 .00 1Q

S e 1f -Irnage 2.20 4.92 1. 00 5. 00 4.11 4 .36 .46
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,05 level, a result which could be expected by chance alone given the

large number of tests calculated. Consequently, further investigation

of the relationship of the bíographical characteristics to the

predictor and criterion variables was not performed.

l¡ surnms¡y, the descríptive analysis of the data revealed that

most of the respondents v¡ere ma1es, worked in urban, elementary schools,

had substantial amourits of teaching experience, and possessed fairly

hÍgh levels of uníversity training. The generally high predictor and

criterion varíable means indicated thaË most of the respondents had

displayed the personal characteristics and encountered the organíza-

'tional conditions which facilitate psychological success and had

experienced fairly high levels of psychological success. Finally,'

inferentía1 analysis indicated that the respondents' biographical

characteristics did not appear to have any important relationship to

the measures of principals' personal characterístics, organízational

conditions, and career experiences of psychological success.

TESTING THE HYPOTHESIS

Canonical correlation analysis (CCe¡ r¡as used to test the

general hypothesis that a principals' career experiences of psycholo-

gical success are related to their personal characteristics and the

conditions of the organization in which they work. Specifically, it

was hypothesÍzed that the key personal characteristics and organíza-

tional conditions which relate to career experi-ences of psychologÍcal

success are task performance, supportive autonomy, and work challenge.

CCC tested the hypothesis concerning the t$ro sets of variables

(predictor and criÈerion) by providing ansr¡rers to the following

questions:
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of iruportanË lÍnks or sources of common1. What

variance between

2. Ilhat

tr,¡o se ts ?

is the number

the two sets?

is the degree of overlap or redundancy between the

3. l{hat Ís the nature of these important links between the

tr.ro sets of variables?

CanonÍca1 Correlation Analysis

CCA is the generalization of rnultiple regressíon analysis to

include a number of dependent variables (Kerlinger: rg73). That is,

CCA is a nultÍple regression analysis with k independent or predictor

variables and m dependent or criterion variables. Through least

squares analysis, pairs of línear composites are found, one for the

set of predictor variables and one for the set of criterion variables.

The correlation between any pair of linear composites is Èhe canonical

correlation, R-. The square of the canonÍcal correlaÈiorr, R.2, is an- 1 ---'-i

estímate of the variance shared by or comnon to the paír of linear

composites.

CCA extracts the paírs of linear composítes (ca11ed canonical

variates) in a sequence, with the first paír representing the largest

source of shared variance and thus having the largest canonical

correlation. Having extracted the first pair of canonical variates,

CCA derives, in order of amount of shared variance, up to the minimuut

of (k, rn) pairs of canonÍcal variates which are independent of the

minimum (k-1, æ-1) preceding pairs of variates. The rationale here is

to identify the number of important, statistically independent links

between the two sets of variables. Therefore, unlike urultiple
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regression which resulËs in one linear composite of a set of predictor

variables and a single criteríon variable, CCA generates multiple

linear composites betvreen t!¡o sets of variables (Kerlinger: L973).

If more than one of the correlations between these paÍrs of linear

composites is statÍstica11y signÍficant, there is more than one

important link or source of shared variance between the two sets of

variables

Interpretation of the nature of these Ímportant links Ís a

complex process. It ca1ls for careful inspectíon of each pair of

canonical variaÈes by the examination of either the canonical weights

comprising each pair or the correlations of each original variable

with the associated canonical variate (structure coefficients).

Several researchers (Kerlinger: L973, Darlington et. al.: 1973) argue

thaË interpretation vÍa canonical weights can bq misleadÍng. Like

regres.sion weights, canonícal weights represent the direct

contribution of each original variable to the linear composite.

However, if two varíables wÍthin the set are closely correlated wj-th

each other, once one of the two has made its contributÍon to tl¡e

composite, Èhe other has no additional contribution to make. Thus,

weights often provide distorÈed information about the actual

contribution of each original variable to the línear composite. Ttrese

authors agree thaË a more substantive interpretation of the pairs of

canonícal variates is obtained from an enumeratÍon of structure

coefficÍents. Partícu1ar1y when the sample is smaIl, as in this

study, standard errors of weíghts are often much higher than Èhose of

correlations. In such samples, the researcher should reject Èhe weights

and emphasÍze the correlations in the interpretation of the data.
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Results of the Canonical Analysís

Finn's (1973) rrultivariance computer progrâ¡n r,¡as used to obtain

the canonical correlation analysis of the t\¡/o sets of variables.

The introductory information provided by ccA is an inter-

correlation matrix which provides an initial picture of the tr^7o sets

of variables and some insíght Ínto the subsequent, main analysis.

The intercorr.elations of all predictor and criterion variables

are presented in Table 7. As seen from Table 7, all the correlations

among the variables were positive with the exception of the variable
tacceptance of orgaaizational goalst. However, ít must be remembered

that this variable was measured as a function of the absolute

discrepancy between the degree to which the respondents thought each

goal did exist and the degree to which they thought it should exisr in

their school division. consequently, Èhe lower the score, the higher

Èhe leve1 of acceptance of organízatíonal goals. Therefore,'acceptance

of organizational goalstwas also related positively to the other

variables.

A rule of thumb was used to determine the magnitude of the

correlation coefficients. Values of r of .30 or less were

considered as low, values of over .30 but under .50 were considered as

moderate and values over .50 were considered as high. An examination

of the correlations between the variables within the predictor set

revealed that, in general, all variables appeared to be moderately

correlated, with some pairs of predictor variables being raÈher highl¡l

correlated. The five highest correlations occurred between (1) superior

effectiveness and supportive autonony (r = 73), (2) personal acceptance

and work challenge (r = .59), (3) interpersonal orientation and work

challenge (r = .46), (4) interpersonal orientation and personal accept.ance



T
Â

B
LE

 7

co
rr

el
at

io
n 

(r
) 

l,l
at

rlx
 o

f 
pr

ed
ic

to
r 

(x
) 

an
tl 

cr
ite

rio
n 

(y
) 

va
ria

bl
es

la
aR

P
er

 f
or

m
an

cc

^c
cc

pt
Jn

ce
of

 
G

oa
le

e/ c/

C
/;

ço
 /

 
-ø

'
ç'

/ 
rY

"{ ø

C
ar

ec
r

ila
tu

rlt
y

o/ * 
/+

o-
 /

3
/.o

-ù
t_

__

In
te

rp
er

so
na

l
O

rlc
nt

rt
lo

n

I.o
¡)

S
uJ

rc
rlo

r
lìf

 fc
ct

lv
cn

es
s

/ 
nu

'
/ 

:"

-.
 l9

P
c 

rs
on

a 
I

A
cc

cp
tn

nc
e

.3
5

U
o 
rk

C
lra

 ll
er

rg
,e

I 
.0

{J

S
tr

pp
or

t 
Iv

e

^u
to

no
rn

y

2l

_.
 1

9

Ø
-/

uu
/^

"
ù/ / 

o-
d,

l

t7

Ll
se

 o
 f

sk
f 

lls

-.
lr

I 
.0

(l

--
.'-

,!
-.

 t5
.l2

lJ
or

k
S

at
 l

s 
fa

cÈ
 lo

n

nu
o/

 
*/

'¡/
 "',

rî
;,

1t

. 
:ì0

l.l
o 

r 
k

C
ur

nm
 l 

tm
en

 t

,t6

0l

S
e 

I 
f 
-lm

a¡
e

1.
00

,ì

.2
6

I8

1)

"î
'/ 

3:
/ 

-ø
 

.v
 

t

/ 
uq

 
/'

0i

P
re

dl

.1
0

tl

-,
2\

to
r-

P

| 
. 
()

{}

. 
(lh

.l6

/;

46

ll

lf

l9

lfl

-.
 1

6

ed
 I 

ct
or

O
fi

oc
/ 

/

s"
'/ 
r;

r/
 ¡#

-'/
-o

-t
/\

/ 
.! 

^ 
/ 

\

/ 
,i'

/ 
"ù

 /

27

l!

I 
.0

0

2l

'ì0

(x
,x

)

17

7l

"y

.2
5

58

.lt
i

t!(

11

::_ .1
2

l4

l..
0(

ì

. 
lto

lt.

.4
9

t';

I 
.0

0

P
re

rll
cL

or
 -

 C
rlb

er
lo

n 
(X

rY
)

t, 
t,

.5
5

.5
1

.J
4

5l

lt

I 
.0

0

.6
2

2l

¿
t5

)1

4T

I 
.0

0

.1
2

C
rlL

er
lo

n 
- 

C
rlt

er
lo

n 
(Y

rT
)

.5
9

.4
¿

l

1.
00 .¿

,f
I 

.0
0

Lt
r

\.o



60.

(r = .42)" and (5) work challenge and career meturity (r = .41). fn

regards to the criterion set, all variables in this set \¡rere found to

be moderately to highly correlated wíth values of r ranging from .41

to .59.

Finally' all predictor variables appeared to be noderately to

highly correlated with the criterion varÍables. The highest of these

correlatior," 
"i" presented in Table B. As seen in this tab1e, each

criterion variable was highly correlated with at least two predictor

variables. Further, of the eight.predictor varíables, the three whích

!¡ere mosË consistently correlated with Ëhe criterion variables were

rr¿ork challenget, tpersonal accepÈancet, and rcareer uIaturityt. In

sulnxoary, Èhe intercorrelation matríx revealed that there v¡as a

moderate to high degree of correlation wíthin the predictor and

criterion sets and between the predictor and criterion sets.

Table 9 presents a sunnary of the four pairs of canonical

variables, their associated canonical correlatÍons. and theír

significance levels. The importance of these r"=r:ra" in this table

lies in the number of significantly correlated canoníca1 variates or

pairs of linear composites. rf mor.'e than one of Èhe pairs of 1Ínear

composites is found to be statistically significant, then there is

more than one important link or shared varÍance betr¡een the t\^/o se¡s

of variables. For instance, if only the first pair of linear

composites--one pertaining to the neasure of personal characteristics

and organizational conditions and one pertaining to the measures of

psychological success--is significantly, positively correlated, then

this l¡ould lndicate only one important relationship or source of shared

variance between the two sets of varÍables. The trait predicted by the
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TABLE B

Highest Correlations of Predictor Variables
I,Iith Each Criterion Variable

1.

Criterion Varíab1es

Use of Skills

2. Work Satisfaction

3. I^lork ConuLiÈment

Self-irnage

PredÍctor Varíables

I,Io rk Chal lenge (r . = .49)

Personal Acceptance (r. = .40)

Personal Acceptance (r 42)

Work Challenge (r. = .55)

Personal Acceptance (r. = .44)

l^Iork Challenge (r. = .51)

Career Maturity (r. = .46)

Personal Acceptance (r. = .57)

I^Iork Challenge (r. = .61)
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TABLE 9

Canonical Correlation Analysis: Sunmary Table

*p: Probability that the sanple result is due to chance

Canonical
Variate PaÍr (i)

Canonical
Correlation (Ri) R.2

l_

SÍgnificance
of the Canonical
Variate Pair (p)x

1 .8018 .6428 .0001

2 .3209 .I029 .7186

3 2615 .0684 .8244

4 ,r245 .0155 .9297
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set of measures of personal characteristÍcs and organÍzational condi-

tions v¡ould be psychological success" If more than one pair of linear

composites is found to be sËrongly correlated, then traíts other than

psychologíca1 success r¿ould be predicted by the measures of personal

characterisÈics and organizational conditions. As seen frorn Table 9,

results indicated that only the first canoníca1 correlatÍon \,/as

statÍstically sígnificant (Ri = .BO1B, p < .0001) wÍth 64 percenr of

the varíance being shared by this first paír of linear composites of

Èhe two sets of variables. The remaining paÍrs of varÍates Ì"rere not

found to.be statistically significant. Thus, the data suggested that

Èhere was only one significant línk .or source of shared variance

between the two sets of variables.

To determÍne the degree of overlap beÈween the predictor and

criterion set, a redundancy analysís (Stewart and Love: 1968) was

performed to arrive at the proportion of shared variance ín the two

sets or the proportÍon of variance ín the crÍterion set accounted for

by the variance in Ëhe predíctor set. I,Jhile a squared multiple

correlation represents the pïoportion of criterion variance predicted

by the optirDal linear combirstionof predictors, a squared canonical

correlaËÍon represents the variance shared by the linear composites

of two sets of variables, and not the shared variance of the two

original sets of variables (Stewart and Love: 1968, p. 160). Jn

sumnary, unlike those of multiple regression, squared canonícal

correlations do not represent the proportion of variance in the

crÍLerion set which are accounted for by the predict.or set. htrat is

needed in canonical correlation is a measure functionally equivalent

to the squared nultiple correlaÈíon coefficÍent (Darlington et. aI.:
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TABLE 10

Redundancy Analysis

Total Redundancy = .397 5 1.000

Canonical
Variate Paír R.

I
R.2

1
Redundancy

Proportion
of Total

Redundancy

1 .8018 .6428 37 08 .9328

2 .3209 .1029 .0l-62 .0408

J .26L5 .0684 .0082 .0206

4 .1245 .0155 .0023 .0058
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7973). This measure is obtained by a redundancy anarysis.

The results of the redundancy analysis are presented in Table

10. As seen from this Tab1e, the proportion of variance in the

criterion set extracted by the four pairs of varÍates vJas 39.75 per_

cent. According to cohen (1970), this represents a substantial
amount of shared variance. Further, of this 39.75 percent, 37.08 or

93.28 .percent of the total redundant or shared variance was

associated with the fÍrst paÍr of variates.

At this point, ccA had provided the ans\,rers to the firsË two

questions raised earlier. First, because only the first pair of
variates was found to be statistÍca11y sígnificant there appeared to

be only one important link or source of shared variance between the

predictor and críterion sets. secondly, 39.75 percent of the

variance in the criterion set rl7as accounted for by the varíance i-n the
predictor set and 93.28 percent of this shared variance v¡as associated

with the f irst paír of variates. consequentry, furËher analysis \,ras

restrícted to this fÍrst paÍr of variaÈes.

Following the advice of Darlington et. al. (1973) and Kerlinger

(1973), the third question concerning the nature of the link or shared

variance between the predictor and crÍterion sets was investigated

by examining the structure coefficients of the first canonícal pair.

Table 11 presents these structure coefficients. For coupleteness,

the raw and standardj-zed canonical weights of this variate pair are

also presented. As seen from the table, all four criterÍon variables

were highly, positively correlated with the criterion canonical

.. variate with rself-image'being the most highly correlated (.88) and

followed closely by twork satisfacÈionr (.76), work corunitment (.72),
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TABLE 11

Canonical Weights and SËructure Coefficients for
the First Canonical Variate Pair

Variables Raw Canonical
WeighËs

Standardized
Canonical l,ieights

S t ruc tural
Coe fficients

CrÍterion Set

Use of Skills -0. 33 -0.23 0.67

Work
Satisfaction -0.50 -0.25 0.76

Work
Commitment -0. 31 -0.24 0.72

Self-inage -r.27 -0.56 0.88.

Predictor Set

Task
Performance -0.05 -0. 13 0. 4B

Acceptance of
OrganÍzational
Goals

0. 39 0.25 -0.48

Career
Maturity -0. 10 -0. 09 0 .52

Interpersonal
Oríentation 0.06 0. 04 0.45

Superior
Effectiveness 0. 07 0. 0s 0 .27

Personal
Acceptance -0.49 -0.32 0.77

Llork
Challenge -0.80 -0.56 0. 89

Supportive
Autonomy -0.19 -0.14 0.44
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and 'use of skills' (.67). síroilarly, all eight predictor variables

were moderaÈely to highly posÍtively related to the predictor

canonical variate. (Note that the negative sÍgn for tacceptance of

organizational goals' is a function of its coding as discussed

earlier). 0f all the predictor variables, rwork challenger and

rpersonal accepËancet were the most highly correlaÈed (.89 and. .77,

respectively) with the predictor canonical variate. l.lith'superior

effectiven.""' receiving lowest correlation (.27), Èhe remaining

predictor variables--tcareer maturityr, racceptance of organizational

goalsrr ttask performancerr tinterpersonal orienÈatíonr, and

rsupportive autonomyt--were highly to moderately correlated (.52 to

.44) with Èhe predictor canonícal variate.

If we ídentify the traít being predÍcted by the pair of

canonical variates as tpsychological successr, wê see that, for a1l

the personal characteristics and organizational conditions, the

higher the respondents' levels on these varíab1es, the higher were

their levels of career experiences psychologícal success. Thus, the

general hypothesis that principals' career experíences of psychological

success are positively related to their personal characteristics and

the conditions of the organization in which they work was supported

by the fíndÍngs of the Study. Further, by examining the relatÍve

sizes of the structure coefficients of each predictor variable, \¡re see

Ëhat the key predicÈors of psychological success !ùere, in order of

iuportance, (1)'work ehallenget 1.49), (Z) rpersonal acceptancet (.77) and

(3) rcareer m¡turiÈy'(.52). These findings lend partial support to the

specific hypothesis thaË the key predictors of psychologíca1 success

would be ttask performan""', '"rrpportive "rrtono*y] 
and twork challenget.
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S1DßIARY OF THE FINDINGS

Taking into account the results obtained by canonical

correlation analysis and the descriptive analysis of the daEa

presented earlier, the findings of the study are sururlarized in the

following points.

(1) In general, the predíctor and criterion variable means

were high, indicating that the principals displayed the personal

characteristics and encountered the organizational conditions which

are related to psychological success and had experienced high 1evels of

psychologícal success in their careers. The principals' biographical

characteristics--school divísion, âge, type of school, sex,

experience, and training--did not appear to have an important

relationship to theír personal characteristics, the organizational-

conditions Èhey encountered, or their career experÍences of

psychòlogica1 success.

(2) Canonical correlation analysÍs revealed only one imporÈant

link or source of shared variance between Èhe set of predÍctor

variables--personal characteristics and organizational conditions--and

Ëhe set of criteríon variables--career experÍences of psychological

success. A substantÍal anount of the varíance (3g.751Z) in the set of

criteríon varíables was accounted for by the variance in the predictor

set and most of this variance (93.28) vras assocÍated with the one

source of shared variance between the tvro sets.

(3) All four criterion variables were highly correlated with

the criterion canonÍcal variate ¡^rhíIe the eight predíctor variables

were moderately to highly correlated with the predictor canonical

variate. That is, the hígher the rneasures of the principals' personal
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characËeristics and organizational conditions, the higher vrere their

Eeasures of career outcoqes of psychological success. ThÍs indicated

that the prÍncipalst personal characteristics and the orgaÐizational

condítions they encountered r¡ere posÍtíveIy related to their career

experiences of psychological success.

(4) Of all the predictor variables, '\^rork challenger, 'personal

accepÈancet, and tcaieer rDaturityt were most strongly related to

career experiences of psychological success. The predÍctor variables
Itask performancerr tacceptance of organÍzational goalst, rinterpersonal

orientationr, a.nd rsupportive autonomyr were moderately related to the

career experiences of psychological success while rsuperior

effectivenesst was only weakly related.



CHAPTER IV

CONCLUSIONS AND I},PLICATIONS

CONCLUSIONS

The purpose of this study r¡ras to examíne the relationship of

personal characteristics and perceived organizational condítÍons to the

psychological success which princÍpals experience in their careers.

Guiding the stùdy !.ras a uodel of psychological success which

hypothesized relationships between the measures of principal"' p.r"onul

characteristics and the conditions of the organízation in which they

work and the measures of Èheir career experiences of psychologícal

success. Thus, the conclusions of this study reside in the ans\,lers to

this key question: To what extent did the findings of the study

support this model of psychological success?

The findings of Èhe study sÈrongly supported, in two ways, the

hypothesized model of psychological success. FirsË, the measures of

the principals' personal characteristics and organizatÍonal conditíons

which r,¡ere Èhought to facílitate career experÍences of psychological

success were sÈrongly, positively related to their measures of

psychological success. Clearly, thÍs supported the key notion of the

model of psyehological success, nanely that princípa1st personal

characteristics and perceived organizational conditions are related

to theÍr career experiences of psychological success.

Secondly, biographical characteristics did not appear to have

an important relationship to the principals I career experiences of

70
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psychological success. This lends additional support to the

hypothesized model since it suggests Ëhat the varÍation among the

principals in their levels of psychological success was due to t.he

differences in their personal characteristics and the conditions of

the organizations Ín whích they work and not to differences on

biographical variables (i.e., school divÍsion, . training). It

should be pointed out, however, that since the sub groups vrere

relatively srnall in number, such conclusions as these m¡y be premature.

There were also incongruencies between the hypothesized model

of psychological success and the iindings of the study. These

incongruencies resided in the relative importance of certain

predictors of psychological success. The model of career success

hypothesized Lhat the key predíctors of psychological success would be

task perfonnance, supportive autonomy and work challenge. However, the

findings of the study indicated that the three aost important

predictors of psychological success were r¡ork challenge, personal

acceptance, and career m¡turity.

on the basis of the findings of the study, the hypothesized

model of psychological success was revised. This revision involved

replacÍng task performance and supportive autonomy with personal

acceptance and career maturity as the key predictors of psychological

success (see Figure 3). hd, in its application to principars, the

model suggests that the principals who are presented wiÈh work they

find challenging, who are accepted as persons by theír colleagues and

superíors, and who are able to arÈiculate their reasons for becoming a

príncipal on the basÍs of theÍr skills and values r¿í11 like1y

experience psychological success. Further, although work challenge,
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personal acceptance, and career maturity are the key predictors of

career experiences of psychological success for prÍncipa1s, acceptance

of organizatLonal goa1s, personally-valued work tasks, a frank and

open interpersonal orientation, supportj-ve autonomy, and superior

effectiveness must also be seen as importanL predictors. Conceptually,

this makes sense. For instance, the amount of work challenge

principals expêrÍencé in their work will be influenced by the extent

to which they personally value their work tasks. The amount of

personal acceptance princípals experience r"¡i1l be influenced by their

interpersonal orientation--the way in which they relate to their

colleagues and superiors. The findíngs of the study strongly support

Hall and Schneiderts (1973) notion that personal characteristics and

organizational conditions together relate to career experíences of

psychological success. This suggests that it may be less meaningful

to exarnine or to attempt to understand the relatíonship of personal

and organizational factors to career success índependent of one

another. This study suggesÈs a liuritaÈíon in most of the research on

the relationship of organizatíonal factors to the career success of

principals (Deleonibus and Thomson:. 7979, Garawskiz I977, Iannone:

1973) and suggests that the tendency to isolate personal character-

istics and organizational conditions without taking into consíderation

how these facLors are interrelated may result in less meaningful

research findings.

The findings of Èhe study regarding the principalsr self-

inages also support Van Maanan and Scheinrs (L977) contention that a

personts sense of success in his career is closely intertwined with

his sense of success in his personal 1ife. The principals' self-images
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were strongly, positively relaEed to their leve1s of work satÍsfaction,

work cormítment and their feelings that their skí1ls were being

utilized. This suggests that if we v¡ant to understand !ûore fully the

psychologÍcal success which principals experience in theÍr career,

then we need to consider both the personal dimensions as v¡ell as the

work-related dinensÍons of Ëheir feelings of career success. Again,

thís suggests a linitation in most of the research (Iannone: 1976,

Herlihy: 1980, Mclearly: I979, lliskelz 7974) on the career-related

success of principals whích focuses on Èhe principalrs work

satisfaction and tends to ignore fundamental personal dimensions such

as self-image and personal satisfaction.

Sínce the findings indicated that autonomy, work challenge and

personally-valued work actívities vrere strongly, positively related to

the prÍneipals' career experiences of psychological success, this

suggests that princÍpals do stríve for work autonomy, work challenge,

and personally-valued work tasks and that, therefore, the concept of

career experíences of psychological success Ís appropriate for the

study of principalsr careers.

IMPLlCATIONS

The iuplications of thís study resíde Ín three areas:

(1) ínsights for improving the amount of psychological success

experienced by principals in their careers, (2) practical considerations

for the recruitment of principals, and (3) suggestions for further

research.

In the first instance, the findings of this study provide

some insighËs into facilitating the psychological success experíenced
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by principals in their careers. Evidence as to the importance of the

variables of rwork challenger, tpersonal acceptancer, rtask

performancet, and rsupportive autonomyt alone suggests that the

psychological success of príncipals very 1ike1y can be facilitated by:

(1) Presenting them with challenging work tasks. SpecifÍca11y,

this rneans presenting them v/ith difficult, but attainable goals which

require high 1evels of Ínitiative and responsibility.

(2) Fosteríng among them a sense of personal acceptance. The

sense of personal acceptance among principals is heightened when they

are provided wiEh assistance and moral support from their superiors

and their colleagues.

(3) Providing them wÍth personally-valued work tasks. Although

the personal value of a work task is internally defÍned, it

may be useful Ëo emphasize in the work assignments of principals tasks

like those which the principals in this study identified as having a

great deal of importance (see Appendix D, Table 1). These tasks

included supervising and evaluating teachers, motivating teachers,

corrmunicating infonnally with teachers, promoti-ng a positíve image of

the school to the senmu¡l¡y, planning and evaluating the school

curriculum, and initiating curricular innovations. It may also be

important to emphasÍze ín the v¡ork assignments of principals work

skÍlls which the principals in Ëhis srudy identified as having

personal imporËance (see Appendix D, Table). These v¡ork skills

included organizational skills, supervisory skills, public relations

skills, interpersonal skills, decision-making ski11s and curriculum

development ski11s.

(4) Providing theur with supportíve autonony. SpecÍfica1ly,
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this means providing them with an opportunity Ëo express ideas, a

feeling of contributing to decision-making at the school systemrs

level, a feeling of being treated as an equal, and an encouragement

and opportunity to exercise initiative.

The foregoing strategies suggest a !¿ay to facilitaËe career

experiences of psychological success for principals. However, iÈ

apPears that some features of the school organízation m¡y present sorDe

obstacles ín inplernenting these strategies. fn a discussion of the

charact.eristics of bureaucracy in educational organizati-ons and how

they influence behavior, Bridges (t"tcintyre, ed. : 1977 , p. 20) writes:

Tasks are distributed aaong various posiÈions as officÍa1
duties, the principal performs most of the occupational
operations day in and day out the prÍncípal's perspective,
outlook, and behavior are shaped more by hÍs role in the school
and less by his personality in the course of his service.

Sinilarly, regarding the dominating influence of the

educational organization on the principal's behavíor, I^Iiggins

(Monahant 1975, p.359) writes:

The influence of experience r^/ithín the system is enormous
and tends to mold the principalrs behavior success in
educational adnÍnistration is predicted upon the successfuf
adaptaÈion of behavioral characteristics of administrators v/iÈh
existing organizational forces. . The training (of princÍpa1s)
is an apprenticeship of folklore that has been handed doum from
administrator to adrninistrator.

These excerpts frorn Bridges and I,Iiggins suggest that the

working life of a principal is strongly dominated by the organizational

forces in the school system, consists mostly of task activitÍes whích

are largely determined by the school system and appears to be a

dimension which is separate from the principal's o\¡rn personal

characteristics; indeed, organizational forces tend to constraín his

indivÍduality by molding his behavíor. This study suggests that
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certain kinds of organizational conditions are related to career

experiences of psychological success and perhaps these could be more

in evidence in school systems.

Also, this study suggests sone criteria r¡hÍch roight be used for

the recruituent of principals. In order to recruít principals who are

1ike1y to experience psychological success ín their work, favourable

consideraËion should be gÍven to principals with these following

personal characteristics :

(1) A high level of career naturity. Since career experiences

of psychological success call for the principal to exercise autonomy

and to perform challenging and personally-valued goals, ít is likely

necessary that he be able to articulate his decision to become a

principal with reference to hís own ski11s, interests, and values.

rn this study, the strong relationship found between a principalfs

career maÈurity and his career experiences of psychologÍcal success

suggests the importance of these personal characterÍstics in recruit-

ment decisions. Lortie (r976) has pointed out that teachÍng is a

relativery unsËaged career. The major opportunity for making major

status gaÍns rests in leaving classroom teaching for full-tirne

administration. The educational system is not designed to provide

opportunities for significant status gains through classroou teachÍng.

Hence, teachers nay decide to seek an administratíve position sÍrnply

to rn¡ks status or financial gains rather than to select an

administrative posítion because Ít is cornpatible with theÍr or¿n skil1s

and interests. such decisional premises likely do noË provide the

conditÍons for career experiences of psyehologÍcal success in the

principalship.



(2) An interpersonal orientation which Ís characterized b

frankness, openness and willingness to establish a nonauthoritative
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work environmenÈ. This study found a strong rel-ationship between a

príncipalrs interpersonal orientation and his career experíences of

psychological success. This suggests that in the selection of

principals considerations be given to persons who are frank and open

with their colieagues and who favour a nonauthoritarian work

environment.

(3) Organizational values which are congruent wíth those of

the school system. The strong r"lutiorr"hip found between acceptance

of organizational goals and career experiences of psychologícal

success supports Hall and schneiderrs (1973) argument that Íf a

person Ís to experience psychological success in his careeï, then his

organizational values should be fairly congruejnt with those of the

organization in whÍch he r¡orks. I^lork tasks are the means by which

a person's organizatÍonal values are carried out. A congruency

between a prÍncipal's organizational values and those of hís school

system ensures him an opportunity to perform work tasks which he

personally values--an important condÍtion for psychological success.

Of course this study suggests further research. First,

intervíev¡s might be used to investigate furt.her the relaÈionshÍp of

personal characteristícs and organízatíonal conditions to the

psychological success which principals experience ín Èheir careers.

unlike the questionnaire of the study which forced the principals to

respond to fíxed response categories, intervÍews would solicit in more

depth the prÍncipals' reasons for their ansvrers. It would be useful

Ëo examine in greater depth principalst perceptions of the personal
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and organizational factors whích affect their feelÍngs of career

success.

secondly, it is suggested that this study be conducted on a

much larger, rDore represenÈatíve sample. The sample of the study was

rather srnall and consisËed of urban, generally highly-trained

principals. consequently, the conclusions reached about the career

success of princípals Ín this study v/as tentatÍve and are neant to

serve as guides for further investigation.

Fina1ly, areas for further investigation of psychological

success night ínclude teachers, vice-princípals, supervísors and other

educational personnel and indeed, other career-oriented occupational

groups. Such ínvestigaLions might begin r¡ith the psychological

success model and questionnaire developed for this study suitably

adapted to the characteristics and círcumsÈances of the group

ínvestigated. Such investígations could tel1 us the extent to which

psychological success in a career is a general phenomenon in which

the personal characteristics that people bring to their work and the

organizaÈiona1 condiÈíons they encounter there have a specÍalized

character and effect depending on the particular career.
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THE UNIVERSITY OF MANITOBA

FACULTY OF EDUCATION
DEPABTMENT OF EDUCATIONAL
ADMINISTRATION AND FOUNDATIONS

WINN IPE G, CANADA
TELEpHONE:4-Ì4.gO1g

November 5th, l9B0

Dear Principal:

You are asked. to participate in a study which-examines the influenceof personar characteristics and or.gani-zationar cor,ãiiions on thefeel-ings of success which principãí;";;;.ri-ence in their work. Thestudy is being undertaken ã: puTt of my doctorar =t,rai.= in theDepartment of Educational Ailmini"tratián and Foundations under thesupervision of Dr. J. C. Long, Associate professor. The study is ofvalue because it can help us to understand better the working life ofschool- principals and it shoutd provide some guidance to those concernedwith improving the sense of careär =r..u"= exþerienced by principals.
You are among those selected from four schoor. divisions in the city of, to participate in stage 1 of tnÀ =t"avl specificalry, you arerespond to these three questions:

1 ' what work activities 
. 
make up. a typical week in yòur worklif e. (e. g. , attending *""'ti;gJ',' t"u"hing, supervisingteachers. . ) .

2 ' what wourd you say are the goals of your school system?(e.9., basic skir.lsievel"p,iu"f , àorat deveropment) .

3. what wouJ-d you say shourd be the goals of your schoor system?
Your responses to these questions will be used as first-hand informationin constructing a questiónnaire wni-crr wirr be aaministered later to you
:1u.il:":.Í;rtlow nrincipals in four 

"ärr"år sysrems in-winnipes (srase 2

Your participation in this study, which should take about forty minutesin each stage, 
-wou1d be g.ut"trriíy .ppru"iuted. r rearize that yourtime is limited and valuã¡f" but lroui'participation i= essential to the:i:i:::"it"ål?rå:ill. your responses in ¡otii stases wirr be À.rã-in

The senÍor administrators of yourto conduct the study. Upon itsprovided to your scñool slstem.

school system have given their consentcompletion, a copy of the study will b;

asked to

When
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page 2.

when you have completed your responses to the three questions onthe attached response sheets, pÌease seal them in thé serf-addressed, stamped envelope and mail it by November 15_. rf youhave any guestions about the study, p]-ease Eeel-Tree to contactme at my home (269-9884) or contact the secretary of the Departmentof Educationaf Administration and Foundations (4i4_}OIO) whã willpass on your message to me.

Thank you for your time and attention to this request
cooperation and assistance are greatly appreciatðd.

3:3i"?åîo1.uu.'. l+rffi l,Dr. John C. Long )rñ\"".- \4,<r.¿
Associate rrofessfJ. 

i

JD / JCL/ jes

Your
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1" What work activities
life?

make up a tlzpical week in your work



2. What would you say are the goals of

90.

your school- system?



? I^lhat would you say should be the goals of

o'r

vour scllool s.,'stcm?
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THE UNIVERSITY OF MANITOBA

FACULTY OF EDUCATION
DEPARTMENT OF EDUCAT¡ONAL
ADMINISTBATION AND FOUNDATIONS

Dear Principal: January 5th, 19Bl

You are asked to participate in a study which examines the j-nfluence
of personal characteristics and organizational conditions on the
feelirigs of principals toward their work experiences. The study is
being undertaken by John Didyk, a vice-principal on leave from Fóx
Va11ey, Saskatchewanr âs part of his doctoral studies in the Department
of Educational Administration and Foundations. The study is under the

WINNIPEG, CANADA
TE LEPHON E: 474.9O'19

The study is of
improve the working

supervisÍon of Dr. J. C. Long, Associate professor.
value because it can. help us to understand better and
life of principals.

You are asked to respond to a questionnaire which seeks your reactions
to your work experiences. Your response to the questionnaire, which
should take about thirty minutes to complete, would be gratefully
appreciated. We realize that your time is limited and valuable but yourparticipation is essential to the success of the study. Your responses
will be held in strictest confidence

Your principals' association is aware that the study is being conductedin your school system. Upon its completion, an abstract of the studywill be sent to you. personally and a copy of the study will be sent toyour principalsr association.

When you have completed the questionnaire, please seal it in the encl-osed,
self-addressed, stamped envel-ope and mail it by January 23. ff you have
any guestions about the study, please feel free to contact John Didyk at
his home (269-9884) or contact the secretary of the Department of
Educational Administration and Foundations (474-9010) who will pass the
message on to John.

Thank you for your time and attention to this reguest
and assistance are greatly appreciated.

Your cooperation

Riffel, Professor and Head

ssociate Professorng

, Doctoral Student
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FACULTY OF EDUCATION
DEPAFITMENT OF EDUCATIONAL
ADMINISTRAT¡ON AN D FOUNDATIONS

WINNIPEG, CANAOA
TELEPHONE:474.9019

Dear Principal: January 5th,1981

You are asked to participate in a study which examines the influence
of personal characteristics and organizational conditions on thefeelings of principals toward their work experiences. The study is
being undertaken by John Didyk,.a vice-principal on leave from Fox
Va11ey, Saskatchewanr âs part of his doctoral studies in the Department
of Educational Administration and Foundations. The study is under the
superVision of Dr. J. C. Long, Associate Professor. The study. is of
value because it can help us to understand better and improve the
working life of principals.
You are asked to respond to a questionnaire which seeks your reactions
to your work experiences. Your response to the questionnaire, which
should take about thirty minutes to complete, would be gratefutly
appreciated. We realize that your time is limited and valuable butyour participation is essential to the success of the study. Your
responses will be held in strictest confidence.

The senior administrators of your school system have given their consent
to conduct the study and your principals' association is aware that the
study is being conducted. Upon its completion, an abstract of the
study will be sent to you personally and a copy of the study will be
sent to your school- system and your principals' association.
vühen you have completed the questionnaire, please seal it in the
enclosed, self-addressed, stamped envelope and mail it by January 23.
ff you have any questions about the study, please feel- free to contact
John Didyk at his home (269-9884) or contact the secretary of the
Department of Educational' Administration and Foundations (474-9010)
who will pass on your message to John.

Thank you for your time and attention to this request. Your cooperation
and assistance are greatly appreciated.

Sincerely

Riffel, Professor and Head

D9, Associate Professor

Doctoral Student
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Bj.ogra phical Information

lg1-tne foJ.J.owing quesrions please check (V) tne appropriareresponse ca¿egory.

1. What schoo] division ar€ you ernpJ_oyed by?
â. _ School_ Division IAJb. _ SchooL Divisiq¡ igjc. _ School_ Oivision [C]
d. 

- 
Schoof uivision IDJ

school- of which you are principal_ I

2. What is your age?
a. ¿O-25
b.-26-lo
c._jt-35
d. Jo-40e. 41 - 45
f. -T 46 - 5,)e'- 5)- ssh. _ 5ó or over

3. What grades ar€ taugnt in the
a. K - ó
b.-K-8
c. _ 11 - g
d. 7 - ò
e. 7 - 9f.-9-rz
C. 10-l¿
h. _ Other ¡please specify)

4. vyhat is your sex?
a. ¡-e¡oal_e
b. - l,fai.e

5. How many years have you been a principal_?

?._Less_thanlyearþ'-L-3years
9._4-6yearsd.-7-9years
e. _ 10 years or !¡ore

ó. Ho* 
'oany 

years have you been principar- of your present scbooJ.?

?._Less-thanlyearb._I-)years
c._4-6years
d._7-9years
€. _ 10 years or Eore
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BioAraphica] Information (continued)

7. How many years have you been a vice-principal?
a. Have not been a vice-principal
b. - Less than 1 year
c. 1-lvears
d. 4-6_ vears
e._l-rJ¡ears
f. _ 10 years or-rnore

8. How rnany years have you
a. _ Less than 1 year
b.-+-)years
c._4-ôyears
d.-7-9Years
€. _ 10 years or more

been a teacher?

university Èraining
years

do you have?9. How nany years of
a. Less than 3

Þ. J Years
c. 4 iears
d.o ) years
e. Ö vears
f. 7 vears
g.-Syearsor
PLease specify your degrees



98.

Section 1.

this section seeks inforrnation about your work activi¿ies. Listed
bel-ow are a number of tasxs usualì-y associateci wit,h the roLe of the
principal. Please circle the numbers which best represent: first,the amount of time you spend performino each task (ðolumn 1) ! and
secoñã7-hõw imþõÏEant eaèh ta@ (cotumn 2).

Co.l-umn 1 Col"umn 2
TLI'IE SPENT by IlviPO¡l.IANCÐ of
you performiag ¿ask to you
the task personalJ-y

rÇ

"ó ^s'
"-{

(J
-oÈ//

1.

2.

3.
4.

5.

6"

TÀSK

Determining and imple-
menting the policy
regarding the school-
budge t

Supervising and 
Ievaluatingùeachers 15 4 3 2 I 5 4 3 2 i.

l/rotivating teachers 54321 5 4 3 21
Informing leachers of
J.egaÌ and policy
requirements Lhat
affect Èhe school 5 4 3 21 i,L3.,i
Allocatj-ng work -l-oads
of teachers ,4 3 21 I5 4 3 2 1l

Re soJ.ving confl-ict
situati-ons between and
amon3 teachers, sËuden!s
and parenls 54321

I

5 t+ 3 2 1l
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Column 2

IIlPORIÂlvCE of
task to you
Personal-]y

Cornmu¡ic ating ì.nform-
al--ly with teachers

Organizing profes-
sional- developrnent
activities for the
schoo.l- staff

TASX

Managing student
a¿tendance

Dealing with student
behavior and
discipline

i¡aciJ.itating infor-
mâ.L commuaications
between staff and
studenÈs

Determining and
impÌementing policies
regarding student
eval-uation

Monitoring extra-
c urric ul.ar student
ac tivities
PromoÈing a posj_tive
image of the school_
to the communiÈy

Involving the
commrrnity in school.
matters

TIFIE SPENT by
you perforoi_ng
the task

5 4 3 ? 1 5 4 3 21

)4)¿L

5 t+ 3 2 1l

5432

5432

5432

5 4 3 21

{
ù,

.Ç
/j
Þø- uØ

7.

10

L1

I2

t3.

L4.

]-5.

5 4 3.21

5 4 3 21

5 4 3 21

5 4 3 21

5 4 3 21

5 4 3 21 5 4 3 21

5 4 3 21 5 4 3 2 r

5 4 3 21
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Co1umn l- Colurnn 2

TII'18 SPENT by IÌ'IPO¡ìTÅNCE of
you performing Èask to you
¿h¿ tas-k personalJ-y

syc+
A

ù

!6

TASI

Monj.toring and
con¿rol-l-ing school
v isitors

L8

TY

17. Supervisin¿ the
school- cusLodial-
s ervic e s

2L.

22.

20

5 4 3 21 5 4 3 21

Supervising and
monitorìng the use
of school- physicaÌ
fa c iLitie s 5 4 3 21 5 4 3 21
Setting and working
Loward the atLainment
of educational- goaÌs
.and objectives o.f the
s c iroo] 5 4 3 21 5 4 ) 21
Supervising the
organization and
coorcii-nati.on of
in s Lr uc Li onal-
maLerial materials 54 )? 1 54321
Supervising special
education prograrns 5 4 3 ? 1 54321
Pj-anning and eval.-
uaÈi-ng the schooL
c urric ul-um 5 4 3 21 5 4 ) 21
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TIMiE SPENT by IMPOItTÀNCÐ of
You perforniàg task Ùo- You
tt¡e iasi< Personal-ÌY

;"1 ./' ,ou 
'/

/Áë r{l

CoLumn 1 Column 2

23

24

25

¿o

27.

?8.

/i\"'//.*f
ß.f ,ú/ ß" .'.c

/.e- è,á +- / /,"d sr- C
lt -ouo ""/ ßt.,..o ""/TASK

. Ini¿iating cur-
ricuLar innovations 5 4 3 ? 1 5 4 3 ? 1

. Oth€r (Pfease specify)

5 4 3 21 5 4 3 21

5 4 3 2 L 5 4 3 21

I

I

5 4 3 ? tl 5 4 3 21

5 4 3 21
I

5 4 3 z tl

54321 5 4 3 ? 1
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Section 2"

This section attempts to measure the extenù to which youpersonal]-y agree wirh rhe presenr go"l;-õî-yðúr-äãiäor sysrem.
Bel-ow is a l-ist of schooL division goals that have come out ofthe prelirninafy.quesrionnaire sent f,o some_of youi i"r:-ow-iriicipal_sregarding their percepùions of rhe goaLs or i¡åir-sãhool_ aiv:,siõå.--
Pl-ease circl-e the numbers which best represent: t1) how j-¡nporÈanty:i :*"f_:::l_gg"l Ë. :l your schoor ¿ivisiãn- tòãí',,""rj';ï;ä-""[<, now rfnporÈant"lou think each goal. shou].d be in your sèhooJ-dÍvision (CoLùm Z).

How Ímportant How imDor¿ant
Èhe goaj_ fS t,he goal

. in your sõhooÌ SriuUIÐ iJ¡l in

Col.u¡nn 1

division

Col- umn 2

your scnool

3.

4.

/ t 
//'"r;o.y

Á irry É-,- /(r'fr "/ l" ",' 7GO¡rL

Io devel_op in sÈuden¿s I
exceLl-ence in Èhe Isxil-Is of reading, IwriÈlng, speaking and 

I-LrsLenlng 15 4 3 Z 7 5 4 3 21
To foster in sÈudents
a desire for Learning ,4)ZL 54321
To teach students howto exa¡oi-ne and use
information, and toput their l_earning to
tne most effective use 5 4 3 21 5 4 3 21
To faciLita¿e the
developmenL of stud-
ents as aware and
concerned citizens 5 4 3 2 L 5 t+ ) 21
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Col.umn I
How imporLarrL
the goaÌ IS
in you: sõñooj.
div i sion

CoLu¡nn 2

i{ow impe¡ ç¿¡ ¿

Lne go3.l,
SHOJr.ii tsE in
youF scñãoJ-

/-'t
/- -o4 s'

/r*o j ry
,/ud S .ru-//; E *;/

coAL /:" ì? " / /
/ Yt / /

5. To oevelop in srlroenrs J I I¿he accepÈance or- I I Ieducar.i'onasalife- I I IJ.ongprocessina I I Icnansingsociery lj _4 j z_ll I,
6. lo deveJ-op in st.uden¿s I I Isound personaJ_ nabics I I IincludingamoraLand I I Iethical_ sense 01 i I IvaLues i, + ) z i', 15

/ le

/ /-;
/o+

/"8 i
/.8t "".^o(ì2

ì

7. To cieve.Lop in studenLs
an undersLrnding of
the neeci .for Law and
respect, for auchorj_ty l,+)¿,1 lr;,

.].vl.s10fì

('
-gâ -r,sq '-u/' o/

,"a/

,o/

8. To oeve.Lop a posirive
rapport vúi¿h parenLs
and cornmuniLy >4)¿1 5 4 ) 2 r

5 4 3 21 5 4 3 21

5 4 3 2 L 5 4 ) 21
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SecLion 3"

This section attempts to identify the reasons which bave infl_uencedyour decision to become a princiþal-.
PLease ci.rcLe the nu¡ober which best represents the exuent ¿o whlchyour decision to become a princlpal wa! influenóãã Ëy eac¡ o.r \these reasons: 

^.v.

I
\
It.,Ô

I

{

/"9 "s ,i/" Ë ".. ry/8ú ê' ,""/

/r' ^."" './

Ê *d-y
. Encouragement of

your Peers 5 4 3 21
. Encouragement of

your superiors 5 4 3 2 t
. EncouragemenL of

your family 5 4 3 21
. FinanciaJ. gains 5 4 3 21
. Your skiLLs as t,hey

reLate Èo the roLe
of principal- 5 4 3 21

. Your val-ues and
interesLs as they
rel-ate to the roJ-e
of principaÌ 5 4 3 21
A means to rrget aheadtr 5 4 3 z 1

A way to get out of
the cl-assroorn 5 4 3 z 1

OËher (PLease specify)

5 4 3 2 r.

5 4 3 ? 1

7

I
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Section 4.

this section seeks infor¡nation about your interpersonaJ. rerationships.

li::": picLure yourseJ.f in a school.staff meering. i(eeping in mindthrs type of meeÈing,.pJ-ease respond to the foJ-J-õwing continuùnsdeaJ-ing with various interpersonäl- rel-ations by circring theappropriate nunber.

1. In a school. staff neeLj.ng, you lend to:

5

invoLve the staff
in making most
of the imporLant
decisions

1

ma.ke most of
tne inportanr
deci sion s
yo urseJ_f

2" when.disagreements €rup¿ into personaJ. antagonj.sms andhostil_e feeJ.ings, you Lend to:'
È)

confront the
issue, bring
it to the open

1

avoid the issue,
try to discouro¿e
such confl-ic t
si¿ua tions

3" rn your opinion, how much mernbers trus¿ each oÈher isusual_ìy shown by:

5

being frank
and open with
their criti-cisms
of each olher

1

beirig carefuL with
their cri.ricisms
of each other so
that tney are
considerace of
eacn other I s
feelings
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SecÈÍon 5.

this section seeks your evaluation of.your presen¿ work assignment.
f1:i":-think of yoL'present work assigrr.r,'È as-þrincipal. r¡õr
îi!l^11?T:-evitFare your presenr work assignmenr- by ciicling cheapproprl_at€ nuûber on the five poiat scal_e

r. Arnount of gultarrce prñ
yôur superiorts)

2. Arqount of direcÈion provided
by your superior(s) -

3. Administrative effecLiveness ofyour superior ts) 1!
4. AmoLrnt of consÈructive criticismsfrorn your superi.or ¡ s ) 1

Your respecË for your superiorrs)

s/
c',/

1

RecogniLion of your acco¡nol-ish_
men¿s by your superior¡s/

7. feej-1ng of bein¿ accepteci asprincipal. by your supèriorrsJ
8. Feeling of being accepted asprincipal by your staif
v. feeJ-ing of being accepted asprincipal þV rtré prinàipaf s :_nyour schooj. division

10. A¡nounL of assistance provided bythe.princlpal_s in youi 
"ctoóf

1

1

division

11. AmounL of initia¿ive actual].y
exerci.sed by you in your wori<

12. Amount of chaLj_enge in your work

sç(
,oo 'J/
.¿l- 

^t'

>/
+/
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T3

L4

L5

T6

17

18

L'

20

2I,

/ ^.r

,/"9
kbó

/t so
,v Y("'l

$ tc,
iÌç c- /

"st ,:/ø "r/û\)/
ù ."r/s/

.&'/
^"/

. Anou¡t of responsibÍJ_ity inyour work

. Opportunity to express ideas
5 4 3 21
5 4 3 21

. wiJ.Ìlngness of your superiorts)
co åccept your ideas 5 4 3 21
Feej-ing of contributing todecision-naking at the school
sysÈetr Level_ 5 4 3 21

. Amount of discussion of your
work with your super:.ortÉ) 5 4 3 2 r

. FeeJ-ing of being treaLed as anequat by your superior(s) 5 4 3 z 1

. Discussion of things otherthan work with youi superior¡s) 5 4 3 z 1

Opportunity to exercise initiative 5 4 3 ? I
Eneouragernent fron yo[r superior(s)to exerci.se initiative 5 4 3 21
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Section ó.

This section attenpts to Í¡easure Lhe exten¿ to which you feet youare using your personar- ancì aarlnisrr"tiuÀ i"iirr"ii'you, *or*.
PJ-ease idenLifv 

"?T" of your imporÈan¿_ personal- and ad.rninis¿rativeskil-l-s. rn rhe- cor-urnn ueËi¿e ãääÃ- si(irr'iãu-üäu*"-ïäen ¿iriea, circÌe:i:r'3flií if';3,,1";:"ããã".iuã!"r¡e exr"ãr to w¡iõÀ you are using

skil-t
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Section 7.

This eection seeks_information_on your personal- reacLions to yourwork experiences as a principal.
You are asxed to respond to a List of words which are used to describea personrs work. rn Lrre. cor-umn, besiãe ;;;h ;;;ã; Iir":.. ¿he nuroberwhich.besr represenrs the exreát to v¡iric¡-ãach-fårIi"ur"r worddescribes your work.

Fa sc ioa ting

SatisfyÍng

J. Good

4. Creative

5. Re spec ted

6. PLeasant

7. UsefuL

8. HealthfuL

y. ChaJ-lenging

10. Rewardiag

11. Boring

12. Tiresome

1J. Simpl-e

14. fbustrating

15. Er¡dLess

5 4 3 21
5 4 3 21
5 4 3 ? 1

5 4 3 21
5 4 3 21
5432r
5 4 3 21
5 4 3 21
5 4 3 21
5 t+ 3 21
5 4 3 2 r.

5 4 3 21
5 4 3 z 1

5 4 3 2 J.
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Section 8.

In this section¡ you are asked to j_ndicate
work motivation which can be attributed to
--1-ano growLn you experJ.ence ln your worK.

Pl-ease circ.l-e the appropriaLe number:

the l-evel, of your
the personal satisfac¿ion

Very high
l-evel- òf work
motivation
because of
con sidera bLe
personal satis-
faction and growt,h

1

Very J.ow f ev el-
of work motivation
because of
liriited per-
sonal sa¿isfac¿ion
anci growth
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Section 9.

this section geeks inforoation on how you perceive yourseJ-f as
a Person.

The following descriptors have been fou¡d to be used by many people
to describe themselves. Each deseriptor is represent,ed graphicaÌÌy
by a scal-e" The scaLe runs cootinously from one Ìabell-ed extreme
to Lhe other with varying degrees in between being indicaLed by
fines. For each descrlptor, þlease check (r') ¿rre Location on tne
seale ¡¿here you pi.cture yourself as a Person. Pfease place your
check marks over ¿he lines"

confident not confident
rel-axeci n ervo us

extroverted inÈroverLed
u¡conventionaL conven ti-onal-

rndependen t dependent
adv en ture some non adventuresome
sel-f assured aoÈ seJ-f assured

sl-ncere ln s]'nc ere
ki¡¡d unkind

infor¡nal- forrnal-
heipful unhelpful

trusti¡g not trusting
friendly unfriendiy

cooPera tiv e u-acooperativ e

approacha ble unapproacha ble
consi.deraLe inconsidera re

avaiLa bIe unavaiLa bLe
enfhusiastic not enthusi.astic

crea tive uncrea Liv e

i.ntell-ec tual- un inte 11 e c tuaL

industri-ous un industrio us

- 
áctive inac tive

sensitive ].nsensl- tLve
i¡voLved uninvol-v ed

committed uncommitLed



r72.

Section 10"

Do you care t,o make any_general observations or suggestionsabout principal-srreactiõns ¿o t¡ãir_work experienããsr or ¿oel-aboraÈe on your responses ro any'ãr'i¡ä ;;Ë;iä;ä';uesrions?If so, p.ì.ease use thiã space. ---r

thaak you for taking the time to cornprete this questionnaire. yourcooperation and assistance ."u -!.ãàt.ry 
appreciaÈed.
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UfuT

THE UNIVERSITY OF MANITOBA

1"t L

WINNIPEG, CANADA
TELEPHONE:474.9019

FACULTY OF EDUCATION
DEPARTMENT OF EDUCATIONAL
ADMINISTFIATION AN D FOUNDATIONS

Dear Principal: January I9 , t 9B 1

You were recently invited to complete a questionnaíre regardÍng
principals I reactions to their career experíences. since complete
anonymity of respondents vTas ensured, \,re do not know rvho has or
has not completed and returned the questionnaire. rf you have
already completed and returned the questionnaÍre, we sincerely
thank you. rf you have not yet completed the ques t j-onnaire, ,or.,rd
you please comPlete it and send it on or before the deadline of
January 23 - rf you have lost or misplaced the questionnaire, please
contact us at (474-9010) and we will g1ad1y send you another copy.

Agaín, thank you for taking the time to help us in the study. we
will send you an abstract of the study as soon as it is completed.

Sincerely

ctoral Student

Thes is Supervisor
(

John Didvk- D

'M,11J:---\Dr.\ C. Johg_(r
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Dear Pri-ncipal: January 27, 1981

ïou were recent3-y invited to conplete a questionnaire
regarding principalsr reaeti_ons to their work exper-
ienceg. If you have alrea{y eompleted and returned
the questionnalre, we sineerely thank you. ff you
have not yet complet,ed it, we ask you to reconsider
our inviLation by completing it ncw. your response
is fnportant to the success of the study. Again,
thank you for taking the;[ime to help us.

:'trÆWi//
DocLoral Student

Ll"" ( L'n -
-.Ðr, J. Cr'Long

Thesis Superrrisor

Department of Educational AdmÍnistration & Foundations
. University of Manitoba
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APPENDIX D: TASLE 3

Career MaÈurity

Reasons InfluencÍng
Decision to become

Principal

(Influenced (DÍd
a great deal) not influence)

54321
Frequency of Responses Mean S.D.

1. Encouragement of
peers 9 9 31 27 ¿4 2 .5s L.24

2, Encouragement of
superíors 36 20 2I 9 B 3.7r 1. 30

3. Encouragenrent
f arnily

of
10 20 29 I2 23 2.80 1.31

4. Financial gains 7 19 26 20 20 2.70 r.23

5. Skílls as they relate
to the role of
principal 34 34 19 5 2 3. 98 0. 98

6. Values as they relate
Ëo the role of
principal 4I 32 I6 3 2 4.73 0. 95

7. A means to trget
aheadtt 9 15 23 T9 28 2 .55 r .32

8. Get out of teaching 1 1 13 26 53 r.62 0. 84



r23.

APPENDIX D: TASLE 4

Interpersonal Orientation

Frequency ( ) of Responses Mean S. D.

1. In a school staff meeting, you tend to:
54321(sr¡ (3e) (16) (s) (3)

involve the
staff in 

' make most of
the important

making most decisÍons
of the yourself
important
decisions

3. 95 1. 00

personal
to:

antagonisms

1
(1)

avoÍd the
issue, try to
díscourage
such conflict
situations

) Inlhen disagreements erupt Ínto
and hostile feelings, you tend

5
(27 )

confront the
issue, bring
it to the
open

4
(3e )

3
(20)

2
(7) 3.89 ¡ ol,

3. In your opinion,
is usually shown

5
(18)

being frank
and open
vrith their
criticísms
of each
o ther

much rnembers trust each otherhow
by:

4
(27 )

J
(23)

2I(ra¡ (B)

being careful
r,rith theír
criticisms of
each other so
that they are
considerate
of each
other I s
feelings

3. 30 r.22
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APPENDIX D: TABLE 5

Superior Effectiveness

DescrÍptor of Superior
Effectiveness

(A great deal)
54
Frequency

3

of

(Very little)
2I

Responses Mean S. D.

1. Amount of guidance
provided by
superior (s ) 3 5 30 29 27 L. ¿) 1. 03

2. Amount of direction
provided by
superior(s) 1 I7 35 22 18 2.58 1. 03

3. Aduúnistrative
effectiveness of
sup e rior (s ) l1 28 31 I6 6 3.2r r. io

4. Amount of constructÍve
criticisms from
superior (s) 2 8 20 32 )/ 2.70 1. 04

5. Respect for
superior (s ) 27 )1,Jq 2B 4 7 3. 61 1.10

6. RecogniËion of one's
accomplishments by
superior(s) 4 29 29 19 13 2.91 r. 11
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A?PENDIX E: TABLE 6

Personal Acceptance

Descríptor of
Personal Acceptance

(A great deal) (Very Iittle)
54321
Frequency of Responses Mean S.D.

1. Feeling of being
accepted as a principal
by superior(s) 28 37 22 6 1 3.904 I .05

2. Feeling of being
accepted as a principal
by the staff 48 34 11 1 0 4.372 a)

3. Feeling of being.
aecepted as a principal
by the principals in
the school division 38391520 4.202 .84

4. Amount of assistance
províded by the
principals in the
school divisíon 13 2731167 3.24s .90
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APPENDIX D: TABLE 7

I.Iork Challenge

Descriptor of l^iork
Challenge

(A great deal) (Very lirrle)
54321
Frequency of Responses Mean S .D.

1. Amount of initiative
acctually exercised
in work 31 48 10 2 J 4 .08 0. 90

2. Amount of challenge
in work 52 25 72 3 2 4 .29 0. 96

3. Arnount of
responsíbility in
work 602s720 4 .52 0.72
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APPENDIX D: TASLE 8

Supportive Autonorny

Descriptor of Supportive
Autonomy

(A great deal) (Very 1irt1e)
54321
Frequency of Responses Mean S.D.

l.OpportunÍty to
express ideas 38 32 2I 3 0 4.11 0. B6

2. LrIillingness of
superior(s) to
accept ideas 2I 36 26 7 4 3 .61 1. 04

3. Feeling of
contributing to
decisÍon making at
the school systemr s
1eve1 13 26 36 11 B 3 .26 .1.10

4. Amount of discussion
about oners work 13 35 30 9 7 ? qa 1.08

5. FeelÍng of being
treated as an
equal by
superÍor (s ) 1B 33 28 10 5 3 .52 1.08

6. Discussion of
things other than
work v¡ith
superior (s ) 5 2I 19 23 26 2.53 r.25

T.Opportunity
exercise
inÍtiatíve

to

33 47 18 2 0 4.r7 0. 78

8. Encouragement frou
superior(s) to
exercise
initiatíve 15 34 2T 15 o 3 .36 1. 18



APPENDIX D: TABLE 9

Use of Skills

Frequency ( ) of Responses

Using the skill a greaÈ deal Nor

5432
(40) (3s) (17) (2)

Ski1ls IdentÍfied

Organízation ski11s
Ski1ls in supervising/evaluating teachers
Public relatíon skills
ïnËerpersonal skil_ls
DecisÍon rnaking/problem solving skil1s
Communication skiIls
Leadership skiIls
Curriculum developrrent skills
Human relation skílls
Ski1ls in being flexible
Good listening skills
Ski11s ín being initiatÍve
Skills in setting a school clirnate
SkÍl1s in resolving conflíct situations
Research skills
Ski11s in counselling students
SkíIls in defining school goals
Skílls in motívatíng staff/students
Ski11s ín disciplining students
Teaching skills
Skílls Ín initiating professional development
TÍ¡netabling ski1ls
Good reading and wrÍtíng skills
Skills in being fair, democratic
Skil1s in budgeting
Creative and intellectual ski1ls

using the skil1
1

(0)

of teachers

128.

0 .69

Frequency

45

26

24

18

16

16

I4
I2
11

10

l_u

10

9

a

7

7

1

6

6

4

3

2

2

2

1

1
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APPEND]X D: TABLE 10

I.Iork Satisfaction

Descriptor
of l.Iork

Sat is fact ion

(Describes ny (Does not describe
work a great deal) rny work)

5 4 3 2 1 Mean S.D.

1. Fascinating 13 23 48 B 2 3. 39 0. 90

2. Satisfying 34 3B 15 7 0 4. 05 0.90

3. Good 4 7 26 35 22 3. 68 1.04

4. Creative 2 5 31 42 T4 3 .64 0. 87

5. Respected 22 52 L7 2 1 3 .97 0.77

6. Pleasant 15 44 25 10 0 3. 68 0. 87

7, Useful 39 42 9 J 1 4.22 0.83

B. Healrhful 7 16 36 24 10 2.85 r. 07

9. Challenging 51 2B 8 5 1 4 .33 0.92

10. Rewarding 38 28 24 4 0 4.06 0. 91

11. Boring 2 5 7 I6 64 4 .43 0.99

L2. TÍresome 4 10 16 2T 43 3 .94 r.20

13. SÍmp1e J 5 6 23 57 3.34 1 .03

:-.4. FrusËratÍng 7 I7 29 20 2I 3. 33 1.22

15. Endless 2I 15 20 1B 20 3. 01 1.45



5
(2e)

4
(48)

J
(13)

2
(4)

130 -

0. 78

APPENDIX D: TASLE 11

I¡Jork Conmitment

Frequency ( ) of Responses

Very high level
of v¡ork motivation
because of
considerable
personal satis-
faction and growth

1
(0)

Very 1ow level
of work motiva-
tÍon because of
limited personal
satisfaction and
growth
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Frequency

APPENDIX D: TABLE 12

Self-Inage

27
Responses

3

of

131

S. D.

0.7r

0. 82

0.76

0.96

0. 81

0. 80

0. 75

0. 56

0. 69

0.75

0. 6B

0.74

0.74

0. 60

0.7 5

0.69

0. 70

0. 85

0. 85

0. 90

0.82

0.7 4

confident 27 52

1B

42

43

2I

33

29

13

23 5 conventional

10 0 íntroverted

30

2 I dependent

67

40

20

non adventuresome

not confident

relaxed 2L 40 nervous

extroverted 636

unconventional 7L6

independent 24 46

adventuresome 10 44

self assured 23 50 not self assured

sincere 65 25 0 0 insincere

kind 47 42 3 0 unkind

informal 33 42

10

18

1 0 noÈ trustíng

1 0 formal

helpful 43 42 1 0 unhelpful

trusting' 42 4I

friendly 46 37 2 0 unfriendly

coope rative 53 28 I 0 uncooperatÍve

approachable 59 25 1 0 unapproachable

consÍdera te 47 4L I 0 inconsiderate

available 55 29 1 0 unavailable

enthusiasÈÍc 33 43 12 6 0 not enthusiastic

creâtive L7 33 38 6 0 uncreative

intellec tual 20 33 33 8 0 unintellectual

industrious 32 44 15 2 I unindusÈrÍous

active 35 42 16 f 0 inactive

sensitive 46 38 2 0 insensitíve 0.7 3
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APPENDIX D: TABLE 12 (cont'd)

54
Frequency

321
of Responses

involved 45 35 L2 2 0 uninvolved

corrni t ted 51 3 3 6 2 0 unconrnitted
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APPENDTX E: TABLE 1

Means and Standard Devíations of Sub GroupsAceording ro Sch;;iiiii"ion

*N refers to the number of respondents ineach group

Varlable

-

Task
Perfornance

-

Acceptance of
0rganizaÈfona1
Goals

-

Career
Maturity

--
Interpersonal
Orienta t ion

SuperÍor
Effectiveness

N*

Hean
s. D.

Mean
s. D.

Ìlean
s. D.

Mean

:i-
Mean
s. D.

Schoo 1
Divisfon A

(58 )

School
Dívision B

(13)

School
Division C

(r 0)

S chool
Division D

(1 3)

9. 88
2.88

0.76
0.50

3. 92
n o?

ì*
0. 10

11. 45
2.8r

11.48
3. 08

Lt.64
2.50

0.7 7

o. 67
0 .44
0.4s

o.49
0.7 2

3. 96
0.92

4.42
0.7 3

4 .40
0.57

3.7 3
0.7 2

3.87
0.80

3. 80
o.4s

2 .57
0 .7r

3.2I
0.61

3. 35
0. 86

2.85
0.8s

Personal Mean
Acceptance S.D.

3.90
0.70

4.r3
0.40

3. 98
0.52

3.83
0.66

Work llean
Challenge S. D.

-

Supportive Mean
Autonony S. D.

-

Use of Mean
Skills S. D.

-

Ilork Mean
SaÈisfaction S.D.

4. 18 I 4.460.77 i o. ¡:
4.70
0.37

4. Jb
0.73

? t<
0.7 3

3. 6s
0.62

3. 69
0.46

3. 57
0. 86

4. 10
0.68

4 .32
0.55

4. 08
0. 63

4 .03
0.96

3.60
0.51

3. 63
0.51

a 11

0.21
3.53
0.61

3 .92
0. 95

4.06
0. 41

I,lork Mean
CotrûiÈDent S. D.

4. 03
0.84

4 .39
0.51

4 ,20
0 .42

Self-1nage Mean
s.D.

4.07
0.50

4.19
0.39

4.28
0. 38



T
as

k 
M

ea
n

P
ef

or
na

nc
e 

S
,D

.

M
ea

ns
 a

nd
 S

ta
nd

ar
d 

D
ev

ia
tio

ns
 o

f 
S

ub
 G

ro
up

s

V
ar

ia
bl

e

A
cc

ep
E

an
ce

 o
f

O
rg

an
iz

at
io

na
l 

G
oa

ls

A
P

P
E

N
D

IX

C
ar

ee
r 

H
ea

n
M

at
ur

ity
 

S
. 

D
.

ln
te

rp
er

so
na

l 
M

ea
n

O
rle

nt
at

lo
n 

S
.D

.

N

E
:

S
up

er
lo

r 
M

ea
n

E
ffe

cE
lv

en
es

s 
S

.D
.

31
-3

5 
ye

ar
s

(1
3)

T
A

B
LE

 2

P
er

so
na

l 
M

ea
n

A
cc

ep
ta

nc
e 

S
. 

D
.

M
ea

n
S

. 
D

.

II.
 4

4
2.

23

W
or

k 
M

ea
n

C
ha

lle
ng

e 
S

. 
D

.

36
-4

0 
ye

ar
s

(1
s)

o.
62

o.
52

S
up

po
rt

tv
e 

M
ea

n
A

ut
on

om
y 

S
. 

D
.

4.
42

0.
57

tr
.2

3
r.

94

U
se

 o
f

S
k 
ll 

1s

4l
-4

5 
ye

ar
s

(2
4)

3.
72

0.
49

l.l
or

k
S

at
.ls

fa
ct

io
n

o.
7 

4
0.

60

2.
76

o.
47

A
cc

or
di

ng
 t

o 
A

ge

l.I
or

k
C

om
nl

 t
m

en
 t

3.
 9

0
0.

99

11
.1

7
3.

O
7

46
-5

0 
ye

ar
s

(1
e)

4.
13

o.
47

S
e1

 f-
 lm

ag
e

4.
00

o.
67

0. 0.
7I 72

4.
2L

0.
50

2.
90

0.
90

M
ea

n
S

. 
D

.

3.
 9

s
0.

 9
5

10
.7

0
3 

.4
0

3.
 5

6
0.

56

51
-5

5 
ye

ar
s

(r
7)

3.
78

0.
 8

8

M
ea

n
s.

 Ð
.

3.
44

o.
7 

6

0.
70

0.
 6

6

4.
28

0.
50

4.
40

0.
93

H
ea

n
S

. 
D

.

2.
87

0.
 9

4

4.
11

o.
97

11
. 

70
3.

23

3.
52

0.
 3

l

56
 y

ea
rs

or
 m

or
e

(6
)

3.
48

o.
64

M
ea

n
S

.D
.

3.
7 

4

0.
65

3.
 8

8
0.

 6
6

0.
65

0.
60

4.
L5

0.
55

4.
03

0.
63

4.
07

0.
 7

8

2 
.6

7
o.

1l

11
.7

0
2 

.4
4

4.
06

0.
90

4.
15

0.
33

1,
56

0.
52

3.
42

0.
81

4.
06

0.
53

1.
 5

7
0.

59

0.
79

0.
 8

6

3.
7 

f
0.

 8
B

4.
00

0.
 B

4

4.
50

0 
.4

9

2.
66

0.
62

4 
.0

0
0.

 4
5

3.
87

0.
57

3 
.6

2
0.

 5
5

3.
41

0.
 7

0

3.
96

0.
63

4.
06

0.
57

4.
25

. 
0.

68

4.
46

0 
.5

2

4.
 3

r
0.

 7
8

2.
83

0.
94

4.
10

0.
 4

9

3.
 6

7
o 

.4
9

3.
20

0.
81

4.
 0

8
0.

61

4. 0.

3. 0.

4.
 5

0
0.

28

16 76

9l 83

4.
23

0.
43

3.
 6

6
0.

 5
8

3 
.2

7
0.

95

4.
 1

8
0.

 9
5

4 
.0

0
0.

 3
8

4.
12

0.
45

3.
56

o.
46

3 
.6

7
0.

82

4.
27

o.
32

H (¡
)

Lt
r



136 .

APPENDIX E: TABLE 3

Means and SÈandard Deviations of Sub_GroupsAccordíng to Grades Taught

Variable

-

lask
Perfornance

-

Acceptance of
0rganiza tional
Goals

Career
ìfaturfty

-

Int.e rpe rsonal
Orientatíon

-

Superior
Effec t Ívenes s

.I\l

Mean
s. D.

Mean
s. D.

Mean
S. D.

Mean
s. D.

Mean
S. D.

K-6
(s 3)

K-8
(3)

K-9
(11 )

7-8
(8)

7-9
(7)

9-72
(5)

10-1 2
(6)

LI,26
,o1

11. 33
0.76

10.13
2 .44

L2 .22
3. r3

10. 89 II,77
3.40

11. 08
2.5I

0.64
0.58

0.58
0.19

0. 85
0.7 5

1.02
0. 82

0. 54
0. 34

0.7 5
L. 00

0.69
0. 84

4. 10
0.86

4.67
0.29

3. 9r
1.00

3. 61
0 .94

? 7t

0.99
4. 80
0 -27

3.92
0.86

3. 85
0.63

3.78
0.77

3. 61
0.42

2.9r
0. 78

3. 95
0.7 6

3. 40
0.28

3.7 2

0.74
2. 56
0.78

2.83
0.17

2. 89
0.59

3.48
0.88

3. 00
0.62

3.20
0.67

)oa
0.89

rersonal Mean
Acceptance S. D.

-

Work Mean
Challenge S, D.

4.0s I 4.08
0.62 | o.r4

3.77 | 3.07
0.44 I o.8t

3. 36
0.50

3. 95
0.41

3.7r
0.56

4.35
0. ó0

4.55
0. 39

4.45
0.56

3. 31
].ts

4.52
0.42

4.53
0. 38

4 .17
0. 78

Supportive Mean
Autonony S. D.

3.16
0.72

4. 08
0. 19

3.7 0
0.53

3.7I
0. 81

3.64
0.60

3.7 3
0.53

3.60
0. s7

Use of Mean
Skills S . D.

4. 15
0.59

4.60
0.53 0.67

? a2

r.24
4 .26
0.56

3. 88
0. 38

? ao

1. 61
Work Mean
Satisfaction S. D.

3.67
o.42

3. 64
0.32

3.53
0.46

3 .44
0.89

3.44
0.52

3.75
0 .24

3.52
0.81

4 .31
1 al

a.*
0. 31

Work Mean
CotrnitÐent S. D.

A.2I
0.69

4.33
0.58

3.7 3
0.90

3. 38
0.74

3.86
0. 69

4.40
0.55

Self-inage Mean
s. D.

4.15
o.37

4 .09
0.5r

4. 01
0.35

3. 59
0.88

3. 31
0. 36

4.54
0.28
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APPENDIX E: TASLE 4

Means and Standard Deviations of Sub_Groups
According to Sex

VarÍable 
N

Fenale
(14 )

ìfale
(80)

Task .. Hean
Performance S. D.

12. 05
2 .43

11. 12
2 .89

Acceptance of Mean
Organízatfonal Goals S,D.

0.87
0.7 9

0.66
0. 60

Ca¡eer Mean
I'faturíty S. D.

3.89
0. 78

4.09
0.89

Interpersonal Ìlean
OrÍentation S.D.

3.64
0. 54

3.73
0. 69

Superior Mean
Effectiveness . S. D.

2.98
0. 80

2.7 4

0.78

Personal Mean
Acceptence S.D.

3. 98
0. 73

3.92
0.63

Work Mean
Challenge S, D, o .64

4. 3l
0.7 2

SupporÈÍve Mean
. AuLonoD)' S. D.

3.67
0.7s 0.7 2

Use of Hean
Skills S.D.

4.46
0. 65

4.06
0. 69

Work Hean
Satísfaction .. S.D.

3 .64
o.52

3. 61
0.50

Work Mean
Comi¡¡s¡¡ S.D.

4.43
0.65

4.03
0.80

Self-luage Mean
S. D.

4.11
0.43

4. 11
O .117
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APPENDIX E: TASLE 5

Means and Standard Deviations of Sub GroupsAccording to LengËh of Experience as principal

Varíab1e
N

Less than
1 year

(11 )

1-3 years

(11 )

4-6 years
(2r)

7-9 years
(18 )

10 years
or rDore

(32\

Task Mean
Perforuance S.D.

11.52
3. 18

1r. 08
3.22

11.73
2.51

tr. 47
3.25

10.80
1AO

Acceptance of
Organizational Mean
Goals S. D.

0.53
0.53

0,64
0. 53

0. 85
0. 68

0. 54
0.56

0.79
0.7t

Career Mean
¡faturity S.D.

4.55
0.65

4 .50
o .45

3. 81
o.94

3. 88
r.02

L.03
0.86

Interpersonal Hean
Orientation S. D.

3.94
0. 55

3.48
0.48

3. 70
0.87

2 7<

0.76
3.74
0.56

Superj.or Mean
Ef f ectí'¡ness S. D.

2 .37
0.88

2.83
0.7 9

2.79
0.55

3. 05
0.93

2.7 4

0.77

Personal Mean
Acceptance S. D.

4.22
O. ¿.7

3. 9s
0.56

3.7 4

0. 82
3. 87
0.65

4. 00
0.56

l.Jork Mean
Challenge S. D.

4.54
0.40

4.27
0. 61

4 .04
0. 99

4,50
0.45

4 .33
0.63

SupportÍve llean
Autonomy S.D.

3.15
0.57

3.40
0.79

3. 52
0. 60

3. 70
0.7 6

3 .26
0. 78

Use of Mean
Skills S. D,

4 .05
0.72

4.40
0. 51

3. 90
0.7 6

4 .45
0.62

4.05
0.61

Work Mean
Satisfaction S.D.

3. 61
0.29

3. 50
0 .37

3.46
0.63

3. 81
0.47

3.63
0.50

Work Mean
Com¡itment S. D.

4.36
0.67

4.09
0.30

3. 90
r. 04

4 .44
0.51

3. 91
0.82

Self-iurage Hean
S. D.

4 .40
0.37

4. 08
0.22

3. 89
0.66

4.L4
0.40

4.16
0. 37
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Means and Standard DevÍations of- Sub Groups According toLength of Experience as principal in the present school

APPENDIX E: TABLE 6

Varíable
N

Less than
1 year
(23)

1-3 years

(2 8)

4-6 years
(23)

7-9 years

(14 )

10 years
or trore

(s)
Task Mean
Perfornr,ance S, D.

11. 98
2 .69

11.01
2 .58

11. 10
3 .29

70.62
3 .25

'I 1 0'

7.64
Acceptance of
0rganizaElonal Mean
Goals S. D.

0.53
0.60

0. 81
0.63

0.83
0. 68

0.60
0.62

0. 60
0.63

Career Mean
Maturiry S.D.

4 .33
0. 91

4.00
0.88

3.87
0 .92

4.2I
0.72

3. 80
0. 91

Interpersonal Mean
Orientâtlon S. D.

3.84
0. 53

3.7 5
0. 61

3. 68
0.89

3.52
0.63

3.87
0.6s

Superior Mean
Effectiveness S. D.

2.59
0.89

2 .68
0.7 2

2.82
0.66

I to

0.83
2.63
0.64

Personal Mean
Acceptance S. D.

4.02
0. 57

? o"
0.60

3.92
o.82

3.92
0.48

a 1=

0. 81

Work Mean
Challenge S . D.

4.57
n ?? 0 .64

4.11
0. 95 0.53

4.13
0. 84

Supportíve Hean
Autonony S.D.

7. ))
0.62

3. 33
0.68

3.47
0. 78

3. 8s
0. 8l

3. 15
0. ó8

Use of Mean
Skills S. D.

4.10
0.56

4.04
0.62

4 .74
o.7 9

4.40
0. 66

4.04
1. 24

l,lork Mean
Satisfactlon S. D..

3.72
0. 33

3.56
0.45

3. 49
0.62

3. 80
0.40

3.37
0.87

Ì,Iork Hean
Cotmi t¡ent S. D.

4.43
0.59

4. 00
0.77

3. 87
0.92

4.74
0.66

3. 80
1. 10

Self-luage tfean
S. D.

4.26
0. 39

4.09
0. 38

3.99
0. 64

4.10
0. 36

4.76
0.41
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APPENDIX E: TABLE B

Means and Standard Deviations of Sub GroupsAccording to Lengrh 
"f i;;;ir;n!*nxperierrce

Variable
N

1-3 years

(2)
4-6 years

(1 0)

7-9 years

(16)

10 years
or DOre

(66)

Task Mean
Performance S.D.

9.76
0.71

10.11
1.89

11. 38
2 .64

TI.44
3. 01

Acceptance of
OrgenizaËionâl Mean
Goals S.D,

2.18
0.41

0.48
0.35

0. 9s
0.63

0.62
0.61

,ereer Hean
l.latutiry S.D.

3. 50
1. 41

3. 9s
1. 11

4.00
0.77

4.11
0. 86

Interpersonã1 Mean
OrienÈation S. D.

2.83
0.71

3.53
0. 82

3.7 3

0.66
3.7 7

0.64
Superior Mean
Effectiveness S.D.

3.25
1. 30

3. 00
0. 5s

2. 84
0.48

2,7 r
0.85

Personal Mean
Âcceptance S. D.

a 1Ê

1. 06
? to

0.46
3 .99
o-77

? q7

0. 60

Work Mean
Challenge S.D.

3.r7
2.60

4. 30
0. 70

3. 95
0.7 2

4.42
0. s8

Supportive Mean
.AutonorDy S . D.

3. 06
0.97

3.7 6

0.37
3.46
0.53

3. 34
0. 80

Use of Mean
Skil1s S.D.

3. 00
0.28

3 .92
0. 86

4.10
0. 69

4 .19
0.66

l.Jork Mean
Satisfaction S.D.

2.90
1. 08

3. 50
o.44

3. 55
0.54

3.66
o. Ll

Work Mean
CoEoitDent S,D.

3.00
7.4r

4 .10
0.7 4

4.00
0.63

4 .14
0.80

Self-froage Mean
S. D.

3.42
1.7 3

4. 01
0.56

4.03
0.58

4.r1
0. 34
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A?PENDIX EI TABLE 9

Means and Standard Deviations of Sub Groups_ AccordÍng to Length of frãining .

Variable

-

Task
Pe rformance

Acceptance of
0rganiza t ional
C,oa1s

-

Career
¡lat urÍ ty

-

In te rpe rsonal
OrienratÍon

N

Hean
S. D.

Mean
s.D.

Mean
S. D.

Mean
s.D.

4 years 5 years 6 years 7 years I years
or IDO re

10.78
2. 19

11. 29
2.79

11. 09
2. 88

11.38
3. 15

1) 11

4.77

0 .64
0. 75

0.77
0.65

0.7 0
0.58

o.67
0. 69

0 .17
0. 19

3. 89
0. 68

4.13
0. 84

4.77
0. 82

3. 71
I t2

4 .77
1.04

3.64
0. 66 0.7 4

3.67
0.63

3. 83
0.69

3.44
0.19

SuperÍor Mean
Effectiveness S. D.

3.11
0.70

2.7 6

0. 68
2.6I
1. 00

2. 86
0.59

2.67
0. 88

Pe rsona.l !,fean
Acceptance S.D.

-

h'ork Mean
Challenge S . D.

-

SupportÍve Mean
Autonony S. D.

-

Use of Mean
Skills S.D.

-

I.lork lfean
SatÍsfacÈlon S.D.

-

I,Jork Hean
Comitment S.D,

4.09
0.59

4 .01
o.7r

3.7 6

0.62
3. 83
0.57

4. 00
0. 66

4.43 I tr.ZS
0.62 I o.eo 0.57

4.re I 4.33
0.s8 I o.sa

3.7I
U. )J

3. 38
0.66

3 .27
0.95

3. 55
0.62

3 .2r
0.36

4. 05
o. 64

4.05
0. 78

4.14
0.68

4 .33
0.65

4 ,27
0 .29

3. 65
0. 47

3.49
0.54

3.77
0.39

3. 66
0.58

3. 36
0.40

4.2r
0. s8

3.87
0.91

4.79
0.69

4.25
0.7 s

4 ,33
0.s8

Self-fnage Hean
S. D.

4.09
0.53

4.t4
0.54

4.11
0.31

3 .96
0.38

4 .39
0.52
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APPENDIX F: TABLE 1

ONE-WAY ANALYSIS OF VARTANCE OF PREDICTOR AND CRITERION
VARIABLES ACCORDING TO BIOGRAPHICAL CHARACTERISTICS

F Va1ues and ( ) Degrees of Freedon

kilÁ,rlÁsffiM
Task Performance
PerfofEance

r.20
(3,90)

.26
(5,88)

.49
(6,86)

1.31
(1,92)

.40
(4,88)

.67
(4,88)

2.15
(s,88)

.83
(3, 9o)

.20
(4,88)

Acceptance of
0rganizetfonål GoaIs

r.39
(3,9o)

.09
(s,88)

.59
(6,86)

1.30
(1,92)

.93
(4,88)

1.01
(4,88)

r.52
(5,88)

6 .01*
(3,90)

.66
(4,88)

Career
Maturi ty

1.66
(3,9o)

.62
(5,88)

1.51_
(ó,86)

.67
(r,92)

2.26
(4,88)

1.03
(4.88)

2.20
(s,88)

.42
(3,90)

.77
(4,88)

Interpersonal
0r len tat ion

.912
(3, 9o)

2.t6
(s,88)

2.82r,
(6,86)

.25
(1, 92 )

.64
(4 ,88 )

.59
(4,88)

1.53
(s,88)

I .58
(3, e0)

.32
(4,88)

Superlor
Ef fec t lvenes s

5,12
(3,90)

.30
(5,88)

2.06
(6,86)

1 .05
(r,92)

1.33
(4,88)

2.03
(4,88)

3.69*
(s,88)

.69
(3, 9o)

.95
(4,88)

Personal
Acceptance

.60
(3,9o)

1 .08
(5,88)

3.10*
(6,86)

.08
(r,92)

1.17
(4,88)

t1

(4,88)
1.00

(s,88)
2.52

(3,90)
.90

(4,88)

Work
ChaIlenge

.96
(3.90)

.98
(5,88)

1.65
(6,86)

.06
(r,92 )

1.49
(4,88 )

1.40
(4,88)

1.19
(s,88)

.75
(3,90)

t1
(4,88)

Supportlve
Autonony

2.16
(3, eo)

.44
(5,88)

2.O2
(6,86)

2.37
(1, e2 )

1 .58
(4,88)

2.06
(4,88)

2.90,\
(s,88 )

1.r8
(3, eo)

L.26
(4,88)

Use of
Sktl I s

.44
(3,9o)

1.6
(5,88)

?<

(6,86)
3.67

(1, e2)
2.24

(4,88)
1. 69

(4,88 )

.47
(s,88)

2.31
(3,9o)

,43
(4,88)

Work
Sa cl sfact lon

.49
(3,9o)

J7
(5,88)

.55
(6,86)

.06
(1,92)

1.38
(4,88)

I.44
(4,88)

.77
(5,88)

r.92
(3,9o)

t .42
(4,88)

I.Iork
CoEll tnen t

o7

(3,90)
I.27

(s,88)
2.04

(6,86)
3.22

(1,92)
2.05

(4,88)
1.89

(4,88)
.07

(5,88)
1.45

(3, 9o)
1.r.6

(4,88 )

Sel f -inrage .73
(3, 90)

7.2
(s.88)

2. 90*
(6,86)

.00
(1, 92 )

2.46
(4,88)

1.05
(4,88)

t At*.
(5,88)

') ))
(3,90)

.62
(4,88)

*p 4 .05
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FACULTY OF EDUCATION
DEPARTMENT OF ÊDUCATIONAL
ADMINISTRATION AND FOUNDATIONS

Dr, D, T" HaII
EarI Dean Horrard professor ofJ. L. KeILogg Graduate Schoo1
Northr¡æsterz¡ University
Ðvanston fl1lnois, 6AZOL

THE UNIVERSITY OF MANITOBA

Organ1 za tional Beha r¡ior
of Management

L46.

WINNIPEG, CANAOA
TELEPHONE 414.9O1g

February 10, tggl

&
@

UfuT
@æ

Dear Dr. Hal]-

Ï rquest your pernlsslon to use a questfonnalre r have developed wtrlch 1s
Hi"Ï:iI',i"your'stu{rofthep"i";tiy.l]l:u",'.@å.få#ff]'i;'m"of personar characterist,ics and organizatlonal eonditions on the careerexperiences of schoor- principal:, ih" 

"t"ãy ì" part of rqy doctoral studÍes
:¡ ;lti:triff;:.or &rucetrónaI .qdrnrnlsfiátiãn and Found"Crãnr, university

The conceptual framework of r\y study is based on your model of careerdevelopment as well as your rêr.ieed-noder uaseã'on your flndl'gs of thepriestly career. The positlon whlch r_take i" o'y stü¿y fr-th"tîour model_of career develognent serves ag a useful concepïuaI framework fär exardnlngthe ir¡fluence of pensonal characteristlcs and ärganizatlonar conditions onschool princlpalst career experiences of psyehológlcal succu", - an aspectof the principal's work 1lfe wt¡lch has ueàn neglectea by most researchersin education.

Enelosed, please-find a copy of the questlonn¿fre r have developed ag werlas a part of my first tentative chap{er of the study rrdilch presente thepurpo'e and the theoretlcal foundatl0ns of ttre stuoy

Thank you for your consideratlons.

Sincerely

/ronn 
Df.dyk ('
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THE UNIVERSITY OF MANITOBA

FACULTY OF EDUCATTON wlNNtpEc. C¡.NADÊ,DEPABTMENT OF EDUCATIOIIAL TELEPHON E, ÐA.IO'ICJ
ADN4 INISTRATIOT{ AND FOUNDATIONS

llarch 25, 1981

Dr. B. Schneider
Department of Management
College of Business
Michigan State Llniversít.v
East Lansing, l.fI 48824

Dear Dr. Schneider:

I request your permission to use a questionnaire I have developed which is based
heavíly on your study of the priestly career, OrganÍzational CliT¡late and
Careers: The Work Lír'es of Priests, by Douglaã T. Hall and nenjautit Sctrnåidet,

re is tã exarnine the influence of personal
characteristics and organizational conditions on the career experÍences of
school principals. The study is part of my doctoral studÍes at the L)epartment
of Educational Adn:inistration and Foundatíons, University of }lanitoba, Canada.

The conceptual framer.'ork of rny study is based on your modei of career
development as u'ell as your revised model baseci on your findings of tite
priestly career. The position which I take in my study is that your model of
career development serves as a useful conceptual framevrork for exanining the
infl-uence of personal characteristics and organizational condÍtions on school
principalst career e>,periences of psvchofogical successs--an aspect of the
principal's work life which has been neglected by most researchers in educatic:1.

Enclosed, please find a copy of tire questionnaire I have developed as well as a
pa:t of m-v first tentative chapter of the study r"'hÍch presents the purpose and
the theoretÍcal foundations of the studr'.

I have also written Dr. D. Hall for permission to use the auestionnaire uhicil
u'as devef oped f or the stud¡- of the prlestll' career.

Thank you for your conside¡ations. I look foruard to hearing from you.

Sincerelv yours,

/
John Didvk

JD/ml g
Enc.

:*

H-fuI



Eoston Unrversity
Scbool of Management
2l?Bay State Road
Boston, Massacbusetts 02215

Faculty Offices

March 16, 1981

Mr. John DÍdyk
Faculty of Education
Department of Educational Administration

and Foundations
The Uníversity of Manitoba
I^linnipeg, ManÍtoba
CANADA

Dear Mr. Didyk:

Thanks for your letter of February 10, which was forwarded to me
from Northr¡ester;.

You certainly have my permission to use our questionnaire if you
send me and Dr. Schneider each a copy of your final report or paper.
You should also v¿rite Ëo Dr. Schneider for permission, if you havenft
already. '(Department of Management, College of Business, Michigan
State University, EasË Lansing, MI, 48824.)

I've enclosed some materials which may be of use.

I would also suggest the use of Ínterviews, Ín addítion to the
questionnaire. Much of our best data came from our interviews, as
well as j-nformation to help ínterpret the questÍonnaire results.

Sincerely,

e Douglas T. Hall
Professor of

OrganizaËional Behavior

dnt
Enclosure
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MICHIGAN STATE UNIVERSITY

GRADUATE SCHOOL OF BUSI¡- ESS ÄDlttIn..tSTR ATI ON

DEP,{RTIvIENT OF MANAGEIIIENT .

April 13,1981

EAST LANSI}-G . TÍICHIG.A\ . {Ii62I

I{r. John Didyk
Departnent of Educational
Administration and Foundations
The University of l'{anitoba
lVinnipeg, CANADA

Dear I'lr. Didyk:

You have my pernission to use any and all naterials from the Hall and schneiderbook' Your effort looks very interesting and, of course, r hope you are successful.

Cordial 1y,

r{
BenJ-årmin Schneider, ph . D.
John A. Hannah Professor of

Organizational Behavior

BS/ckr

MSU ìs an Alfimøtit,e Action/Equol Op¡tortunitl. Institution


