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"ABSTRACT

This study investigafed'six attitudinal orientations heid,byr

full-time instructors and administrators eaployed in'coi-un-

ity colleges.

The sample consisted of 315 full-;)ine instructors and ad-

“ministrators working in four community colleges in the

interior of British Columbia. The six .attitudinal variabieé

i

included 1in *this stﬁdy were: Professional Role Orientation

Scale, Profeasipnalilehavior Scale, Employee Roie Orientation

Séale, Local-Cosmopolitan Orientation Scale, Career Commit-

ment and Job Satisfaction Scale. 'AssociétionS'a-ong the

attitudinal variables were investigated as were associations

among the variables and unfversity transfer, career technical.

“and  vocational 1nstru¢tof§'fand administrators and. thelr

©

%

levels of education.
It was found that the scores on the professidnal role orien-

tation scale were pbéitively and significantly associated

-with 8cores on the career commitment and job satisfaction

scales and wifh'university transfer instructors. Negative

and significant associations between professional role

orientation scores and employee role orientation scores were

-found as were associations between professional role orienta-

tibp scores for administrators and lower levels of educafion

=

and traiﬁing.

iii



The enployée role orientation s8cores were found to be

pogitively and significqntly assoclated with the‘,posiﬁions
held by vocationmal instructors and adninistraférs and 1in-
dividuals who poss?ssed less than’ﬁ bachelor's degree of
formal training. Negativ; and s;gqificant assoclations were

found between employee role orientation scores and university

instructors and individuals who had a Ph.D. or equivalent

level of education. A positive and significant association

was found between a cosmopolitan orientation and career

technical instructors and individuals who held a master's

degree, The éssociation between administrators and career
commitment was negative aﬁd significant.
No significant»aggociations were found between professional

behavior scores and the other attitudinal variables, levels

-of training and positions held by college employees.

These findiqgs suggest that college instrﬁctofs 1ﬁ British
Columbia haverwidely diverse attitudes‘én a variety of issues
which are likéI} to affect théir'wo;krand relationships with
college adninistrat;rs. Such diversity ﬁill }robably result
in continued conflicﬁ énd apecific;Lly‘in difficult collect-

ive bargaining session.

iv *
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CHAPTER I

THE PROBLEM AND DEFINITION OF TERMS

I THE PURPOSE - , o :

’One of the dominant'charaCteristics‘of community colleges in

-

British Columbia~is the comprehensiveness and'diyersityvof

their. educational offerings. The employees working in these

institutions bring "ith~J£5$ a variety of tnaiuing andiiiwis"ii

exp rience which supports the expertise requirements of

'instructional or administrative positions, The

'obtained from the application of empirically de—

,é}titudinal scalesrto this heterogeneous group can
ide useful insights for senior managers in the- fulfill-

gfent of the goals and objectives of community colleges-.

t»-_f-"-

.At’ ) R - . &
The purpose of this study was tomdetermine whether differen- . ___.

ces ekisted in the professional role orientation, profess-w
ional behayior,'IOCalfcosmopolitan orientation; job sstis~
faction,~career.commitment and employee role orientation of
Vrcommunity college Vinstructors* and administrators, and to
identify factors associatei\i with* vthese attitudinal”r
differences. "This was sn exploratory study intended to p)

-

provide a data base on the attitudes af selected‘community

‘college instructors and administrators in British Columbia

at this time.



II STATEMENT OF THE PROBLEM

Owi{g to the diversity in the background char;cterisﬁics and
positions heldvﬁy the subjects, it was anticipated that
significant differences in the relationships between the six
variables would occ¢ur, There was an expectation that the
professional role orientation, professional behavior and
local—cosmopqlitan' orientation of university transfer and
career techn;cal instructors and administrators would be
stronger ‘than that of vocational instructors. On the other
hand, administrators and vocational instructors would show
greater inclination to an empl&yee,role orientation. It was
expected that all subject groups would demonstraté,high job
satisfaction; however, university transfer instructors would

rate lowér on career commitment. From the foregoing assump-

tions it was decided to test the following hypotheses:

HYPOTHESIS 1 -

Scores on the Professional Role Orientation Scale are posi-~
tively‘ and significantly related with scores on the Pro-
fessional Behavior Scale, the Job Satisfaction Scale and the

Local Cosmopolitan Orientation Scale,

4 o T A
) ﬂYPOTEESIS 11

Scores on the Employee Role Orientation Scale are positively
and significantly related with scores on the Job

Satisfaction Scale and the Career Commitment Scale.



HYPOTHESIS III

Scores on the Professional Role Orientation Scale are
negatively related with scores on the Eﬁployee Role Orienta-

<

tion Scale.

HYPOTHESIS IV

University transfer and career technical- instructors' -and
administrators' scoreé oﬂ3the Profess®onal Rolé Orienfation
Scale are sigéifican:ly different from the séores of voca-

tional instructors.

HYPOTHESIS V

Vocational instructors' and administrators' scores on the
Employee Role Orientation Scale are significantly different
from the scores of university transfer.and career technical

instructors.

HYPOTHESIS VI
Scores on the Professional Role Orientation Scale are pos-—
itively and significanily related to higher levelg of

education.

HYPOTHESIS VII

-Scores on the Employee Role Orientation scale are negatively

and significantly related to higher levels of education.



- III THE IMPORTANCE OF THE STUDY

The British Columbia community college system is the young-

eét member of the provincial éducation sSystem. Colleges

were founded on the recommendations contaihéd;fﬁ the MacDon-

ald'Réport on-Higher Education in British Columbia yhich was
released in 1962, It recommended the establishment of two-
year colleges offering universify transfer courses, techni-
éal and para-professional programs and adult aﬁd continuing
edﬁcation services,
Since 1962, the collegésrﬁave expandéd rapidly and adopted
personnel practices different from those of universities and
public schools. Because the college system 1is relatively
new, very little research about these institutions has been
undertaken. df the studies which have or are beiugrcar;?;d

out, only a very small number have focused on the employeés

working in these organizations.

College structures are evolving in a manner consistent with
the patterns noted by Robinson (1965) in pﬁblic schools.
Colleges as organizations are developing the typical charac-

teristics of a bureaucracy 1identified by Hall (1968):

hierarchical authority, division of labour, presence of

rules, procedural specifications, impersonality and techni-

cal competence, %



~
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In response to these pressures, college instructors have

'adapted mechanisms 1in an effort to resolve disputes and

fulfill some of their expectations. One of the initial and

still prevalent approaches has resulted in most college
. .

faculties béing certified és unions under the Labour Code of.

British Columbia.

The Labour Code enables college instructors to bargaiﬁ'for
rates of'pay, hours of work or other conditions of employ-

ment and to resolve impasses through the use of voluntary

arbitration or étrige/lockout (Doﬁﬁé;, 1982;. 7i;71977; tﬁé
Provincial Government introduced legislation in an attempt
to reduce adversarial conflicts within institutions. THe
new statute provided thrée personuel optigns: continuance

under the Labour Code; a process similar to that available

to teachers pursuant to the School Act; or the "Fair -

Comparison Hethod." This latter alternative was intended to-
provide for a more "professional” approach and included’
opportunities for faculties to participate in institutional

decision making.

None of the colleges with faculty certified under the Labour

Code have opted for the more professional alternative, Only

bl o

one instructor group has exercised its option under the Fair

Comparison Method ah&mtﬁlgm;ccurred‘in one of the 1last
colleges to be established. Mitchell, Kerchner, Erck and

Pryor (1981) in a major study on collective bargaining in

-



schools described various stages throhéﬁi'wﬁiéﬂmwéibioyeg—

employee groups pass as they adopt traditional labour-
management approaches. The provincial colleges have pro-
gressed beyond the first ("meet and confer”) generation and

#re well into -the second generation. This second gtage 1is

best identified as the adversarial épproach.co labour-v

management relations.

-

Mitchell et. al. (1981) suggested that the third phase is

beginning to develop in educational organizations which have

experienced collective bargainihg for éone time. 'They
indicatéd that in the final‘generation, collective égree-
ments willlbecoﬁe much more complex and provide,administratj
ors "a powerful management tool rather than merely a vehicle
fo; resolving organizational'conflict (p:183).' | Thus, 1in
-the more experienced organizations, it can be~expéctgd—£h&;

teacher or faculty associations will progress to more sub-

stantive matters rather than welfare issues. However,

little evidence exists in British Columbia colleges to

support such a conjecture.

The Collegés Faculties Federation of British Columbia, a

professionally oriented faculty organization, was abandoned

L g o
in 1978 following the proclamation of Bill 82: the College

and Institute Act. The Federation was replaced by the
College and Institute Educators Association whose primary

purpdse focused on welfare issues, In a discussion paper



'neﬁWiiidéi/fIbn4431 G‘éen (1977) notes: "The centralizing
and bureaucratizing of governnents,r college 1boafdé and
ndninistrations have changed the basis on which associations
have worked for faculty objectives -- professional and

personal (p.8)."

The militant activities of profes'sion‘ais in 'posti'se'c’o‘ndgr‘y""'“’""' e

institutions are no longer a rare occurrence, John Crispo

(1978) suggested that * ;he trend towards unionism is not

unnatural and ‘e s there are, clearly nany possible ad-
vantages to be derived by professors opting for the
collective bargaining route (p.i43).' Economic restraint,

tight budgets, austerity measures and cutbacks conflict

directly with wages, benefits and job security, the driving

Tmotives or causes of unionization (Kemerer -and- Baldridge -

1976).

In a recent publication, Naisbitt (1982) indicated that_'

society in general in facing a long and slow period of

econdmiq récovery. College employees are likely to continue

pursuing increased militancy and unionism in an attempt to

overcome current'realities. There 1is 1little evidence to

suggest or support the view that collective bargaining

structures in colleges will cease or decrease in inportance.



Friedson (1973) argued that the strengthening of profession-

éI”ﬁéfhs"ﬁi?’oniy occur through some forms of éonflict. The
older established free-professionals may be able to maintain
their status in‘the face of bur;éucrat;zation,'but the
profeséionalizingAéréuﬁs‘wﬁfch have evolved in‘the bowels of
buréaucracies&will have a much greater battle on their
haéds. The'strik; may wellrbé@used to increase “autonomy”

as much -as-for ' “compensation,” he -added.

ﬂCorwin's (1970) studies on militant teachers demonstrated a

réi;£1;£;;1;7 ﬁefgéénr i;ilig;ncy 7 and high Wbrofessional
orientations.. In his studieg,‘authority issues were
central to the conflicts. Hoy and Miskel (1978)‘agreed-w1tﬁb
»Corwin and stgted that "the cénflict is between érofeqsional
gxpértisé; énd_ autonomy”  and ;bureaucratic Aigcipline vaﬁd
,control,lp47])f; w Ip;igmhelieve¢_lhatwso§eriorm»of
raccomnodatiéﬁwrneeds to be found to émeliorate these con-
flicts.' Thé current adversarial structure can only serve to

detract from the goals of individuéls, organizations and

society in general.

The collective bargaining process, as the term "collective”

implies, does not address the needs of individuals or

groups., Mitchell et. al. (p.198) pointed out that both

‘union leaders and managers seek "a homogeneous set of work
rules for every one (158). ' Earlier in this chapter it was

noted that college faculfiéé are'composéd of differént 




~attributes, It 18 accepted that numerous elements can

' Iohal growth, co11egi§¥ égqlutiqn, and a,tef

. groups,which‘areﬂbelievedw;oWﬁossesS”divergent“uttitudes and =

influence employee attitudes inéluding the values; at;Ltudes'

and policy practices of college- administrators (Peters and

Waterman, 1982,7H1ntzberg3 1979). A clearer and better

informed opinion about college employees is believed necess-

ary if senior managers are to nurture and encourage profess-

mutual concern for excellence in teaching and learning.

=

Robinson (1978) suggested that a truly effective organiza~-

“t{6f must enjoy organizational health and one property of a

-

healthy organization is the efficient utilization of human
resources, Mintzberg (1973) also noted that "the key
purpose of the 'leader' role 1is to effect an integration

I

between individual needs and organiiatio#al goals (p.62)."

If this study can lead towards att1tg§ggm§pg;5§£ggggg;gn§”ﬁ”"‘

from college employeés which enables senior ménagers to

improve their knowledge about employee goals and aspirations

and thus provide for more effective use of human resources,
it will have made a contribution to better performance in

community colleges., *

IV DEFINITION OF TERMS

- - —In—keeping with the original recommendations of the MacDon-

ald Report (1962), thel colleges established programs anﬂ'

courses ‘in several program areas: university transfer,



this study.

. seventies followed a period of éxpansion JILJ:JJ&ALDJ.N—E} -

10

-

in career technical and vocational. - Because the .ecareer -

paths for instructors in each of these fields are

-digssimilar, definitions will help to clarify the pqrpose of

i
i
{2 . b

[

University Transfer Instructor

Dniversity transfer faculties in British Columbia colleges

Vﬁé}érdr&%ﬁiﬁfihg}il;‘g}omﬂfﬁe r#hk& of graduates of the

provincial university system. The late sixties -dearly

.ties. The employment opportunities for holders of graduaté

"egrees were Severéiy limited. The college provided a new

-

opportunity for employment -in a similar environment.  To

some, the community college was envisaged as a stepping

stone to a future university position. For many, 6wing to

by retrenchment during the latter pgrt of the seventies

college appointments developed a sense of permanency.

Career Technical Imstructor
Career technical programs were staffed from the ranks of

professional .bodies. = Accountants, lawyers, engineers,

' the rapid expansion of the college system which was followed =~

nurses and technologists became an important éegn§ﬁ1 of the

community college faculty. Ingtructors in these programs

. have completed extensive studies and most have been members

of one or more professional associations.



T

Vocationalflnstruﬁtor

Vocafional instructors were found predoninantlj in the ranks
of thé $lue collar vork‘fdrée. Most ingﬁructors received
1§§eir:trai;ing through épprenticeship progré-a,,voqationai\
sckbols and institutes of tecﬁnology; Fegl vocational
iuftructors have completed a universif} degree or have

teaching experience priqr'to jpihing'the college.

Adminiétrator

T e College administrators generally have backgrounds similar to

university transfer and career technical instructors. Many

instructors ‘with instructional responsibilities have been
promoted from the ranks of fa;ultzyhenbers. Others have

joined the 1institutions diiectly from industry or related-

government services. -

‘Individuals who wofk in large organizations bring with them

a set of values and attitudes. These attributes hay shift
/ﬂ .

{ ; : . :
in response to organizatifnal pressures, changing societal
needs, technological innovations and a myriad of other
factors. For the purposes of this study the six attitudinal

areas identified in the problem étafemgnt will be investi-

~— ——— gated, ~The sources for the instruments borrowed for this

"l - TY
e —— study are identified 1w Chapter 11l

b




?Epfeqé;oqa{bRolegOrientation |
Professipéal role orientation 1is a measure of qq’individ- A
ual's atfifyde about a proféssion. For the purpbsés‘of this
sEudy the:érientation is determined tﬁrough the use of a
Likert scale with éix diqeqsions of a profession: knowledge?'
professional association; pdbligvsefvice, self-regulation,
AsgﬁQe‘of.qalling>and autonomy. |

Professional Behavior

e fod fotl e e

certain tyﬁes of activities’which when considered collect-
ively gah acf as an index of prdfeésionallbehavior. The
aétivities used to measure professional behavior'inrthis
study were: amount of ppofeésional rea&ing, professional

association membership, conferences attended, journals

subscribed to and articleé published.

Local-Cosmopolitan Orientation

The local-cosmopolitan orientation is a measure of the
individual's inclination to either local or national issues:

The literature suggests " that pfdfessionals demonstrate a
qational, external and cosmopolitan aftitdde whereas non;

~—¢ : ——~——~m£eu4&na1—ef—kewpﬁfefﬁonai—peﬂwm—mmmrﬂﬂ——

- with l1ocal and internal matters.

-

Job Satisfaction

The term job satisfaction, as used in this study refers to a

-



=g

¥g§asure of the individual’'s attitude to his work. A Likert
scale 1is used'to identify the individual‘s opinion on a
yariéty of job facro:s which cbilectively are believed to

measure satisfaction.

-

v

Career Commitment |
Career coniitmgnt refers to the degree to which' a college .-
ehployee would continue~in his position versus altetnatives

in other educational and non-educational settings. Through
—~

-

the usé‘dfwé”fTVE’ffiﬁ'Qﬁéiffﬁﬁ;*iﬁfféctsﬂvéfé”féqﬁi?tﬁd’f5:”W‘fuﬁW"“f

indicate whether theyrwould continue, seek'alterﬁatives or

B »

A 14

quit their college ﬁbsitiop givg; a free choice. Choosing
to continuwe in their currentgipb feflectg:§_high degree of

commitment to their pdsition and career.

Employee Role Orientation

Employee role oriehtatiog is avméasure of an 1ndividual’s

-

éttituae towards his empioyef and organization; For‘ the
purposes of this stu@y, it identifies three di;ensiqns of _.an
employee: lsyalty to the administration, loyélty 'tq the
organization,‘and.acceptance‘of policies and proéedures. A

measure of the orientation is obtained through the use of a

Likert S_C*a"fff T N

Each of the six attitudinal areas or variables contained a

1

"wide variety of measures along the range of possibilities,.

High scores indicated a sirong presence of the attitude
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being assessed whereas a low 8score reflected absence of or

weak presence of the factor. Between the two extremes are a
myriad of scores which identified differént positions on the
. continuum between a weak or strong pTesence of a particg}ar
attitude. To limit the number of‘possible choices along

this‘continuum,fthree divisions were-defined. The topvthird

of the scores were assigned a rating of “high'" the bth\?

third ﬁere’calied "low” and the middle third were referrﬁdr

to as "moderate.” For the purposes of this study all scores

were treated as high, moderate or low.
AN

g V OVERVIEW OF THE STUDY

+

The first chapter stated the problem and provided arguments

to support the importance of the study. The hypotheses to:

be tested are expressed and the terms used throughout the
study have been defined. Chapter IT will provide a review

of\the literature and other research reievant'to thig study.
Ch:pter‘III,will describe the research methodology and data
coliection used in the study. The reporting, anaiysis and
discussion of the findings will be covered 1in Chao\er 1Iv.

Chapter V will summarize the findings and focus on the

l

conclusions and implications to be- tudy.

}f‘f
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CHAPTER II S
REVIEW OF THE LITERATURE
I  INTRODUCTION

A great deal haé been written on attitudes and traité of
individuals and their relationships to orgahizatioﬁal
settings and structures. This literatur; review will focus
separately on each of the six variables fo be examinedf

professional role orientation, professional behavior,

employee role orientation, local-cosmopolitan orientation,

Py

r

job satisfaction ahd career commitment. The material and re-
/

-

search stu@ies perused were selected because of their
applicability to educational institutions and theif suitabil-
ity for diversified groups such as college employees. The
review is not exhaustive but should provide tﬁe réader with
sufficient 1information to wunderstand the concépts being
discussed and support the purposg/ﬂﬁﬂf conclusions ggvthis

(,;%
study. g

II PROFESSIONAL ROLE ORIENTATION
4 - ] . e

The underlying philosophy of the evolving British Columbia

community cbllege system is one of program comprehensiveness.

3
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Educational  and occupafipnal services may vary from nﬁivpr—
sity level instruction and pre-empioymeqt training to per-
sonal development through general interest énd recreational
classes., Owing to this feature of 'comprehensiveness, in-
structors and administrators constitute ﬁeterogeneous groups.
In some céllgges, two unions serve as bargaining agents fo;
instructors and this/cleavage has discouraged the Aevélopm;nt
of a common professional association for college faculties.
Because of thelr newness and the inherent differences amongst
their employees, colleges and their employees have not had
time to develop traditions or commonrpractices. The recent
establishment of community colléges has not permitted the
development of a community of professionals amongst the

employee groups (Goode, 1957).

The term “professional”™ suggests a myriad of meaﬁings. It
could refer to a member of an established profession such as
medicine or law, an actor, athlete, sale;man, teacher, or a
host of similar individuals. A "professional”™ can exist in
the eye of the beholder. Or, a "professional”™ could be de-

fined through a "complex of characteristics”™ as claimed by

Carr-Saunders and Wilson (1960). "Professional™ 1in a

community college context carries with it a special connota-

tioen.

Goode (1960) noted that a professional participates in a

g;oup which determines its own educational and training
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requirements and that a professional undergoes a lengthy

socialization process. The professiondl has some form of
legal licensure which has been determined and granted through
his professional association. The pr;fessional usually
enjoys a higher 1level of socio-economic sfatus. The
professional 1is judged by his peers and is not subject to
control by others. He ié guided by an exacting che of
ethics. He develops strong ties with the profession and
often remains a part of it thrqgghogt h}s workipg life, féb
final traits included by Goode (1960) are a lengthy §pééféf?”"
ized training process and a high sgrvice orientation to.fhe
client, Wilensky (1960)‘argues that many of the character-
istics described by Goode (1960) can also apply to individ-
uals who may not be considered professionals. He prefers to
distinguish a professional through the elements of expertise
and knowledge aﬁd the adhe?ence to professional norms which
indludes a strong service commitment to the client. Gouldner
(1957) adds a further dimension by introducing the concept of .
an external orieg;ation "which he 'called 'cosmopélitaﬂ.f ‘J/
Lieberman (1960) noted additional characteristics including

acceptance of broad personal fesponsibility for actions and a

comprehensive self-governing organization,

=

VThe definition of a pfefeﬂsiﬁﬂtl iﬁ~anm&%oiattd*tvnttxt/ts“*‘*“*
relatively stfaightforward. Since many professionals work in
large organizations, an examination of institutional settings

1s important, The literature on professionals employed 1in
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large organizatiogai,ﬁngggﬂlﬁ, the existence of conflicts
-bétween professionals and bureaucratic organizations. 'Scptt
(1966) identifiep four areas of role conflict Dbetween
ﬁrofessionals and  bureaucracies - rules, standards,

supervision and organizational loyalty. "The most important

factpr which creates these problems is that bureaucr?tic
otganizations represent a struc;ure of authority in which
decigions are made at the top (Pavalko, 1971:183)." The
professional is a highly educated and trained individual and
has acquired the competencies which enable him to make de-
cisions and berform complex tasks. In a major study on

scientists in industry Korqhauser (1063) suggested there are

"built-in strains between bureaucracies and professions

=
” E

(p.12)." These differences occur because the organization
sets goals, controls and incentives for professiohals‘which
may be>different than the goals and objectives of the pro-

fession.

Although some problems exist between professionals and
organizations, several authors have suggested reasonable
accommodations. Coleman (1972), writing on organizational

effectiveness, added that involvinﬁforganization members in

setting (organization) goals .1s particularly desirable when
they are professionals. Corwin fT?TﬁT}”Hftér”exsznfngfg
militant behavior in the school system, suggested Jthat in-
creasing thg teacher's professional authority, paf icipation

in %ecision making and role in evaluation and providing for a

'R
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dual system of bureaucratic and professional authority will

help to reduce the inherent conflicts between professional
needs and drganizatiodﬁl stan%ards. Hoy aﬁd Miskel (1978)
added that conflict 1is probaﬁiyk inevitable unless the
organization provides suppoft for professional expertise and

autonomy. As noted in Chapter I (p:4), colleges are buréau-

cratic organizations and consideration must be givén ;éwthgwkwf

amelioration of potential clashes with employees.

-

In a major study on. teacher professionalism, Corwin (1970)

«

developed a :‘professional role orientation scale to measure
thevattitudes of teachers, The scale 1identified items on
client orientation, colleague brientﬁtion, monopoly of
knovledée.‘aﬁd; déclsioﬁ-making.’ In  sépa§§te 'ana later
studies, Robinson (1965) a,dﬁH;ynykﬂSl?ﬁQ)rmod;fieqrapﬂ
adapted Corwin's model. In the latfer study, Hrynyk devel-
oped a five dimensional m09e1 of a prbfession which included:

o

. v
knowledge, service, organization, colledgue and autonomy.
Hall (1968), in a manner similar to Corwin and Hrynyk
produced a model to measure each of five attitudes of pro-

fesgsionalism: wuse of the professional organization as a

major referent, belief. in public service, belief in self’

regulation, sense of calling to the field, and a feeling of

autonomy. Unlike Corwim and Hrynyk, Hall used his scale with

different occupational groupings, a major consideration for

this study.
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The literggure”gg,profegsiongiwcharaeteristics supports the

~

dimensions identified by' Corwin and Hall, The dimensions

described provide a definfttion on professionalism which: could

apply to the heterogeneous setting of a’eqmmunity cqilege.
The approaches developed by Corwin and ﬁall seemed adaptable
to the purposes of this study. The five attributes of a pre—‘
fessional listed by a;i} ~and the knowiedge dimension

specified by Corwin and adapted by Hrynyk were 1included 1in

T

the professional role oriente&idn scale used in this stud}.

The 1tems from thelr scale ﬁé??ffb?fﬁﬁE&mfﬁfmtﬁii;?fudy“xnd’"‘““ﬂf*

are further discussed in Chapter III.
III PROFESSIONAL BEHAVIOR

The characteristics and attributes of professionals afe
A exhibited in a variety of behaviors. Scott (1965) wrote that
"individual p;ofessionals are expected to be highly skilled
and motivated ani/gg ﬁave internalized professional norms so
that 1little external surveillance is required (p.66).~
Wiienskyr(1964) concurred‘and'noted the importance for the
practitioner to ;do- technieally _competent, high quality
work (p;IAO).' 'Formuiating a code of ethics,rfounding a
’"pTUfEBfiUnHT*aHUUCthibhj”pTUHUTgItiHE‘fHVUTHﬁiE‘iEgiBiﬁtiﬁnT““““;
esfa%%isﬁiagffﬂffieﬁiﬁnffﬁf—pfsfessisﬁai—%faiﬁiﬁg——wfisi&g———————————
articles and making protests”™ are activities pursued by

‘professionals, noted Goode (1961:309). Kornhauser (1963) ¢

suggested that. a strong professional orientation can be



-3

societies. In his study on)écientists in industty,,he‘c9n4};

cluded that "first-rate industrial research organizatioms

encodrage and support time off for attendance at professional

meetings, payment of ﬁrofessional dues, further professional

~training.and publishing (p,156).” "These incentives Qeip’

(1969) devised an index to measure the degree of commitment

to professional associations; Their index included memberf

' maintain a high level of professionalism. Haug and Sussman

ship in'ééébéfz?isﬁs;faff?ﬁigﬁgg?gffmééfihgs and journal
readership.

' s
In his study on teacher profeébionalism, Corwin V(1970)
developed a professional behavior-scale. The scale he

years of

;onsthcted includea ViFtFFY1€V””9953t}°P? ~on:
'college completed, highest degree édrned,’ tyﬁe cof college
attended, amount of professional réading, ﬁc@ivify 1;
pfofess}onal asgsociations, workshopé or conferences ;ttendeéi
journals subcribed to, articles published ang employment
statu#. Alfhough the correlations» between professional
beha&ior and professional | role orientation were ,not

consistent at all levels, Corwin found that subjects with a

'ﬁfgh”pfb?iiéional role orientation also exhibited higher

professional behavior, Owing to a questionnaire rather than

interview approach for this study only five items were used

to elicit information on the Vprofessional behaviox: of the -
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ngéiggtﬁjwfigggﬂ}tens7borroved were: hours devoted to pro-

fessional reading, activity 1in professional organizations,
attendance at~con£erences, purchases of professional jourﬁals

and érticles;published.
IV EMPLOYEE ROLE ORIENTATION

Colleges are complex bureaucratic organizations, As noted

earlier (P 4), bureaucracies exemplify rules, regulations,

'”“f?fveeéﬁfes;”eeﬁtfs¥fz&tfaﬁi<fpEef&%fzat%ﬁﬁ:fﬁ&f%uvfrfﬁﬁff%ﬂmkw

;?authoritative relftionships (Pavalké, 1971, -Morrissey and:
'Gillespie, 1975, Corwin, 1961, 1965, Hall, 1968). Arnajor
charactéristic of a good employe% is his willingness to. be
subjécted to the sttucture'and'contgnt of a bureaucracy.

- Lieberman (1960) contrasted professionals and organizational

1 employees. ~"“Professionals,” he noted "seek freedom of action

and judgement, they must be able to act individually and

independently (p.2-3)." Employees on the other Rjgi\iit in
line with the organization's rules and regulations and with

the approval of their éﬁpervisdr. Corwin (1975) adds "that
schools'vhich rely on rules also rely upon close suéervision

(p.139)."

9.

e <

fessional role orientations have been reported by Hall. 1In a

study including several occupational groups (medicine, law,

e




' teachers, nurses, accountants, teachers, stockbrokers,

engineefs(and pgrsonﬂel managers) he found few positive

correlations between professional aﬁd,.employee attributes,
Sevefgl df'the—correla;ionsAwefergighificantly negative, In
his study on militant professionals, Cbrwin<(1970) équirméd

that teachers with high employéé\g;i&&tations tended to have

less conflicts with their supervisors. than a}drchéjpjchggegj_yuw

parts who held high professional orientations.

r

Ore response to bureaucratization has been the, development of

"professional” unions. A research study commissioned by the
American Association for Higher Education concluded that
faculty unionization has grown and will continue to increase

(Blackbu;n, 1971). Kornhauser (1963) noted that "a pro union

orienta;§on reflects a tgndenty to think in terms df,???}?!iﬁ,m,W”ﬂ,“w

status (p.108)." Haug and Sﬁssman (1973) found that there 1is
an “inverse relationship between favouringl unionism and a
professional roie image (p.95)." They also concluded that
unionism was also favoured by those who held a low commitment
to professional association'activities. While there are
other determinants and causes which lead to faculty unionism

(Kemerer and Baldridge,. 1973, Crispo, 1978, Jung and Liu,

2

1982, Ryor, 1978) the employee role orientation of faculty

a&xﬂmappﬁars*uvﬂnr1rfuccor.

k)
The divergence of instructor backgrounds found in community

colleges and the evidence which indicates that conflict
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exists between professional and bureaucratic norms, and that
em loyee centered faculty may be biased towards  unions
.C;€;;;::§ an examin;f;on of,the‘employeé rqle’orientatioﬁ as
use& in this study. Thevemployee ;olé orientation scale

'ébnsﬁ;ucted by Corwiﬁ (1970) waé used forvthis study. The’

items bortowed'from his scale are discussed in Chapter III.

V LOCAL-COSMOPOLITAN ORIENTATION

4

Since the initial work by Merton (1957) on reference group -

theory and the concept of a local-cosmopolitan orientation,
several studies have been undertaken to refine the ;onstruct.
Merton found that locals tended to be more parochial in their
viewpoints, they tended to readfiocal father than national
news,rghéy uspally”have }};¢q”;ongepi}prﬁhercqpqgﬁigyrand
fthey participated n;te in community organizafions and service
clubs., Cosmopolitans on the other hand, tended to read more
magazines and about wofld news, they were usually new members
of the community and have lived in more communities in
various parts of the country. ihey have joined professional

societies or organizations where they could apply their

expe}tise and knowledge. ~

Iﬁ'éﬁ'éfudy'bt college faculty members, Gouldner (195/)
corroborated the findings of Merton. He found that cosmo-

politans desired less teaching responsibilities in order to
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purane,xeaeanehﬂaid”w:itiegT~theip~jebsufefe—he%ieve&—%eerg%*gggffﬁ
satisfying 1f they coeld not pursue reseerch? they tende& to
feel that there were fewer professional contacts on cempus,“
they had or were working on their Ph.D's, they had published
mere, they showed less organizational onalty,;they knew
' fewerJCOlleagues'on canpgs; ttey supperted the local chapter
of tﬁe AAUP, they sought intellectual’stimulatipn_elsewherewlﬂ,,”,

and their salaries were unfortunately low. In—contrast

o

Gouldner found that Lgcals exhik&ted _a tendency to be more

1nf1uential, they were predisposed to rules and regulations
and they were more 1;kely to be sociable’ with both groups’but'
favoured locéls.} Through the tse of - factor analysis,
Gouldner identified four tyées of localsvend two types of
cosmopoiitans tpus laying the groundworgjfﬁr%; "continuun“ in

the local-cosmopolitan ofientation.

/N

Goldberg, Baker and Rubenstein (1966) examined the multi-

dimensional nature of théﬂlocal—coSmoﬁoliten construct. 1In a
T
~E

study carried out in a, research and development laboratory,

,r

they found that the local oriented items "increase my chance
for a promotion” and “preferences of ﬁﬁy manager oOr

superiors,”™ correlated higﬁl?erwith "ceéhopolitan" items.
They concluded that indizgduals in professional organizations”

-_m

may unot fdentify " cIearIy with either one. or the other

dimension, but that they may in fact seek gratification‘fron

both the profession and the organization.

-
R —



28

In a study of British Columbia teachers, 'Branscombe (1969)

et tre e 22

attemptgd to identify the local—cosmopolitén orientation on
both a dichotomous - and coﬁtinuqus basis. He found, K that the
continuum approach was more sensitive té correlation tests
than the dichotomy appfoach. His findings showed that
cosﬁ%?olitans were gignificantly more colleague-oriented and
autonomy—minded than lqcals and that 1locals were 7515'

nificantly‘more service oriented thah cosmopolitans. In a

review of thé~literature on the local-cosmopolitan construct

Grimes and Berger (I%}O) produced a table to iIlustrate the

taxonomies developed by Gouldher,(1957), vKornhauser,(1963),
Blau and Scott, (1962) and Filley and House, (1969).' Their
summaries’suggested that individuals with neither a “pure”
local nor <cosmopolitan orientation exhibited a strong
tendency to both professional and organizational goals or
'attribuées.
. . “

Following a study on faculty participation in policy making
in a Dutch University, Lammers (1974) provided some insights
which supported the use of a continuum approach, He found
ttrat the locals tended to be both liberal and cosmopolitan in

their professional behaviour, that the cosmopolitans'tended

to be less mobile than expected, that the cosmopolitans

particjipated quite frequently in policy making and that the
younger -faculty, primarily in the social sciences tended to

be more cosmopolitan. Lammers suggested that only the pure

~ RN




cosnoynlitans[aadhpuPe'L&e&Lsm%eﬁ&éQiiv*bthavt‘fU‘t’pre-v
dictable fashion. He defined the pure cosmopolitans as

facplty with a pure research orientation in the natural

’
I
~—

sciences and applied fields. The pure locals were old senior
faculty members with a rather meagre professional record.
Many faculty members who  took an' active role in the affairs

\ - - - - -
e b
of the uaiversity and their discipline manifested both local .. ——-
bl ' v

v

and cosmopolitan orientations.

In a later study, Goldberéj(i§75) gbﬁghthzbidémonstf;;e

"that an orientation which combines both cogmopolitan and

local reference groups may be more compatible with the values

and behavior considered important to professionalism than a
solely cosmopolitan orientation (332)." Goldberg concluded

that individuals with a mixed cosmopolitaprocal,qrigntationmw,;ﬂﬁw,
indicated a higher ©professional orientation than “pure” |
cosmopolitans. Locals were found to be more oriented to the
organization than either the cosmopolitan-lo6cals or thg
cosmopolitans. The ~cosmopolitan-locals tended to have
greater job satisfaction than cosmopolitans and locals, The
cosmopolitan-locals reported greater freedom or autonomy and

.

polic; making influence than cosmopolitans or locals, The

cosmopolitan-locals exhibited greater professional behavior

through membership In professional associations, attendance
at professional meetings and conferences and professional

reading than did cosmopolitans. Goldberg suggested that a



'

cosmopolitan-local orientation 1is essential to profession-

alism. Without some commitment and support to the organiza-

tion, access to the resources necessary to professional
= [

'

growtﬁ may be more difficult to achieve. The literature
suggests that neither a “pure” local or <cosmopolitan
orientation is preferred. Individuals who manifest both
a;tributes are likely to Pe the more professional, successful

-

and satisffed employees.

-

b

Sinece most qf the studies menti;ﬁed have focused on ﬁ%divi—
duals who are generally accepted as professionalé in lheir
.chosen Tields, an investigation of college employees on thi;
orientation may provide ?dditional insights. The lack of
commonality between the various groups in c&mmunity colleges
b’maé:shed some light on the importance ;f the construct and
the influence 6f tﬁe organization on the local-cosmopolitanr
orientation. To determine the orientation of college pro-
fessionals on this dimension of professionalism Brunbaugh's

(1963) adaptation of Sutthoff's scale was used for this

study.
VI JOB SATISFACTION

The need to assess the satisfaction of college employees is
Py

tied to the belief that satisfied employees will be more

effective in the performance of their jobs (Robinson, 1978).



31

LY

In a hationmal survey of higher education faculty, Baldridge

et.al. (1978) confined their assessment of job satisfaction
to contentment with four job factors: salary, worklo;d;
adequacy of .office and student competence. Wiliie and
Stecklein (1982), 1in a longitudinal study of Minnesota
faculty included job satisfaction items such as working with
collegé 4students, workiné with colleagues énd associates,
intelleéfual stimulation and reiationships with administra-
tion injaddition to working condition?; These studies
adopted in part - the theoretical construct- of Herzberg,
Mausner and Snyderman (1959).

Herzberg, Mausner and Snyderman‘(l959) attempfedlpo identify
the factors responsible for satisfaction or dissatisfaction.
They developed a two-factor theory which suggested that the
preseﬁce of certain variables called motivators (acﬁievement,
recognition, advancement) provided satisfaction and the
absence of other variables named hygienes (poliéies, working
~condi§ibns, supervision, salary) contributed to dissatis-
fﬁction.; Lahi}i and Srivastva (1967) in a later study
concluded that the mo?f{;tors and hygienes identified by

Herzberg et.,al. could both be the sources of satisfaction.

Individuals in higher level jobs (managerial, professional

«+.) may derive more satisfaction from the hygienes than the.

motivators., The basis for this premise is that higher level
jobs are of a higher social status and thus the motizipvnb

are not as significant, ~—

%
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An earlier study by Friedlander (1964) s;milafly concluded
that satisfiers (motivators) and dissatisfiers (hyéienes)
could contribute to both satisfaction and dissatisfaction:\
The results of a  research prgject by Wernimont (1966)1
supporged the conclusions of Friedlander. Hubin and Smith
(1967) 1in a separate study$of'670 subjects summarized that
"no evidence was found which would support the argument that
satisfaction and dissatisfaction are qualitatively differe;t

(401)." They suggested that the traditional model of job

satisfaction is more appropriate than the two-factor theory.

Although the literature is not conclusive about the

Vreliability and validity of the two-factor model, a sufvey

instrument developed by Brayfield and Rotﬁe (1951) seemed
more appropriate for this study. The approach assumed that _
job satisfaction could be inférred from the ftndividual's
attitude towards his work, a concept consistent with othe;
scales used in this-résearch projéct. In developing the
scale, the authors ;;plied the following‘criteria: it should
produce a general rather than speéific measure, it sﬁOuld

apply to different jobs, it should reflect differences 1in,

attitude and it should be reliable and valid.

1
E 4

Y

Brayfield and Rothe coqfirmed the reliability and validity of
the scale with differing populations. A major assumption in

this study 1is that college employees are heterogeneous and a

job satisfaction scale which maintained consistency with



o
Wk

33

diversified groups was a major consideration. The model

developed by Brayfield and Rothe could thus be used with

greater confidence,

VII CAREER COMMITMENT
) A\
A comgonly held assumption about many university transfer
instructors is that they selected a college career as an

interim job until a position in a university‘could be

attained. Eckert and Stecklein (1959) found that only a few

individuals had planned a college teaching career, many had
just drifted 1into the position. Despiteﬂ this chanqe
happening, most faculty members iﬁdicated satisféction with
their career .choice. In a2 more recent study with the same
population,vWiilie and Stecklein (1982) confirmed that the
degree of career commitment held by Minnesota fécultyrmembers
had remained fairly stable over the past 30 years.//zohen and

Friedlander (1980) after reviewing three survefg nducted

' ~— ' ) ' :
between 1975 and 1978 found that recently, more college
faculty are not aspiring to senior higher education

institutions than was the case in the former studies. Many

college managers believe that vocational instructors view

college teaching as desirable and as a career peak._ _An ._

examination of their af}itudeg as well as that of other

employees may help to confirﬁ the changes noted in the above

mentioned studies.



commitment. Corwin (1970) included a monetary incentive in

34
.\

Different methods have been developed to measure career

e

¥ : .
his employee behavior index to measure commitment to

position. ﬁaldridge et, al. (1978) assessed institutional
identification by noting the individugl's degree of
commitment to his job 1iIn relation to bétter or coméarable
jobs. Branscombe (1969) 1in his survey of school tegchers
employed a question devisgd by Presthus4(1962) to determihe

the degree of commitment held by an individual to His career.

Subjects were asked to choose from a number of {ifernatimes
7

if they inherited enough money to live comforfably. Included’

among the options were the choices to cont;nﬁe'as a college

4 -

employee | seek an appointment in an university. . “Since many

as an interim

:

individuals believed that a college position w

1

‘occupation and a steppfgg)stonet;/a univergity job, the

P L
question was deemed quite appropriate for.this study.“

a

\

VIII SUMMARY

-

A primary purpose of this study was to develop a data base on

-

the characteristics of college professional employees, The

literature reviewed suggested that an examination of college

employees can focus on a wide variety of traits, attitudes

and dimensions. The various factors included in :hipfpgggz

®

have been used 1in many studies and should provide valuable

e
insights about college employees.
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In addition to the idﬂﬂtificat}onfﬂfwtraits;—attitv&ﬁ&—an&f4‘4‘**

dimensions, the relationships between these factors can

supply meaningful information regarding the management of

college e?:?oyees. Community colleges are complex
1 structures and a better‘underst%nd&ng of the

organizatio

expectations and attitudes of those who work within these
&eveloping bureaucracies 1is deemed essential to their

satisfactory evolution.

-
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CHAPTER III

RESEARCH METHODOLOGY AND DATA COLLECTION

INTRODUCTION
In order to provide a body of information on college
employees and to test the hypothes?s proposed an omnibus
questionnaire w&s developed. The questionnaire included

items on personal and educational background, professional

orientation, professional behaviour, employee orientation,

local cosmopolitan orientation, career commitment and job,

satisfaction. - Each of the aforementioned groups of items

were extracted from other studies.
Ti PERSONAL AND EDUCATION DATA

The questions on this .section of the questionnaire were
constructed to parallel partially the annual information on
- college employees collected by the Ministry of ?&tiétion.

Generalizationé might thus be established to other settings

should personal data correlate directly with any of the

various indices. The personal data collected was to elicit

the following information: sex, marifﬁl étQZus,rbresent



position, academic and professional training lace of
post-secondary .training, jears as a college employee, years .
with present college, age, and the number of institutions for

a

which the éhpldyee had worked.
’ b

IIT PROFESSIONAL ROLE ORIENTATION SCALE

The professional role orientation scale for Ehis study’ was

developed from studies conducted by Hall (1968) and Corwin

(1970). - Because college emploéées"éré "drawn .from a
diver%;fied population and Hall's instrument was not dirécted
to a specifi;d group {(such as publié school teachers as 1in
Corwin's study) the Hall instrument as modified and validated
by Snizek (1972) was used. }he knowledge dimension
identified by Hrynyk (1966) was also included to measure this

dimension.

Each subject was asked to indicate their attitude towards
each item through the use of a Likert-type scale. The five
possible responses for each item varied from strongly agree

to strongly disagree. Responses were assigned a value from 5

for "strongly agree”™ to ! for "strongly disagree”. A score -

of 5 indicated a high orientation to the dimension aud!a

professional role orientation whereas a score of 1 indicated

a weak orientation to the dimension and a professional role
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orientation. Each item was givenm a value of one to five on a
Likert—-type scale dependiqg on the responserof the subject.
’A professional role orientation score was developed §§“§nﬁm—
ing the scores of the items after correcting the negatively

stated items. The range for the professional rolé orienta-

tion scale was fromg30 to 150.

Hall (1968) developed his questionnaire with 328 subjects.
Each scale, according to analysis conducted by Hall, attained
a reliability of .80 or higher using the split-half method
with the Spearman-Brown correction formula, Using the
questionnaire developed by Hall, Snizek (1972) collected data
from 566 engineers. He then completed a combined factor
-analysis of his data and that collected by Hall. The factor
analysis indicate& that most itemsv did cluster around the
dimensions developed by Hall (1968). Hyrnyk (1966) confirmed
the reliability ad validity of the knowledge dimension- as

' used in this study.

Haf{T: original instrument contained 50 items, ten for each
‘attitude., Snizek reassessed the instrument and identified
through factor anmalysis that within each dimensign, some
items correlated better with the dimension being examined.
He also demonstrated ‘that by reducing the number of items to
the/{}vﬁ best for ea;h dimension, reliability was not sign-
ificantly affected. The items used for this study from the:

Hall instrument were limited to the items recommended by
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Snizek (1972).
Some minor changes were made to the items with the exception
of modification of terms, to phraseo%ogy which it ,ggsvﬁ

éonsidered might be more appropriate to'éollege employees.
IV PROFESSIONAL BEHAVIOUR SCALE

The following information was collected to provide a scale on
professiopal behaviogr: hours per week devotéd to pro-
fessional reading, activity in professional, organizations,
attendance at worksh@ps or conferences, subscriptions or
purchases of professional jﬁurnais ;nd number of articles
published. Each itemtincluded three possible responses whiéﬁ
were assigned a value from three to one. The value 3 was
glven for responses which indicated greaterAprofeesional
activities such as reading more articleé; attending more
conferences, subscribing to more johrnals, publishing more
,érticles and being an officer of a professionai organization.
Lower values (2 or 1) were assigned to respdnses which
indicated smaller degrees of involvement. A prsféssional

behavior score was determined for each subject by summing the

.,
A

vaiues assigned for each item. The s8core for the pro-
fessional behaviour scale ranged from 5 to 15. A high score
would indicate that the subject manifested a higher level of

professional behavior than an individuél with a lower score,
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Corwin's (1970) sample included 1500 -8ubjects and his
analysis of the professional behavior scale 1indicated ad-

equate. correlations with higher professional role orienta-

tiens.

V  EMPLOYEE ROLE ORIENTATION SCALE

o
A

"The items for the employee role orientation scale were sel-

ected from Corwin's (1970) study. The dimensions included in

the employee role orientation scale were: administration

orientation, loyalty to the organization, and policies and

procedures orientation.

No major changes -were made to the items with the exception of
the modification of terms and phraseology which it was
considered might better reflect the correct intent to college

empldzges.

Each item was given a value of one to five on a Likert-type

scale using the same criteria defined fdglthe professional

.,

role orientation items. Similar to the professional Trole
orientation scale a score for the employee role orientation

was determined by summing the totals for each item. A high

score would indicate that the subject possessed the attitudes

and values of a good employee as defined in Chapter 11, Tﬁe

\\)

Wity e v b
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range for the employee role orientation scale was from I5 to

75. o :

The employee role orientation items developed by Corwin
(1970) were employed witﬁ some 1500gsubjects. The cenreeted
split half reliabiEi;y of the scale and subscale items pos-
sessed r, valees rénging from .80 - .84 which was considered

adequate for this study.

VI LeCAL COSMOPOLITAN SCALE

The local-cosmopolitan orientation scale used 1in thisAstudy
was taken from an empirical study undertaken by Branscombe
(19695. In the study Branscombe  applied Sutthoff's three
item ;eale as revised by Brumbaugh. Sutthoff (1960)
developed the scale to differentiate locals and cosmopolitane
in a group of P.T.A. members and Brumﬁaugh (1963) altered the

" wording to employ the scale with teachers. No alterations

were made to the scale for the purposes of this study.

To differentiate between locals and cosmopolitans, different
values were assigned to the local and national or external
items. The range for the scale varied from 3 to 8 with the

lower value representing individuals with a local orientation
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and higher values representing?individuals with a cosmopol-

itan orientation. Subjects with a low score :Zuld be defined
as locals whereas a higher score would indicate a cosmopol-
itan orientation. Middle scores would sBuggest the subject
held both local and cosmopolitan orientations. The
reliability and validity of” the scale was demonstrated by
Brumbaugh (1963). He “"reported that the reproducibillity
"coefficient was found to be .927, the scalability (itemj was

.764 and the scalability (individual) was .654 (Branscombe

1969:31)."

VII JOB SATISFACTION SCALE

;

i

The job satisfaction scale was consistent with the approach
‘'used in the professional role'oragntation and employee role
orientation scales, Subjects were asked to state tﬂeir
degree of agreement with each item. Responses which strongly
agreed with the statement were assigned a value of 5 while
the value of 1 was assigned if the subject strongly disagreed
with the item. After’correcting for negative items, a job
satisfaction score for each subjéct was determined by summing
the values assigned for each response. The higher scores

indicated a greater degree of satisfaction than lower scores.

The possible range for the job satisfaction scale varied from

18 to 90.\6?
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Brayfield and’ﬁothe }I951) confirmed the re}fabi%i%yfand
validity of the scale with differing populations. The
questionnafre was administered to 231 Subjeéts. An odd-even
product moment reliability coefficient by the Spearman-Brown

formula provided an r = ,87. In a second test, 91 subjécts

completed both the Brayfield and Rothe questionnaire and one

developed by Hoppock twenty years earlier. The product

moment correlation between the two scales was .92, thus
confirming the reliability and validity of the scale used in

this study.

Since the subjects in this study were drawn from several
occupational groups, the Brayfield-Rothe job satisfaction

scale was deemed appropriate for the intended purposes. It

had been administered successfully to both professional and

non~professional subjects with acceptable reliability.
VIII CAREER COHHITHENT

The item used in this study to determine the degree of
commitment held by an individual to his career was devised

and validated by Presthus (1962). Subjects were asked to

choose one alternative from a choiceﬁgf}%i;é 1f tBZ; in-

herited-enoughimoney to live coifdrtabli.quhcﬁféTEEfnati?Ei

was assigned a different value which reflected the level of

commitment the subject had to his position. The possible
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range of values for the career commitment scale was from one

for the response "retire” to five for the response "continue

in your present position.” A low score would indicate low.

commitment to a college position whereas a score of five

would ingicate greater commitment to a college position.

IX PILOT TEST

Approximately 30 draft questionnaires were circulated among
college employees in two Lower HainlandLeancdhver colleges.
The "pilot tgst" subjects were asked to complete the
questionnaire and to comment on the length of the omnibus
instrument, clarity of instructions, ambiguous or poorly
worded items, and items which they considered sensitive.
Many of the recommendations received were incorporat¢d in the
final draft of the survey. A frequency diétribution was
manually tabulated to ensure that the items did discriminate

between respondents.

A revised draft was submitted for review to L. LaRocque and
J. Leung, Simon Fraser University, Faculty of Education.

Further minor wording changes were included along with a

the survey. ' S S o



X THE POPULATION AND SAMPLE .
Thé population for the study consisted of all full-time
instructors and administrators in four interior British
Colunbia'connunity'colleges. The four institutions ﬁere

selected because of similarities, All have a comprehensive

curriculum and a core campus dévelopnent, are of sinilg§“H 

size, and were established 'by 1970. The survey was

circulated to full-time instructors, counsellors, librarians

and administrators.
XI COLLECTION OF DATA

Senior administrators in each college provided the question-
naire to full-ti;e personnel within their ;espepgiyg ;qf
stitution. A stamped, addressed enveloﬁe was included for
convenience of return. Two weeks later a follow-up letter

was forwarded to all personffel in the sample (Appendix B).

A total of 324 questionnaires were returned (52 percent). Of
the returned questionnaires, 9 were discarded because they

were incomplete. Thus, 315 surveys (50.6 percent) were used

for the study;

The circulation of the gquestionnaires within each institution

by a senior administrator may have contributed to the low
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response rate. Several of the items assessed the attitudes

of individuals towards the administration and the organiza-
tion and this may have discouraged greater participatioﬁ.‘
However, the ratio of questionnaires returneq by the various
types of enpioyees compared favourably with the total sanpie
and the highest return rate came from an instiéution whose
employees were quite faniliariwith the agthor\of this study.
Tﬁese facts suggest that the low responsé rate was probablf
due 'to factors external to the duestionnaire and help to
ensure the generalizability of the data gna  its analysis.
The use of a neutral and trusted third party to distribute
the questionnaires would have overcome this possible
difficulty. Such a téchnique 1s recommended. for future

research in this area.

XII1 COMPUTER ANALYSIS

-~

- -

»

The responses on each questionnaire were trans{:rred to J;M
cards. The 'keypuncheﬁ information wés read ;nd verified.
The data was transferred to an IBM disc for analysis using
SPSS (Statistical Package for the Social Sciences)._'OWIng to
geographic 1isolation from Simon Fraser University, the IBM S
file was also transferred to a DEC VAX 750 for analysis using

5€S5S, an interactive and conversational form of SPSS., - - -
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Analyses Completed

N R

Frequency distributions and cross tabulations were undértgfgﬁ
for all items to help explain certain variations in the
analyses of the data. Pearson pr duct-moment correlations
wére conpieted to determine the Qegr, and direction of the
associations Dbetween ithe six variables and between fhe
'variableg and certain personal data. A factor analysis of
the questionnaire was performed to ensure that the
instruments selécted and altered would perform as expected.

Beéore discussing the analyses completed, ﬁn overview of thg
aﬁproachrused to aggregate the data is necessary. The total
scores for the professional role korientation, professional
behavior, local-cosmopolitan orientation, job satisfaction,
career commitment and employee role orientation were
determined. Frequency diégributions for these totals were
created to establish a continuum to denote high, moderate or
low scores for each category. The top third of the scores
was designated high, the bottom third was identified as low
and the remaining middle group labelled moderate. These
trichotomized variable; wére used .to carry out the

statistical correlation tests,

-

5 — e

,v]
i

Validity and Reliability o L

Although the instruments and itens,jprrowed for this study

have heen tested in_prevfous studfés, some further analysis

was attempted to demonstrate consistency with the major
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orientation scales, This validation analxs}swwag 9ggffgithW7“”"7¥i
imer;ant bedause the vafioué instruments and itéms were ’
being Aadministered through - a single and rather lengthy
omnibus quéstionnaire. To ensure that the items did z

i

contribute to the variables being measured, a factor analysis

of all items was undertaken. : ,

The strongest factor identified was the job satisfaction
scale. The items and their factor load;ngs are illustrated
in Table 1. These loadings contribute to a ebnstruchvwhich . -
can be identified as job satisfaction. In addition, the
results suggest that the original instrument was a valid
measure of job satisfaction. : . o

The second factor to be produced was the employee role
orientation s8cale, The résults of the factor analysis are

shown in Table 2. Although the factor loadings are not as

pronounced as in the job satisfaction scale, most items did {
ha;e an acceﬁtable loading. As noted in this chapter, the
employee role orientation scale is the sum of three
dimensions: Q aduinistra;ion orientation, 1loyalty to the ;
organization and policies and procedures orienfation. 0f the

three dimensions, loyalty to the organization represented by L

items 60, :61, and 63 had very weak loadings. To ensure that

&

the items were related, Pearson correlation coefficients for
the three items were produced. The correlations were

positive and significant beyond the p<{.00! level and are
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TABLE 1
. ~ FACTOR ANALYSIS OF THE VARIABLE:

JOB SATISFACTION

]

ITEM NO. FACTOR LOADING
*Q70 . 0.120

Q71 ' 0.494

Q72 ) A 0.565

Q73 | 0.627

Q74 ' - 0.281

Q75 » 0632

Q76 0.553

Q77 0.728

Q78 | 0.301

Q79 . 0.195 g
Q80 0.757

Q81 - ‘ 0.470

Q82 O_GTE

Q83 ] 0.61

Q84 0.377

Q85 0.664 '

Q86 0. 684 i I
Q87 8.580 . : e

* Q refers to 1tem no.



TABLE 2
FACTOR ANALYSIS OF THE VARIABLE:

EMPLOYEE ROLE ORIENTATION

Q55" : ~ 0.665
Q56 0.663
Q57 ' 0.719
Q58 0.490
Q60 - 0.160
Q61 ' 0.198
Q62 0.026
063 0.378
Q64 0.376
Q66  0.303
Q67 0.248
~ Q68 0.381

Q69 : 0.664




TABLE 3

PEARSON CORRELATIONS AMONG THE THREE ITEMS ON THE DIMENSION:

LOYALTY TO THE ORGANIZATION

Q60 1.000
Q61 0.367%%% 1.000
Q63 0.199%** 0.379%%% 1.000
Q60 Q61 Q63
*%% .00l
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given in Tfé?§‘3. The results of these tests suggest that

although the items relate weakly to the factor employee role
orientation, they do demonstrate a relationship.
/_/
- 7 . .
The third, fourth and fiftﬁ”factors,to be identified were the

professional role orientation dimensions: belief ‘in
self-regulation, calling to the field and belief in public
service. The dimensions:’ professional organization as a
referrant, feeling of éutonomy and knowledge were not as
pronounced and showed up as factors ten, eleve; and twelve.
The loadings for the dimensions are illustrated in Table 4.
Since the factor 1loadings did not <clearly support. the
construct professional role orientation, Pearson correlation
coefficiengiﬁfor the dimensions and the professional role
orientation scale were completed. All of the dimensions
correlated significantlfy *wigh the professional role
orientation scale. The results éfganoted in Table 5.

Branscombe (1969) determined the correlations betweenv the
dimensions and the professional role orientation scale and
found that "each dimension makes a unique contributionrto the
total professional role orientation scale (p.140).7 These

findings support the conclusion that the professional role

orientation scale would perform reliably iIn this study also.

«

The sixth factor o be identified was the construct defined

as the professional ‘behavior scale, The factor loadings for

*ne items used to create the professional behavior scale are

(-
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FACTOR ANALYSIS’O? THE VARIABLE:

PROFESSIONAL ROLE ORIENTATION
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ITEM
NO.

SELF
REGU

FACTOR LOADINGS FOR:

CALLING - PUBLIC PROF,

. % . SERV. ORG,

AUTONOMY

KNOW-
LEDGE .

Q36
Q42
Q45
Q49
Q52

Q32
Q37
Q43
Q47
Q53

Q31
Q35
Q38

Q4l

Q51

Q30
Q34
Q40
Q4
Q46

Q33
Q39
Q48
Q50
Q54

Q25
Q26
Q27
Q28
Q29

0.611
0.702
0.647
0.600
0.185

0.705
0.512
0.494
0.070
0.448

0.627
0.651
~0.336
-0.684
0.482

0.020

0.404°

0.724

—0.334,
0.155

~-0.136
0.008
0.532
-0.370
-0.682

0.084
0.079
0.201
0.502
0.035
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TABLE 5

- CORRELATIONS OF THE PROFESSiONAL ROLE ORIENTATION WITH

PROFESSIONAL ROLE ORIENTATION DIMENSIONS

Dimensions ) Professional
.Role
Orientation

Self Regulation L659* %%
Calling L664% k%

Public Service LH15k%R

Professional

Organization : L597* %%
Autonomy ' A9 4xxx
Knowledge , .536%%%

**%  p<.001

TABLE 6
FACTOR ANALYSIS OF THE VARIABLE:

PROFESSIONAL BEHAVIOR

' .
Item No. Factor Loading
Q6 v 0.102
Y ) 0.423
8 0.563
-R9 ' 0.689

Qlo ’ 0.280

L Bt b b .« b2 s 1
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shown in Table 6. The loadings for most items were accept-
able and supported the professional behavior scale construct.
It was assumed that the scale would meet the intended

i

purposes of the study.. 1

Since no changes were introduced to the lo&%l—cosmopolitan
ofientagion and career commitment items and they did not iend
themselves to factor analysis, 1t was assumed that the
reliability and validity of the scales would apply as well to
this study. In addition, the items used to determine career
commitment were mutually exclusive and thus a factor loading

between the items could not be reasonably expected.

XIII DELIMITATIONS, LIMITATIONS AND ASSUMPTIONS

Delimitations

0f the 3,000 or more éollege instructors and administrators,
only 315 individuals were included in this study.

Although the sample selected for ;ﬁé study included all
instructors and adqinistrators in four colleges, the four
colleges were not a random sample of the provincial college
system. The <colleges are c#n&idered small rural insLiLg—
tions, Thus generalizétions to large urban colleges should

be made with caution.
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Early analysis of demographic data did not contribute to the
thesis of this study and were not commented upon. Similarly
questions 19 - 23 and 88 - 92 produced no insights and are

not treated here.

Limitations

The major limitation of this study is that the attitudes of

college 1instructors and administrators are limited to six

variables: professional role orientation, employee role
orientation, professional behavior, local-cosmopolitan
orientation, career commitment and job satisfaction. The

instruments administered in the study are representative
parts of complex an multidimensional constructs and the
variables themselves only reflect at best a small selection
of the attitudes held by college instructors and

administrators.

Assumptions

1. It was assumed that the reliability and validity of the
individual instruments would not be significantly af-
fected by their inclusion in an omnibus questionnaire.

2, - It was assumed that>the'college instructors and admin-

istrators possessed the ability to complete thﬁ{

questionnaire, and responded sincerely.

3. It was assumed that the subjects who returned the ques-
tionnaire represented adequately a cross section of the
population surveyed. i
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XIV COMPLETE QUESTIONNAIRE
In keeping with the procedures outlined in this Chapter and
in order to test the hypotheses listed in Chapter I, the
questionnaire was organized into one survey. The various
orientation scales and demographic items were numbered as

follows.

A. Personal Background Variables
Items 1, 2, 3, 14

B. Educatiomal Background Variables
Items 4, 5, 11, 12, 15

c. Professionalization Preferences
Items 19 - 24

‘D. Professional Role Orientation Scale (30 - 150)*
Items 25 -~ 54

E. Professional Behavior Scale (5 =< 15)*
Items 6 - 10

F. Employee Role Orientation Scale (15 - 75)%*
Items 55 - 69

G. Local Cosmoﬁolitan Orientation Scale (3 -~ 8)*
Items. 16, 17, 18

H. Job Satisfaction Scale (19 ~ 90)*
Items 70 - 87

I. Career Commitment Scale (1 - 5)*
Item 13 '

(* Range of Scale)
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XV  SUMMARY

Chapter III has described the six variables used for fhig
study: pfofessional role orientation,.professional beha§iot,
employee role orientation, local-cosmopolitan orienfation,
career commitment and job satisfaction. The reliability and
validity of the instruments employed "~ to determine the
variables'are'reviewed.b The method utilized to measure the

relative presence or absence of the variables 1is explained

and the statistical analyses performed are identified.

A déscriptionrof the population surveyed was provided 1in-
cluding a review on how the survey was administered. The
delimitations, limitations and. assumptions of the study are

outlined.
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CHAPTER IV

kY
X,

. ~ .
RESULTS, ANALYSIS AND DISCUSSIONS OF HYPOTHESES

I INTRODUCTELON

The central purpose of this study was to determine whéthep

differences existed in the professional role orientation,
professionalk behaviof, ‘local-cosmopolitan orientation, job
satisfaction, career commitment andremployee role orientation
ﬁossessedrby college employeég. ‘The reporting, analysis and
discussion of finding(s wilf'follow the order of the hypoth-
eses as stated in Chapter i.

1

II ANALYSIS OF RELATIONSHIPS ,BETWEEN PROFESSIONAL ROLE

ORIENTATION AND PROFESSIONA#“BEHAVIOR; JOB SATISFACTION

o

AND LOCAL-COSMOPOLITAN ORIENTATION

Results;

The first problem to be.investigatea was an attempt to de-
termine whether differences 1in professional behagior, job
satisfaction and local-cosmopolitan orientation scores were

related with professional role orientation scores. This

<
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problem was restated as Hypdthesis 1: scqfes on th% pro-
fessional foié'orientation scale are positively and sig-
nificantly related with scores on the pfofes;ional.benavior

»

scale, the job satisfaction scale and the local-cosmopolitan

-~

orientation scale.

The results of a Pearson correlation between the professional
role orientation scores and the professional behavior scores
showed a correlation coefficient of .085. This figure was

not significant. The correlation coefficient between the

professional role orientation scores and the job satisfaction

scores was .,247 which was statistically significant at the

0

p<.001 1level. The correlation coefficient between the
professional role orientation scores and the local-
cosmopolitan orientation scores was -.028 and not

A

significant. Table 7 shows the correlations and their

statistical éignificance.

¥

-

- Discussion:

Hypotheses 1 was partially suppodrted. The professional role
orientation pnrtionﬁbf the sufvey examined an 1individual's
oriéntation to six dimensions of professionalism: knowledge,

associétion, public service, self-regulation, calling and

autonomy. The profeésipnal behavior scale examined the
individual's past behavior in five areas: professional
reading, professional organizations, attendance at confer-

[ 2

ences, journals purchased and articles published. The 1low
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TABLE 7 -
CORRELATION MATRIX OF VARIABLES EXAMINED
PROFESSIONAL
ROLE
ORIENTATION 1.000
PROFESSIONAL
BEHAVIOR .085 1.000
EMPLOYEE
ROLE .
ORIENTATION -.110* -.032 1.000
LOCAL-
COSMOPOLITAN ,
ORIENTATION -.028 071 .059 1.000
CAREER ‘
COMMITMENT L180*%* .083 .004 -.044 1.000
JOB -
SATISFACTION 247 k%% .068 -.018 .079 $232%%% 1,000
|4
PROF. PRO. EMP, LoC.- CAR. JOB
ROLE 3;@. ROLE CoSs. COM. SATISF.
ORIENT. I. ORIENT. ORIENT.
* % p<.01
* k% p<.001
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cortelation coefficient between the professional role
oriéntatien and professional behavior of the subjects
suggested that the dimensions fir the variables are not
highly related. 0f the six profgssional role orientation
dimensions; only associlation items (Appendix A: 30, 34, 40,
44, 46) are similar to some of the professional behavior
items (Appendix A: 6, 7, 9). An examination of ghe pro-
fessional behavior scores and the association scores of the
professional role orientation showed a correlation of .117,
signific;nt at ther<.05 level,

The weak relationship between the professional role orienta-
tion scores and the professional behavior scores‘was not
expected. Althougg Corwin (1970) found that the professional
role orientation and professional behavior scores were not
rélated in a completely linear fashion, he did find that high
professional fole orientations were related with high profes-
sional behavior scores. Another factor which may have
contributed to the weak correlation 1is tﬁe lack of a common
professional group serving the needs of college employeeg;
There does not exist a single unifying group in the college
system which focﬁses on the development og\professional norms
or behaviors., College instructors participate in unions
which are either an asseciation or a local of the British
Columbia Government Employees Union.r Two provincial bodies
serve the professional needs of instructors: the College and

Institute Educators Association and the Society of Vocational

.
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.

Instructors. The focus of the former has shifted to welfare-

issues since its idception in 1979. L e

=

The negative <correlation Dbetween the professional -role
orientation scores and the local-cosmopolitan scores did not
support the theory that individuals with a;high professional
role orientagion are more cosmopolitan. The local-cosmopol-
itan scores do not support the theory that'ind}viduals with a
high professional role oriegtation are more cosmopolitan.,

Cw

The local-cosmopolitan orientation correlated positively with

»

only two of the six professional role orientation dimensions:
autonomy and knowledge. " Purther research by- Goldberg,

(1976), Glaser, (1963), Goldberg, Baker and Rubenstein,

4

(1965), Lammers, (1971), Grimes and Berger, (1970), have

suggested that- the 1local-cosmopolitan construct may be
independent of a professional role orientation. Glaser

(1963) concluded that a mixed local-cosmopolitan orientation

-

3

rather than a local or cosmopolitan orientation may provide
the more optinal means for maintaining professionalism,
Lammers (1974) found that the largest representation in his
study came from individuals who’aemonstrated both local and

cosmopolitan orientations. Branscombe (1969) “suggested that

the communication networks of the global Qilfgggmgi§wbe

changing the orientation of people. The national and
international scope of instant news can contribute to a

general increase of cosmopolitamism amongst locals. Lammers

s

e
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{1974) pointed out that only the rather old, senior faculty

members with a weak academic record reflected a local

orientation.

The strong relationship Dbetween the professional role
orientation scores and the job satisfaction scores supported
hypothesis 1. The correlation as shown in Table 7 was

positive and significant.

Cohen and Friedlander (1980) stated that “"faculty are now
more satisfied in general with what they are doing (66)." In
a study of "Factors for Satisfaction in Teaching”™ Chase
{1957) found that one -of the most important contr;butors to
job satisfaction "is a sgense of professional status,
responsibility and freeéom (130).” 1In another study, Russell
(1962) noted thalt the higher satisfaction responses came
"from the full professors, with 1instructors and assigigié
professors occupying an in between position (137)." The

. foe
lower responses came from the associate professors. Corwin

{1970) found that work satisfaction increased significantly

with conflict rates and that a positive correlation existed -

between a professional role orientation and conflict rates.
‘VB;ldridge, Curtis, Ecker and Riley (1978) also concluded that
sétisfaction increased with academic rank and publication
rate.

- -

The results of this study and that of others suggested that a

E
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relationship existed between‘professionalism and job satis-
faction. Studies by Cohen (1974), Cohen and Friedhandler,
(1980), Willie and Stecklein (1982), Baldridge et.al. (1978),
Eckert and\Stecklein, (1959) and Chase (1957) identified
sevetalgjfactors which —can increase satisfaction among
professional employees,
111 ANALYSIS OF RELATIONSHIPS BETWEEN EMPLOYEE- ROLE
ORIENTATION AND JOB SATISFACTION AND CAREER

- COMMITMENT
Results;
The second problem to be investigated was an atEempt to
determine whether differences in job satisfaction and career //’\
commitment were related with employee orientation scores.

This problem was restated as Hypothesis 2: scores on the

ot S -

emplovee role orientation scale are positively and signifi-
cantty related with scores on the job satisfaction scale and

the career commitment scale.

" The rtesults of a correlation between the employee role or-

ientation scores and the job satisfaction scores showed a
negative correlation coefficient of -.018 which was_ not

A

significant, The correlation coefficient between the em-
plovee role orientation scores and the caréer commitment
scores was ,004, This figure was not sig%ificant. Table 7
illustrates the correlations and their statistical signifi-

N

cance,
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Discussion:

Hypothesis 2 was not supported. The negative correlation of
the employee role orientation scores and the job satisfaction
scores was not expected. The employee role orientation

\

coastruct examinéd the individual's attitude to the adninli

istration, policies and procedures and the organization. I;\\

seems inconsistent that a person who demonstrates a high
employee role orientation would enjoyv less job satisfaction
unless colleges are more professionalized than bureaucratized

as institutions.

Colleges are hierarchical organizations from all appearances.
They wusually have several administrative layers between
iqstructors and the principal who acts as the organization's
chief execﬁtive officer. Many have created coaplex policies

and procedures to guide their decision making activities,.

Most can state a set of goals and objectives which they

actively pursue. Baldridge et.al. (1978) supported the view

that <colleges are coaplex bureaucracies, but they also
suggested the existence of some critical .,differences, They
noted:

L]

Colleges and universities are distinctly different
from most other kinds of complex organizations,
Their goals are more ambiguous and contested, they
serve clients instead of workimg for profit, their
technologies are unclear and problematic, and
professionals dominate the work force and decision
making process (46).

Cohen and March (1974) described post-secondary institutions

.
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as organized anarchies, which they defined as any organiza-
tion "that exhibits the fbllowing general properties:
problematic goals, unclear technology and field participation
(p.2 - '3)." Their "garbage-can model” &f decision making is
clearly at variance with rational decision making models.
Although community colleges in British Colfumbia likely do
not reflect the extreme possibilities envisaged by Baldridge
er.al,. {1978) or Cohen and March (1974), the lack of
specificity and consistency desired by individuals with a
high employe; role orientation explains in part a potential
for conflict and discomfort. Employees desiring structure
areg reluctant to deal with professional approaches, The

insecurity offered by flexibility probably creates uneasiness

which is reflected in the negative jodb satisfaction scores,

weak correlation of the employee role orientation-scores

-
F

fitl

and the career commitment scores is consistent with the
previous findings on 3job satisfaction, Mintzberg (1979)
notes that “professionals (in professional bureaucracies)
tend to emerge as responsible and highly motivated in-
dividuais, dedicated to their work and the clients they serve
fp.371).7 Baldridge et.al., (1978) found that satisfaction
and institutional identification (career ;omnitugnt)
increases wigh academic rank and pub}ication rate (pro-
fessionalism); however: this generalizati;; was not supported

when they examined individuals working in community colleges.

In colleges, institutional identification was high whereas
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satisfaction ranked low. They concluded that a "lower degree
of professionalism probably accounted for the high institu-
tional identification of these facultieq (p.144)."
Baldridge's (1978) findings/jfé not fully supported by this
study. Although it was not an objective of this study, the
correlation coefficieéht of the professional role orientation
scores and the career commitment séores was .180 and éignif—
icant at the p<.0l level whereas no significant association
was found between an employee role orientation and career
commitment. An explanation of these inéonsistenciesimay be
found in Herzberg's (1959) two f;ctor theory of motivation.
If the hygiene factors (policies, supervision) are below an
acceptable level then job dissatisfaction may occur. The
hygiene factors are similar to the characteristics féﬁnd 1@5
bureaucratic organizations, It has been sbgg%stgd'tbat

colleges are not "ﬁﬁre" gureaucracies, and so lo&ir job

satisfaction and career connitment'amongst employees with a

strong eiployee role orilentation is possible. This opinion

{s consistent with the conclusion reached by Baldridge et;al.

{1978) that the 1less bureaucratic organizations reflected

-
higher institutional identification or commitment.

The correlation coefficient of joh,saiisiacnign scores and
career commitment scores in this study was .232 with a
statistical significance at the p<.00}] level. The lack of
consistency between thie study and that conducted by others

suggests the need for more research on the topic of career
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‘conmitqent.' Although Baldridge et.al. éxamined cqmgif@gq;fﬁq
an institution rather than to a career, the determination of
who are the commi}ted enployeesi;ithin organizations would be
useful. f%e/;elationship<between job satisfaction and career
commitment may be worthy of further study. In the Baidpidge
et.,al, (1978) survey, job satisfaction and institutional
commitment did not seem to correlate positively., Willie and
Stecklein (1982) similarly found a decrease in job satis-
faction and career commitment vbetween 1968 and 1980 among
community college faculties 1in Minnesota. The lack of
general consistency encourages further examination.

4

Iv ANALYSIS OF RELATIONSHIPS BETWEEN PROFESSIONAL ROLE
' ORIENTATION AND EMPLOYEE ROLE ORIENTATION

Results

The third problem to be investigated was an attempt to de-
termine whether differences 1in employee role orientation
scores ~were Trelated with professional role orientation
gcores, This problem was restated as Hypothesis 3: scores
on the professional role orientation scale are negatively
and significantly related with scoreé on the employee role

orientation scale,

The results of a correlation between the professional role
orientfation scores and the employee role orientation scores
showed a correlatian coefficient of -.110. This figure was

statistically significant at the p<{.05 level, Table 7 shows

the correlation and its statistical significance.
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Discussion

Hypothesis 3 was supported. The professiénal roie orienta-
tion 8cale measured six dimensions on profegsionalism:
knowledge, association, public serviée, self-regulation,
calling and autonomy. The employee role -orientation
measured an employee's orientation to the administration,
policies and procedures and loyalty to the orgayization.

=

The association, self-regulation and autonomy dimensions

appear to be direct contradictions respectively to the
dimensions: loyalty to the org&nization, poiicies and

procedures and loyalty to the administration., A negative

correlation between the two was expected.

Hall (1968) found negative relationships between most of the

professional and bureacratic dimensions used {n his study.
A positive relationship was 1identified between technical
competence and his five diménsions of prdfessionalism, The
dimension "teéhniqal competence” was considered énd included
in this study as the knowledge dimension in the professional

3
role orientation.

E

The results of Corwin's (1970) sﬁudy on militant profession-
alisa suggested differences between ‘ihdividuals, with high

professional role orientations and others with high employee
role orientations when examined on the basis of professional

behavior and rates of conflict, Professional orientations

‘were positively related with professional behavior and

e b e 0 e
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higher conflict rates whereas employee orientations were
megatively related. This negative relationship will be
further investigated when examining the results for

hypotheses 5 and 7.

* CAREER TECHNICAL AND VOCATIONAL STRUCTORS AND

v ANALYSIS OF RELATIONSHIPS BETWE%;«UNIVERSITY TRANSFER,
ADMINISTRATORS AND PROFESSIONAL ROLE ORIENTATION

Results , : .
The fourth problem to be investigated was an attempt to
determine whether an employee's pogition {university
transfer, career technical, vocational instructor or
administrator) was differently related with professional
role orientation scores. This problem was restated as
Hypothesis 4: university transfe:Land career technical
instructors' and administratorg' scores on the Professional

Role Orientation Scale are significantly different from the

scores of vocational instructors.

The results of a correlation test betweenvthe professional
role orientation scores and university instructors show;d a
correlation coefficient of .196 which was statistic;11y
significant beyond thé p<.001 1level, The <correlation
coefflcient between the professional Pele—Ofiea%a%ieﬁwseefe&j~ﬂ~~rﬂm———
and career technical instructors was .079, This figure was L
not stagistically significant. As expected, the correlation

coefficient of the professional role orientation scores and

vocational {instructors was ~-.103; however, the coefficient
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N

CORRELATION MATRIX OF VARIABLES EXAMINED WITH POSITIONS HELD ,

TABLE 8

PROFESSIONAL
ROLE )
ORIENTATION L196x%x% .079 -.103 - .228%%%
PROFESSIONAL
BEHAVIOR -.013 .046 -.088 “2 095
{
EMPLOYEE “
ROLE F
ORIENTATION -.275%%x% ~.Qg7 J2GGERRE L262%%k
LOCAL
COSMOPOLITAN :
ORIENTATION 014 L127% _ L0641 L0117
CAREER :
COMMITMENT L.062 -.030 . .066 -, 111%
JOB ’
SATISFACTION .035 . -.083 .090 -.038
—
, ] \
UNIVERSITY CAREER VOCATIONAL ADMIN-
TRANSFER TECHNICAL INSTRUCTOR ISTRATOR
* p<.05
% p<.01

b+ pc.001

-t
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-
was -not sfatistically significant. The correlation coeffi-
cient of the professional role orientaéion scores and admin-
istrators was ~-.,226 which was‘statistically significanti
beyond the p<.001 level, Table 8v111ustrates the correla-

1

tion coefficients and their statistical significance.

Discussion

Three-quarters of Hypothesis 4 was supported. - Universit;
transfer and career technical instructors' professional role
orientations were different from the professional role
orientations of vocatioral instructors, These differgnces
are not surprising 1f one considers the educational back-
ground of these employees,. 89.8 percentvof the university
transfer instructors possess a Ph.D. or M;ster's Degree as

compared to 6.8 percent for vocatioﬁgl instructors. 43.6

—

percent of the career technical instructors have completed

similar degrees.,

The unexpected result was the negative and significant cor-
™

relation for the relationship between a professional role
orientation score and administrators. Alfhough not as high-
ly educated as university transfer instructors, 44.8 percent
of the administrators had completed at least a Master's -

Degree. Even more surprising was the mean score for the
. %
professional role orientation of administrators which was

lower than the mean score of vocational instructors,

v
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These findings suggest that the role occupied by  an
individual in the organizati&n may have an effeét Bn the
attitudes possessed by individuals. | Administrators,
although eéxpected to manifest bureaucratic tendencies, were
expected to display professional orientations as well. .
Goldﬁerg, Baker and Rubenstein (1965), Goldberg (1976) and

Glaser (1963) suggested thaf it.is hot only possible but
defsirable to be oriented to both professional and
o;ganiza%ional roles, The absence of this dual quality
among ad;}nistrators in community colleges needs to be
examined in greater depth. If administrators in community
colleges are not professionall§ oriented, ‘thé task of

encouraging professional norms among {instructors will not

likely be pursued with vigor and commitment,

VI ANALYSIS OF RELATIONSHIPS ﬁETWEEN EMPLOYEE ROLE
ORIENTATION AND UNIVERSITY TRANSFER, CAREER TECHNICAL
" AND VOCATIONAL INSTRUCTORS AND ADMINISTRATORS

Results

The fifthiproblem to be investigated was an attempt to de;
termine whether an employee's position (university transfér,
career techaical, vocational instructor or' admiﬂiﬁtrator)v
was diffefently related with employee role orienmtation
scgres. This problem was restated as Hypothesis 5: roa~ :
tionaliinstructors' and administrators' scores on the em-
pPloyee role orientation scale are significantly diffefent

from the scores of university transfer and career technical

instructors.

1
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The results of a correlation test between the employeerrole
orientation scores and the position of university transfer
iqstructor showed a correlation coefficient of -,275 which
was statisticilly significant beyond the p<.001 level. The
correlation coefficient between the employee role orienta-
tion scoresAand the position of career technical instructor
was -,097, This figure was not statistically significant.
As anticipated, the cor;Zlation coefficient of employee role
orientation scores and the position of vocational instructor
was .299 with a statistical significance beyond the p<.001
level, Similarly, the correlation coefficient of the em-
ployee role orientation scores and .administrative positions
was .26h2 which was statistically significant beyond the
p<.001 level. Table 8 illustrates the correlation coeffi-

cients and their statistical significance.

Discussion

Hypothesis 5 was fully supported. Univereity transfer and
career technical insructors' employee role orientations are
different froe the employee role orientations of vocational
instructors and administrators. The lower correlation
coefficient for the relationship between employee role
orientation and career eechnieal iestrue%ers can be explain-—
ed partially by examining the cross tabulations for the em-
ployee role orientation items. Thelir responses te the items
on policies and procedures differed considerably from the

responses for university transfer instructors, These
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differences can be explained in part by the attitudes ex-
pected of career technical instructors. Career technical
instructors teach students in programs‘whb will seek eméloy—
mernt in organizations where policies and proc;dures are
highly developed. Nursing, business administration,
aviation, medical laboratory technologists and other occupa-
tions tend to emphasize close attention to emﬁloyer policies
and procedures.: 3ecause of the need to highlight these
factors in the training programs in which they 1instruct,
career technicaﬁ instructors answered these 1items approx;
imately the same as vocational instructors and administrat-
ors. The.other differe;ces between university transfer and
caréer technical instructors and wvocational ianstructors and
administrators such as educational backgroun&, experience,
professional assocliations versus unions, white collar versus
blue collar occupations, to mame a few, help to explain the

variances. The implications of these findings will be ex-

amined further in Chapter V.

viI ANALYSIS OF RELATIONSHIPS BETWEEN PROFESSIONAL ROLE
ORIENTATION AND LEVELS OF EDUCATION

Results ¢

The sixth problem to be investigated was an attempt to
determine whether differences in educational quaiifications
were related with professional role orientation scores. This
problem was Jrestated as Hypothesis 6: scores on the

professional role orientation scale bear a direct, positive

and significant relationship éjth higher levels of education.
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\.The results of a correlation test between the professional

role orientation scores and the possession of a Ph.D. or

equivalent qualification showed a correlation -coefficient of
.096. The correlation coefficient between the professional
role orientation scores and individuals with a master's

degree was ,102. The correlation coefficient between the

professional role orientation scores and the attainment of a -

bachelor's degree was ,089, The above coefficients were not

statistically significant. The correlation coefficient

possession of educational qualifications less than a

bachelor's degree (diploma, certificate, journeyman) was

-.290. This figure was statistically significant beyond the

p<.001 1level. Table 9 shows the correlations and their

statistical significance,

Discussion

Hypothesis 6 was partially supported. The possession of a
bachelor's or master's degree or a Ph,D. did notrhave a
strong relationship with a professional role orientation.
The relationships, although posi&ive, were too weak to
provide any wvalid conclusions., The results of the above test

partially suppo}ted the inclusionvof knowledge as an,intégral

dimension of a professional role orientation.
Although the evidence is not "conclusive, an examination of

cross. tabulations between educational qualifications and the

~



TABLE 9

CORRELATION MATRIX OF VARIABLES EXAMINED WITH LEVELS OF

EDUCATION

AND TRAINING

PROFESSIONAL
ROLE
ORIENTATIONS

PROFESSIONAL
BEHAVIOR

EMPLOYEE
ROLE
ORIENTATIOCN

LOCAL-
COSMOPOLITAN
ORIENTATION

CAREER
COMMITMENT

~ JOB
SATISFACTION

.096 .102 .089 ~.290%%»

L0764 .038 ~.029 ~.076

—.151%% -.142% .005 L224%w%
-.009 L159%% .025 =117
-.041 .104 -.060 .015
-.117% 131 -.050 .010
PH.D. MASTER'S  BACHELOR'S PROF.

. EQUIVALENT DEGREE DEGREE DIPLOMA

OR CERT.

-~ 7

* p<.05
o p<.0l
%% p¢,001
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professionél behavior items (Appen&fk k¥ 6;1dimshak£&”fﬁ;€””"

-

Ph.D., and master degree holders tended to read more, attended
more conferences and published more articles. In Hall's

{1968) terms, once the structural elements of a profession

are 1in place (knowledge, years of trafﬁing ces), the

apﬁroach taken in practice becomes the ilportﬁnt considera-

1

tiom (p.93)."7 In Corwin’'s (1970) study, the “ultra-pro-
fessionals ... had more education (p.176).°7 The findings
reached Iin an analysis of hypothesis 4 suggested that the

role played by an individual was a greater determinant of

ptofessionalis- than was 7his : educatién;i B;éiéréﬁn;;”

Branscombe (1969) found similar results when he examined the

differences in professional fole orientations on the basis of

<

academic and professional training and teaching level,

-

Although not conclusive, teaching levels resulted in greater

academic and professional training.

VIII ANALYSIS OF RELATIONSHIPS BETWEEN EMPLOYEE ROLE
ORIENTATION AND LEVELS OF EDUCATION

Results
The seventh problem to be investigated was an attempt to
determine whether differemces in educational qualifications

were relaged !ﬁfh, g!glp;ggr7{9}3W70t1entation scores, This

probleniwas restated as Hypothesis 7: s8cores on the employee

role orientation scale are negatively and significantly

related with higher levels of education,. 7 //

s
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The results of correlations between the employee role

orieﬁtafion séores and the possession of a Ph.,D. and a

master’'s degree were negative and statistically significant

beyond the p<.0l level,  The correlation coefficient between / ™

the professional role orientation scores and the attainmént

of a bachelor’'s degree was not statistically significant.

The weak relationship between educational levels and a

y ]

professional role orientation is not inconsistent with the

factor analysis described in Chapter II1. The data in Table

4 and 5 suggest that the knpyledgg d}ggqg{ggﬂgggﬁggg_g{i;ngw

»

weakest factors of the six chosen to produce a professional

role orientation.

In sharp contrast, the correlation coefficient between the

employee role orientation scores and the possession of

educational qualificatio&%**lover “"than a bachelor's degree

(diploma, certificate, journeyman) was .224 which was
statistically significant beyond the p<.001 level. Table 9

shows the correlations and their statistical significance.

Discussion

Hypothesis 7 was supported. The negative <correlations

between Ph.D. and master's degrees and the employee role

orientation scores 1indicated that individuals with higher

levels of education 7appear to be less oriented to bureau-

cratic structures, The positive correlations with bachelor's



degree, though weak, and diploma or certificate qualifica-

tions and the e-bio}é; role orientation scores suggested that
individuals with less education and training have a glu:ato.e‘*'g'\e\q3
orientation to organizations which display the character-

{stics of a bureaucracy.

Although Hypothesis 7 was supported, caution nust be

exercised in drawing firm conclusions. The evidence extra=-—- - -~~~

pola}ed”fron an examination of the analysis of Hypotheses 4

and 5 may contain the sigonificant determinant: the in-

dividual's position in the institurtion. .

University transfer 1instructors wmanifested a greater pre-
disposition to a professioﬁalf role orientation than other
college employees. University transfer instructors included
73% of the Ph.D.’s and 351 of master's degrees qualifica-
tions. On the other hand, vocational instructors showed the
greatest inclination to an employee role orientation and they
included 59X of the holders of diploma and certificate
qualifications. This percentage would likely have been
higher had as many vocational instructors as universify
transfer instructors returned the questionnaire. It is not

entirely clear from this analysis, which factor, position or

qualification 1s the more significant determinant of employee

or professional role orientations. An examination of the

correlations between administrators and orientations may shed

more light on the matter.



The positive éorfélaf;dn ‘between administrators and an

- employee Tole orientation and the negativé correlation

between a&-inisttatorw and‘ a professioqal role orientation

suggesfa that the individual's position is a more important
.deterninnnt than higher.edhcational qualificatiodl. 722 of

the administrators possessed. a’ bachelor's degree or higher
vqualification which should have. resulted 1in a g;gatg}
“proféaainnnl,:ole”o;ientazioa~hadweducationai~quxitftcxtfﬁﬁf””“M“‘““*

been the primary determinant of a professional role

orientation. These preliminary cbnclusiona support the

‘notion tﬁafrthe cbiiége CAAFEiQ;’a significant role in the
nurturance of greater professionalism among its employees,
X1 SUMMARY

A survey of instructors and administrators was conducted in - -
four {interior British Columbia <colleges to. test seven
hypotheses, Of the seven hypotheses, three were supported at
a signlfiéant level, three were partially supported and one
was contradicted.

E4

A professional role orientation was found to be significantly

*

related to job satisfaction, career commitment and the

position of university transfer instructors. An employee .

Tole —orientation was significantly related with vocational

instructors, administrators and a diploma or certificate. A

X
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professional role bfieniatibh ;Qihdejiti;;i;ﬁiﬂdh;iiaffis]nt—

»1?’?2132;4 with an employee role orientation, administrators
and a diploma or cettificate? An employee role orientation
wvas negatively and signifi?untly related with univeraity
transfer and ca;eef technical {nstructors and Ph.D. or
-:lter;s degree qualifications. No significant relationships

were found betveen career commitment and local cosemopolitan

or tentations and -the other variables examined in the study. .}

An unexpected hegative correlation between administrators and

p;ofessiona; role orientation scores was identified,

The results of the analyses of the hypotheses tested yielded
additional and interesting possibilities, Al:ﬁough colleges
are considered complex and bureaucracic organizations, they

do not appear to provide the necessary structure and support

-

to give satisfaction to individuals with an employee role e

S

orientation, The importance of an individual's role in a
college was manifested 1n the attitudinal orieatations

examined. ' § : AN

)
One of the purposes of undertaking this study was to address

the apparent deprofessionalization of instructors occurring

in colleges today. The very strong employee role orienta-

tions of administrators Vvithoutr a dual and equivalent

orientation to profeséionalisn adds to the complexity of the

task. The implications of this last statement and other

observations noted will receive comsideration in the final

chapter of this study.

P S msabbr A mr g e S e 3t 3 ot e e (et
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 CHAPTER V

SUMMARY, CONCLUSIONS, FURTHER RESEARCH AND IMPLICATIONS
1  SUMMARY

The Problem:

The gggy‘alyproble- of this study was an attempt to determine

whether differences existed in the -professional role

local-cosmopolitan

orientation, job satisfaction, career commitment and employee

t

P

ot

~___role orientation of community college university transfer,

eyreer technical and vocational instructors and administrat-

ors. An important outcome of the study, however, 1is the

conclusions and i-pliéations which can be derived for aenioé/

college managers in the development and nurturance of.

improved persggéyl practices. for dealing with heterogeneous

'Edilége éipld}eéé.rwiéforgr;;iééiginér1-pif€§tio£;i;£igﬁr;ay

. 4
betgfferred from the study, it 1is necessary to examine the
n

A

co usions which can be drawn from the hypotheses tested.

Hypotheses:

¥

The first hypothesis investigated the r tionship of scores
N

3
R =nd
on the Prpfessional Role Orientation Scale With scores on the

Professional Behavior Scale, Job Satisfaction Scale anﬂ the

B e ST SN R et A A st ol ke e

\-h‘ : -
Local-Cosmopolitan Orientationm Scale. - It wa#d ,hypoth@?ized

>

thqt the scores on the Professionalinoie Orientation Scale

vould be positively and significantly related with scores on

the fegsional Behavior Scale, Job Satisfaction Scale and

AN
N :

B B i atul
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Local-Cosmopolitan Orientation Scale.

J A 5

A significant and positive relationship(vas found between a

professional role orientation and job satisfaction. A weak

but positive relationship was found between a professional

role orientation and professional behavior. - A weak and
negative relarionship was found'between a professional role

orientation and a cosmopolitan

partly supported.

rientation. mﬂypothéhismlmuasAwd

tﬁ;iféiaiionsgiﬁiof scores on the

 Hypothesis 2 investigated

Employee Role Orientation” Scale with the scores on the Job

[} .
¥

Satisfaction Scale and the Caree;fConnitnent Scale. If;'ihl

hypothesized that the scores on the Employee Role Oriedbation

e
N

Scale would be positively agg‘significantly related with the

scores on the Job Satisfaction Scale and the Career

g:s-itnént Scaie.

| N
A weak and negative relationship was found between an
employee rolé orientation and job satiﬁfaction. A weak but
positive relationship was found»betweéh an employee role
orientation and career commitment. Hypothesis 2 was not

spﬁported.

The third hypothesis investigated the relationship of scores
on the Professional Role Orientation Scale and the Employee

Role Orientation Scale. It was hypothesized that the scores
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-would be

on the Professional Role Oriemtation Scale

negatively rTelated with the scores on the Employee BRole

Qrientation Scale. (

A negative relationship was found between a professional role
orientation and an employee role orientation. The negative

relationship was Significau: at the p<{.05 level. vypothesia

t

The fourth hypothesis investigated the relationship of scores

of univéfiftyr E?&ﬁ;f;f; career technical and vocational
instructors and administrators oﬁ the Professional Role
Orientation Scale, It was hypothesized that the scores of

university transfer and career technical instructors and

adiiniatratots on the Professionai Role ?Orientation scale

would be significantly different from the scores of

vocational instructors.

A significant and positive relationship was found between
univergity' transfer instructors and a profehsional role
orientation. A weak but positive relatibnship was found
vfetveen career technical instructors and ; professional role

orientation. A significant and netative relationship was

3- was supported, , o R

 ~"found  between administrators and a professional role

—+orientation, A weak and megative relationship was found

between vocational 1instructors and a professional role

orieotation. Eypothésis 4 was partly supported.
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e

v

Hypothesis 5 investigated the reiationthp of "scores of T

university  transfer, career technical and  voecational

instructors and ad-inistrators -on th; E-ployeé ’ijle
Orientation Scale. It was hyp %;fized that the scor;; of
vocational instructors z} nistrators ~would be
significantly different from he scores of university

transfer and career technical instructors. ;

A significant and positive relationship was found between

vocational instructors and administrators and an employee

rote wfﬁ}ﬁﬁ o, A wignificant and negative relationship
was found between university Fransfer instructors and an
elpfoyee role orientation. A weak and negative relationship
was found between career ' technical 1{instructors and An
emplovee role orientation; Hypothesis 5$vas support;d.

The sixth hypothesis 1nyéstig;t€d therr;Iationghip of sco;es
“on the Professional Role Orientation Scale and higher lgvels
of education. It was hypothesized that the scores on the
Professional Roie prient;tion Scale would be positively and

significantly related with higher levels of education.

A weak but positive rélationship ‘wag found between a

_gxnigssinn1L4x91e44u4ea;a%i9&/ah&—1@ﬁt&t&0ﬁ~%ﬁv&it/gftxtfr

than a bachelor's dgg;gg44444A4131gniiizanLrgandggaegs%ive

relationship was found between a professional role

orientation and education levels other than - a bachelor's
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degree. H&potaésfé 6 wés péftly supporf;d.

Hypothesis 7 investigated the relationship of scores on the
Employee Role Orientation Scale -and higher levels of
education. It was hypothesized that the scores on the

Employee Role Orientation Scale would be negatively and

significantly related with higher levels of education.

A negative and significant relationship was found between an

" employee role orientation and a Ph.D. or Master's dbéree. A
weak and positive relatioqphip was found between an employee
role orientation and a bacheloxr's degree, A positive and
significant relationship was found between an enployeé role
orientation and edﬁcationVlevéls other than a bachelor's

degree. Hypothesis 7 was supported, - -~ - - -

IT CONCLUSIONS

N

\/’/7

In Relation to Instrumentation

The Prbfessidnal Role Orientation Scale proved to be a useful

instrument to identify the attitudes  of college employees

towards their occupation. The Scale discriminated between

the vafidus enélqyée groups found in colleges.

The Professional Behavior Scale did not prove to be a
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particulafly ugeful instrument in this study. The lack of a

strong and positive relationship with a professional role
orieantation did not permit valid conclusions regarding the

overt behavior of college emaployees,

The Job Satisfaction Scale proved to be a very discriminating
instrument. It demonstrated its ability to identify satis-
fied employees from the less satisfied grouped by different

variables.

The Local-Cosmopolitan Orientétion Scale did not prove to be
a usefui or discriminating instrument in this study. The
absence of a significant relationship positive or negative,
between a local or cosmopolitan orientation and the other

variables did not permit the expression of valid conclusions,

The weak aund negative reiati%nship' between a professional
role - orientation and a cosmopolitan orientation suggested
that for college employees in this study no relationshié
existed between the variables,. As noted in Chapter III,(ghe
)

questionnalire was administered 1in colleges which are s~

cribed as saiil rural institutions. The rural setting may

have mitigated against the development of cosmopolitan

orientations. This phenomenon adds to the conclusion that

the institutional environment plays an important role in the

aurturance and manifestation of attitudes and values.
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The Career Commitament Scale did not providerusgfulfiﬁ;
formation in support offﬁypothesis 2, 7Th;1i;;£fulent,
however, did discriminate positively and significantly with
other variables. The positive and significant relationship
of the Career ConlitnentéScale withrthe Job Satisfaction
- Scale (r = .232) and the Professional Role Orientation Scale
(r = .180) supported other empirical evidence found in the

study. 7

‘The Eépléyee Role Orientafion ‘Sc#le proved to be a usefql
instrument iun thig study. The Scale disériminated between
thevvarious.é;ployee groups found in collegeé and produced
prediétabie relationships in most cases.

In Relation to a Professional Role Orientation

One of the most significant findings of this study’was the
negative correlation found between a professional role
orientation and administrators (Table 8). The absence of a
positiQe felationship between these.variables has iaentified
a potential problem within colleées. T 1f adninis;rators are

not more oriented to professional norms than are other

college employees, the growth and support of professionalism

will occur in spite of a&;inistrators rather than as a result

of their presence. Scott (1965) igrhrétudy on supervision
concluded - that social workers looked chiefly to  their

supervisors for their professional norms and standards. He
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also found that professionally oriented supervisors were more

acceptable to the more professioﬂélly oriéhted staff.

f/
Studies which have examined the professional role orienta-

tions of teachers'and administrators in public schools have
not confirmed the results here. Correlations Dbetween
administrators and professional role orientations have been
posifive Brénsconbe (1969); Corwin (1970). Teachers and
public school administrators generally have similar training
backgrounds and usually belong to thersane”professioqgl
associations, a condition which does not prevail in colleges.
In addition, college administrators are often required to
negotiate and admainister collective agreements’, This
activity can develop 1into prolonged and very stressful
conditions with lasting detrimental consequences. A lengthy
and protracted strike leaves deep wounds with several of the
key actors in institutions,. The adversarial climate between .
instructors and administrators may have contributed to the

cleavage on the professional role orientation.

Alternatively, administrators may never have developed a
strong professional role orientation in their previous work.

Kornhauser (1963) noted in his study that “"the dominant

pattern in industry is not to select research administrators

on the basis of scientific doiﬂgfeﬁce' but rafg;r 'oﬁ their
capacity to fit into management (p.58)." The strong employee

role orientation of college administrators found in this
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study  suggested that college managements have followed the

industry standard. Peters and Waterman (1982) in their study

of successful companies noted:

They. (managers) were creating almost radical
decentralization and autonomy, with its
attendant overlap, messiness around the edges,
lack of coordination, internal competition,
and somewhat chaotic conditions, in order to
breed the entrepreneurial spirit, They had
forsworn a measure of tidiness in order to
achieve regular innovationm (p.201). -

Clark (1961) in an article on "Faculty Authority™ supported

the views expressed by Peters and Waterman (1982y, Clarke

noted:

Strong faculty authority commonly aids in
attracting and retaining the most valuable
resource of colleges - the competent academic
man, There is a positive correlation between
the academic quality of colleges and faculty
authority, In .the very best colleges, the
faculties generally have much authority; in
the very worst colleges,  virtually none
(p.299).

Vollmer (19?6) addressed the concept from an entrepreneurial
perspectivg[ . -He concluded that the provision of “aa,
S

entrepreneurial environment was associated “with markedly

increased professional productivity (p.282)."

Although Peters and Waterman (1982), Clark (1961) and Vollmer

{(1966) argued strongly for otggnizalinnalkggloosenesan

individual authority and entrepreneurial freedom, they also

stated the need for a sound fra-evori to which e-pldyees can
relate. A similar challenge faces college management.

Instructors and administrators need structure while having

\ﬂ
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‘the opportunity and the encouragement tbrﬁﬁ;;ﬁéjinaividual

and organizational goals and objectives.

In Relation to an Employee Role Orientation

The significant relationship between an employee role
orientation and vocational instructors and administrators
suggested some co-ni:-eﬁz to the organization. - The negative
relationship between job satisfaction and an employee role

orientation does not bode well for colleges. In the long

term the lack of”;;;I;fﬁﬁtionﬂigifﬁe jbé ;ay'QQentuailyrﬁe
expressed in lower employee role orientations. The ﬁeak
relationship between an employee role orientation and
commitment. to ﬁhe chosen career supported the conclusions’

reached for job satisfaction.

7

In Relation to a Local-Cosmopolitan Orientation

The absence of any significant data makes it difficult to
derive any useful conclusions or to examine the approp;i—:
ateness of the construct in small rural and wunionized

colleges. It is obvious that a small rural setting supports

the growth of a local orientation. Equally, a unionized

environment sho Taiiifigate against professional or cos-

wopolitan orientations.



In Relation ‘to Job Satisfaction

The positive and significant relationship between Job

satisfaction and a professional role orientation supports the
argument for increasing professional approaches in cblleges.

Job satisfaction correlated positively and siénifibantly with

‘éareer commitment (r = .232). The absence of a positive‘and-

Y
and job satisfaction poses certain challenges for colleges,

Care must be exercised with this employee oriented group to

ensure that the necessary organizational structures are

;\‘ \/
maintained to provide a sense of secq4;t:i purpose and

i
’

gstability while encouraging innovative,/petsonal and entre-
X
preneurial activities.: When the four) groups of emp es

were examined on the basis of job satiqfaction no significant

relationships were detgctgdgﬁ”Ihisi}gsg;twsggggﬁ;gmjndingtgwWw,h ,,,,,,, —

that job satisfaction is more a product of a ptofésaional_
role orientation than the individual's position within the

college.

In Relation to Career Commitment

LS

The positive aﬂd significant relationship found between

rareer commitment and job satisfaction tends to reinforce the

teliability and validity of the variables. The variable was

also positively and significantly assoclated with a

professional role orientation. Although weak, Tpositive

S e ey



correlations were found 7béfﬁééﬂwrzﬁféng”E;i-it-ent and

university tramsfer 1instructors (r = .062Z) and vocational
instructors (r = ,066), the negative correlations bepleen

career commitment and career technical instructors (r =

-~.030) and administrators (r = —:111) vasLnot expected. The
administrators group;s negative cortela£ioﬁ i8 consistent ' \
with other conclusions reache¢ frop éxaninatioh of other
_variablesfffd~ResuLtsg~iﬁdieatedr {hatf universi&§~;trana%epmﬁé~~7ﬁé+~

instructors do not view colleges as a stepping stone to

university positions. .

N

In Relation to Professional Bebavior‘

Ed

The professional behavior variable did not denénstrate any
strong relationships with any ;f the variaﬁles'or énployge
groups. : A weak and pgsitive relationship was f q,up_é, ‘between

»p;ofeésional"behavior and’ higher ‘lefel; of education;
however, this éhoﬁld not be surprising since three of fhe'
items dealt withi?eéding or publishing, activities common to

the better educatgd:; The absence of a significaamt and

positive relationgh;ﬁiietwepn a professional role orientation

and professional 5éh§§ibt:hs’defined in thisrstudy suggested

that the overt acti%itieirdf reading, writing, attendance at

workshops and participatidn;;in associations should not be

used as a sole or important qe&éute 6t,protessionalisn.

e

Corwin (1976¢), despite using 1a more "extensive instrument,

)
- *

-3
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« 8imiTarly found that professional ‘behavior correlatedérather

hmm-—~~——ﬂeak};l—iithf—proftxitontf/‘ToTE orientation. Stronger

cor}elationsrwere idontified for’particnlar groups vithin his
totnl sanplo. Branscombe (1969) ;onclnded tnat,'inter-
co;relationo among Athe mean scores for each (professional)
dimension were low or negligible ,(P;IAO)”’ -which indioates

that professional behavior and profossional_role=o}iontation

may be different measures. . . . T . _

111 FURTHER RESEARCH

This study has begj*an attempt to determine the differences
j) between certain variables: professional role orientation,
profesoional'. oehavior, employee role orientation: - Job

satisfaction, local~cosmopolitan orientation and career

commitment and community college university transfer, career

technical and vocational instructors and administrators.

The-resnlts obtained 1in this study suoported the thesis that
university'transfer, career technical and vocational in-
structors have different orientations on a ~number of
variables. The absente of a professional role oti;ntation"
among administrators, while critical to the operntion of a

college, suggeoted a need for more in-depth study. The lack—

cxi o B L i Aol

,,
Bk

.
b

R T

of job satisfaction displayed by indﬂyiduala with a greater_fﬁ

orientation to the organization should’ be examined in greateri

r detalil. What are the factors which provide job satisfaction i "

: ) for college employees? Hhich factors lead to decreased job.'}ft
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—éétisfactigﬁﬁ - Why do adnin;strétors,,who deuondtrated high
enp;oyeerorientationq, not algo”denonsttate greater career
connitnen}'aqd job'satisfactién? Thé usefulness of the
local-cosmopolitan-construct in colleges may beAclarified by
assessing 1ts,ability‘to”disﬁrininate_anong employees in .~

urban Yynd rural colleges. These and-otheriquestions should

be examined toig;gvide more conclusive inforlation'as'a ‘basis (iw;

for directing senior managers in community colleges.

[T I [ P SO RN [ e

7

fﬁri,rf;f:ff;fiffiibgtlfcthc&: : 1 1 _Role Orjentation- - e

q 1‘ well and pro%"ed useful infornatlon, some doubts as to its
applicability in a unionized environment reua{ps. The self

interest character.of unions is at variance with the service’

S
.

ideal dimension of a profession. Although unions conposéd of

professionals will proféés 1nténsely that they are pursuing

objectives tc enhance and meet the needs of their students,
they are quite prepared to use their students as pawns in the
broader context. Wilensky (1964) noted that a professional
should
adhere to a service i1deal - devotion to the clients .
interest more than personal or commercial profit ”//“\
should guide (prevail in) decisions when the two are
in conflict {p.140).

Tﬁe use of “work to rule” and the "withholding of gervices”

tre_i clear contradiction to the service 1ideal of pro-

fessionals. Some examination of the Scale which: . can

juxtapose 1its results between similar professionais in

- unionized and non~ unionized environments may provide useful



insights, confirm the validity of the Scale or suggest some

. ......108

new directions to comnsider, -

These and other questions should be examined to provide more

conclusive advice for senior managers 1& community colleges.

, ' IV IMPLICATIONS . :

It 1s very clear that close attention must be given to the

Alkhough community colleges are new institutions and their
employees are likely still evolving their charactgristics and
traditions, the 'weaker professional role orientation, job
satisfac;ion and career commitment of administrators makes 1t

more difficult to overcome differences with other groups.

‘leaders are not likely to engender and bring about satisfied

and committed employees. Therlack of a strong professional
origntation among administrators will do 1little for the
ndrturance of professionalism among college instructors and
adsinistrators. Closer attention to the seléction of
administrators for a better organizational fit needs to

1
.

become a higher priority of colleges.

pefponé% _growth and jiglglngggplgéof44cnlLgg;::&éaiﬁttt;&tért?::::::::::

The role and importance of senior college managers and other

supervising college administrators in supporting professional

e e e



making the company excellent in the first place (p.26)."

rwfW£g&gQn;ihigjiQ;;;hg:1Q;ig;;ignignifnggiggiLnggifgg&s;d;gg;g;
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Nnorms phould not be underestimated. Barnard (1968) “asserted

that a leader's role is to harness the social forces in the
organization, to shape and guide values (p.6)." Petérs and
Waterman (1982), in their study on excellence 1in organiza-
tions confirmed Barnard's viewpoint. They. found that
"assoclated with almost every excellent company was a strong
leader {or two) who sée-ed to have had s lot to do with

Mintzberg (1973) described the leadership role as‘being

and identified it as the most widely recognized of all

managerial roles. In a more recent publication, Hintiberg

(1979 suggested that administrators in professional’

6tga izations are far from 1impotent and that 1individually

/ .
they can exercise tremendous power. Senlor college nanaggyh

need to address the apparent differences between instructors

and ad-inigtrators if harmonious and more positive relation-
ships are to develop. Higchell et.al, (1981) places the onus
upon management to enter the third generation bargaining
relationsbip and 1its focus on program quality and teacher

performance.

The attitudes reflected by vocational instructors deserve

more attention,. The lack of job satisfaction and career

commitment to  their positions, while creating certain
difficulties for themselves, will likely be manifested in the

classroom, The perceived status dilemma faced by vocational



inpstructors may be deeper than at first thought. The

oMY

extrinsic job factors: higher pay, better working con-
ditions, increased job securiti and community respect enjoyed
by vocationalAinstructors over the}r blue collar peers. do not
;necessarily overcome the lack 'of an extensive university
education, greater workloads, less professional development

time and other differences from university transfer and

career technical instructors. The fact that few vocational

instructors become senior college managers may also impact on

thegse variables, Administrators need ro focus on the- S e

which can provide increased job satisfaétion and commitment
for wvocational 1instructors. This study suggested that
through providing vocational,égstructors with more structure
while encouraging professional approaches, job satisfacgiou
and céraet commitment may follow, C#ution nust be exercised,

however, to enaurefthitﬂthéizﬁhnéés are introduced 1in the

proper form and at the appropriate level.

The higher job satisfaction and greater career commitment
demonstrated by employees with a professional role orienta-
tion encourages and supports the argument for greater
attention to the growth and development of professicnal

DOTME . This study has shown that in community colleges‘

B B o LIRS vy

professional attitudes existed and that theg have made a

positive and.significant contribution to the well being of
the institution. It is further sufgested that through®™

increased professionalization and a greater degree of
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understanding between the various constituent groups 1in

colleges, the adversarial nature of personnel relations cam

S

be Teducéd.

=3

The increasing calls for higher quality and performance 1in
the fulfillment of college goals and objectives juxtaposed

against more sophisticated and complex collective Ba;gaining

approéchési 1n£ensif{e§ the need fOf pbsifi;éirééfi;ﬁ:

Mitchell éffgl. (1981) noted that the third generation of

~>
o

labor relations will A,QQJ@,#P&&,:IQ .. 8ee
prégran effectiveneﬁs and 1ﬁ3tructor; perfarlance, in an
eAviron-ent which recognizes thé'néeaéAof enp{oyees. Senior
colléée managers more th#n anyone else can expedite the

transition from purely adversarial labor relations to the

more positiée and mutually responsive phabe‘predittedyby-,

HMitchell et.al. This study has suggested however, that

organizational 1looseness, individual authority and entre-’ X

increases in -

preneurial freedom may be a2 more appropriate and effectiie 

mechanism than a third generation of collective bargaining.
The self-interested nature of labor relations in British
Columbia génerally and more particularly in colleges will

require an extensive period to progfess towards the ideals

expressed by Mitchell. College nanageients _wduld ‘be well

advised to pay ¢lose attention to the prihciples espoused by

Peters and Waterman (1982), Clark (1961) and Vollmer (1966)

as well as those of Hitchell’t1982) and his colleagues. The

»

~

N



development and nurturance of a stronger and greate: commit-

ment of service to students must remain foremost 1in the

evolution of community colleges.
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APPENDIX A

Dear Colleague:

This is a reguest for your. assistance in a “u;ef of —

‘professional interest to us both.

-

I am presently colpleting'a master's program in
Administrative Leadership at Simon Fraser University.

In addition, I have worked for t!glxg:¥5grs/a;:§:;gnln¥4kfg;;f;/—f

““administrator in community colleges.

Drawing on this experience and an extensive study of
thre literature on professionals, I have become
convinced that the prospects for improvement in the
college working environment are contingent on adequate
information about the attitudes, expectations and
aspirations of professional employees.

Thelpurﬁose of this questionnaire is to provide some of
this background information. Thus, individuals

responsible for waking organizational decisions which
affect employees will be able to make better cholces.

To ensure anonymity, you are asked not to write your
name on the questionnaire. While you are under no
compulsion to participate in this study, 1 would
appreéciate your returning the completed questionnaire
to the Director of Institutional Research, or jﬁfihe
stamped, self-addressed envelope which is encl d. A
returned and completed questionnaire indicates your
willingness to participate in this study.

Thank you for your assistance (%2
Yours sincerely,

L. Perra.

LP/rp
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QUESTIONNAIRE
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123
o \2” S . SECTION A:
PERSONAL INFORMATION » T e e

THE FOLLOWING ITEMS WERE

ASSURED AND YET CERTAIN INFORMATION ABOUT YOURSELF COULD BE
CAINED FROM YOUR ANSWERS. PLEASE RESPOND BY WRITING IN THE BOX
THE NUMBER CORRESPONDING TO THE RESPONSE THAT BEST DESCRIBES

YOU. READ ALL RESPONSES BEFORE CHOOSING. IF A QUESTION DOES ‘NOT
APPLY T0 YOU, LEAVE IT BLANK.

1. Sex

. Male 219
. Female 96

1. Single 31
2. Married 244
3. Separated 17 ' _lg
4. Divorced 2&

2. Marital Status

i 5. Widowed 5

3. Present Position (Indicate where greatest amount of time is
spent.) g

"University Transfer Instructor 78
‘College Preparatory -Instructor 6
Career/Technical Instructor 9% 7
Vocational Instructor 44

Adult Basic Education Instructor 12

Other Instructor (Specify ) 9

. . L]

b

@ NN WN -
.

None of the above (Specify ) 14

&, Academic and Professional Training (Check highest degree
earned). ) ) ,

1. PhD or equivalent &1 ‘

2. Professional degree (e.g. M.D., D.D.S., D.V.M.)4&
3. Master's degree or equivalent 115

_Graduate diploma (Beyond a bachelor degree level)12
Bachelor's degree or equivalent (B,Sc., B.A., P.Eng.)72

L] L] »

Vocational Instructor's Diploma 29
Technical, Journeyman, Pre-Employment or

W~ N NF

Administrator 58 - T

 Professional certificate or diploma (R.N.,C.G.A.,R.I.A.)20

other certificate or diploma 17
Other (Specify ) 5

v
.

5. I received most of my Educational and Professional Training
(after secondary school) in:

'.1. British Columbla 152
2. Another Canadian province 116 .
3. Another country &7 9
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10.

11.

On the average, how many hours per week do you devote to

professional reading related to your work?
I. 11 or more hours per week 44
2. 5 - 10 hours per week 158
3. 1less than 5 hours per week 113

t

How active are you in professional organizations (e.g.

‘R.N.A.B.C., S.V.I,, C.I.E.A.)?

1. Officer 47
Z. Member 179
3. ‘None of the above 88 -

10

How many workshops of conferences have you attended during

the past two years° n,

1. 4 or more 122 hd
2. 2 -3 142
3, 0 -1 49

How many professional Journals do you subscribe to or

purchase regqularly? .

1. 5 or more 38
2. 1 - & 230 o

3.0 &7 T

12

How many articles have yo&mhad published in the last five

years?

£ 3

1. 3 or more 30
2. 1Y - 2 52
3. 0 * 233

How many years have you been working as a college

A

14

professional employee? (Do net count present academic year

as a full year).

I

2y

2. 6 - 10 years 95
3. 11 - 15 years 7;§%?T-, 15
4, 16 - 25 years 12
5. over 25 years 1
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125
: ‘ , B
12. How many years have you worked for your present college?
(Count present year as a full year.) —— - = —
1. 1 year 37 ' i o P
2. 2 years 37 ) g
3. 3 years 38 o v —16
4., & years 26 :
5. 5 years 31
6. 6 - 10 years 93
7. 11t - 15 years 50
8. 16 or more years 3 o
13. If you inherited enough money to live comfortably would you:
1. retire? 32 '
2. leave your position for a non-educational
occupation? 57 . 17
3,  Jteave yourpesition for an educational consultant or -~
: supervisory post? 30 '
4, leave your position for a university position? 13
5. continue in your present position? 176
14. What is your age?
1. Under 20 .
2. 20 - 30 18 A
3. 31 - 40 158 18
4, 4] - 50 102 R -
5. 51 --60 34 N o - ' T e
6. over 60 2 ~ ' ’
N v i "
15. How many different educational 1nst1tutions;have,yodiworked
for on a full time basis as a professional tmployee?
1. 1 127 | , N
2. 2 o ~
3. 3 50 19
4, 4 to 7 ;9 :
5. 8 to 10 &
6. more than 10
16. Which of the following neetings ;ould you be more likely to
attend? ' . »

242

‘1. a meeting about a controversial local issue 212
2. a meeting. about a controversial national issue.

102 ]20

P



17.

18.

SECTION B:

Which of the following

126

meetings would you be more likély to

aﬂ:zrmf‘% - —

1. an outstanding local speaker. , 46
2. an outstanding outside speaker. 268

1 4

Which type of person best describes you?

I am a little -
like this type

¢

21

22

I am very much
like this type

. of person __of person__ -
Persons who are more
interested in local - 1 56 3 110
problems N
Persons who are more |
interested in national and/ 2 73 4 74
or international problems.

EXPECTATIONS OF COLLEGE PROFESSIONAL EMPLOYEES

THE FOLLOWING SECTION IS DESIGNED TO MEASURE fHE PROFESSIONAL

EXPECTATIONS OF COLLEGE PROFESSIONAL EMPLOYEES.
EACH QUESTION IS YOURSELF.
THE NUMBER CORRESPONDING 70O YOUR CHOICE.

READ

BEFORE CHOOSING.

19.

From the following list of activities select
prefer most.

1. improving my knowledge base through 1nserv1ce

training or workshops. 83
2 publishing articles or books. 18

3. participating in learned conferences and symposia. 33
‘4. participating in professional interinstitutional

- THE REFERENT
PLEASE RESPOND BY WRITING IN THE BOX
ALL RESPONSES

one which you

23

FOR

exchanges. 33
5. doing pure or applied research.
wor a )

19

7. improving my knowledge base through full time attendance

at an institution of higher learning. 65
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20,

21,
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In terms of college hiring practices, the highest priorityr
should be giveq to a professional employee e —

1. with the greatest experience provided minimum
educational qualifications are met. 75

24

2. who has demonstrated exceptional performance
in the }ob for which hefshe has been hired. 219

3 who has achieved prominence or prestige in

his/her field of expertise. 17

4, 'with the highest educational gqualifications.3

From the following list of activities select one which you
like best.

1. being a member of a local and/or provincial
association which has a welfare (salaries )
and working conditions) focus for its members.43 25

2. being a member of a local and/or provincial
association which has a professional development
focus (organizes workshops, lobbies for legislative
support, ....) for its members. 111

3. being an officer of a local and/or provincial
association which has a welfare (salaries and
working conditions) focus for its members. 29

&

4. being an officer of a local and/or provincial
association which has a professional development
focus (organizes workshops, lobbies for legislative
support,...) for its members. 73

5. I am not interested in participating in any of the above
associations. 58



22,

23,

A e T e

With reference to procedures of evaluation, a professional

employee should be evaiuated‘by - S

6.

128

the immediate supervisor. 93 ‘ 26
a professional evaluator hired for that purpose. 9
those who receive services (studerfs, subordinates).72

an external {to the college) peer group
committee. 8 ; o

a peer group committee established for that
purpose by peers. 57

.
a committee appointed jointly by the
professional employee and supervisor. 76

With reference to organizational environments, I would
prefer to work in a college where

1'

2.

‘

1 have the right to make all decisions
affecting my work. 22

27

1 have the right to make most decisions affecting my

work 165

most decisions are made through a process of
consensus. 92

most decisions are covered by a manual of policies and

procedures. 20 : /)fr
decé;ﬁgﬁs affecting my work are/made by my peer group.16

ekl coww
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24, A primary goal of college professional employees sh0uld be
to work for the establishment of

1. professional development and training programs
for professional employees. 86

.28

2. a professional ‘association serving the professional
needs (education, standards, ethics...) of professional
employees. 119

3. legislation ensuring the rights and responsibilities
(certification, licensing, discipline...) of the
professional association. 13 '

4. an assoclation servihg the welfare needs (salaries,
working conditions ...) of professional employees. 44

I.D. Card

2

SECFION C: PROFESSIONAL ROLE ATTITUDES 1 2 3 4

THE FOLLOWING STATEMENTS ARE AN ATTEMPT TO MEASURE THE ATTITUDES
HELD BY PROFESSIONAL EMPLOYEES TO THEIR ROLE. THE REFERENT IN

THE QUESTIONS IS YOUR OWN ROLE. EACH ITEM SHOULD BE ANSWERED IN
LIGHT OF THE WAY WHICH YOU YOURSELF FEEL AND BEHAVE AS A COLLEGE
PROFESSIONAL EMPLOYEE. - THERE ARE FIVE POSSIBLE RESPONSES TO EACH
STATEMENT. PLEASE WRITE DOWN THE NUMBER THAT CORRESPONDS TO YOUR
RESPONSE IN THE BOX. L o ,

STRONGLY AGREE
AGREE

UNDECIDED
DISAGREE

STRONGLY DISAGREE

Mean SD D U A "SA

== N w £\

25. It is vital to his/her effectiveness that a
professional employee should possess a thorough
knowledge of his/her subject matter. 5
8,7 - 1 3 80 231

26. Professional employees should be evaluated primarily
on the basis of their performance on the job.

8,3 - 11.5 165 133 - ) l¢

27. Colleges shoald not hire a professional emp10yee
unless the person holds at least a bachelor's

~degree or its equivalent.
2.9 53 102 39 54 64 7
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5 STRONGLY AGREE
4 AGREE
- *”“3"UNﬁECTﬁED“““““““““*

Mean SD D u A SA
. 1 STRONGLY DISAGREE

4

28. A professional employee's work and service should
be based primarily on his/her knowledge of research ,
and literature. : g

<2.,2 55 163 56 30 5 ‘

29. Persons who do not meet the minimum requirements for
a position should be hired only when there is a
shortage-of qualified personnel , - 9

: 3.3 40 65 33 116 55 - :

30. Professionals should read on a . S S
reqular basis journals that pertain to their
profession. - , : : 10
4,3 - 4 13 184 114 ,

31. Other professions are actually more ] -
vital to society than mine. _ = Y N

*3,7 76 130 41 52 11 . 11

.32, The dedication of professionals
' working in colleges is most gratifying.
3.4 8 55 74 140 34 1z .
33. " Professionals should make their own decisions - g
in regard to what is to be done in their work. - '
3.5 &4 67 " 41 166 34 : 13

34, Professionals should attend regularly
professional meetings at the local level. = - | |
3.9 - 21 44 207 41 14
35. My profession, more than.any other ‘
profession, is essential for society. .
2.7 21 159 53 51 25 15
36. My fellow professionals have a pretty :
' " good idea -about each other's competence. : .
3.6 10 4% .33 199 28 16
37. Professionals in colleges have a real .
"calling" for their work. -1
3.1 8 82 112 99 10 : 17
'38. The importance of my profession
’ is sometimes over stressed. . :
*3,6 32 171 55 52 &4 18 : .
39. Professionals should .have the opportunity to » )
exercise theix own judgement.

82 - 27 1Y 211 89 ' ' 19
40.» Professional organizations established to serve L

college professionals shouid be supported o
© 4.0 3 7 33 199 69 20
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42,

83,

45,
¢

S

AGREE
"UNDECIDED -
DISAGREE

STRONCLY

Mean SD D U A SA

4
- N W
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STRONGLY AGREE

DISAGREE

STITUNNOLY

Some other occupations are .actually
more important to society than is mine.
*2.7 16 71 58 143 21

College professionals know what their
colleagues are doing.

2.9 10 123 76 97 7 -
Professionals in colleges maintain

a high level of idealism,

3.2 5 70 90 138 10 -
Professional organizations established to setve
llege professionals do a lot for the aVerage
member., Ll
3.0 11 79 127 84 11 - R
Professionals working in colleges are able to S

judge each othérs' competence. S

3.8 & 74 51 168 16

46,
7.

48,

89,
50.

51.
52.

33,

College professionals read many of the joutnals ?f%iii

that pertain to their profession.
3.4 3 39 109 149 11 .

Most people would stay in this ptofession -even if

their incomes were significantly reduced.
2.9 24 92 100 90 6

Most decisions made by college professionals
are subject to review by others.
3.5 4 54 63 175 15
In colleges there is not much opportunity to
Judge how another person does his work.

*3.2 11 152 45 99 4

In colleges, professional employees are their own

boss in almost every work-related situation. .
2.9 .14 136 45 115 4

If ever an occupation is indispensable, it is mine.
2.4 66 126 53 50 A1

College professionals pretty well know how well

they do in their work.
3.7 6 36 35 216 20

" There are many* professionals in colleges who

21

22

29

30

31

32

really believe in their work.
4.2 . - 7 18 208 82

33

*2.9 11 120 32 137 12

55,

Professionals should adjust their work activities
to the administration's view of good educational

practige. 4130 ¢9 49 5

134

35




56.

57.

58,

63.

64,

65

66 .

Mean SD D U A~ SA
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- 5s"STRONGLY AGREE

1.8 142 112 27 21 8

4 AGREE
o - 3  UNDECIDED
2 DISAGREE
A 1 STRONGLY AGREE
The college adninistra%{gn is better
qualified to judge what] is best:  for education
than other college professionals. 36
1.9 90 163 42 15 5 '
In the case of a dispute between the college and
the community, college professionals should look :
primarily to the j}judgement of their college 37 .
administration for guidance. '
2.6 50 103 76 75 8§ . ] o o
Professionals who openly criticize their
administration should be encouraged to go
. elsewhere.- 38
2.3 73 150-40 35 16
A-professional employee should not allow e
himself to be Influenced by the opinions of -
those professjional .employees whose ideas do not 39 )
reflect the thinking of the administration.
2'.3 67 156 30 -42 10° , .
What is best for the college is best
for education. -.
2.1 67 169 53 20 2 : 40
A good professional employee should put the
interests of his college above everything
else. . 41-,
. 2.2 65 152 52 39 4
The only way a professional- emp10yee can keep - . P
out of "hot water" is to follow the wishes
-of the top administration. - 42
2.5 41 165 41 48 17
In case of doubt about whether a particular
practice is better than another, the primary )
test should be what seems best for the overall 43
reputation of the college.
2.9 29 112 58 102 11
A professional employee should be
required to be completely familiar with the written
descriptions of the policies, procedures and L4
other standard operating guidelines necessary for
running his area of responsibility.
3.9 8 25 23 201 56
The-college should have—a manual of
policies and procedures which are to be followed
seriously, 45
3.8 12 26 &1 175 58 ,
Policies stating when professional employees
should arrive and depart from the campus (
should be strictly enforced. B 44




133

AGREE
UNDECIDED

Mean SD D U A SA

-~ STRONGLY._AGREE. .

DISAGREE
STRONGLY DISAGREE

k)
2 NwWFwV

67. To prevent confusion and friction among
. professional employees there should be a

policy or procedure covering almost every 47
problem that might come up at the college.
2.2 78 147 32 47 5

68. When a controversy arises about the
interpretation of college policles,.a
professional should not "stick his neck out"” 48
by taking a definite position. ' '

1.9 78 1992015 2 - - : e

69. Professional employees should be respectful
and loyal to the senior supervisors. ,
3.1 27 60 92 112 9 . 49

== 70, My job ts like a hobby to me, — ——— — —— — ==
2.8 51 102 40 95 21
> 50

71. My job is usually interesting enough to keep

me from getting bored. :

8,2 5 12 3 181 110 P

72. 1t seems that my friends are more interested
in their j}obs than I am in mine.

*4 .2 99 186 19 6 2 : —1g2

73, I consider my }ob rather unpleasant. - .. e

*4 4 169 120 13 6 3

_ 53
‘ 74. 1 enjoy my work more than my leisure time.
2.6 25 143 85 44 10
‘ ' 54
. 75. I am often bored with my job.
\\Jf‘ *4 .3 1482 150 7 10 4 - '
- 55
76. 1 feel fairly well satisfied with my preseﬁt Job. - -
4.0 3 24 19 194 73 d “
) 56
77.. Most of the time I have to force myself to go to
work.
*4 .4 152 154 3 2 2 57

78, 1 am satisfied with my 3}ob for the time being.

8.0 7 17 11 219 57

58




SA 4 AGREE

Mean SO D U A ;
| .3 UNDECIDED ’

132

.5 STRONGLY AGREE ' —

79.
80.

81.

82.

83.

84,

85.

86.

87.

88.

90.

921.

. 2 DISAGREE
1

I feel that my job is no more interesting’ than
others I could get elsewhere.

*3 .4 83 129 51 73 15
I definitely dislike my work.

*4.7 222 80 6 3 1 i

I feel that I am happier in my work than most
other people I know in theirs. :
3.7 2. 36 76 145 50

“Most days 1 am enthuslastic about my work.
4.1 2 12 12 211 74

Each day of work seems like it will never end.
*4 4 61 170 67 8_ 2

STRONGLY DISAGREE

59

1 like my job better than the average worker
likes his/hers.
3.9 2 8 67 170 61
Job is pretty uninteresting.
158 137 2 14 1

y
4

I find real enjoyment in my work.
4.2 1 8 17 176 110

I am disappointed that I ever took this job
*4 6 197 102 6 3 e
There are some conditions about my job that could
be improved.
*1.8 1 8 4 219 80
A good professional is one who
conforms, in general, to accepted standards in
the community. ' T ‘
2.8 38 104 61 99 8
Our criterion of a good college should be
that it servegs the needs of the local community.
,2 - 10 1% 181 105 i
Local control over colleges by i
college boards represents  the most fundamental
form of democracy in public education.
3.1 35 56 94 103 20

69

70

71

92,

-An important criterion of a good college should

44n:41hg4dgg1g:4nL41n;pggL41L,nnggand;41:nn other

college professional employees around the province.
3.6 92 36 .56 174 35

72
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o e APPENDIX B

Dear Colleague:

You recently received a letter requesting your ass1stance by
completing the encLosed quest1onna1re. : .

~ If you have already comp]eted the quest1onna1re and returned
it, please accept my sincere appreciation for your support and
consideratidn. '

CTUTIF yeu  have not had the —opportunity—-to—complete—the
questionnaire, I would s1ncere1y appreciate your help if you could
answer it at your earliest convenience. -

Thank you for your assistance and cooperation.

Yours sincerely,

-

e o Perra. .

ENCLOSURE -
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0 k’a n a G a n C o ll e G e ]OOOKLORoad,chlkona, B.C. V1Y 4X8 ' Téleehnne 762-5445

L .
B & o _ _ _ . N b
February 19, 1982
TR '
REDES
: L. \98e
Mr. Leo Perra o it GYEE,E
Selkirk College pai T LT
P. 0. Box 1200 - SR
Castlegar, B. C v , . :
CVIN3IT o : L S
Dear Leo: |
. Thank you for your letter of 1982 02 10 regard1ng the 4
- -~ survey-which-you-wish-to distribute-to-professional————— ===
employees at this College. o
This will confirm that the College will cooperate with
you in distributing and collecting the questionnaire,
which I understand is concerned with demographic and
other data and is designed to maintain the anonymity
" of the respondents ,
Would you care to make the arrangements with Jack Falk,
"~ our Director of Institutional Research, who will arrange v
for the distribution-and collection of the questionnaires. - - - — } —
Yours sincerely,
Peter L. Williams,
Principal.
PLW/pam
c.c. J. Falk
W. Bowering
- — _ - — ¥ '§
vi"
;
CENTRES N ® REVELSTOKE ® SALMON ARM ® ARMSTRONG ® VERNON

® KELOWNA ® SUMMERLAND ® PENTICTON ] . @ 0S0Y00Ss
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THE COLLEGE OF NEW CALEDONIA

3330-22ZND AVENUE: PRINCE GEORGE, 8.C., VZN 1P§ — TELEPHONE’ (604) 582-2131 — TELEX 047-7514

March 10th 1982

L™
e
o , s
Mr. Leo Perra . <ga;a’ ‘
Principal - A , . I
Selkirk College B ~ Y PN
- : Box 1200 - L o ) E':.;!;'-i
Castlegar, B.C. ~Cf:fcﬁkvr
- VIN 3J1 : - ‘ ‘gﬁggﬁv
: ] . ‘J‘;\".

'Dear Leo

Further to your letter dated February 10th 1982
I look forward to the survey of the professional employees
being conducted at the College of New Caledonia and assure
you that we will co-operate in any way we can with the.
study.

"1 have no objection to the survey being circulated
to our professional employees as I know your professional
experience would not involve the disruption of the studies
of CNC students. :

T,

. If I can be of ass1stance in the conducting of the
survey please feel free to contact me. Good luck on the
venture. bt ' . -

Fraternally yours,

~CHARLES J. McCAFFRAY,
Principal

CJM/s1d

REGIONAL OFFICES: BOX 5000, BURNS LAKE, B.C., VOJ 1E0, TELEPHONE (004) 082-3175
BOX 2267, MACKENZIE, B.C., VOJ 2C0, TELEPHONE (004) 907-4333
SOX 4518, QUESNEL, 8.C., V2] 38, TELEPHONE (604) 002-32006
BOX 129, VANDERHOOF, B.C., VOJ 3AD, TELEPHONE (804) 567-8291



PHONE 604-372-2-Z2:
Offlce of the principal T

@ carlboo conege 2

February 18, 1982  :13 | ‘ : : .

TO WHOM IT MAY CONCERN:

- el - F R [

This will adv1se that Carlboo College is agreeable
to having a survey drafted by Mr. L. Perra circulated
to its professional employees. :

- Yours truly,

BE%S‘LH - :lul
CHARLES W. BREWSTER, e
Principal. , . £ED 25 pue
i /bas  ~-tiCh

serving the school districts of north thompson @ kamloops @ merritt @ lillooet ® south cariboo @ cariboochilcot. -



Telephone 604-365-7292

Box1.200,\Castlegar, British Columbia VIN 3)1 oo
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. TO WHOM IT MAY CONCERY: . s

This will advise tﬁat Selkirk College is prepared to have a
survey drafted by L. Perra circulated to its professional

emplovees. =

Yours truly,

S.W. Wekster,
Chairman,
Selkirk College Board.

- SWW/rp






