ED 218 280

AUTHOR
TITLE

INSTITUTION
SPONS AGENCY
PUB DATE
CONTRACT
NOTE

EDRS PRICE
DESCRIPTORS

ABSTRACT

DOCUMENT RESUME
SP 020 495

Lowther, Malcolm A.; And Others

The Mid-Career Malaise of Teachers: An Examination of
Job Attitudes and the Factors Influencing Job
Satisfaction in the Middle Years. Final Report.
Institute of Gerontology, Ann Arbor, Mich.

National Inst. of Education (ED) Washington, DC.

Jan 82

NIE-G-81-0004

215p.

MFG1/PC09 Plus Postage.

Age Differences; Career Development; Comparative
Analysis; Developmental Stages; Family Life; *Job
Satisfaction; Life Satisfaction; Living Standards;
*Midlife Transitions; Occupational Aspiration;
Occupational Mobility; *Quality of Life; Stress
Variables; Teacher Motivation; *Teéachers; Teacher
Salaries; Trend Analysis; Vocationdl Maturity; *Work
Attitudes

Thi¢ s.udy examined the quality of teachers' work

lives, teachers' iob satisfaction, and the relationship between
teachers' work experiences and their wider network of life
experiences. Age was used as a key explanatory variable in each phase
of this analysis. Data analyzed were from three sets of national
surveys: (1) the 1969 Survey of Working Conditions and the 1973 and
1977 Quality of Employment Surveys; (2) the 1971 and 1978 Quality of
American Life Surveys; and (3) the National Longitudinal Surveys of
Labor Market Experience, 1966-1977. Teachers' responses to questions
were compared primarily te the responses of other college educated
workers. The questions related to: (1) work motivation; (2) the
frequency and severity of work-related problems; (3) job

satisfaction;

(4) job mobility and security; (5) adequacy of fringe

benefits and pay; (6) the impact of working conditions upon the
well-being of workers; and (7) satisfaction with life as a whole.
Conclusions are offered as hypotheses to be tested by further
research. A bibliography and two research paper. are appended to the
report; cne paper is a critical analysis of mid-life developmental
theory, while the other discusses the relationships among teachers'’
needs and aspirations and the quality of their employment. (JD)

A KKK KKK AR AR A AR TR A IR AR AR IR AR ke Ak hkk ke k kP hkhkhkhkkkhhkhkhhhhkkhkhkkhkhkhkhkhhdhhhdk

* Reproductions supplied by £DRS are the best that can be made *

* from the original document. *
[ R R R R R R R R R EE EE R E R E XTI E RS RS ETEES RS SEE S SIS LS LS LRSS EAEEEEEEEEEE NS




RS T R ST BN R e N

TGSy vy IR,

Wy BT AL YRR

AN SR N .

A0SR sl RGLE

N iy
O 0 R
& S

AR

2
; S
Pl N
R s TR
& XD e s S
R O e R 4
N o T S
T T wm.
S LT .,
L vlens 4
3 ,.q«:c »nvw.hwmuf
RSP NG e
DO A
e Sa
X .Mw»dﬂ R
.wtnw.. N b
L

Se ”

A A gy 7Y
T T nnfn ST
ey

e AT
%@ bt Nm

5t

e Ae g Y iy
g Siad YOS pLi [y

e g8

]
2

A

o
G
S A
e R

TS .,AwM woﬁw.

g 2

5
R
Lo s
freess

i

(]

}e‘
bt

S S
Seds
IR o 2

i
ST
Py
)
Rt

Y

5
RO Oy 7 N7
FeRT Y B e, Y
Lt 2 T B
N Qe
N %

.
¥

8

P
CTINF AT
RIS i

. 4 “I. ,
ﬁmkf

i

w

AR
3Mm«w Sl
RIS

Bak BELA

N S T e
\,Ww,. n/w,wm\«r
Mk e

£

TS

a
£

b

s

'
20 2%
<

% .,
&

o S
N

X A A
Py
Y
Pats

Do A
T ORI
5 4 1yl

IR
s Y

[

5 Lo ‘.,u.wvm.,w B o £

e n
.nmwﬁ

DR,

B
RN G
AT g

R
24y oF

o
i
rw.%\tu.&. P \ .»,w.wm,.w Fo0 5
o o0 5
PRI AT
Ry et

it vn T SR,

2 S AR
P APRse nw\.m,s« ERNE RS
A % w& 3 u.«mwﬂem.&%

KA

; Mﬁ:&
s, Wuv\(,« I

PR
1

A e 2
e 3
piy

Sl 1
o

La g

LAY

g

Vo

. =
_(.Mm.“m}.‘,w Sk ,Lm PR :
Lereien

g 3



FINAL REPORT
A

The Mid-Career Malaise of Teachers: *
An Examination of Job Attitudes and
the Factors Influencing Job Satis-

faction in the Middle Years

Contract No.: NIE-G-81-0004

NIE Project Officer: Gary sykes

Malcolm A. Lowther

. Larry C. Coppard
Stephen J. Gill
Robert Tank

Project Director
Co-Investigator
Co-Investigator
Resesrch Associate

The University of Michigan
Ann Arbor, Wichigan

January 1;25\\

\




‘ “ TABLE OF CONTENTS

Page
Abstract o i
Acknowl edgements // iii
Introduction 1
! - Chapter 1 The Quality of Teachéé Worklife: A Comparative

o Analysis 15

Chdapter 11  Job Satisfaction Among Teacheérs: A Multisurvey, Mul ti-
» variate Study 40

Chapter II1 The Quality of Teachers' Lives: A.Comparative Analysis 60
\
' Chapter IV  Teachers's Attitudes Toward Work: A Longitudinal Analysis 95

Chapter V  Summary and Conclusion 108

. ‘ Appendixes

Appendix A Mid-Career References
Appendix B  Advisory Panel

Appendix C  Worklife Issues of Teachers and Other Professionals

Appendix D A Critical Analysis of Mid-Life Career Deveiopment
Theory: Implications for Education and Work




N ‘
. © Page -

Figure A Satisfaction with Life and With Work, By Age 5' ’
‘Table 1.1 Demographic Characteristics 17
Table 1.2  Adequacy of Incom< - 19
Table 1.3 ~ Income from Main Job 21
Table 1.4 Adequacy of Fringe Benefits 23
Table 1.5 Workers' Evaluation &% Frmg‘. Benefi ts (Expressed

’ - in Percentages) ~— 24
Table 1.6 Age, Sex and Race Di scr1m1nat1on 4 26

LIST OF TABLES AND FIGURES

Table 1.7 Work b»hedu]e and Related Prob]ems Frequency of Report 28

Table 01.8 Work Environment and Heal th Problems 30
Table 1.9 aJob Mobility and Security: Percent Reporting Problems: =

1977 Survey . 32
Table 1.10 Work Related Motivation: 1977 Survey : 34
Table 1.1l Work Content: 1977 Survey 36

~

Table 2.1 Men Overall Job Satisfaction Scores From the 1969 Survey of
Employment and the 1973 and 1977 Quahty of Employment '
Surveys, By 0ccupat1ona1 Group 46 °

Table 2.2 Overall Job Satisfaction Scores for Teachers and Co]]ege‘
Educated Non-Teachers, by Age 48
Table 2.3 Selected Work Value Dimension Scores for Teachers and
. College Educated Non-Teachers, 1969 and 19732 50
Table 2.4 Selected Work Reward Dimension Scores for Teachers and
College Educated Non-Teachers 52
Table 2.5 Job Satisfaction Models for Teachers and College tducated
Non-Teachers for the 1969, 1973, 1977 Surveys 55 gg
Table 3.1  Denographic Characteristics " ' 62

Table 3.2 Teachers and College Educated MNon-Teachers Satisfaction
with Life 64"




" ‘ . . ‘ Page

Table 3{3 Mean Satisfaction with Life Scores,:by Occupational
\

e i N .. _Growp S 65 .
o " Table'3.4  Assessment of the Residential Enviromment 67-68
j;k.\ 4Tabfe 3.5  Evaluation of Life in America : 0T
— . Table 3.6 The Experience of Worka ) 72-73
Table 3.7  Job Security by Aged ' 75
‘Table 3.8 Satisfaction with Spare Time 77
Table 3.9 Family Financial Situation \ | 79 -
" Table 3.10 Marriage, ffamily Life, and Friendships ‘ | . 81
Table 3.11  Satisfaction with Life and the Domains of Life Experiences
‘ by Age 85
Table 3.12  Mean Satisfaétion with Life and with the Domains of Life .
. : txperience for Teachers, by Sex ) 88
‘ . Table 3.13 Prediction of Life Satisfaction Anong Teachers 91
4 . . Table 4.1  Demographic Characteristics: Mature Men %6
Table 4.2  Demographic Characteristics: Mature Women, 30-44 Years
. ' 01d.in 1967 - ° : 99
) Table 4.3 Persona] Wages -and Family Income: Mature Men 100 l
Table 4.4 Personal Wages and Family Income: Matu;e Females 102
Tabte 4.5  Feelings Toward Work: Mature Men 103
Table 4.6  Feelings Toward Work: Adult Women | 105

4

Table 5.1 Mean Hours Worked Per Week ) 110




s N »

. — ‘ . ABSTRACT

S 07T 7 Thig study examines the qua1i£y of teachers' worklife, teachers' job
satisfaction, and the relationship begyeen teaehens' work experience and
{‘ their wider network of 1life experiences. In each phase of the analysis age
is employed as a key epranatory va;iabIe. We adopted this approach
l. ‘ . because many studies have: shown that'age is one of the best predictors of
attitudes toward work and al so because many adult developnenta] psychoIo-
fgists have posited that adu]ts go through a series of 1ife stages, each of
which had important impl ications for oneas career. The data we have ana-
lyzed'are frup three 'sets of national surveys: (1) The 1969 Survey of
working Conditions and the 1973 and 1977 Quality of Employment Surveys; (2)-
the 1971 and 1978 Quality of Anerlcan Life Surveys; and (3) the National
‘ Longitudina] Surveys of Labor Market Experience, 1966 - 1977. = Our s‘tudy is
comparative in that teachers' responses to duestions are cpmpared to the
responses of other workers as a means of placing the experience of teachers
in proper perspective. The questidds relate to work motivation, the fre-
quency and severity of work related problems, job‘satisfaction, job mobi-
lity and security, adequacy of fringe benefits‘and pay, the impact of

working cornditions upon the we11-being_df workers, satisfaction with 1ife

as a whole as well as with the major domains of life experience.
» ° I')

o

. Y )
In brief, we found that teachers report being very satisfied with thein °
work, with 1ife as a whole and with most of the major domains of 1ife
experience. Thodgh most teachers report being satisfied with their

-

marriages, divorce and separation are not uncommon. Satisfaction with

~17




family 1ife is the most important determinant of 1ife satf&faction and
fragmentary evidence suggests that for younger teachers, but not o]de:k .
teachers, satisfaction with work is also an important source of satisfac-
tion with life. Furthermore, we found that among teachers uﬁder‘35 years
of age, job satisfaction depended upon matters directly related to

teaching, while among tQachers 35 years of age and older job satisfaction

seemed to be related to factors extrinsic to the educational process.

- .
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INTRODUCTION °
‘ -
In recenrt years.it has become commonp1ace to note that the quality of

teachers' "worklife is in dec11ne and that many teachers are dissatisfied

——

"'with-their jobs. Declining enr011ment, budget cuts, inflation that has

¢

eroded the purchasing power of schools, and rapid social change that has
thust upon schaols functions(qhat have traditionally- been the respon-
sibiiity of the family are often\cited as factors that have made teaching‘
more stressfu1 and dissatisfying Today, the popu1ar and professional
Titerature is replete with artic1es that characterize teaching”by such
terms as tension 1aden, exhausting, and unrewarding. Though this litera-’
ture is, Sor the most part, confessional rather than empirica1 in nature,

our direct encounters with teachers in classes and workshops 1ent credence

&, - to the popular image of teaching as a stressfu1 occupation in which )

morale, job satisfaction, and the quality of worklife are relatively low.
Further evidence of.the va1idity of this image #s the popularity of and '

high attendance at stress management workshops that seek to heTpsteachers

“deal with thé phenomenon of burnout. ¢A1]‘of this suggested to us that

teachers m2y be genuinely dissatisfied with the quality of their worklife.
Discovering'whether in fact teachers report being less satisfied with the

qua11ty of their work experiences than do other occupational groups as well

as eva1uating the determinants of teacher*Job/satisfaction were important
goals of thgﬁgrgﬁen;ustudy.

Studying the quality of teachers' work1i fe is especially relevant

today because in recent years the demographic profiie of teachers‘has

\
L

o




‘ undergone a fundament&féchange since 1970 the mean age of teachers has
: r1sen sharp]y Whereas in the quarter century before 1970 the majority of
. teachers were young, today ever- 1;rger numbers of teachers are m1dd1e-aged
Y . _The 1mp11cat19ns o? an ag1ng popu]at1on “of steachers are uncerta1n, but our
review of curvent adu]tudevelopment research and theyry s:ggested "to us ) -

N ) . PN

. that this rapidly growing field might provide a useful analytic framework ¢

. | ‘ . .
for cour study of teachers' attitudes toward their work. In our review of

the 1iteraturs on teachers? worklife, and jéb satisfactidn we noted that age

-

as. a variable is conspicuous by jts absence. Chiriboga 3nd”Cut1er (1980), .

in a rekent comprehensive review of stress research, also repor} that the \
« . 2 - . . . ~9 \ . .
"o ‘v . age factor has been ignored.. [ N\ . -

ot . \ B . A . . " .
T ., .
-~ . -

- B - -, % -
>+~ - Though the -adult development literature is not firmly grounded in
. . empirical research, the work of Levinson (1978), Vaillant.(1977), and Rubin »

‘ (1979), among many others, suggests that middle age is.for some a time of
’ ) ’ .
considérable stress that may be reflected in the-attitudes of teachers

toward their work. Representative of adult development ‘research is fhe ¢ e

work of Levinson. Through an analys1s of 11fe~h1stor1es and 11terary

.

7 . sources, Levinson has developed an elaborate theory of adult psycho- .

social 'development. _He posits that there are four develqpmental periods < .
over thé‘]ifevcourse -~ childhood and gdo1esgence, early adulthood, middle "o-
’ adul thood, and late adulthood -- each separated by a transition period —~

- \

1?§t1ng four to five\years during which important psychosocial changes
3ften o:;ur. A1l developmental stages and the transition periods that !
_ inaugurate them are important, but the most prqblematic‘deye1opmenta1
- period ¥s middle adulthood. According tu Levinson, this°period evokes . 1



N

‘ "tumul tuous struggles within the self and the external world" and may be a

N~

"S¢, “time of severe crisis" (p. 199). Since work is an important aspect of

*

& oo y
life for most adults and since a person's worklife cannot be understood out
of - the context of the rest of his or her 1iféf,the psychosocial changes
asiggdated with middle adulthood must be considered in connection with

one's worklife.
‘\ i

-~

.

Therefore, it struck us, that the dissatisfaction many veteran tghchers

express with tneir work may be related to the ps&gpdsocié1 changes that are

”

‘thought to characterize middle adulthood. Wg were thus led to hypothgsjzé "

_ . N . .
@ that some teachers may experience a phenomenon that we have labeled “"mid-

career malaise." We use this terp to refer to tedchers who have lost their

-

< .
vitality, whose careers hay® "plateaued"-or "stagnated", and who are gen-

erally dissatisfied with their work and their lives. Determining the

. . - extent of this phenome?%n and ascertaining whetr;er it is age related are

,L——//é;o qgestionsathat have guided our researcﬁ. If, in fact, midd1e-ége¢
. Y )

- teachers who are generally in midicareen‘tend.to réport relatively Tow

.~ -Tevels of job sati;;?ctioﬁ,dr life satisfaction, we would have empirical
> . ! .

evidence in support of the concept that middle age is often a period when

)

‘ peopie beéome bored, restless, and genera11yiuhhappy with their job and
their iife. Evidence such as this could also have important practical

-implications for teacher career development progéams and for adult educa-
. . \ :
_ tion programs. .

! '

' At the outset of our work we sought to dete%mine;whether the decline

in 1ife and job satisfaction that many adult developmental psychologists

argue is associated with middle age could be-substantiated by analysis of
L}

. | 0
. M N »
4
-
\

LN

n‘\%
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L)

cross-seggﬁpnal survey data. To shed light on this questien, we used data
from the 1971~and 1978 Quality of American Life Surveys to plot mean 1life
and job satisfactiqn‘sceres for eleven age categories. Figure A displays
_the results o; th{shana1ysis. It reveals that the overall upward trend in
satisfaction scores over the 1ife course s punctuated by a sharp decline
in both 1ife‘and job satisfaction scdheé during middle age (45-49 years
old). This finding is in general agreenent with current thought in the
field of adult developmental psycho1ogy S1nce the sampling base of this
analysis is 1arge (1971 survey N = 2,164; 1978 survey N = 3,691) the chance
that this sat1sfact1on profile cou1d be due to chance is quite small.
_ Moreover, there is much evidence to indicate that the survey instruments-’
" that serve as the baeis'of this finding yield reliable and valid affective
measures. (Campbé11 et a1., 1976). We thercfo}e tentatively concluded that
use of an ana1yt1c framework based upon adult developmental theory to
explore the structuhe-oﬁ cnos;-sect1ena1 survey data is appropriate and
could 9ie1drva1uab1e insights.

’
» . - «

In addition to assessing the perceived qua]ity of teachers' worklife
. .i) M

L

and exploring the 1eve1 of and the determinants of teachers' job satisfac-
t1on by age we were 1nterested in the retationship between teachers' work
experience and the1r w1der network of life exper1ences. As already noted,
“. there is much evidence that an individual's att1tudes toward work are
.related to his experience with other aspects wor domains of life. Attitudes
toward ;ohk, then, should not be E}udied in {so1ation;'they should be exa-
.mined in light of one's total life experience{ For this reason in addition

to assessing the quality of teachers' worklife and evaluating their satis-

&




Figure A Satisfaction with Life and with Work, 3y Age

Source: 1971 (N=2164) and 19?8 N=3691)
? .Quality of American Life Surveys

- r— — —
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~ faction with work, we decided to assess their satisfaction with other

3

_the major occupational groupings defined by the U.S. Department of Labor

5 . .
important domains of 1ife experience, such as marriage and family life,

friendships, residential environment, financial situation, and standard of -
living. Of special interest to us is the relationship between job satis-

faction and life satisfaction among teachers.

As we reviewed the 1jterature that dealt with teacher job satisfac-
tion, burnout, attitudes toyard work, and stress, we noted that little-
effpkt has been made to compare teachers with cther workers. As a result,
little is known about teachers' attitudes toward work compared yith those
of non-teachers. This is unfortunate because without a comparative per-
spective it is difficult to evaluate teachers' assessments of their work-
1ifel For this reason we have, in the analysis that follows, compared the
}esponses of teachers with those of men:.and women working in other occupa-

tional groups. At times we compare teachers with men and women working in

and typically used by social scientists. These include the following
occupational categories: professional and tethhﬁca]; managerial and ad- o
ministrative; sales, clerizal, craftsmen, operatives, laborers, and service

workers. At other times we compare the perceptions of teachers to those of

the total sample of survey respondents and fo tﬁose of.college educated
non-teachers (CENTs). We use the latter group for comparative purposes
because they share with teachers a chéracteristic that has been shown to be
an extremely important determinant of behavior: professional education

(Campbell et al., 1976). We favor comparing teachers to CENTs over com-

paring them to professionai/technical workers because we found that many-




§

profess%onal/tpchniqhi workers are technicians who are not college educated |,

and who do not develop career patterns; expectations, and modes of occupa-

tiéna] behavior that aré characteristic of professionals. Of course: not
all ;ollege traiged people: conform to these expected characteristics, but
preliminary analysis Q{ selected data bases revealed that the vast majority
of college graduates wprk in occupations that are comparable in many ways
to teachind but that only a:bare majority of professional/technical workers

do. ’ .

Our efforts to study comparatively teachers' perceptions\of the
quality of their worklife, and the relationship between. their work éxperi- ‘
ence and their lives outside the school within the context of adult devel-

opmental theory were guided: by the fo]]ow{ng set of research questions:

1. What are the general demographic characteristics of .teachers? How
do these characteristics compare with other professions?

2. What -are teachers' attitudes toward their work? How do these -
atti@udes compare with those of other professionals?

3. How do teachers' attitudes toward their work relate to job satis-"
faction? How does this relationship compare with othe® -
professions? ~

"4, What is the re]at1onsh1p between age and job sat1sfact1on, and age
and attitudes toward work? - \

5. What are the characteristics of the work environment of teachers?
How do these characteristics compare with other professions?

6. What is the relationship between teachers' work environment and
their satisfaction toward work? How does this relationship com--
pare with other professions?

7. What is the attitude of teachers toward their non-work T1ife
(marriage, family and their relative importance to work, use and
quality of leisure time, genéral life satisfaction, social struc-
ture)? Do other professionals perceive their non-work life
differently?

“ v

N -
T

-




8.~ How do .the attitudes of teachers toward the1r non-work life relate -

to job satisfaction?
9. To what degree is age a determinant of teachers' job and life
satisfaction?- Do age relationships observed for teachers hold for
. other workers? -
» 10. To what degree do teachers believe that they are "locked-in"
to their jobs? How does this relate to work and JOb satisfaction?
Do other professionals exper1ence being "lTocked-in" in the same
way?

These questions were explored through the analysis of three sets of
national surveys. Rather than collecting new data, we have conducted
secondary analysis of existing data sets. Taking this approach greatly
reduces research costs, allows for a more comprehensive and definitive
empirical study, and a]so yields benef1ts in terms .of comparability of
f1nd1ngs (Hyman, 1972) There are, however, 11m1§\t1ons associated with
th1s research anproach, which we discuss at the conclusion of, this report.

We now br%ef]y describe the three-data sets-that are the basis of the pre-

sent study.

- The 1969 Survey‘of Working Conditions, and the 1973 and i977 Quality

of Emp1oymeﬁt~Surveys. These surveys were designed to brovide an overview

' ‘of working Eonditions~of the American labor force. The universe §amp1ed in
each study consi§ts of currently employed workers living in dwe]]%qgs in
the coterminous United States at-the time the survey was conducted. A
worker was e1igib1e‘to be interviewed if he or she was:16 years old or
ofder and aas current]y doing any work for pay for 20 of more hours per
week. This included all persons on strike, vacation, and those away from
work due to illnes, weather, or personal reasons. The sampling procedure

yieleed servey samples of 1,533 in 1969, 1,496 in 1973, and 1,515 in 1977.

" -

AS
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The sample size of teachers from the 1969, 1973, and 1977 surveys‘is 57,
63, and 64, resoect ve1y, and of coiiege educated non-teachers 157, .179,

‘~~\,\.and 266, respectiveiy

A The\onincipai purpose and, therefore, the content of all three surx\\\\ \

veys are essentially the‘some;\\Eagn had the following initial aims:

=

1. To assess the frequency- and severity ofxﬁoik=relgted problems
.experienced by employed peuple, with special emphasis-on those .
types of problems that were or might become matters of public.. _
policy; ., = —

2. To indicate which major demographic or occupationaV groups. were'
most affected by these problems;

3. To develop valid measures of job satisfaction suitabie for use
with samples of workers in heterogeneous occupations and suitable
for use under a variety of conditions of census and research;

4. - To assess the impact of working conditions upon the well-being of
workers :

5. To establish base-1ine statistics that might permit subsequent
national surveys to reveal any trends in the content areas origi-
nally investigated;

6. To establish normative statistics thot might permit other investi-
gators to.compare with natiopal norms their data from more limited
sub-samples of workers.

Since we are interested in assessing the perceived qua11ty of

[

,‘teachers workiife the fit between the goals of our study and the research

aims of these surveys is very good.

] The\Quaiitxuof American Life, 1971 and 1978. These two surueys, which
are nearly identical in content, were designed to provide benchmark data-
concerning the perceiveo quality of life of the American people. Closed
and open-ended questions were used to probe respondents‘,sotisfactions; o

dissatisfaotions, aspirations, and disappointments in a variety of life

¢




. 10

“ domains. In both cases the data were collected from a national probability
sample of persons aged, 18 and over living in non-institutional dwelling
units. The total sample size of the 1971 and 1978 surveys is 216? and

3692, respectively. The semp]e size of teachers from the 1971 and 1978

surveys is 58 and 94, respectivef}jﬁand of college educated non-teachers

124 and 329, respectively.

Content areas of both surveys include questions designed to provide
1nformation about the f0110w1ng aspects of 1ife: housing, city and neigh-
borhood, 1ife in America, friendships, family and marriage, education,

nealth, work, spare-time activities,—and financial status. In addition.to

~~-__ broad questions about satisfaction with each of these domains, and their

T .
importance-_to the respondent, specific sources of gratificatjon and

\\

frustrat1on\were probea ~There are also quest1ons about life as a whole

-

- lives. e

These surveys, were well suited to our research goals because they
£ °

enabled us to explore the interaction among the individuél;“his work

- exberience, and his wider network of life experience.

National Longitudinal Surveys of Labor Market Experience 1966-1977.

These surveys were designed primarily to analyze the sources of variation

1n the labor market behavior and exper1ence of four age-sex subsets ot the
American’ population. The four cohorts represented in this study are-mature
men (45 to 59 years of age) adult women (30 to 44 years of age), and young

‘men and young women (14 tc 24 years of age). Each of the four groups was

o)
<

v
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répresehted by a national-probability éamp]e of approximately 5,000 indi-
viduals -- 1,500 blacks and 3,500 whites. Respondeﬁts in each of the four
cohort samples were interviewed at least once every two years beginning at

"the -study's inception in 1966.

The major topics that.are covered in these surveys mmy‘Bé“tTassf%ied;
under the'fo11owing'headings: labor market experience (including labor
force participation, unemployment, job history, job_mobility); socio-eco-
nomic and human capf§a1 {including education, kraining, hea]tﬁ and physical
condition, marital and family characteristics, financia1\characteristics;-
military service, jﬁb attitudes, retirement plans, occupational aspirations

and expectations), and environmental variables *(size of labor force in

local area, unemployment rates for lccal area, index of demand for female

3

'1abor).

' Each of the age-sex cohorts is represented by a multi-stage proba-
bility sample located in 235 sample areas coﬁprising 485 counties and inde-
péndenf Ccities represen;ing 50 states and the District of Columbia.
Stat;sticalJy#neiiable_samplgs,of blacks were obtained by ovgr-samp1ing v
blacks at a rate of three to four times that of whites. Attrition of the
samp1e‘has not been significant, with more than 85 percent of the indivi-

duals participating in the sample seven years after its sfarting date.

0n1y'the'matgre men. and adult women samples are analyzed in this

tudy. Thé sampling procedure yielded samples of 5020 for the survey of

<

t
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37 and 346, respectively, and for the survey of matui'e women 209 and 203,
respectively. Analysis of these longitudinal surveys compleménts our work

with the quality of employment survey$ in that the former allows us to .

sfudy the work experience of a group of teachers over a ten year period.

__A___*__;‘_““‘_u_‘_Two limitations should be gept,jn mind when.readjng our analysis.

- F%rsé?hagiqaaﬁ;;ferences about a population based on a single samp]e'of_thg“ R
§ize analyzed here is extremely ris&y. Although our interpretations are

" based on the'pattern_of results that emerge from several surveys, it is
important to bear in mind that the samﬁ1es we analyze-are small. One can, ‘?i

" however, b]éce much credence Gn findiﬁgé based upon several small, indepen-
dent]y.Qnawn samples, if tﬁey yield patterns that are in genera] agreement -

with each other, because the 1likelihood that the same pattern of results

would emerge from a number of different, though small, samples is remote.

‘ . _We~have sought to capitalize on this by analyzing admittéd]y small sub-
/f”i; samplés oF teachers from several different surveys.
- A ;econd limitation is that we use cross-sectional data to study age

) relqtionsﬁips. In many of' the .analyses reported here, respondehts are
assigned to on#? of three age groups {below 35 years of age; 35 to 50 years'
of age; and over 50 yea#s of agei.to enable us to study the relationship
between age‘hnd various attitudes and perceptions. Much social and be-'
h%vioné] science research has ghown the va]ue.of cateyorizing #espondents

'by career cycle stage‘(Campbeﬂl et al., 1976; and Hill, 1977) éna the age

'categories used here were designed tq;pe1p sort out attitudinal and beha-

3 o

R ) .
vioral differences hypothesized to characterize men and women in different ‘

_ career stages. Since the correlation between age and years of teaching~
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experience is quite high (for theibua]ity of Employment Surveys Pearson's R
~ ranged from .71 to .79) age is a good proxy for career cycle stage. Age °*
relationships observed in cross-sectional data, however, are inherently
ambiguous in their interpretation (Cutler, 1975; Riley, 1973). For
example, a cross-sectional age re1ationship might reflect aging, cohort, or
1ife cycle effects. One is genera]y not ab1e to choose decisively among
these three ana1yt1ca11y distinct age related effects on the basis of
cross-sectional data. However, through cohort analysis ofga series of
.-cross-section surveys, it is often possible to sort out aée related

effects. In cases where this approach has been emp]oyedﬁ‘cross-sectiona]

data have been shown to be extremely useful in the studﬁ of age rela-

tionships (Wright and Hamiiton, 1978; Quinn et al., 1974; Morgan, 1972).

<

Because of these methodo]ogica} limitations, QE offer our conclosions
as hypotheses‘to be tested by further research. This is in line. with-our
thinking when we initiated our research since one of the primary objec-
tives of th1s study was "to deve1op a set of research hypotheses that might

be pursued 1n field-based studies.

At this point, a word is in order-about the organization of our
report. In Chapter One, we present the results of our analysis of how
.teachers perce%ve their work experience. In Chapter Two we explore the
level and the dete;minants of "teacher job satisfaction. Chapter Three is
devoted to an assessment'of’the interactﬁon among the individual, his work .
experience, and his wider network of ]ife\erperience. In Chapter Four we

present our.ana1ysislof the work experiehce‘of teachers based on 1ohgitudi-

'na1 data. This analysis complements our work with cross-sectional data by

/
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examining teachers' attitudes toward work over an extended period of time.

our work,; outline what we think are important issues for future research,
and comment on the value and limitations ofﬁ,using existing survey dat;a to
explore educational issues. Two papers are\appended to the report i:hat

discuss topics closely related to the .mai'n themes of our work. On\e paper

is a critical analysis. of mid-1ife developmental ‘theory, while the other

-

|
‘ . In Chapter Five we review our findings, discuss the.policy ‘imph’ca_tions of J
|
|
|
|
|
i

’ discusses the relationships between teachers' needs and aspirations and the

quality of employment.




. thought that a more comprehensive abproach to research on the worklife of

CHAPTER ONE

THE QUALITY OF TEACHERS' WORKLIFE: A COMPARATIVE ANALYSIS

¢ . .

K

-

As mentioned at the outfet, one of the primary objectives of the pre-

s

.sent study was to measure the quality of teachers' worklife as they per-

ceive it and to compare their views of their work situation with those of
other workers. The fgw‘publishéd research studies in this areaohave
generally have been limited to narrow issues such‘aéitéaqher mora]e,iﬁ
aljenation, peer support, or stréss, to.me?tion only a faw topics. We

e

teachers would yield a deeper and richer understanding of teachers' multi-

. faceted worklives than was possible from studies of a ‘more limited scope.

. Further, we sought to compare teachers' reports‘o? their work environment

with those of men and.women working 1n other fields, something that few
researcﬁers have sought to do. To accomp11sh these research goals we ‘exa-

mined a broad range of aspects of work]‘fe quality using® data from the 1969

Survey .of Working Conditions, and the 1973 and L977.Quality of Emp]oyment

Surveys. These survey 1nstruments have been the basis of numerous studies

of work11fe quality and have proven to be extreme\~ vaiuable sources of
information concerning attitudes toward work Since we have presented .in

the introduction a description of the suryeys and the sampling procedures

by wpich they were gbtained, we proceed directly to the presentation of the .

findings:

15° \j



FINDINGS

-

. Demographic Characteristics * -

. As expected, in all three surveys tiie majority of teachers were
" o ‘ema]e while the majority of co]]ege educated non- teachérs (CENTs) and

workers 1n the tota] sample were ma]e (See Table 1 1). Between the_1969

and 1972 surveys, the © gﬁmale to ma]e ratiq for teachers and for the total
_samp]e‘remained approximately 2-to 1, whereas ampng CENTs the.proportion
of fema]es increased appreciably. Not surprieinply, teachers were much
better educated than workers in the total samp]e. Interestjng]y; the pro- B
port1on of'teachers reporting that4they hare a cpllege degree, declined from

96 percent in 1969 to 86 percent 1n 1977, wh11e the proportion df workers

in the tota! sampie rep rt1ng that they have a‘college degree increased

from 14 percent in 1969 'to-18 pércent in 1977. The former trend may be

related to the increase durii.g the last decade in ‘the number of privatelﬂ

. schools, which tyzicaliy ao not requ'ire their teachers to be co]'lege grad-
uates, wh* e the latter trend undoubted]y ref]ects the secular growth of
higher education that dates from- the 1940 s. Of course, a1l of the CENTs to

were*co]]ege educated, and rough]y equal percentages of CENTs and teachers

[
#

had a graduate or.professionel degree.
\/\ .

\ ]

~ workers in the total sample. However; between 1969 and 1977 the proportion

. of teachers aged 21§§4 declined and the proportion of teachers aged 35-50

‘r-
Jincreased substantially:” This trend is probably related to declining

; . - In general, teaghers were younger on the average than either CENTs or
enroliments that have caused many school bnards .to hire fewer teachere \
|
t
|
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TABLE 1.1 ’ . . p ;
L } . ixnographic Characteristics
- 1969 Total 1973 " Total 1977 Total
Teachers » CENTs Sanple Teachers CENTs Sample Teachers CENTs Sample
Sex: - (N=57) (N=157)  (N=1533) (N=63) (N=179) (N=1496) (N=62) (N=283) (N=1515)
. Males - 7%, - 80% 65% 38% 78% 68% 36% 66% 632
" Females 63 20 35 62 22 32 64 34 37
Age: ©
tinder 21 : 0 0o 6 0 0 6 0 0 7
21-34 52 38 3 53 46 38 43 47 38
35-50 30 43 37 k} | 39 32 .43 36 32
51-64 . 167 18 22-. 16 13 22 14 16 2
65+ - 2 ] 4 - 0 2 2 0 1 2
. - © a -
Race: - . .
White . Jega 93 90, 92 94 92 97 92 92
Non-white 16 7 10 8 6 8 3 8 8
Education: _ \
High school diploma or less 0 0 69 3 0 . 64 3 0. 59
Some College - . 4 0 17 . 7. 0 21 . 0 23
College Degree e © 60 49 . .7 38 56 8 27 47 9
Graduate or professional dggree 36 51 *~ 7. 53 . M O/ v 58 53 9
Harii:'é;l Status: ' - ~ e )
Married T et 83, * . 1M~ 59 84 .15 L 70 7 69
* Widowed ° 2 107 04 f 1 4 2 0 3
Separated 4 - 2 2. - 0 1. 2 0 3 2
Divorced 5 2 5 15 3 6 1 6 8
Never married 23 2 12_\ : 26 12 13 18~ 14 18
- : ’ N
r's R [
e » -
. R i ’ 3
. [ ] ~® v
’ -
0’1 *
~ ‘ -3 r) {‘“\
o \J

LL
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* fresh out of college and to lay off teachers with low seniority. Finally,
we note that in all three ;ﬁrveys teachers are more likely to divorce or
separate than either CENTs or workers in the total sample. Given the
fact that compared to the other two grons many more teachers are in the
“never married" category and, therefore, cannot divorce or separéte, the

- level of marital disruption among teachers is &ven more. striking.

Our finhing that teachers separate and divorce more frequently than »
workérs in other fields strikes us as very interesting. Is this because‘of
the stress of the teaching professioh (i.e.{ demands on time) and its
effects on married 1ifé? Do teashers demand more of themselves and others;
in interpersonal relationships than do other bcCupationé1‘groups? Since
“the impact of marriage, separation, and divorce on our society is con-

sidered to be enormous, these questions warrant furthér study.

Income ,
Since an important reason that most people work is to earn money to
support themselves or their families, income from work is not a trifling
matter. As Table 1.2 indicates, in all three surveys only a small minority
of teachers reported that tneir family income was inadequate t0°mee£ their
monthly expenses. About equal percentages of teachers and CENTs indicated -

that their family income was inadequate, while a larger proportion of the

workers from the total sample réported being dissatisfied with their family

income. Overall, more workers reported that their monthly family income
did not allow them to 1ive comfortably than reported that their income was .

inadequate. Once again, though, about equal percentages of teachers and

L4
.
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\ Adequacy of Income
\
- 1969 1973 1977 _
\,\ Problem Teachers CENTs  Total Teachers CENTs  Total Teachers CENTs  Total
— R . Sample Sample Sample
| Famil y income inadequate to ,
* meet monthly expenses 18% 15% -~ 26% 12% . 14% 21% 18% 17% 21%
. Monthly income does”not ailow )
family to live comfortably 37 39 56 34 38 . 54 4 42 56
. , N 57 157 1533 63 179 1496 62 283 1515
\ .
o ‘ o
|
\ “\ h
\
\ '
\
Lo
\ .
|
‘ L4
[ \ T ?
’ 30\\ ™ 31
"\ : ‘ ‘
- \ »
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CENTs reported that their monthly income did not allow them to live comfor-
tably, wh%]e larger proportions of workers in the total sample compared to

teachers or CENTs indicated insufficient income to live comfortably.

Surve& resnondents were also asked-a series of questions about their
personal and total fami]yyincome. ‘Table 1.3 reveals that, on average,
teachers consistently earn lower incomes than CENTs, and about the same
incomes from their main jobs as workers in the total sample. When total
family income is considered, CENTs still earn on tﬁe averge more than
teachpr;, but teachers' income from all sources is greater than the family

income of workers in the total sample. 'In all probability, the latter is

the case because a much larger percentage of teachers' spouses work com-

pared to workers in the total sample. We also note that.the‘persona1 ard

]
family income of both teachers and workers in the total sample kept pace

. with inflation between 1969 and 1977, while the personal and family income

~

of CENTS did. not.

Fringe Benefits

A]thoﬁgh probably not as.important to most woqkers as income, fringe-
benefits are an important part of many employees' compensation packagem‘ﬂ
Table 1.4‘sh6ws that in all three surveys approximately the same percéntage
of'the'three occupational groups expressed a desire for additional fringe
benefits. The table also,shows that for each of the surveys, about the

same percentage of workers expressed a desire for additional fringe bene-

‘fits. Further, the period vrom 1969 to 1977 witnessed a steady increase in

the desire for additional fh%hge.benefits. This occurred, as we shall see,



TABLE 1.3 .
) ' Income from Main Job
1969 1973¢ 19772
: Total Total Total

. Teachers CENTs Sample Teachers - CENTs Sample Teachers CENTs Sample
Income: ° -
0 - $5000 7% 123 32y - 5% 5% 26% 15% ny 28%
$5001 - $10,000 73 30 18 67 30 45 60 ] 43
$10,007 - $15,000 18 - 28 13 ‘28 k7] 2 23 27 23
$15,001 - $20,000 2 16 ] _ 0 15 4 2 12 4
$20,001 - $25,000 0 6 1 0 9 2 0 5 1
$25,001+ . .0 8 2 . 0 7 2 0 4 |
Mean $ 82 $ 14l § 8234 $8559 $ 13558 . § 8623 $ 7960 $11183  § 5436

*Adjustment for inflation was made by multiplying raw 1973 dollar estimates by .87 and raw 1977 do)lar estimates by .60.{based on Bureau of Labor
Statistics’ reports of Consumer Price Index data?. .

-

Total Family Income

[

Income:
0 - $5000

-$5001 - $10,000 -

$10,001 - $15,000
$15,001 - $20,000
$20,001 - $25,000
. $25,000+

- Hean

~

1969
: Total. .
Teachers CENTs Sample Teachers
1} 1} J13% 0%

k)| 18 . 1)) 32

33 25 ! .27 3

17 26 " 22

.13 13 4 8

' - U 7

$13499  $18810  $ 11633 $ 14Nn2

19732
CENTs

3
19
]
19
13
15

" $16137

Total
Sample

108
40
30
n
5
4
$ 1152

‘Teachers

2%
28
38
7
13

2

19772
CENTs

5%
28
3N
17
8
n

Total
Sample

12%

3 .
- 33

12

6

4

N
$13296 $14185 § 12237

“3adjustment for inflation was made by sultiplying raw 1973 dcllar éstlmntés by .87 and raw 1977 dollar estimates by .60 (based on Bureau of °

Labor Statistics'

reports of Consumer Price Index data).

Le
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CTaBLE 1.4

t

Adequacy of Fﬁinge Benefits

e A

- e,
h ’ -

1969 1973 1977
Teachers CENTs Total Teachers .CENTs Total Teachers CENTs Total
Sample Sample . Sample
Desire for additional L ,
fringe benefits 47% 46% 45% 38% 50% 45% 54% 55% 55%
- Lack of fringe banefits a
"Sizeable" or "Great" problem 52 24 43 29 26 40 3 25 40
N \ 57 157 1533 637 179 1496 . 283 1515
2
. o
W
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. TABLE 1.5

Workers' Evaluation of Fringe Benefits (Ex;;r:e,sg'ii in Percentages)

H L

-N

‘Availability of Benefit

Want to Receive Benefit

' Teachers CENTS Total Teachers CENTs Total
Benefit Sample Safiple
Médica], surgical, or hosp-- : . .

ital insurance that covers * & R R 8 R R 8 R R:. .8 R R 8 R R 8 R R
any illness or injury that 2 2 2 2 22 222 2 2 2 2 2 2 2 2 2
might occur to you while . . :
off the job 81% 83% 88% 8'!% ‘93% 90% 72% 79% 78% 37% 39% 18% 29% 16% 10% 27% 25% 10%
Maternity leave with%pay? 14 17 27 25 41 45 14 26 29 .. 6 6 6 6 6 6 6 ,6 -6
Maternity leavé with fum - - :
re-employment rights 74 94 89, 46 83 85 59 74. 75 4 4 6 0 0 3 1 1 2
Life insurance that would .
cover a death occurring”
for reasons not connected ) ’
with your job . 55 63 59 74 77 79 62 - 64 69 1510 9 15 14 10 4 2 4
A retirement program 90 90 87 75 77 79 61 67 67 1n 9 3 14 10 9 25 15 8
Training program 42 49 53° 48 56 57 26 44 46 , 6 1115 6 6 5 6 5 6
- . C £
Dental. program 6 6 30 6 6§ 32 6 6 29 3 4 17 .46 9 15 60 3 14 22
57 63 62 157 1,79 283 1533, 1496 1515 ‘57 63 62 157 179 233 _ 1533 1496 1515
a0n1y women were asked about this benefit. : .
bSurvey did not”include question. ! ' oo
. - (VAW

Q -

~
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- which CENTs and workers in the total sample were ratheridisinterested.

and racial discriménation.

25

workers in the total samp1e than to teachers while denta1 benefits and

" ‘maternity 1eave with pay were ava41ab1e to both groyps about equally.

Comparing’ teachers with CENTs, we rote that maternity leave with pay, life -

insurance, and-a training program were:more 1ikefy to be available to the
latter than the former whi1e teachers were more likely than CENTs to have

a retirement program. In each of the surveys, a greater percentage of

- teachers than either CENTs or workers in the total sample reported wanting -

v

to add medical insurance, maternity leave with full-employment rights, and

‘a training program to their existing benefits package. Based on the

resu1ts of the most recent survey, approximater half of the teachers

~reported wanting denta1\benefits and 15 percent of them expressea interest

in the establishment of a ski11 improvement training program, a benefit in

”
i

-

. Discrimination

.
1

Since the 1950s much has happened to focus attention upen age, sex,
However, only in the case of sei discrimination
is. there a clear trend of increased sensitivity over time (see Table 1.6).
The percentage of teachers,.CENTs and workers in the total sample who
reported sex d135"1mination, grew moderately from 1969 to 1977. By the

1atter year,. worekrs in the total sample perceived less sex discrimination

‘ than both teachers and CgNTs, whereas, in 1969 all three groups reported

about the same level of sex_discrimination.

. . o
The data’on age and racial discrimination indicate that.for each occu-

pationa1 group sensitivity to these forms of discrimination changed 1ittle

.. | Y




TABLE 1.6

Age, Sex and Race Discrimination

o z 1969 _ 1973 . 1977 -
A : : Teachers CENTs  Total Teachers  CENTs  Total Teachers CENTs-—.Total
B . Sample Sample Sample

aAgé discrimination -~ 9% 6% 30% 10% 5% 31% 8% 6% 32%
Severity of problem . ' -
(percent of those report1ng
problem who.regard it as . * ( ‘
"Sizeahle" or "Great") o 20 56 a7, 0 88 53 25 47 51
, Sex dlscr1m1natldn, females . .8 . 7. 8 5 20 14 18 22 12
) " Severity of problem ‘ : . ' , :
(percent of ‘those ‘reporting - ' '
+ -problem who regard it as )
- "Sizeable" or '"Great") ‘ 67 25 -44 33 25 37 " 50 33 33
' Race or nat1ona1 origin’ - :
discrimination . - "9 4 17 7 4 15 1 8 17
Severity of problem
- " (percent of those reporting
--- 7. problemwho regard it as ‘ ;
“Sizeable" or "Great") 40 20% 62 75 33 68 35 42 . 37
N 57 . 157 1533 63 179. 1496 62 283 1515
7 ’ w N-’o
) 41
&0

92
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over time. Teachers and CEQTS, however, reported muchilower rates of per-
ceivedeaée discriminatﬁon'than Qorkérs in the total sampte, with CENTs -con- ~
sistently‘lower than teachers. Similarly, comparéd to workers in the total
‘sample, a much smailer proportjon of teachers and CENTs viewed di'scrimina-

tion on the basis of race or national origin to be a problem. In this

instance, however, CENTs reportgd some@hat lower rates of perceived race

discrimination than.teachers.

A}

ﬁork Schedule and Related Problems. .

¢ . .
Y AR
. .

.As Table 1;? sﬁows, thg major work~scﬁedu1e problem of tea;hers'cbn-.
_cerned ekpessivé hours. In contrast, the major work schedule problem of
CENTs was that their hours of work interfered with their family or personal®
lives or that their’fémi]y 1ife interfered with their work. Workers in the
total sample reported_that excessive hour&'and interference with work and
personal or family life were equally prqblematic.).Reports that excessive
hours were a problem were far more common among wo?kgrs in the total sample
than either'teaéhers or CéNTs, although about twice tﬁeApgrcentage of
' teachers compared to CENTs reported that excessive hours were a problem.
Moreover, éompared to workers in the total sample, smaller percentages of
teachers and CENTs indicated that their hours of work did not suit them and
that work interfered with family or personal life or that family life .

%

interfered with work.

1

Work Environment and Health Problems

Because workers spend so much time on the job, work conditions and

health problems that can affect performance are important concerns. As




TABLE1.7

Work Schedule and Related Problems: Frequency of Report

P -

1969

M

P

1973 1977
Teachers CENTs  Total Teachers .CENTs  Total Teachers CENTs, Total
Problem Sample Sample . Sample
Excessive hours 16% 8% 30%- % 4 39% 12% 7% 34%
-Hours do not suit - 5 . 6 17 8.. - 12 15 8 10019
Hours‘ihterfeﬂe'with
. family 1ife, personal . \ -
life, or family life . : . e .o ‘
interferes with work - 8 17 . 32 12 13~ 30 -21 17 35
N ) | ' . o . ~n
5 . ®
N 57 157. 1533 63 179 1496 62 283 1515
AN
) A .
’ 43
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- g ~ indicated in Table 1.8, teachers were consistantly more likely ‘than either
' CENTs or workers in the total sample to report that the physical conditions‘
at work were uncomfortable. In each survey nearly half of the teachers
- indicated that their work environment was unpleasant More specifically,
teachers were slightly but consistently more 1ihe1y than workers in the
‘total sampie and_far more likely than CENTs .to report unclean working
\‘.. - conditions They were also much more 11ke1y than CENTs'and‘workers in the
'-tqtal sampie to mention that they had 1nadequate equipment for. d01ng the1r
N job. On the other hand smaller percentages of teachers reported problems

with noise or with ventilation compared to CENTs or workers in the total

sample.

Table 1.8 also shows that teachers in.all three surveys reported a

hiéher'rate of work-related health problems than CENTs or workers in the’

~—

.
Pl I e
e
-~

. . totai sample. Approximately twice the percentage of teachers compared to
the other‘two occupational groups indicated that'a physica] or nervous con-
dition was caused or made more severe by their job. Teachers also were
consistantly much more Tikely than CENTs and about as 1ihelv.as workers in
the total sample to report.a job related iilness in the three years preced-
ing a survey. However, getting tried in a short time and trouble sleeping
were less likely to be a problem for teachers than for workers in the total
sample but much more 1ikely to be a problem for teachers than for CENTs. T

These problems were mentioned very infrequently by CENTs.

AY

Job Mobility and Security \

To most people a good job is one that provides both security and

opportunity for advancement. During the quarter century foliowing World




- . : TABLE1:8
Work ‘Environment and Health Problems :

‘}

. . . . ‘ Percent Reporting Problems

1969 1973 . 1977
. Total Total Total
Problem Teachers CENTs Sample Teachers CENTs Sample Teachers.  CENTs  Sample
Physical conditions .uncom- ‘ : B
fortgb]e . 49% '3]% ) . 33% - 44% 35% . .39% 48% . 4‘4% -37%
-Phys‘ica'l.‘ éondjtions uriclean 22 5 17 . 16 2 15 ° 18 14
. Not quiet enough ‘ 5 7 80 .9 4’ 13 1
" " 'Not ventilated well enough 7 0 3 7 4 5 8
Inadequate equipment for .
doing job - 19 6 - 6 21 10 . 6 ]6 10 7
physical or nervous condition - w
caused or.made more severe
by .your job 4 2 2 7 3. 4 7 5 5
Job related illness in last R -
3 years ’ 11 - 6 15 12 © 9 11 23 19 17
Get tired in_short time .
(*often" or "sometimes") 7 2 21 10 1 15 14 3. 26
Trouble sleeping ("often" _
or "sometimes") ﬁ 19 4 27 21 6 28 17 - 7 31
N /57, 157 1533 . 63 179 149 62 283 1515
i
’
46 { 47
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War II, rapid population growth caused an educational boom characterized by
a-great .demand for, but a relative dearth of, certified teachers. One
re;u1t\of‘this situation was that teacher job sedurity in this period was .
good. A parellel development was the rapid growth of educatioqa].adminis-
trative units which provided teachers with an opportunity for advancement
to administrat1ve positions. However, with ‘the decline in. enro]]ment that
‘ started about a decaqg ago, job security, especia11; among 'younger, non-
tenured teathers, has dwind]ed, as have opportunities for advancement from .
a classroom to an administrative position. Some of-the results of these.
developments are reflected in Ttb]e 1.9, which displays workers' responses
. by age to questions from the 1977 survey pertaining to job mob111ty and
security ’
’ % v .

Across every age group teachers were more'Iiker than both CENTs and
workers in the total sample to perceive a shortage of jobs for people with
their skills, experience, and training. Teachers were only slightly more \
likely than ﬁembers of the other two occupationaT groups to believe that (
they would have difficulty finding anotﬁer job with the same'pay and frirge
benefits. Not surprisingly in 1ight of the employmént market for teachers,
more teachers than CENTs or workers in the total sample below age 34
beiieved they were 1ikely to be laid off }n the near future. Among workers
over 50 years of age, teachers were far less fearful of being laid off than
either CENTs or workers in the total sample. Thus, among teachers,

S

perceived job security is directly groportignal,to age.

Table 1.9 also reveals that teachers felt "locked in" to their jobs in

much higher proportions than either CENTs or workers in the total sample.

-
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TABLE.1.9 i . .
\ e - -
- Job Mobility and Security: Percent Reporting Probiems: 1977 Survé}\\ o

% ' - X DT

b - . Teachers ' - CENTs \\\\\t Total Sample
. -age _€34 35-50 514 <34 35-50 51 - <34 35-50 51+

“.Problem ' . : ' i

Stake in present job too great . ) .

to change jobs 52% 58% 57% 36% . 46% 53% 37% 56%  65%

Afraidkto quit present job‘

without haying another lined wp® 58 62 43 28 a4 55 £6. ' . 47
“Difficult to Jeave ‘job even ’ ‘ . :

if wanted to ‘ 36 . 48 57 32 36 55 40 51 56
Difficult to find another job b ) )

with same pay and frihge benefits 40 46 54 33 41 5 36 4 .52 e
'Shbrtage_of Jjobs for people _

with your skills,.experience, and : N . :

training® 68 82 100 58 57 80 32 44 . 48

: \

Likely to lose job in next couple N o '

of years . 17 12 0 13 10 14 16 13 15

N 27 27 8 L1330 102 18 682 485 . 348

qncludes workers who “strongly agrea" or "agree" with statement
bIncludes workers who resgonded "not easy," as opposed to “somewhat easy" or "very easy."

cIncludes worker who responded yes.
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~ Teachers across all age groups were more likely than members of the other
" . two occupational groups to report being afraid to quit their present joo
without having another one lined up. Precunably, this reflects the tight

labor market for teachers.

-
A

Teachers %n all age groups also were more 1ikely than CENTs to believe
~ the stake 1n:tﬁe1r present‘gobs.was too great to change jobs, and that it
would be difficult to leave their preseiit jobs even if th wanted ‘to. |
Comparing teachersrwith workers in the total sample, we find that teachers
‘ in the below 34 and in the 35- 50 age groups were more 11ke y than their
couriterparts in the total samp]e tocgport having too much|invested 1n .
their oresent jobs to quit. Howeve:fqa;33t~tpg_same proportion of teachers ,

«

aoo workers in the total sample in each age group reported that it would be

\\ . difficu]t to leave their jobs even if they wanted to. Inte esting]y;
‘ ' teachers be]ow the age of 35 were generally far more erly\than their
- counterparts anong CENTs and workers in the total sampte/to fee] “locked

|

{

in" to their jobs. Finally,-we note that the. perception of being "Tocked

[EUNS— d

in" to ones job increases markedly with age for all three occupationa.
|
" groups. ‘

/

Work Related Motivation

Table 1.10 displays the responses of teachers, CENTs, ané workers in
the total sample by age to a series of questions Eertaining to motivation
to work. Across all age'groups, teachers were ﬁore likely to report that
their main satisfaction in life comes from their work, that what they do at .

work is more important than the money they earn, and that they put in




TABLE 1.10

Work Related Motivation:

1977 Survey

o 5

Statement

My main satisfaction in life comes
from my work - }

Age

“Strongly disagree“ or “D1sagree“.

“Agree“ or “strongly agree“

* . WhatI do at work 'is more important

to me than the money I earn

“§tr6ngly disagree" or ”Disagree"

“Agree" or “Strongly agree"

My main interest in my work is
to get enough money to do the
other things I want to do

“Strongly disagree" or "Disagree"
"Agree" ‘or "Strongly agree"

" I would be happier if I didn't
have to work

“Strongly disagree" or "Disagree"
"Agree" or "Strongly agree"

If you were set financially,
~would you work?

_ Yes. s
No - °

Do you put in effort beyond what
is required?

"None" or “A little"
"Some“ .
"A Tot"

N

" — -_.51, -
= ~ .

?

<34

32%

. 68

20
80

23

84

16

80
20

23

.74

27

Teachers
35-50

524

48

78

89
11

77
23

81
19

27

¢

51+

- 29%
Jv

28
72

86

14

A

. 29

57
43

100

ey

<34

54%"
46

34
66

69
M|

16

84
16

.43
51

133

CENTs -

35-50

623

3B

28
72

73
27

80°
20

75
25

34
65

102

51+

. 37%
63

26
74

76
24

A
29

64 .

36

R

<34 = 35-50 51+

56%  60% - 483
34 40 52
53 46 51
47 54 49
49 57 55
51 43 a5
78 *75 74
22 25 26
77 73 60
23 27 40

Ny
M//?‘ l‘ .

8| 5 8
39 | 28 3
54 67 60
682 | 485 318
I: e
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effort beyoﬁd what is required. Teachers in a]i age groups were also more
likely than members of the other two occupationaf groups to disagree with
the statement that their main interesk in their work is to get enough money
to do the other things they want to do. About equal proport1ons of
teachers CENTs, and workers in the tota] samp]e in each age category
repcrted that they would be happier if they did not have to\work and that
they would not work if they were financially set. On ba1enee, then,
teachers' motivation to work:appears to be rooted in the intrinsic nature
'of'work, rather than in extrinsjc faeters. For them more so than ferrCENTs
or workers in the total sample, work ie less a means toward an end than an
end in jtself. fhis finding appears to hold for ;eachers in .all age
categories; there is no evidence of reduced WOrkire1ated motivation during

mid-career.

The notion that teachers' work motivation is related t6 the intrinsic

%

aspects of the job is buttressed by evidence containeé in Table 1.11, wﬁiph
4disp1ays the responses of workers to statements aBouf the content of their
work. ‘The first four statements were designed to gauge the extent to which
workers bel;eved their jobs fostered the development of or utilized skills
and abilities that are sources of intrinsic reward to most workers.
Teachers were more 1ikely than CENTs or workers in the tota] sample to
agree that their JObS required that they keep learning new things, that
their jobs required a high level of skill, that their jaQs 1et them use
their skills and abilities, and that their jgbs required that they use

their creativity. -~
. : |

Not only did_a larger percentage of teachers than members of the other

_ two occupational groups believe that the content of their work had a strong

-z




Work Content:

TABLE 1.11

1977 Survey

' Statement

Teachers CENTs
A B Sample
My job requires that I keep lea;ning new things
“Strongly disagree" or "Disagree" 3% 5% 16%
. "Agree" or "Strongly agree" 97 .95' 84
My job requjres a high level of skill ‘
"Strongly disagree" or "Disagree" 0 1 29
"hgree" or "Strongly Agree" 100 89 7
My job lets me use my skills and abilities 7 <
"Strongly disagree" or "Disagree" 3 12 20
"Agree". or "Strongly agree" 97 88 80
My job réqﬁires that I use my\creativity
"Strongly diéagree" or "Disagree" 0 14 36
, “"Agree" or "Strongly agree" 100 86 64
I have a lot to say about what happens on my job
“Strongly disagree“ or "Disagree" 24 ‘ 22 36
g "Agree" or "Strongly agree" 76 78 64
- I have too much work to do everything well
. "Strongly disagree" or "Disagree" 61 73 77
\ ; "Agree" or "Strongly agree" 39 27 .23
!
\ |
\ | =
! ,
. N
\ .

en




T‘ 1.11-- page 2

™~
Statement Teachers . CENTs Total
' Sample .
On my job I know exactly what is expected of me
"Strongly disagree" or "Disagree” A 15% 18% 13%
"Agree" or "Strongly agree" 85 82 87
A lot of people can be affected by how well
I do my: work ’
"Strongly disagree" or "Disagree" 0 5 n
"Agreé" or "Strongly agree" 100 95 89
1 think that most of the things I do on
my job are meaningless -
. "Strongly disagree" or "Disagree" 98 96 91
"Agree" or "Strongly agree" 2 4 9
Even if no one tells me I can figure
out how well I am doing on my job
"Strongly disagree" or "Disagreg" 10 1 8
"Agree" or-"Strongly. agree" 90 89 92
Supervisors or co-workers usually let me know .
how well I am doing in my work .
"Strongly disagree" or "Disagree" 43 38 34
{
"Agree" or "Strongly agree" 57 62 66
\ ' N 63 283 1515
S0

LE
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rd

intrinsic componeng: they were also morg 1ikeTy to disag}ee with tme state-
" ment that Most of the things they do on their'jobs afq-meaning]ess,\and
more likely to agree that a lot of people can be affeéted by how we]% they

do their work.\ Al though they thought their work was méaningfu]‘aqd ﬁmpor-
‘fant, a larger percentage of teachers compared to CENTs and workers/in thé o
total sample reported that they had too much work to do everything/we]].‘
Finally, about the same percer “age of teachers as members of the(éther two
dccupational éréups agreed that on their job they knew exactly wﬂat was
expgcted ;f Ehem; that even if no one told them, they could fig#re out how
well they weré doing their‘job; that their supervisors or co—w&rkers
usua]iy‘let them knoy how well they were doing in their work;/&nd that they’

!

had a great .deal to say about what happens on their job. /

i
/

DISCUSSION /
!
*  Based on the evidence presented here the quality of teachers' worklife
éppears to be marked'by polar attitudes. Compared to other workers,
teachers believe they work hard at jobs- that are very worthwhile and in-
trfnsica]]y rewarding.' Also, they believe that their pay and fringe bene-
fits are‘adequate. At the same time, however, they believe that their work
environment is unpleasant and is the cause of numercus health problems.
Further, they think that they are locked-in to jobs that offer little -
opportunity for advancement. In short, while teachers appear to be dedi- '
cated to their }obs and to find much ful fillment in their work, they
nevertheless report being dissatisfied with fhe environment in which they

must work and with the prospects for career advancement. In other word%,

n
&
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teachers appear to be satisfied moré witﬁ the intripsic rather than the
extrinsic aspects of work. This situation i§ bound to cause many teachers
to have ambivalent feelings toward their profession. Potential consequen-
ces of this state of ambivalence are low morale and work commitment, which
may be reflected in teacher performance. Since we did not have a measure
of job performance we had no way to test this hypothesis. We did, however,
have excellent measures of job satisfaction and we were ableito explore in
more deptﬁ the 1inks among job satisfaction, intrinsic -and extrinsic job

rewards and values, and age. It is to a discussion of our research into

these issues that we now turn..




CHAPTEB TWO
|

\

- JOB SATISFACTION AMONG TEACHERS: A\MULTISURVEY, MULTIVARIATE STUDY"
. R \\
. \ '
Quality education is a goal to which we all subscribe, yet it is an

extremely difficult concept either to deﬁine or to implement. A host of
factors contribute to the attainment of qka1ity education: physiéa1 facil-
ities, financial support, student charactéristics, community expectations,
instructional programs, and teacher perfor@ance.‘ Since the educational ,
process is very labor intensive, the creat{vity, vita1}ty, enthusiasm, and

resourcefulness of teachers may be the most important determinant of educa-

tional quality.
\ ?

Since these factors are believed to be related closely to job satis-
faction (NEA, 1965), knowledge of its level aﬁﬁ,determinants has been the

object of much speculation and research. Despite the more than 50 studies

of teacher job satisfaction that have appeared since 1940 (Fountain, 1975),

our understanding of this important issue remains incomplete. This is the

case, we believe, because most of the studies de%igned to explore this

issué suffer from one or more of three major shoétcomings. First, they
tend to be descriptive and not well grounded in‘clrrent job satisfaction
theory. Many studies provide little useful information begause they are

little more than personal anecdotes and essays (e.i. Wynn, 1975; MckKeachie

. . \
‘and Borodin, 1961; Feldvebel, 1968; Harbage, et a1.\ 1961; Ornstein, 1968).

In general, educational researchers have ignored thé{growing body of social
and psychological theory that treats Jjob satisfactiow{ Exceptions to this
)

are the work of Sergiovanni (1967) and Gregorc (1971),, who based their




4

research on Herzberg's motivator-hygiene theory of job satisfaction

(Herzberg, Mausner, and Synderman, 1959). However, Locke (1976) and

Kalleberg (1977) have shown this theory has major limitations. Second,

investigators typically have focused their studies éxc]usiyeiy on teachers

with the result that little is known about teacher job satisfaction com-

pared with that of non-teachers. Comparing the perceptions of teachers to

- - those of men and women working in other fields can help place the werk ,
experience of teachers in proper perspective. Finally, although many
sociological and psychological studies have shown that age is one of the
best predictors of job satisfaction (Campbell et al., 1976; Glenn et al.,
19775 and Quinn et al., 1974), the relationship between teachers' job
satisfaction and age has not been closely studied. Another reason for our
interest in the link between age and job satisfaction is that many adult

- developmental psychologists have posited that adults go through a series-of

N ‘ ‘er stages, each of which purported]y has important implications for one's
careﬁr This issue is of especial interest to educators, since the mean
age of teachers is rising, and sjnce'many teachers report being.1ocked into

thefr jobs (Lowther et al., 1981). Therefore, we believe that it is impor-

tant to examine age when studying job satisfaction among teachers.

The oresent study enriches our understanding of teacher job satisfac-
tion by 1) exploring the level and deténninants of teacher satisféction,
2) comparing the job satisfaction of teachers to that of college educated I
persons in other occupations, and 3) examining the relationship between JUb
satisfaction and age. The study draws on the work of Ka]]eberg (1977), who

has developed a theory of job satisfaction that incorporates individua1‘
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differences'iﬁ work values and perceived job rewards as key explanatory
variables. As defined by Kalleberg and as used in this study, "job satis-

factidqmrgfers to an overall affective orientation on the part of indivi-

f
duals toward work roles which they are presently occupying" (p. 1). A=

though this conceptualization implies that job satisfaction is a unitary .

concept, it does not ;uggest that the causas of job satisfaction are not
mul tidimensional. To the contrary, job satisfaction is conceptualized by
,Kalleberg to be a function of six dimensions of work -- intrinsic, con-
venience, financial, relations with co-worker, career opportunities, and
resource adequacy, each of which has a work value component and a work
reward component. Work values are the range of potential gratifications
that are available to persons from work in an industrial society. These
.differenpially desired work values constitut; potential sources of rewards
to the worker. .In éontrast, job ‘rewards are defined as the rewards people ’
actually receive from pheir jobs. The power of Kalleberg's theory is that
it takes into consideration the interplay between job values and job

rewards in evaluating the determinants of job satisfaction.

Since we are interested in the link b&tween age and job satisfaction,
we have expanded Kalleberé's model by adding‘age as an Fxplanatory
variable. The model used here’;akes on the folléwing form: job satisfaé-
tion = f(x1,xp,%x3,.2.X13) where x1 is jhtrinsic value; x is intrinsic
reward; x3 is convenience value, 7 is conven}ence reward; x5 is financial

value; xg is financial reward; x; is co-worker value; xg is co-worker

reward; xg is career value; x1g is career reward; x)1 is resource adequacy

value; x12 1s resource adequacy reward; and x13 is age.

m
(%)




Operationalization of Variables

.
‘ ‘

respondents' value in a job, and on the rewards respondents' derive from

Each of the surveys contains questions on job satisfaction, on what

working at their job. Variables measuring job satisfaction, the six value

components to work\and the six reward components of work (to be described
below) were developed from these questions. The answers to these questions
were scored from 1.0 (low job satisfaction, low value, or low reward) to
4.0 (high job satisfaction, high §a1ue or high reward). In some cases,

recoding was required, to change scores to match this metric. Missing data

item. Following Kalleberg, the measur— of overall job satisfaction used in

this stddy is an average of the workers' responses to five questions con-

cerning their satisfaction with work as a whole. Thesé questions include '
such direct 1nqu1f1es as "how satisfied are you with your job," és well as ‘
. such indirect questions, as whether the worker would recommend the job to a i
friend, whether the worker plans to look for a new job within the next
year, whether the worker would take the same job agé?n if given a choice,
and how the job measd;es up to the kind of job the worker wanted when he

took it.

\

|

\

|

l

‘ on a particular item.were assigned the mean of the cases prﬁ;ent on that
|

|

|

|

1

| Variables representing each of the six work value compoQgptgbwere

| .

| developed by Kalleberg from a factor analysis of the intercorrelations of
the responses from 34 questions designed to measure the extent to which y

| - workers valued specific aspects of work. The intrinsic value variable. is \

an’average of six questibns designed to measure how important it is to the .

. workers' that their work bé interesting, allow them to develop and use |

. .

(\ \
PR
4 . ‘
. \
. \

L e ‘
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. 1 ,
Eheir ab11ﬁt1es, to be self-directive, and the like. The convenience value
variable i% an average of seven qdestions designed to méasure the extent to

which worke@s value such things as pleasant physical surroundings, good

1 -
hours, and convenient travel to and from work. The financial value vari-
1 "

able .is an %verage of three questions designed to determine the extent to

: ’ ’ N
which workers value pay, fringe benefits, and job security. The co-worker
- I

value variable is an average of four.questions designed to measure the .
y

extent to wﬂich workers' value friendly and helpful co-workers, the chance

to make friends, and whether one's co-workers take a personal interest in

1
him/her. The career value variable is an average of three questions de- °

signed to deFermine the value a worker places on career advancement and

\ *
‘recognition.; Finally, the resource adequacy value variable is an average

of eleven quéstions Gesigned to measure the extent to which workers' value

the resources required for adequate performance of the work role. The use
|

of mul tiple-item variables of this construction overcomes many of the prob-
lems associated with single-item measures of aspects of work satisfaction

(Andrews and Withey, 1976).

Reward variables for each of the six dimensions of work were developed
from a factor analysis- of the,intergorre1ations of 34 questions designed to
measure the extent to which workers derived rewards from. their jobs. These
questions are identical to the questions that served‘és the basis of the
work value variables, with the exception they are worded to measure work
reward rather than work va1ye. For example, at the beginning of the inter-
view, workers were asked how important it was to them that a jcb offered

them an opportunity to develop their own special abilities. Toward the

i
o
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L
close o% the interview, workers were askeq the extent to which their job:/p
gave an opportunity to develop their own special abilities. The first
question wa§ one of several used to develop the intrinsic value variable,
ard the second question was one of several used to develop the intrinsic

‘reward variable.
. FINDINGS

Work Satisfaction by Occupational Group

Consistent with all previous finﬁings (Glenn et ai,, 1977; Quinn et
;g al., 1974; and Wright and Hamiiton, 1979), Table 2.1 shows that job satis-
faction appearis to be corfelated with occupations when‘they are arranged .

. hierarchically based on such factors as_status, income, educational
‘ réquirements, skill, or autonomy. In each of the three surveys, persons
oworking ‘in jobs clustered toward the top of the occupational hierarchy
reported levels of job satisfaction higher'than'persons working in jobs
clustered tqyard the bottom of tﬁe occupational ladder. Contrary to what
one might expect, based on the way tegchers areidepicted in tﬁe cpr;ent p
v 3 1iteratur§, in the 1973 and 1977 ‘surveys teaciiers rated higher in terms of
jgb satisfaction than all 6f the other occupational groups, and in the 1969
survey teachers were a close second to non-farm managers and administra-
tors. When ‘the results of the three surveys are averaged, teachers report
being more satisfied with their'work than any other oceupational group.
This finding is esséntia11y in agreement with the work of Ki1g§€rick¢/

(1964), who found that.among educators, businessmen, engineers, scientists,

. I'd
and groups of federal empioyees, high school teachers were second in job
»

satisfaction only to collegé professors.




s S .
iz;—»>—ff’ ”il.b -

“ag

_ TABQ.]

- Mean Overal Job Satisfaction Scores From The 1969 Survey of Employment And The 1973 and 1977 Quality
of Employment Surveys, Bx Occupational Group

2

l
:
?[/w - |

. Occypqtibnal Group
Al occuPations
Professional; Technical, except teachers

. Teachers:

Sales workers

Clerical and kindred workers

i

Craftsmen and kindred worKers

. OpeFatives

%

o daborers, except farm

Managers and édminist}ators, excebt farm
\ A .

Service workers: except private household

— -

Average
of
Three
1969 N 1973 > N 1977 N Surveys
3.43 1533 3.40 1496 3.28 1515 3.37
3.50 208 3.56 127 3.23 255 3.43
3.55 57 3.65 63 3.61 64 3.60
3.61 216 3.54 228 3.44 217 3.53
3.51 16 3.47 69 3.21 A 3.40
3.46 158 3.40 218 3.25 223 3.37.
3.36 225 3.48 226 3.41 222 3.42
3.17 246 2.94 255 2.92 248 3.01"
3.09 66 2.99 53 3.04 50 3.04
3.35 97 .28 107 3.29 118 3.31
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Work Satisfaction and Age

-

As a group, then, teachers report being quite satisfied with their
work. We now ask, what is the relationship between job satisfaction and £
age? The answer to this question provides clues about the pattern of job
satisfaction among teachers in different career stages. As Table 2.2
reveals, job satisfaction among teachers is directly corre]éted with age.
In all three surveys, teachers over 50 years of age were the most satis-
fied, and teachers under 35 years of age were the least satisfied with
their work. This findfﬁg is consistent with the results reﬁbrted by
Johnson (1951) and Lortie (1975). It is also consistent with)the fiﬁdings
reported by social and behaviorai scientists who have studied the rela-
tionship between job satisfactioﬁﬁand age among the general population of
workers (Glenn et al., 1977; Quinn et al, 1974; and Wright and'Hami1ton,
1979). Some of the factors that might explain this phenomenon in the case
of teachers include: the fact that financial rewards improve with age;
that the seniority system may provide older teachers with the most desired
work load, supplies, and pupils; and that dissatisfied teachers tend e{ther
to leave the profession altogether or to foresake the classroom to become
administrators. As a consequence of this last phenomenon, the on]j

L i
teachers who teach until they reach retirement age may be those who are

. . . T
1fe$sent1a11y satisfied with their work.

Work Values and Age

Table 2.2 reveals that among teachers, age and job satisfaction are

directly related. We now ask, is this due to a decline in work value stan-

(n,l

(W]




- . ~ TABLE 2.2

P
‘l" ;

\\ : Overall Job Satisfaction Scores for Teachers and College

Educated Non-Teachers, by Age

Survey Year\

o~ . P
. Py
, 1969, 1973 1977
L * Below , ; AN Below . AN Below A1l
: Age: 35  35-50 sor Ages 35  35-50 50+ Ages 35 35-50 50+  Ages °
Teachers _ 3,48 3.61 . 3.65 3.5 3.53 3.78 3.8 3.65 3.53 3.66 3.71 3.61
N .30 17 10 57 34 12 io 63 29 26 7 64
Collgge Educated 2,32 3.52 3.61 3.46 3.43 3.64 3.42 351 3.27 3.43 3.37 3.3
Non-feachers . , _
157 82 . 70 27 179 125 99 42 266

62 65 30

13

Poa ;
{°
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dards as workers age? That is, do the work'standards and, expectations of

‘ _?:‘eachers erode systematical]y over their years.in the‘c]assroom, so that

with the passage of time they are satisfied with fewer work rewards? As o7
' Table 2.3 provides an answer to this question. It indicates that there is

no general pattern of decline in the work value levels of teachers across

age categories. As a result we must reject the hypothesis that work values

or standards decline as teachers age. We conclude that the positive asso-

ciation between job satisfaction and age is not the result of the standards

or work values of veteran teachers being eroded by their years in the

classroom. .

-

Moreover, Table 2.3 suggests that with the exception of the career
o value dimension, teachers consistently have higher work values than college
educated non-teachers (CENTs). Thus, the higher levels of overall job \
satisfaction reported by teachers as compared to CENTs aré not due to lower
. levels of work values on the part of teachers relative to non-teachers with

similar educational backgrounds.

Work Rewards and Age

-

Table 2.3 gives a good indication of what workers at various ages want
from their jobs, but tells us nothing about what they actually receive. We
now ask what is the relationship between work rewards and age? We also
inquire whether there’are important differences in tl.e work reward levels
reported by teachers and CENTs. As shown in Table 2.4, comparing reward

scores of the three age groups within each sur&ey year reveals that both

teachers and CENTs 35 years of age and older report receiving greater
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TABLE 2.3 ,
Selected Work Value Dimension Scores for Teachers and College Educated Non-Teachers, 1969 and 19732 .
Work Value  Age Below 35 35-50 . Over 50 A1 Ages.
‘Dimens ions Year 1969 1973 Mean 1969 1973 Mean 1969 1973/ Mean °1969 1973  Mean
Intrinsic Teachers 3.48 3.54 3.51 <3.58 ’};57 3.58 3.51 3,53 3.52 3.52 3.55 353

-

Noﬁ-Teachq;s 3.54 3,53 3,83 3.43 3.55 3.49 3,39 3.57 3.48 3.46 3.54 3.51

~

4.

Convenience  Teachers 2,77 2.61 2.69 2.89 2.9 2.94 2.43
Non-Teachers 2.54 - 2.51 2,53 2.32 2.48 2.40 2.7

.89 2.66 2.91 2,74 2.8
53 2.62 2.48 2.50 2.49

NN

-

Financial Teachers 3.10 3,20 3.15 3.32 3,22 3.27 3.07 3.50 3.29 3.28 3.26 3.27
~ Non-Teachers 2.99 3.08 3.04 2,90 3.100 3.06 2,92 3.17 3.05 2.93 3.10 3.02

Co-Worker Teachers 3.23 3.07 3.15 3.25 3,37 3.31 3.15 2,98 3.07 3.36 3.14  3.25
- Non-Teachers 3.01 3.10 3.05 3.03 3.02 3.02 3.29 3.23 3.26 3.07 3.09 3.08 o
B M ’ ! o
| Career h Teachers 3.00 2.98 .3.99 2.7 3.17 .298 3.00 3.03 3.02 3.18 3.04 3.M

Non-Teachers 3.51 3.36 3.44 3.50 3.23 3.37 3.07 3.48 3.28 3.4 3.32  3.46

. Resource Teachers™  3.41 -3.44 3.43 3.59 3.58 3.59 2.89 3.52 3.21 3.52 3.49 3.5
\\ Adequacy- Non-Teachers 3.26 3.22. 3.24 3.13 3.23 3.18 3.40° 3.35 3,38 3.20 . 3.2 3.32
\ . . : T e
L N. Teachers 30 34 17 19 ' , 10 10 57 63
Non-Teachers 62 82 65 70 30 27 157 179
Note. . . ) :

3ork value questio'n,s were not included in the 1977 Quality of Emp]pyment Survey.
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rewards from thé&ir work than younger workers (compare columns A, E, and I;
B, F, and J; and C, G and K). Further, Table 2.4 reveals that teachers

35-50 yearg.of ége and teachers 50 years of age and older- are about equal

in reported level of work rewards. On the other hand, among CENTs, workers

- i
~

over\BO‘xgars of age report consistently higher levels of work rewards than
~

35-50 year STHB%\\!E?n the scores for each work reward dimension obtaidedd

for the three surveygrare averaged, work rewards are seen to be positively ..
corre]ated with age (compare columns D, H, and LY. For every work dimen-
sion, 35 to 50 year old teachers and CENTs had higher work reward scores

‘ than their counterparts below the age of 35. And, for five of the six work
reward dimensions, teachers and CENTs err 50 years of age h;d higher work
reward scores than their counterparts 35-50 years of age. Among teachers
the lone exception to this patfern is %hat 35 to 50 years o]&; report
receiving greater co-wquer rewards than workers in the other two age cate-
gories. Among CENTs the only excepfion to this pattern.?s that 35 to 50
year olds report receiving greater career satisfaction than workers in the

other two age categories. These exceptions notwithstanding, we conclude

that work rewards and age are directly associated.

Table 2.4 also shows that the level of work reward for teachers and
CENTs is approximately the same, with the exceptign that career reward is
moderately higher for CENTs compared to teachers.. S'nce educators who
remain classroom teachers throughout their work life can not by definition
" experience.upward career mobility, the low level of career reward reported

by teachers is not surprising. What is surprising is that teacher's report

financial rewards on a par with CENTs, since the average income of teachers

=1 4




TABLE 2. 4.

Work Reward
Dimension -

“Intrinsic
Convenienée
Financial

‘Co-Worker
Career
Resource

Mdequacy

ERIC

Aruitoxt provided by Eic:

’

Selected H&rk heua}d Diménsion Scores for Teachers and College Educated Non-Teachers

Age Below 35 35 - 50, Over S0 All Ages
Year 1969 1973 s 1977 Mean 1969 1973 1977 Mean 1969 1973 1977 Mean 1969 1973 1977  Mean
A B8 -C D E F. [ H 1 J K L ] N 0 [
Teachers 3.3 3,48 3.33 3.37 .3.35 3.63 3.35 3.50 3.33 3.70 3.62 3.8 -3.38 3.56 3.35 3.43
Non-Teachers 3.24 3.38 3.06 3.?3 3.47 3.5 3.36 3.46 3.51 3.52° 3.46 3.50 ,3.39 3.47 3.24 3.46
Teachers 2.93 3.03 2.95 2.97 3.65 3.31 3.0q 3.14 3.01 3.39 3.04 3.15 2.99 3.8 2.98 3.09
Non-Teachers 2.05 2.89 2.75 2,90 3.04 2,99 2.90 2.98 3.4 3,16 2.96 3.79 N 2.79 2.84  2.97
. Teachers 3.21 3.2 2.62 3.0 2.92 3.33 .3.04 3.10 3.28 3.63 2.95 3.29 3.18 3.31° 2.83 kKR
’ Hon-Teachers 3.00 3.10. 2.93 3.00 3.30 3.36 3.00 3.22 3.33 3.37 3.05 5.25 3.17 3.24 2.98 3.13
Teachers 3.32 3. 3.3 3.34 3.35 3.58 3.51 3.48 3.22 3.50 3.29 3.3 3.32 3.2 3.4 3.38
Non-Teachers 3.26 3.29 3.22 3.26 3.54 3.35 3.35 3.35 3.40 3.43 3.33 3.39 3.3 3.33 3.29 3.51
Teachers Zﬂﬁl 2.49 1,99 2.36 2.3 2.54 2,35 2.40 2.34 2,90 2.43 2.56 2.55 2.57 2.20 2.44
Non-Teachers 2.80 2.85 2.54 2,73 2.89 2.96 2.49 2,78 2.48 2.17 2,32 2.82 2.77 2.8 2.49 2.1
Jeachers 317 3.44 3.16 3.26 3.3 3.49 3.20 3.36 3.82 348 3.25 3.42 3.30 3.39 3.19 3.29 .
Kon-Teachers 3.33 3.33 3.15 3.227  3.30 3.39 3.25 3.31 3.4 3.4 3.20' 3.34 3.33 3.36 3.19 3.29
Teachers 30 34 29 93 17 19 26 62 10 .]0 7 27 57 63 62 182
Non-Teachers 62 82 128 269 65 70 99 290 30 27 42 99 1587 179 266 602
l,\ @
75 .
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is only 75 percent of the=average income of the college educated non-
teachers sampled in the three'surveys. Al though teachers do not earn as
Tuch as CENTs, pérhaps.the finding that far more teachers' spouses are
employed than CENTs' spouses (66.0 percent compared to 34.0 percent) may

explain why teachers report Being as satisfied as college educated non-

teachers with the financial rewards of work.

Determinants of Job Satisfaction

The data we haVe presented indicate that both job satisfa;tion and23
work rewards, but not work values, are 1jqked with age. Pursuing our
assumption that job satisfaction is a function of work values, work
rewa(ds, and age, we have employed mu]%jp]e regression analysis to model
the determinants of job satisfaétion among teachers. This procedure will

réveal which of the variables under consideration are important predictors

of job sati§faction. ’ _ % e

- . ; “e

Our modeling strategy'is straightforward and follows the dictum that
fewer is better -- an empirical model using a few predictors is more useful
than one using more predictors. We follow established model building
procedures to winnow out variables that do not prove to be statistically
significant predictors of job satisfactioﬁ: Besides the obvious fact that
understanding a smaller model is usually easier than understanding a larger

7@, in cases such as ours where predictors are related to each other,
.21s based on subsets of variables usually giveAmore precise results than

"kitchen sink" models.

by .
Preliminary regression analysis revealed that in the case of teachers,

age when included as én independent variable interacts statistically with

. ,ﬁ; V4

~ 3
<
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other independent variables in its effect on job satisfactionl. In other

words, the relationship between job satisfaction and several work reward or
work value variables varied according to age. This interaction makes
inappropriate an additive model that includes age as an independent varia-

ble. One way to deal with the problem of interaction is to develop separ-

. ate job satisfaction modéls for teachers under 35 and teachers 35 years of 3

. age and older, which is' what we have done.

Table 2.5 presents the results of modeling job satisfaction for
teachers below 35 years‘of age and for teachers 35 years of age and older.
A1l six of the regressions of job satisfaction are statistically signifi-
cant atvthe,.OS level. 'A1§o, the consistently relatively large R2 coeffi-
cients of these regression medels indicate that these models fit the data

rather well. Since the R2 of five of the six models is greater than .30 we

"conclude that a good deal of workers' job satisfaction is explained by the

independent variables used to model satisfaction with work. =

The regression results summarized in Table 2.5 suggest tq us that the
determinants of job satisfaction of younger teachers as opposed to older
teachers are of a fundaﬁenta]]y different character. In a]]lthree surveys,
the statistically significant determinants of job satisfaction among
teachers below 35 years of age are limited to aspects of work that are ’
directly related to teaching itself. Hence, in Model I, which is based
on 1969 survey data, tﬁe statistically significant predictors of job satis-
faction among teachers beﬁow 35 years of age are intrinsic reward and ©
intrinsic value, bothbof which refer to characteristics assoc1ated with the s

~

work itself, and redource adequacy reward, which is a measure of the extent

1we also conducted tests for sex interaction, but did not find that sex ..
interacted with other 1ndependent var1ab1es in its effects upon job satis-
faction. .

! e ~
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Table 2. 5 b Satisfaction Mode]s for Teachers and College ‘ted Non-Teachers/fov‘ the
(3 1969, 1973, 1977 Surveys
. ' ' 31969 Qual1ty of Employment Sur'ey -
‘Model I . Teachers Below Age 35 Job Satisfaction = .846 + 1 00**(Intr1ns1c Reward) + 659**(Resource Adequacy Reward) -

. / .547*(Intrinsic Value) ~ . °

) : R® = .4787 F=8.570" N=30 / /
/
* Model II * Teachers 35 and Older Job Satisfaction = -,733 + .79]**(Convghience Reward) + .231*(Career Reward)
. /’ -
RZ - 4331  F =8.403 N=27 —
/

1974 Quality 6f Employment ‘Survey
Job Satisfaction = 2,936 + 1.506**(Intrinsic Rewabd) + 1.259**(Resource Adequacy Reward)

2 y

Model III Teachers Below Age:35

R™ = .3132 F=4J.297* N = 34

Mcdel IV Teachers 35 and Older Job Satisfaction = 4.146 + .361*(Financial Reward) + .423*(Co-Worker Reward).

R? =

. Model V

.3049 F= 5171

N =29 ‘ ~ -

3 .
1977..Quality of Employment Survey

Teachers Below Age 35 \\Job Satisfaction = 1,175 + ,721**(Resource Adequacy Reward)
R = .3869 F =18.94* N =30
| - - .
Model VI Teachers 35 and Older Job Satisfaction = 2.518 + .316*(Financial R:ha(d)
R - 1263 F =477 N=32
" Note. *ps.05 \
- **p < .01
N
N , o
<, \
N \ /
., ’ "lr)
I a‘ . ——— [N .
w‘ A

Gs.
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to which a worker has adequa%te resources to do his job well. Likewise in
Model iV, which is base& on 1973 survey data, thg statistically signifibant
predictors of job satisfaction among younger teachers-include intrinsic+
rewards and resources adequacy reward{ while in Model V, which is based 6n’
1977 survey data, the only statistically significant predictor of job

satisfaction among younger teachers is resource adequacy rewa:d.

Al though the_gob/satisfaction of younger teachers seems to hinge on
matters directly related to teaching, job safisfaction among older
teachers seems to be related to factors extrinsic to the educational pro-
cess. In }bde1 II the statistically significant determinants of job satis-
faction among older teacher; are convenience reward and career reward; in
Model I§¥they are financial reward and co-worker reward; and {n Model VI

—//rtbe.only stqtistiga]ly significﬁht predictor of job satisfaction is finan-
cial reward.. ﬁnportanp]y, each of the statistically significant predictors
of job satisfaction among older teachers relates not to the inherent char-

acteristics of the job itself or of its content, but rather to extrinsic,

non-educationally oriented aspects of work.

DISCUSSION

The addition of age to Xalleberg's theory of job satisfaction revealed
that the determinants of job satisfaction for younger teachers differ from’
those of older teachers. Although we did not find a decline in work value
standards with age, we did find a fundamental age-related change in the
sources of job satisfaction. This finding suggests the need for further

research to address two’ important questions. First, we need to understand




s

7

what it is about teaching and the edﬁcationa] system that may be responsi-
\ -~

-b1e for this phenomenon. A second qué&tion relates to teacher perfo}mance.

Little is known about the relaﬁionship\?etween teacher pérformance and age

1

but if older teachers derive their work\§atisfaction fron factors extrinsic
\

to the educational process their perfonnéhcq may suffer. Further research
\

is needed to determine whether the age-related shift in the determinants of

job satisfaction has pérformance imp]icatioﬁs. From a practical stand-
point, the shift in the deterﬁinants of job satisfaction suggests a need to
differentiate staff development activities by age. It could be that the
staff dqzﬁ;opment activities which motivate yéunger teachers may not be

effective with their older colleagues.

" A second issue that merits discussion is our finding that teachers as
a group report being more satisfiea»with thePr Qprk than workers in other
occupations. This finding is in apparent contradiction with the image pre-
sented in the current literature that teachers are "burned out," alienated,
and bgaera]]y dissatisfied with thei lot. How do we resolve this contra-
diction? We offer two alternative explanations.  First, the possibility
exists that the popular image of teaching as ¢ profession replete with
problems may be due to the work of a small, but hrighly vocal, minority of
dissatified teachers whose experience is very much: different frocm that of
the vast majority of teacher;. If this is the case the popular image that

many teachers are burned out or alienated may be erroneous.

To our way of thinking, a more 1ikely explanation of the apparent
contradiction between the survey results we report and the popular image

that teaching is a troubled and troubling profession, is that teachers may
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respond to questions abdut their work experience differentially based upon

‘ which of two perception/interpretation/reporting modes are tapped. One
mode, which we shall dub the public consumption perception/interpretation/
reporting mode,' is given expression under certain circumstances. It may be
that when teachefs present to the public in general and to school boards in
particular the image of teaching ;s an extremely problematic profession,
they are faithfully reporting one facet of howlthey perceive and interpret
their work experience. It is not difficult to see that widespread accep-
tance of the concept that teachers must work extremely hard against all-
too-often nearly overwhelming odds just to qaintain order, teach what they
can, and in the process maintain their sanity would serve the best in- ’
terestg of teachers as they strive for better working conditions, wages,
and benefits and as they seek to improve the educational process generally.
The second mode, which we shall dub the private perception/interpretation/

‘ * reporting mode, is given expression under another set of circumstances.

25&\» When confronted with a confidential survey containing a series of questions
about. their worklife, teachers may invoke this mode of response and indi-

o " cate that they are very satisfied with their work. The possibility exists
that a survey instrument may tap a different aspect bf their feelings
toward work than emerges from other sources. In this mode of expreséing )
themselves, teachers seem to indicate that théir work is pighlgysatisfying,

while in the public consumption mode they seem to indicate dissatisfaction

with teaching. Both ways of.reéponding are equally valid, it is just that

different situations may elicit different responses to questions about an

aspect of experience, namely one's worklife, that has both positive and

—
,®

negative facets. -If this.is so, we need to be extremely careful in

-

H
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defining which perception/interpretation/reporting mode our research is

tapping.
}
<
v
1
t
' ¢
b
}
, “
A
3 /
¥
1 3 ’
[
;

(o

LAY

-

i

-«

v



CHAPTER THREE s

>

THE’ QUALITY OF TEACHERS' LIVES: A COMPARATIVE ANALYSIS

& ' .
In the previous chapter we focused on the level and the determinants of
teachers' job satisfaction, and i1 the chapter bafore that. we examined the

quality of teachers' worklife. In bieh chapters the emphasis was on the

interaction between the individual and his work enviromment. We now shift“*_

our focus to explore sthe interaction among the individual, his work experi-
. = -
ence, and his wider network of life experiences, using data from the 1971

and 1978 Quality of Life Surveys. In the preseﬁf chapter we examine how

-~

» .

teachers' assess their satisfaction wigh the important domains of_life,
which include their residential envirodnént, experience at work, spare

time, marriage and family life, friendships, financial situation, and stan-

dard of living. We also model the determinants of satisfaction with life
s

as a whole, raploying measures of these 1ife domains as explanatory varia-
. - H
bles. Of special interest to us here is the relationship between job

satisfaction and 1ife satisfacffon among teachers, as well as the rela-

tionship betweeﬁ.1jfe sagisfac}ion'and the domains o; 1ife experience and
age. Consistént with the ané]ysi§ pre;ented‘infﬁggpters On; ani ng, fin-
~d§ngs for £éachers are compared with results Fé;\gfher occupatiinal groups

as a means of giving-our analysis the leverage that a cOmparative perspec-

tiva provides.

%
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FINDINGS

Demographic Characteristics
! ¢

Consis?ent with the results from the 1969 Survey of Working Conditions
and the 1973 and 1977 Quality of Employment Surveys, the ﬁajority of
teachers 1n‘332H765511ty of American Life Survey samples (1971 = 67
percent; 1978 = 69 bercent) were female (See Table 3.1) Contrariwise, and ~
consistent with the employment sd;;;;\ﬁamples, the majority of the college (v
‘edusated non-teachers (CENTs) subsets éf these national sample (1971 = 80 i
+ percent; 1978 = 70 percent) were male. Between 1971 and 1978 the ratio of
» male to female teéchers did not change significantly, whereas thearatio of

-

male to female co]]ege'edupated-ndn-teachers decfjned appreciably. It

seems, then, that the historic predominance of'fema]es’in the teaching pro- |
fession has'gontihyed in recent y;ars, although college eduFated féha]es

T ‘ ’ ‘“haveé made ﬂnp;rtant inroads into fields of work formerly dominated by

% a
college educated males.

< -

As might be expected, the vast majority of teachers (1971 = 91 per-
cent; 1978 = 86 percent), were college educated, and over half (1971 = 54
percent; 1978 = 52 bercent) had earned a graduate or profeé%iona] ‘degree.
Of course, all the CENTs had a college degree or more, andia large propor-;'
\ : " tion (1971 = 48 percent; 1978 = 47 peréent) had & graduate or professional
degree.. The 1971‘sampie of teachers was older on the average than the sub-

set of college educated non-teachers, but this age differential was not

i R evident in the 1978 samples. final]y, we note that for both the 1971 and .
S . ' A\ S ,
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‘ 4TABLE 31 '
Demographic Characteristics
+ _____
. . 1971 - 1978
: Teachers Cents Total Teachers Cents Total
(N=58] (N=124)  Sample (N=94) (N=329)  Sample
(N=2164) ’ (N=3692)
Sex; >
" Males , _ 33% 80% a8% 219", 10 50%
Females * ' 67 .20 52 73 30 50
Age: -
under 21 o 0 . 0 + -6 0 0 8
31 - 34 ¢ 34 43 30 51 53 30 -
35 - 50 . 33 40 28 35 K 27
51 - 64 " 28 15 20 .13 14 22
65+ 50 2 16 C B K
Race: - .
White 3 93 92 87 .87 88 85
‘Non-white - : 7. . 8 13 13 12 15
Educatibn:
High school diploma or less 5 0 L 717 7 ] 62
Some coltege— 4 0 N 7 0 26\
College degree 37 52 6 34 53 10
Graduate or professional . 54 48 6 .- 52 47 4
degree
2
4 N
/ .
) .
¢ Ot\
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However, between 1971 and 1978 the proportion of teachers who were
. black and the proportion of CENTs who were black® inéreased significantly.
%his trend is evidence that the civil righfg programs that date from the

e 1960s increased educational opportunities for non-whites.

v

Life Satisfaction .
) : ‘

One of the goals 6f the Quality of American Life Surveys was to assess
the ‘quality of life experience, as ipdividua]s perceive it. Two questions
" were used to measure global feelings of satisfaction with life: (1) "How
- ) satisfied are you with your 1ife as a whole these days?" and (2) "T;king
a11'things together, how would you say things are these days -- would you
i . say you're véry happy, pretty happy, or not too happy these éays?“ As
B TaB]e 3.2 reveals, teachers in both 1971 and 1978 rgported being slightly
‘j more satisfied with 1ife.as'a‘whole and slightly happier than both CENTs
‘ and the total sample. Moreover, as Table 3.3 shows, teachers rated higher

4

in terms of satisfaction with life than all other occupational groups in

2

’ 1?78, and in the 1971 survey tealfers were a very close second to non-farm
managers and administrators. When the results of the two surveys are
averaged, teachers report being more sat{;fied with their lives than any
other occupational group.

[}

The Domains of Life Experience |

“

Global measures of the experienced "“goodness of life" can be meaning-
fully seen as a composite of feelings of satisfaction or dissatisfaction

with a var1ety of spec1f1c domains of 11re (Campbe]] et al., 1976)

A]ternat1ve1y, sat1sfact10n w1th spec1f1c doma1ns of 11fe can be fru1tfu11y

-
-

(~
)
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R 'Table 3.2 °

| Teachers and College Educated Non—T}eachers Satjsfaction with Life

R ——

197 Total 1978 Total
Teachers  CENTS Sample Teachers CENTS Sample

Satisfaction with fife as a whole:

\ 1 Completely/satisfied . 23%° 16% 22% 22% 12% 0 23%-

N 2 i . 53 57 39 45 51 37 .
3 10 15 21 19 22 21
4 Neutral 7 7 11, 12 7 12
5 § lé’ 7 4 4 4 ) 4
6 . 0 1 2 0 2 T2
7 Completely dissatisfied : 0 0 -1 0 1 1

How happy these days?
Very happy . 48% . 28% 29 36% 32% ° 29%
Pretty happy - ) 45 65 61 58 61 62
Not too happy 7 7 10 6 7 9

N 58 124 2164 94 329 3692




. ' Table 3.3
L Mean Satisfaction with Life Scores, by Qccupational Group
eem Average
- . of two
Occupational Group 19712 N 19782 N Surveys
. A1l occupations . 2.54 2164 2.48 3692 2.51
Professional, Technical, except )
teachers 2.33 155 2.44 . 275 2.39
Teachers 2.27 56 2.28 94 2.28 -
Managers and administrators, &xcept farm 2.25 126 2.36 291 2.31.
Sales workers ! 2.54 60 2.60 126 2.57
Clerical and kindred workers - 2.61 231 2.57 357 2.59
Craftsmen and kindred workers - 2.44 164. 2.52 258 ; 2.44
Operatives - 2.58 190 2.53 359 2.56
Laborers, except farm 2.61 114 2.60 258 2.61
2.63 41~ 2.72 87 2.68

Service workers, except private household

3

—

aMeans were calculated by assigning the value 7 to the least favorable response,
1 to the most favorable, ang 6-2 to intervening responses.




- 66

} s A .
seen as comﬁdning to produce an.individua]”L overall sense of well-being.

We now explore teachers' satisfaction with a broad range of specific life

°

domains. : ..

' -

The Residential Environment

Taﬁ]e 3.4.dispJay§ the responses of teachers, CENTs and the total
sample to questions concerning their .safisfaction with thei, dwe]]iﬂg unit,
neighborhood, and the comﬁunity in which they 1iveg. In general,.we find
that most members of these three groups were satisf}éd with their
dwellings, neigborhoods,.and communities as plafes to live. We note
(peither any impoftant or systematic differences between the groups under
consideration nor between the 1971 and the 1978 surveys, except to say tnat

in both years the tofaL sample-was somewhat more satisfied with their

the latter groups have higher average family incomes than the former and,

»

as a resu]t; probably live in costlicr housing 1océted in more desired
neighborﬁoods, this findind-ﬁai be atfributab]e to either or both highers
levels of expectation or higher residential standards on tﬁg part of
teh&her and co]leg; educated non-teachers relative to the total sample.

-

.

Life in America

¢

The most extended, and, in a sense, the most remote of our ‘domains of
experience is the country ‘as a whole. To assess satisfaction with this
domain, respondents’ were asked a series or questions designed to determine

how content they were with life in the United States at the time of the

survey. As Table 3.5 shows, teachers and'CENii/responded’very much al ike

-

S »




Own or rent dwelling unit? , Teachers
/ Own ' . 66%
/ Rent \ s3]
Other - 3
Satisfaction with dwelling unit:
Completely satisfied 1 29
> .2 34
3 20
Neutral . .4 6 .
"5 8
6 3
Comp]ete]y d1ssat15f1ed 7. 0
As neighbdys, are people who , ° -
“live around you?' - .
Very good 55
Fairly good" 34
Neither good nor bad _ _ 11 R
Not very good 0
Not at all good- 0
Sat1sfact10n with neighborhood:
Completely satisfied 1 33
2 26
’ _ 3 24
.Neutral - 4 10
‘ 5 5 .
o 6 2%
Completely * dissatisfied 7 O
Is respondents' community a .
good p]ac; to live?
Very good ~ a

Fairly good

Neither good nor bad ,’.
Not very good
Not at all good

19N

Cents
61%
35

51
36
10

33
33

L)
NN WO,

Total
Sample
61%
<37
2

*

36
26
14
13
5
3
3

55
32

?Susey aid not incluage this question.

1978 (

Total
Teachers Cents Sample
\ 65% 64% 63%
34 34 35
1 2 2
20 29 38
T 42 .34 26
2l 20 14
11 6 12"
3 8 5°
2 3 3
1 0 , vg\q}b
45 4] \f’ 51
36 - 0 <« 35
15. 17 11
» 3 } 2
] ] 1
33 29 4]
28 34 25
17 20 13
11 9 12
7 95 5
- 1 2 2
3 1 2
F
55 53 49
36 ‘38 41
2 7 6
4 2 3
3 0 , ]
N (9




. TABLE 3.4 (continued{

o -

.
‘ ‘

\ .
' Satisfaction with Community.

Completely satisfied

Neﬂtral

~

Completely dissatisfied

N

NO O W RN -

Teachers

23 %
43
22
7

3
0
2

58

1971
Total
Cents Sample
23 % « 37 %
34 22
2 15
1 . 17
3 5
2 2
3 2
124 2164

Teachers

1978

Cents

20%
38
22
12 -

329

T

Total
Sample

36 7
.25
16 .
16

5

1

]

3692
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in both survey years when asked whether life in the United State was @&
‘ ) 5 getting better or worse. In 1971, approximately equal percentages of these

-gfoups réported life in America was getting better, was about the same, or
was getting worse. By 1978, the perceptage of these groups that believed
life in the United States was getting better or getting worse decliined
Slightly, and the percentage that thought }t waS°ab6ut the same increased
somewhat from 1971 levels. <Compared to the total sampﬁe, mora teachers and‘
CENTs thought 1ife was getting better ur was about the same. Since %he .
1571 survey was conducted after a decade of civil dfsorder and conflict
unprecedepted in the memoriés of most. Americans, it is not surprising that
‘in 1971 a 1;rger proportion of all three groups reported that 1ife was

getting worse than in 1978.

Respondents were also asked the questions, "A]f“th*ngs considered, how
‘ satisfied are you with.life in the United States today?" Table 3.5 reveals .
that in both survey years the distribution of responses of teachers and

'~ CENTs is stfikihg]y similar. We also note that compared to the other two

¢ >

groups in"both“years—a"1ar§é?”prﬁ“bFtTUﬁ’Uf‘thé total sample reported being

completely satisfied with life in the United States, perhapé because the
general population is less critical or has lower expectations than either

teachers or CENTs.

d

. iﬁs The Experience of Work

We now turn to the domain of work, an aspect of life wi ° which most
adults are intimately familiar. Work is not only a virtually ubiquitous

personal experience, it is also, for a variety of reasons, the subject of
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TABLE 3.5 ‘Evalyation of Life in America

Item: - 1971 1978
. . - Total > o Total
Is American life as a whole -
getting better or worse? Tea(.:hers Cents Sample Teachers Cents Sample
1. Better ° 29% 31% 17% 27% 27% 17%
2. About the same 36 33 47 45 42 48
3. Worse 35 36 36 28 31 35
How satisfied are you with life .
“in the United States today?
1. Completely satisfied 23 22 4 - 17 . 18 32
2. N 33 36 25 48 44 29
3. » 22 25 20 24 23 19 ;
4, Neutral 10 5 13 6 8 13
. 5. 9 7 5 5 5 5
6. 3 3 2 0 2 1
7. Completely dissatisfied 0 2 1 . 0 0 1
N 58 124 2164 94 239 3692
s * '\‘ .
S0

0L
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such corporate, government and scholarly interest. Because of their broad

scope, the Quallty of Amer1can Life Surveys COUld devote only a few

questions to exploring the quality of respondents work experience. Table
3.6 summarizes the response of teachers, CENTs, and the total samp]e to a
series of questions about job attributes and satisfaction. It shows that

in_both 1971 and 1978 a much larger percentage of teachers compared to mem-

bers of the other two groups reported that their'hork was very interesting:

'and that their work gave them a good chance to develop their abilities and

to use their skills. We note that the responses to these three clestions,
wh1ch all measure aspects of the 1ntr1ns1c qua11t1es of work, indicate that .
as a group teachers tend to be more satisfied with the intrinsic d1mens1on

of their work experlence than either CENTs or workers in general.

Teachers indicate they are rather satisfied with the intrinsic rewards
that their work provides, but they also report being less satisfied with
their pay than CENTs, and about as satisfied as the total employed sample.
In both 1971 and 1978 rearly equa] percentages of teachers ﬂnd the total

employedAsanple—reported—that—thetr pay~was very good or"somewhat-good™,
although in both years a larger percentage of the employed sample reported
their pgy as being "very good" compared to teachers. We also note that

the high level of job security reported by teachers compared to the other
two groups in 1571 had declired precipitously by 1978. In 1971, 73 percent
of the teachers, but only 60 percent of the CENTs and 58 percent of the
total sample reported that their job security was "very good." By 1978 the
percentage&of teachers who reported that their job security was "very good":

had plunmeted to 45 percent, while the figures for the other two groups
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TABLE 3.6 .The Experience of Workd

.
.
* .

Question: ] 5

T

hi
How interesting is your main job?

+

1.  Very interesting

2. Somewhat interesting
7&. Not very interesting
4. Not at-all interesting

How éood is your pay on your main job?

1. Very Good

2. Somewhat good

3. Not very good

4. Not at all good -

) . >
How good are your chances of making friends
at work?

1. Very good -
2. Somewhat good
3. Not very good
4. Not at all good

L

How "‘pleasant are the physical surroundings
at your main job? .

1. Very pleasant

2. Somewhat pleasant
3. Not very pleasant
4. . Not at all pleasant

How_good_is_job_security at respondent's
main job?

1. Very good

2, Somewhat good
3. Not very good
4. Not at all good

Teachers

90%
m
0
0.

60
30

73 g
14

9

4

1978

Cents

67%

27
3
2

40
46

63
26

56
28
10

59
1n .

Total
Sample

62%
28
. !
3

42
33
17

64
23

56
31

Teachers

80% -
19

1

0 .

19
28

67

- 21

12

46
43

°

aIncludes only those who repog;ed working &t least 35 hours per week.

)
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1978
, Total
Cents -Sample
70% 65%
23 26
5 6
2 3
.37 28
37 38
18 27
8 7
~J
61 65
28 23
9 9
3 3
50 . 51
35. 37
10 8
5 4
~
57 55 %
25 2w
n 10
7 7
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- How much can you deve]op your abilities

at
J.

your ‘main job?

Very much
Somewhat
Not very much
Not much at all

L

i

How much chance do you have to use your
skills at your main job?

]_‘o .

2.
. 3.

Very much
* Somewhat
Not very

4, ,Not much at_all \

How-good are your promotlon chances at
your main job?

Tl
2.

3.
4.

Very good
Somewhat good
Not very good
Not at all good

How satisfied are you with your main job?

.].

2
3.
4.
5
6
7

Completely satisfied

Neutral

e

Completely dissatisfied
N

Teachers ‘

-

1977

Cents

55
33

" Total
,Sample

.

I
F¥eachers

69
22 .

- 70
23

1978

Cents

61
22

51
33

© 12

30
30
22
18

.
b

Total'

Sample

3

€L

-
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_since’ it is these teachers who have the least seniority and whose jobs are

-in-job secufity between 1971 angd 1978.

, data sets that focused on the qua]ity of worklife reported in Chapter Two.

3 -

scarce]v changed,at ail. “Ana]ys1s of JOb secur1ty rat1ngs by age group

reveals that between 1971 and 1978 job secur1ty dec11ned most sharply among

teachers’ Be1ow 34 years of age..(See.Tab1e 3.7) This is ‘o be expected,

P

- . N ~ - ’
least secure in the face of the steady.dec1ine in enrollment in_this period

causing many. school districts to lay.off teachers each year.‘ Surprising]yi RN

teachers in the 35L50‘an449ver 50 age groups also repo?ted sharp declines '.

These. data also revea1 that in 1971 the percentage of teqchers‘who .
reported.that their chances of promotion were “very good" or "somewhat
good" was greater than the percentage so repogted by the other two groups.
However,.h¥~1978 teachers ceported that their chences of promotion were
lower than either CENTs or the employed samplie. In all probability, this
deciine in promotion prospects is pe;t]y a result of the decline in school
enroliment, which has resulted in a reduction in the number of edministra~

tive positions to which many teachers aspireg

Finally, and perhaps host importantiy, when respondents were asked how -
satisfied they are with their jobs, in both 1971 and 1978 teachers reported -
being significantly more satisfied than either CENTs or the empiayed sample -

as a whole. This finding buttresses the results of our exploration of the

It seems, then, that the weight of evidepce 1nd1cates that teachers as a

y
group gain relatively high levels of sat1sfact1on from their work.'




Table 3.7 Job Security by Agéa

L4

How good {5 the.jo
_at your main job?
" Very good

i

¥ r B *
-How good is thé\job security
at your main job?

Very good
Somewhat good
Not very good
Not at all good
N

Somewhat .good

Not very good .
Not at all good
. "

b\ security ’

1971
2
) Teachers CENTS Total Sample
<35 _35-50 51+, ¢35 _ 35-50 51+ <35 35-50 . 51+
Q\W% 89% 8a% 513 he% 6M% 561 56%  65%
) 26 6 10 29 23 20 27 26 18-
- 6 5. M 13 N 0 w1z
m o, 0.0 9 6 5 8 5 5
26 13 .19 51 48 18- 611 459 571
. 1978
Teachers, CENTS . Total Samg]e>
<35 35-50 51+ 435 35-50 51+ 435 35-50 51+
35% 464 ‘66%° 544  60% 674 50%  56% 567{,
46 2. N .24 21 32 28 20
, 0«3 0 9 7 6 W0 9 i
9 9" 4 ,7 .9° 6 7 8 5
% 13° 156 103 35 1644 742 9l

l¢33

- Q. — -
ERIC 1udes onlf'tﬁosejypo reported working at least'35 hours per week.,

.4
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Satisfaction with Spare Time

Y

©

Work is one of the most important domains of life, largely because

most adult men and’women spend an average of some forty hours a week on the

, jot. And because so much time is spent at their work place, many men and

women place great value on their leisure or spa time. As Table 3.8
reveals, the vast majority of respondents report bejng satisfied with how
they spend their spare time. ﬂQYQYﬁrasiﬂ_9§§U.1971 ;nd<;97gl_teachers and
CENTs were slightly more sat1sf1ed and moderately 1ess dissatisfied with
the way they spent their spare time than the samp‘e as a who]e. This is

not surprising, since teachers and CENIs have more money to allocate to

~

’

_ spare time activities a;? arguably are better ab1e than others, because of

the1r education and pre unab1y r1cher cu1tura1 exper1ent1a1 _base, to spend _

the1r 1e1sure time in ways they find sat1sfy1ng

Q

-

" The Family Financial Situation

. -
> o - - -

- Since nost men and women work to support themselves or their families,
the <income the1r job provides is c1ose1y Tinked to their family's financial

s1tuat1on, standard of living, and Tevel of savings ¢ or 1nvestment. G1ven

~

the materialistic nature of American cul tures how one fares .in these realms

pf life. is no small matter. Table 3.9 provides important clues as to the
faﬁi]y financial:situation of respondents. We note that fn both 1971 and
1978, teachers' personal income and their total family income tended to be
h1gher than those reported by the total smnple though not as high as those

reported by CENTs. "In both surveys a much larger percentage of CENTs than

*

] teachers reported personal incomes above $20,000. In 1971 only two percent

-y
’»J J

K
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Table 3.8 Satjsfaction with Spare Time

Satisfaction with Spare Time

Cbmp1ete1y satisfied

Neutral

Completely dissatisfied
N‘ »

Teachers

1971

Total

Cents Sample

Teachers
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and in 1978 eleven percentv of the:'teachers had incomes of at least $20,000.
. Tﬁe corresponding figures for CENTs are 20 percent and 39 percent, respec-
tively. Not surprisingly, the total family incomes of CENTs were higher in o
‘both survey years than the total family incomes reported by teachers. How-
ever, the difference between the total family inbomes of teachers and CENTs
was not as great as the difference between the personal incomes of these
groups. In all likelihood the fact that far more teachers' spouses wo:rked
outside the\ﬁome (1978 = 96 percent) than CENTs spouses (1978 = 70 percent)

.accounts for this income pattern.

Not only was teachers' income less than the income of CENTs, but ‘

between 1971-and 1978, feééﬁers‘lost.ground in terms of family income to
. ) CENTs, who in both years far outnumbered téacher; in the over $20,000

family income categories. In 1971, the modal income range for teachers and

‘ CENTs »was $10,000-$19,999, but by 1978 the modal family income rangé of
CENTs hqd risen to $20,000-$34,000, while the modal family income range of

. teachers remained the same as it‘had been in 1971. However, the modal
personal income of teachers rose relative to the modal personal income of
CENTs in the years between 1971 and 1978. In the former year the modal
personal income range of teachers was $5,000-$9, 999, compared Eo $10, 000- ®
$19,999 for CENTs. By 1978 the modal personal income range of both
teachers and CENTs was $10,000-$19,999, though a much greater percentage
of‘CENTs than teachers earned over $20,000 in that vear. The decline in
teachers' total family income relative to the total family income of CENTs
over a period of years when teachers personal income kept pace with the

personal incomes of CENTs is indeed puzzling.




TABLE 3.9 Family Financial Situation

Iq;ql‘Fami1y Income

4

0 - 4,999

5,000 - 9,999
10,000 - 19,999
20,000 - 34,999
35,000+

Personal income from main job

0 - 4,999

5,000 - 9,999
10,000 -.19,999
20,000 - 34,999
35,000+

Satisfaction with standard of living

1. Completely satisfied

: Neutral

3
4
5
6 . o

7. Completely dissatisfied

Satisfaction with saﬁings/investments

1. Completely satisfied

+ Neutral

~SNooresewNn
-

Completely dissatisfied
N

1971
Teachers Cents

6% 4%
w18 16
58 49
14 19
4 12
11 17
+50 21
37 42
0 1

2 9
33 32
28 33
24 20
5 4

7 7

3 2
- 2
22 13
14 30
23 16
19 n
9 12

3 11
10 7
58 124

Total
Sample

28%

31
32

Teachers

7%

5
48
27
13

23
18
4y

1978

Cents

5%

9
30
31
26

o

Total
Sample

°

10~

16
20
13
10 .
14

3692

10
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Table 3.9 also reveals that the vast majority of teachers (197i = 85
percent' 1978 = 82 percent) were satisfied w1th their standard of living.
Further, it. shows that a majority of teaehers (19]1 =-58 percent; 1978 = 51
percent) were satisfied with their family situation as far as savings and
investments were concerned. I;terest1ng1y, though teachers tend to have
lower total family incomes than CENTs, they report be1ng as sat1sf1ed with
their standard of 11v1ng and with their level of sav1ngs and 1nvestments as
CENTs in both :survey years. S1nce the total fami1y 1pcome of teachers js
generally higher than it is for the tota1 sample, it Q& not surprising that
in both survey yearséa larger percentage of teachers tﬁan the:tota1 sample
reported being satisfied with their standard of living and with their level

of savings and investments. . \\

. Marr{age and Family Life

To this point we have examined satisfaction with life as a whole,
housing, neighborhood, community, 1ife in the United States, work, spare
time, and . finances, aspects of 1ife that are rather imperSonal. We now
turn to an area in which the individua] is engaged in relationships of a

more intimate character w1th spouse, fam11y, and friends. As Table 3.10

shows, the vast majority of teachers (1971 = 92 percent; 1978 = 90 percent)

reported be1ng satisfied with their marriage. The figures for both CENTs

- Q
and for the total sample are very similar to those for teachers. On the

sur face, then, teachers, like the'other‘two groups, are generally quite

‘ﬂappy in marriage. However, all is not marital bliss, especially as far as

teachers are concerned. Table 3.10 shows that divorce and separation are

far more common ahong teachers than among either CENTs or the total sample.

.

1)
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TABLE 3.10 Marriage, Family Life, and Friendships

B : 1971 1
IR . ‘ * Total 978 Total

Marital Status: . Teachers . Cents Sample Teachers  Cents * Sample
1. Married R 674 ©  I7% 70% 59% 62 595
2. Widowed - 3 2 2 3 1N 2.
3. Divorced . 9 2 4 12 9 . © 8
4, Separated 0 2 2 9 4 4
5. Never married . 21 17 - . 12 17 23 16
6. Living together 0 0 - 0 1. 1 o]

Satisfaction with marriage A - .- f
1. Completely satisfied 49 51 52 38 42 44
2. . . 33 34 30 42 43 38

< 3% . 10 ‘9, 7 9 7 - -9

4, Neutral : 5 3 8 4 4 4
5. . : 3 2 2 4 2 2
6. 0 o 1 2 1 2
7. Complete dissatisfied 0 0 0 o 2 1 1

Extent to which being a parent

has -been enjoyable . “ .

1. Always . 32 29 32 32 34 31
2. .Nearly always 56 49 47 38 © 37 41 -
3. Usually ‘ 12 20 19 26 26 23
4. Sometime 0 2 2 4 -3 5
5. Hardly ever 0 0 0 0 0 0

Satisfaction with family-life p
1. Completely satisfied 34 35 36 28 23 27
2. ST 36 34 - 34 45 a1 . 41
3. 21 16" - 17 14 20 15
4, 5 9 7 7 7 9
5. 2 3 3 6 6 5
6. 2 2 2 0 1 2
7. 0 2 1 1 2 1
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TAjat.E‘@ (continued)

1971 1978 .
Total ‘ . Total ’
. Teachers Cents Sample Teachers Cents Sample
Satisfaction with Friendship ‘- T
1. Completely satisfied 33% 27% 36% 32% 28% 31%
2. - ‘ 33 36 30 38 30 34
3. 22 17 15 18 25 16
4, Neutral 5 1 12 6 8 11
5. 7 5 4 3 5. 5
6. 0 2 2 2 3 2
~7. Completely dissatisfied 0 2 1 1 1 1
N 58 124 2164 94 329 3692
\\‘
113
/
112

28
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In 1971, nine percent, and in 1978, 13 percent qf the teachers sampled were
' ’ divorced or separated, while in 19/} four percgnt and in 1978, 21 percent
| of CENTs were so Classified. In both years teachers had nigher divorce/
—-——separation rates than the total samb1ef Thus, while the vast majority of
married teachers reported bging satisfied with this aspeét of 1ife, a
substantial minority of teachers were so dissatisfied with married 1ife
_ that they either divorced or separated from their spouses. We also note
that teadpers enjoy being a parent and are as satisfied with family 1life

L)

about as much as CENTs or the total sample.

Friendships

2 ]

Though fﬁiendgﬁips afexnot as important to most peo§1e as their
marriage or family life, nearly everyone values friendships andcderives
satisfaction from them. This latter generalization is borne out by evi-
‘ ':‘denc'e }contai‘nec‘i in Table 3.10. In_both 1971 and 1978, ovs.;r 90 p‘ercent of
each of the three groups under congideration reported éhat they were
satisfied with their friendships. There are no important differences among

"~ the three groups.

Satisfaction with Life and the Domains of Life Experierce, by Age

lOne of the primary objectives. of our work was to determine whether
~ attitudes toward 1ife were age dependent. Much has been written in support
ofAthe notion that middle-adul thood is a time of transition or crisis
during which basic values and life patterns are called into question and
morale and satisfaction decline. To shed 1ight on this issue, satisfaction

with 1ife and with the domains of life experience were stratified by age.




84

The. results are presented in Table 3.11. It shows that in both survey

‘ ‘years, satisfaction with er as a whole, happiness, satisfaction with S
N . one's'dwe11ing, one's neighborhood, and one's community, with 1ife in the

United States, with work, with 1iving, standard, and with savings and

investments all increase with age. Only in the case of marriage and fam:ly

life does satisfaction declire in middle adul thood. The decline in sati¢- .

faction with these domains may be re]ateé to the're]étive]y high divorce

rate among teachers we have noted, ;hough we have no way to test this

‘hypothesis. In any -case, our data indicate that in all but the domains of

marriage and family life, satisfactioﬁkyith 1ife and with the major domains

N
\!

of 1ifa experience is directly related to age.

! .
f

';{ Satisfaction with Life and the Doméins of Life Experience, by Sex ;

Like age, sex appearsto be related to satisfaction with 1ife and with
. tr}e majo‘r domains of 1§fe experience in a systematic way. As Table 3.12. ‘Q
‘ shows, female teachers report being more satisfied yﬁth life as a whole
}han their male counterpartsl A}so, females indicate they are more
~satisf1éd wiih a majority of the domains of life experience than males. In
1978, females reported a greater level of satisfaction than men in every
1ife domain except marriage. In the 1971 survey, female teachers indicated
greater satisfaction with all of the life domains except community, spare
time, and friendships. Admittedly, tAe sex differences between scores on
+ many of the life domain satisfaction heasufes are small. Further, there
are inconsistencies from sur;ey to survey. Nevébihe]ess, the table indica-
tes that female teachers tend to report being mO(g‘Eétisfied than male

9 .
teachers with 1ife and its various domains of experience, perhaps because
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Table 3.11 Satisfaction with Life and the Domains of Life Experiences by Age -
| 1971 ' 1978

.. s, Teachers
35 ¢ 35-50 . 51+ : <35 35-50 . 51+
' Satisfaétion with life as
~ a whole ] k

.Completely satisfied 1. . 20 % 28% 22% 15% 15% 35%

‘ 2. 50 .- 22 56 . 42 48 35

. 3. 10 33 17 . 23 21 26

Neutral 4, 5 - N 6 10 9 2

. 5. 15 6 0 8 5 0

i 6. 0 0 0 2 .2 0

Completely dissatisfied 7. 0 0 0 0 0 0

How happy these days .

" Very happy 1 35 47 63 Y. 21 - - 54
Pretty happy 2 60 47 26 54 73 31
Not too happy 3 5 5 11 4 6 15

4
Satisfaction with Dwelling . ¢
: <

Completely satisfied 1. 25% 26% 53% 24% 17% 20%
. 2., 20 53 32. 33 52 . 50
, .7 . 3. 25 N 16 22 17 20
Neutral . — 4, 15 5 0 15 3 10
. ‘ 5. 5 0 0 2 7 0
. ! 6. 10 0 0 2 3 0
Completely dissatisfied 7. 0 5 0 . 2 0 0

Satisfaction with“Neighﬁorhood , . . )
Completely satisfied 1. 25. 37 37 '35 50
T ’ 2. 20 32 26 ' ‘ 33 - 20
3. 25 16 32 18 17
Neutral 4, 20 5 5 . 10 7
5. 10 5 0 : AR 2
" 6. 0 5 0 0o . 4
7. 0 0 0 BRI T

g8
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< ‘ """ 71978
. e T _ e —— \
T T - P &3 35-50 51+ © 4% 35-50 51+
- Satisfaction with community — , : . . ] 3
- Compl etély-satisFied . 0% 379% 329% 26 % 28%" a0% ,
. - 2. s 60 32 37 37 . 38 20
— 3, 20 21" 26 17 24 10
Neutral 4, 15 5 0 13 3 30
5. 5 0 5 ) 4 0 0
~ : 6. 0 ° 0 0 "2 3 0 -
Completely dissatisfied 7, 0 "5 0 0 3 0o -
Satisfaction with life in ‘ , T .- -
the U.S, - S0 . . _ Yy
. Ihe U.o. : ) \
Completely satisfied 1. 7 5 21. 21 - 15 23 an:
o 2. 30 32 - 37 . 46 45 30
. 3. ", 35 32 21 20 15 19
Neutral 4. 15 0 16 6 9 7
, 5. 5 16 - 5 7 4 0
. 6. 10 0 0 4 3 2
Completely dissatisfied 7. 0 0 0 2 2 2 .
1 M A ’ . m
 satisfiaction with main job . ' E
“\ Yompletely satisfied . 1. 26 ,, 42 37 27. 30 42
’ S 2. 47 3 47 42 52 25
3. 5 16 5 8 9 17
- Neutral: 4, 5 5 n 4 3 17
5. N e5 - 0 6 3 0 ;
6. 5 .0, 0 13 3 0
Completely dissatisfied 7. 0 0 0 Q 0 0 :
Satisfactlion with marriage
.. Completely satisfied 1. 46" 36 64 Iy 33 44
. 2. 46 29 . 29 52 38 43
. 3. 9-° 14 7 0 17 8
Neutral 4, 0 14 0 4 0 5
5. 0 7 0 4 4 0
. : 6. 0 0 0 0 4 0
Completely dissatisfied: . 0 0 0 0 4 0
O t . : - ". 1
B Y
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1971 1978 y
435 35-50 51+ <35 35-50 51+ ‘
Satisfaction with family life |
Completely satisfied 1. —-40% 17% 449 31% 24% 4%
’ ‘ .- 2. 30 39 39 47 46 39
3. 25 28 1N 9 18 12-
Neutral 4, 0 17 .0 9 3 5
. 5. 0 0 6 4 6 3
6. 5 0 0 0 0 0
Completely dissatisfied 7. 0 0 0 0 3 0
Satisfaction with Hvinéﬂéfan“dé;'g ]
Completely satisfied 1. 20 21 . 58 n 20 BTN
. 2. 15 - 37 32 34 37 22
’ 3. 30 32 1 26 21 20
Neutral 4, 10 5 0 LI 7 9
5. 15 5 0 1 9 6
N 6. 10 0 0 5 5 4
Completely dissatisfied 7. 0 0 0 1 1 0 ®
~
Satisfac};ion with savings
Completely satisfied 1. 10 16 42 10 14 17
' 2. 10 5 26 12 18 23
: 3. 35 21 11 16 20 21
Neutral 4, 15 32 N 15 12 10
) , 5. 10 N 5 .23 N 19
. 6. 2 5 0 13 12 4
Completely dissatisfied 7. 15 N 5 .1 12 6 .
N 20 19 19 48 33 13 .
' 10‘:
. bt




Table @2 {

3

Mean Satisfactibn with Life and with t\he Domains of

Life Experience for Teachers, by Sex _ -—
. A | 1978 197

o Males - - Females Males Females

+ N=25  N=69 - N=19 ~ N=39
Satisfaction with community 2.52 2.38 2.16 2.4
Satisfaction with dwelling 2.56 '2.42 © 2,26 2.23
Satisfaction with life in the U.S. 2.67 2.21 2.1 7 2.9

Satisfaction with health ) 2.00 1.91 2.1 2.0
Satisfaction with work 2.7 2.20 2,37 1.97
Satisfaction with spare time 2.48 2.36 2.26 2.33
Satisfaction with friendships 2.40° 2.29 2.16 2.23
Satisfaction with marriage 1.92 2.09 1.88 1.74
Satisfaction with famity life 2.25 2.21 - 2,24 2.05
Satisfaction with standard of 1iving T 2.2 . 2.49 2.63 2.23
Satisfaction with 1ife as a whole 2 2.22 2.53 2:23

48

Means were calculated by assigning the value 7 to the least favorable response, 1 to the
most favorable, and 6=2 to 1nterven1ng responses.

o -
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they are less critical of their experience or have lower standards of

" satisfaction. Moreover, these results are in substantial agreement with
~ the results reported by Andrews and Withey (1978), who studied the social

indicators of well-being among a cross-section of American adults.

. Predicti;g Satisfaction with Life

Now that we have been introduced to selected domains of 1ife

experience, we can turn to a very important question: which of these

danains are the important deterninants of overall satisfaction with 1ife?

N

That is, which measures of sat1sfact1on wi th spec1f1c aspects of 1ife
account for most of the meaningfu1 variation in global reports of well-

be1ng, error variation aside. To explore this question we use mul tiple

regression analysis to model satisfaction with 1ife as a whole.

Pre]im1nary regression results revea1ed that in the case of the 1978
survey data age when included as an independent variable 1nteracts statis-
tically with other inqependent variables in its effects on overa11 life
satisfaction. That is, the relationship between jéb satisfaction and
several domain satisfactiog measures varies acsording to age. This inter-
action makes an additive model which includes age as an independent vari-

able inappropriate. One way to deal with this problem of agé interaction

is to develop separate life satisfaction models for teachers-under 35 and

teachers 35 yeaﬁs of age and older, which we have done.

At this point the reader may be wondering why age interaction occurs

’

in the 1978 data but not in the 1971 data. The answer is that age interac-

tion is present in both data.sets, but only in the 1978 data is it severe
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Ay

‘ ' ~» enough to violate the agsdmption of addivity that under]ies'regression
‘ analysis. Sincé the sample of ;eachers contained in the 1971 data set-
(N=58) is rather small, and therefore perhaﬁﬁ not as representative of the
popul ation of teachers as the sample contained in the 1978 &ata set (N=94),
the 1971 sampfe arguably does not reflect the extent to which age in fact
does interact with other factors ré]ated to life saffsfaction'in the popu-
. Jation of teachers. That age interaction is evident in the three quality
of émployment surveys explored'in Chapters One and Two, is supporting evi-

dence that the 1978 data more accurately reflect the behavior of teachers

" than the 1971 data.

.~ Table 3.13 displays the results of modeling life satisfaction among
teachers. It reveals that a reJaiive]y small number of domain satisfaction
scores explains an impressive proportion of the variance in satisfaction

' " with 1ife as a whole. The ability to explain over §0 .percent of the vari-
ance in such a highly subjective measure is quite ¢<traordinary and indi-

cates that these models fit the data extremely well.

These models indicate that among teachers, family life is the most
. important determinant of satisfaction with 1ife. -In the case of all thrée ‘
1ife satisfaction models reported in Table 3.13, satisfaction with family
1ife is the best predictor of life sati;faction. For the 1971 survey data
(Model 1) and for the 1978 sub-smnp]e_of teachers ove? 43'year5°of age
(Model I}I), satisfaction with spare timé is the domain second most
strongly re]at;d to life satisfaction. However, for the.1978 sub-sample of
. teachers below age 35, satisfaction with work is second only to satisfac-

tion with family life in terms of strength of prediction to satisfaction

-
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PREDICTION' OF LIFE SATISFACTION AMONG TEACHERS

Survey Data

»

Explained variance (adjusted RZ) = 72.6

Table 3.13.
Satisfaction with .
Specific Domaine Regressijon Beta Partial
of Life Experience Coefficients Coefficients R
; * Family life . .338%* ,397 .458
Model I: Spare time «300%* - .368 A1
Teachers, 1971 Standard of living .237** . 233 - .341
Survey Data Friendships . .203* .241 - .329
. "Age e L019* - W21, ~+306
Exp]a{ned variance (adjusted R2) = 63.4 percent N=56 F=17,76**
- Model II: Family life J439%% . 501 - 559
Teachers Work . 156% ¢ ,280 .363
. - Below Age 35, Friendships . 187* .266 .337
. 1978 Survey - .
. -‘Iliata ‘ . ‘
- Explained variance (adjusted RZ) = 60.7 percent N = 44 F = 12,60%*
e ‘ \ . S
" Model 111 Family 1ife .505%* 537 708 .
Teacher Spare time .318%* "~ .389 +580 7
Over Age Savings & Investments.144** .258 < 440
34, 1978

N=45 F = 39,06%*
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with 1ifg{ The re1ative\¥nportanceffo; younger teachers of sagisfaction\\
with work in explaining life satisfdction may be pregnant with meaning. If
could be thatithis pattern is related to our finding, reported in the pre-
vious chapter, that job satisfaction among younger teachers seems to hinge
on matters directly related to teaching, whi]e job sati;facfion among older
teachers seems to be related to factors extrinsic to xhe educational pro-

cess. That younger teachers' job satisfaction is related to measures of

. work-related factors that bear directly on the educational procéss and.also

that their satisfaction with 1ife is closely related to their satisfaction -

. with work may not be coincidental. T:E/bossfbi1ity is quite distinct that

amgng younger teacher;;job satisfacti, n.and life satisfaction are more
closely re]ated.to their assessnenf of their role in the educational pro-
cess than it is for o1der'tea§her§. ‘Quite unlike younger teachers, the
1ife satisfaction of older teachers seem§ to depend exclusively upon(the‘
perceived“gua1ity of éhe?r\1ives outside of work. Further,'fémi1y life,
spare time: and savings and jnéestments are the 1mpor§ant determinants of
life satisfaction, not job satisfaction. As with our other interpreta-
fions, we offer this interpretation more as an hypothesis.thah as an asser-

tion of fact. It goes without saying that»we think this‘entire issue

~ warrants further study.

DISCUSSION ,

Our cata indicate that teachers, by and 1argé, respond to questions

about life satisfaction and its domains in much the same way as, do college

educated non- teachers. However, we did find that higher percentages of
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teachers were inore satisfied with their lives than CENTs and teachers
claimed also a hﬁghé} level of satisfaction from their work experience.
Moreover, teachers reported their work more interesting than CENTs. The
fihding that the level of job security increases over age, and is 10Qest'
among teachers be16w age 35 is not surprising in view of recent changes in
the educational scene, such as millage defe%ts, teacher )ayoffs, and

®

f
.reduced enroliments due to a decline in the birth. rate.

The opening pa}agraph of this chapter points out our interest in the
relationsips between job satisféction and life satisfaction among teachers.
Along with other investigators (Katzeill and Yankelovich, 1975;'B1auner,
1964) we haQe held the pb%ition in this study tha£ work is a central dimen-
sion in the lives of ihdividua]s, and feelings ébout it should affect sat-
isfaction.with life .in general. Growing out®of the work of Wilensky
(1960), three hypotheses are frequentiy utilized-concerniiig work-non-work
situations: 'spiliover, compensatidn ;nd segmentation (Rice, Near and Hunt,
1980). The first, spillover, implies that the fwo domains can be colored
by experiehces in each; the compensation hypotheses suggests that y;rkers
will seek reQarH% in non-work settings if unrewardéd in work and vice-
versa; the segmentationﬂ;>ﬁqtheses implies éompartmenta1iz§tibn, with work
and non-work settings rare1y\}n{juencing ‘one another. Our analysis sug-
gests that for teachers Ehe.workihén-work relationship differs according
to age. For ‘teachers beloy\age 35 ;he:spi1lover effect seems tu hold, as

.

regression analyses reveal that satisfaction with work is an important
\\ d

determinant of 1ife satisfaction. O0lder téhghers, on the other hand, seem

N .
. to segment the work-non-work spheres, as analysis of this group shows that

b,
o
-1
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work satisfaction is not related to life satisfaction. Though we have no

. r ..
way to test. the compensation hypotheses, we speculate that older teachers

would display this phenomenon to a greaté? extent than younger teachers.

In their reQiew’pf the literature on‘ihé'work-non-work relationship
Rice, Near, and tunt (1980) conclude that°"job satisfaction is more
strongly related to 1ife satisfaction for males ihan females" (p. 47{.'
This implies that sex interacts with the relationship between life satis-
faction an& job satisfaction. Statistical procedures’ to detect sex inter-
action were conducted but no sex 1ntér$ction was fpund in th; 1971 or the
1978 data. This means that among teachérs life satisfaction is not ?1f—
ferentially senstitive to job satisfaction across sex groups. Nor did ana-
lysis reveal that knqw1edge of sex add; stgnificaﬁt1y to tﬁe proportion of
varianée exp1ain¢d'1n life satisfaction by qggjﬁatisfackion. Based on -
these results we conc1udeﬂfﬁat there are no.important differences in the
nature of thé work-non-work re1q§ionship for ma1é and female teachers. As
with our other conc1usion§, we offer this finding as a hypothesis to be

tested in future research.

A

EE )

-+ Data repé;ted in th{s and other chapters about job and 1ife satisfac-
tion force us to address the incongruity between popular accounts of
teacher dissatisfaction and our findings of considerable satisfaction. One
likely explanation is methodological; that cross-sectional survey data,
even though collected by interview, do not adequately penetrate the work
expeéience. One suggestion tc remedy this methodological problem would be
the use of qualitative modes of research (case studies, critical 1npidents)
as a means of examining more fully the meaning and adjustneﬁf to work by

teachers.

(9 X
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CHAPTER FOUR

3

TEACHERS' ATTITUDES] TOWARD WORK: A LONGITUDINAL ANALYSIS -
‘ i .

-~

In this chapter Qe prekent the‘results of our.ana]}sis of the National

‘\tongitudjnal Surveyé of the Labor Market Experience of men 45-59 years of
age and of women 30-44 years of age. Nhe;eas the anal;sis in the previous
chapters is based on cross-sectional data, this chapter's findings are
bésed on a s;ries 6f surveys conduc ted oyé;.a’ten year period on the same
group of individuals. The main advantage of langitudinai data is that it

yields a "motion picture" of respondents' experience over time rather than

a "snap shot" taken at one point in time. The analysis we present in this .

-~

’chapter canﬁlements fhe analysis pregented in previous chapters by.exa-
mining ;he work experience of a group of teachers over an extenéed period
of time.' This giv's us a chance to determine whether our: findings based on
cross-sectional.data.hold up under’ longitudinal agplysis.

!

FINDINGS i

Demographic Characteristics

) 2
Men 45-59, in 1966, the year the panel study was launched, all of the

respondents were 45 to 59 years of age. As Table 4.1 shows, in all three
occupational groups 45-49°Yyear olds are somewhat overrepresented, and 55-59

- : year olds slightly underreprésented. As in the Quality of Employment and

. the- Quality of Life Surveys, teachers divorced or szparated slightly moré

frequently than college educated non-teachers (CENTs) or workers in_the

4
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Tabled4.1 Demographic Characteristics:

College

Mature Men
Teachers CENTs ‘Total Sample
(N = 37) (N = 346) (N = 5020)
45-49 43% 429 37%
50-54 - 30 © 33 34
55-59 ' 27 25 29
MARITAL STATUS ° -
. Married 86 91 88
Divorced 3 2 2
" Separated 3 1 3
Widowed 0 1 3
Never Married 8 5 4
CHANGE. IN MARITAL STATUS
ODuring the 10 year period
following 1966, married
respondent either divorced . .
+ or separated, or unmarried
respondent married and . :
subsequently divorced or -
. separatett” 5 3 3
RACE
White ° 75 89: 70
Black 22 9 28
- Other 3 .2 2
() EDUCATION
Less than high school , 0 - i 64 -
High school 16 - ¥ 28
84 100 .8

—~3
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total sample. In 1966 a total of six percent of the teachers were ditorced\

or separated, while three percent of the CENTs and five percent of the ,3\\

workers in. the total samp1e fe11 into one of those marjta1 statuses. When
_we-chart the marita1 experience of the respondents over the ten year period
of the study, we find that five percent of the teachers were married in
1966 and later d1vorced or separated or were separated or divorced'-in 1966
and who subsequent]y remarried and then divorced or separated.

. Corresponding figures for CENTs and for workers 1n the total samp1e are

three percent and two percent respective1y These.Jongitudina] data, then,‘

appear to confirm our previous findings based on crossysectiona1 data
.

'reported in Chapter One and Three that teachers have a slightly greater

tendency to ditorce than CENTs or workers in the tota1 samp1e.

Tab1e 4.1 also shows that about a quarter of the teachers and workers
in the total sample are non-white. These figures are:-much higher than

those from the other surveys we explored owing to the fact that the

National longitudinal Sq;veys oversamp1ed non-white while the other surveys

did not. As might be expected, the teachers were much better:educated than

_the total samp1e of workers =- 84 percent of them had a college degree,
74
while only eight percent of the total sample had canp1eted co11ege By

¢

definition, all* of the CENTs had at least a college degree.

~ . '
Nohen 30-44. In 1967 the women in theﬁ?amp1e were 30 to 44 years old.

As in the case of the men, in 1967 a slightly higher percentage of teachers-

q&

(seven percent) reported being divorced or separated compared to CENTs {six
percent) or workers in the total samp1e (six percent). When the marital -
status of the women is traced over--a ten year period, teachers again show a

~ >

Ve

>



divorce or separate than non-teachers. . -«

- 9%

-~

slightly greater probeﬁsity to divoréé or separéte then the other two occu-
pational groups. As Table 4.2 sfiows, seven perceﬁt of the teachers Qere
married in 1967 and later divorced or separateq, or were divorged and later
married only to divorce or sepa}ate aggin. The corresponding figu;es\for
CENTs and workers in the ;ota].smnp]g are five percent and'four_percent,

respectively. When these results are considered along with those from the

other sur#eys, ii‘appears that teachers display a greater fendency to .

A, As with the survey of mature men, non-whites are overrepresented in

" . the survey of adult women, again because non-whites were oversampled in an -

. efforf'to p%ovide accurate pobulation,estimates for blacks. As expected,

the vast majority of teachers are college educated, (89 percent) while only

a small minority of workers in the total sample have a college diploma (ten

.percent) , 'of course all of the pENTs‘Hﬁvé at Teast a bachelor's degree.

q

Personal Wages and Family Income’

o

Kl

Men 45-59. Analysis of tHe work and life quality cross-sectional
surveys revealed that teachers earn lower incomes than CENTs, and about the

same incomes from their main jobs.as workers in the total sample. When

_total family income is’considered, CENTs still earn more on the average

than teachers, but teachers' income fram all sources is greater than the

family income of workers in the total sample. As Table 4.3 reveals, data

" from the National Longitudinal Surveys are consistent with these findings.

Women 30-44. Like the sample of middle aged men teachers, mature
women teachers earned less than their CENTs counterparts and abouf the same

4
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Table 4.2 Demoqraphfc Characteristics:
Mature Women, 30-44 years 01d in 1967

Teachers . CENTs To£a1 Sample
. ) N=209 N=203 N=5083
¢ A—G£ ? . .-( ‘ -
30-34 C 31% .85y 2%
35-39 " - \ 38 © 33 .
40-44° - 31 22 . 36
MARITAL STATUS
TMarried ' - 84 82 87
Divorced ’ 4 4 4
Separated 3 2 2
Widowed ’ 1 1 1
Never Married 8 11 6
CHANGES IN MARITAL STATUS
During the 10 year period
following 1967, married.
respondent either divorced
or separated, or unmarried
respondent married and
subseguently divorced or
separated 7 4 5
RACE .
White 77 80 7
Black 22 19 . 27
Other : ' 1 B o2
EDUCATION
Less than high school < 0 - 34
High school 11 - 56
College ' 89 100 10




Table 4.3 Personal Wages and Family Income:

Mature Men

Teacherg a CENTs a Total Sagp a
1966 1971 1976% 1966 1971 1976° 1966 1971% 1976°
PERSONAL WAGES .-
0-5000 6% 5%, 4% 28% 20% 14% 47 46 43
500110000 , ,61 59 57 26 23 26 39 38, 39
10001-15000 ©0 33 3% 39 25 31 30 10 N 12
15001-20000 0 1 2 Vo148 2 .3 3
20001-25000 ~ 0o 0 o0 5 7 9 112
25001-30000 0o 0 0 2 2 3 b b 1]
30001-40000 0 0 0o . 2 2 2 " b b b
40001+ 0o 0 o0 1 1 b b b
‘Mean (dol1ary) ‘ 7421 8149 8268 12421 13151 13977 7245 7731 8267
TOTAL FAMILY INCOME '
0-5000 12 9 7 5 3 3 27 25 23
5001-10000 21 22 19 is 14 15 40 3 23
10001-15000 3N 32 33 28 23, 28 22 23 25
15001-20000 21 28 32 24 21\ 29 79
20001-25000 , 9 9 8 N3 _\~ 14 2 3 3
25001-30000 ' : 0 0 1 6 7 8 ] 2
> 30001-40000 0o 0 o0 6 1 7 1 1 1
40000+ ' 0o 0 0 .5 5 6 b1 ¥
Mean (dollars) 12350 13562 13759 15755 17662 17729 10233 10919 11679
N 35 32 30 321 308 291 , 4121 3969 3742

AdJustment for inflation was made by mutliplying raw 1971 dollar estimates by .38

and raw 1976 dollar estimates by .587 (based on Bureau of Labor Statistics'

of Consumer Price Index data).

bLess than 1 percent.

a

12
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as women in the total sample (See Table 4.4). The total family income of
women teachers, like that of middle aged men teachers, was less than the
family income .of CENTs but more thaﬁ the family income of women it the'

. total sample. Interestingly though, the women teachers sampled earned less
than the middie aged men teachers, presumably because they were younder and
did not have the seniorityﬁof the mature men. However, the total family
income of adult women teachers was significantly higher tha; that of the
m&tﬁre male teachers. This indicates, to no one's surprise, that -the
spouses of female teachers have ﬁigher incomes theﬁlthe spouses"of male
teachers. |

Feelings Toward Work
¢

Men 44-59, Consistent w1th the f1nd1ngs\9f our exploration of the
employment and life quality surveys, 1ong1tudina1 analysis revealed that
middle aged men teachers consisténtly reported being siightly more
satisfied with their work than CENTs and much more satisfied with their
jobs than workers in the total sample (See Tabie 4.5). Also consistent
with previous analysis, when asked what they liked most -about their work,
teachers mentioned intrinsic aspects of work slightly more often than CENTs
and much more often than workers in the total sample. Conversely, teachers
were least ljkely and workers in the total sample most 1ikely to meqtion
that what they liked most about their jobs were the extrinsic aspects of
work. As these 44-59 year old teachers aged over the ten year'period under

¥ study, attitudes toward work and what they liked most about, their job
appear to' have changed little. However, as\teachers age, it does appear
that they become more dissatisfied with the intrinsic aspects of work.and

less dissatisfied with the extrinsic aspects of work.

3
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Table 4.4
Personal Wages and Family Income: Mature Females

'

Personal Wages- o Teachers _ ‘ CENTs i Total’Sample
. o 1967 1972 1977* . 1967 1972 1977 1967 1972 1977°
0 - 5000 0% 9% A % 73 7 28y 4y 27y
5001 - 10000 .7 69 66 31 30 29 4 46 40
+ 10001 - 15000 19 21 - 27 6. 29 3 . ., I2 11 16
715001 - 20000. . o 1 0,. u\ 1 14 5 6 5
' 20001 - 25000 0. 0 . 0 “10. 12 10. 5, 4 6
.« 25001 - 30000°° - o0 0. 5 & 3 . 3 & 3
~ 30001 - 40000 ° 0 0’ 0 3 4 5 2 2. 2.
40001+ 0 0 0 2 2 2 .1 1 1
~ Mean (dollars) 6751 7221 7578 12221 13115 13517 6721 7233 7654
Total Family Income ) ‘
0 - 5000 *  ° 20 15 11 24 14 12 , 46 39 36
5001 - 10000 . 2 20 2 - 16 12° 6 19 16 13
110001 - 15000 13 18 17 15 15 12 11 13 11
15001 - 20000 13 11 10 12 9 8 8 9 10
20001 - 25000 8 9 11 11 4 7 7’
25000 - 30000 8 4 7 10 12 3 4 5
30001 - 40000 8 10 4 11 13 3 5 6
40001+ 8 13 15 16 20 22 6 7 7
Mean (dollard - 14791 16142 18244 17421 19362 21654 8147 9639 10343
N : 189 176 164 181 169 161 4039 3796 3659
aAdjustment for inflation was made by multiplying raw 1972 dollar estimates by .853 and '

raw 1976 do]lar estimates by .554 (based on Bureau of Labor Statistics' reports of Consumer
Price Index data). )

» 1
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' - Table4 .5 Feelings Toward Work: Mature Men
Teachers - CENTS " Total Sample

1966 - 1971 1976 1966_. 1971 1976 1966 1971 1976

Attitude Towarq Job - . -
Like very much 76% 79°% ax  73% 71%  a% 563 473 a% .

Like fairly well 24 17 a 22 . 26 a 37 45 a
Dislike somewhat ’ 0 0 a 3 2. a 5 6 a
‘ " Dislike very much \_0 4 a. 2 a’ 2 2 a-
L1ke Most About Job - o '
C Mentlons intrinsic aspect - . - : :
: of work ' 79 77 69 73 73 75 . 81 57 54
Mentions extrinsic. aspect ‘ .
of work " . 21 23 N 27 27 25 : 49 43 - 46
"Dislike Most Aboutl Job A
Mentions intrinsic aspect ‘
_ of work - 42 44 49 22 24 27 25 24 21
. Mentions extrinsic aspect ) .
S of work | 58 . 56 51 78 76 73 75 76 79
N 37 . 36 32 341 309 296 4391 3986 3647

aQuestion not included in 1,:h1's survey wave. /
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At the close of Chapter 1, we hypothesized that many teachers have
ambival.ent feelings toward their\work. This ambivalence may be reflected
in the responseélof teachers to the questiuns, "what do you liked most
about your job?" and "what do you dislike most about your JOb’"' Al though
c]ose to 80 percent of the teachers sampled said that what they liked most
about their jobs were the 1ntr1n§1c aspects of work, around 45 percent of
then neverthe]ess mentioned extr1ns1c aspects of the Job when asked what
they d1s]1ked most about work Importantlyl_much higher proportions of '
teachers compared to CENTs and workers in the total samp]e reported that
what they 1iked most and disliked most about their‘jobs were intrinsic

aspects of work. This suggests that more teachers than CENTs or workers in

_the total sample have ambivalent feelings toward the i . insic aspects of

work. Teachers, however, are much less ambivalent concerning the extrinsic.
aspects of work. Compared to workers in the(tota] s&nple, sma]i'pereen- .
tages of teachers, or for that matter, CENTs mentioned that what they 1iked
most and disliked most about-fhetr jobs were the extrinsic aspects of work.
Thus, few teachers and. .CENTs appear to have ambivalent feel ings toward the

extrinsic aspects of work compared to workers in the total sampie.

Women 30-44. Consistent with results presented in preceding chapters,
the sample of women teachers 30-44 years of age indicated that they were
highly satisfied with their jobs (See Table 4.6). ' The proportion reporting
that they either/liked their job hvery much" or 1iked it "fatr]y well"

‘y varied from 94 oercent in 1967 to 99 percent in 1977. Also consistent with

findings reported earlier, job satisfaction is directly correlated with

age. As the teachers aged over the ten year period of the longitudinal

a
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Table4.6 Feelings Toward Work: Adult Women

~

CENTs

Teacher - Total Sample
- 1967 1972 19717 1967 1972 1977 1966 1972 1977
Attitude Toward Job ’ , )
' Like very much Nn% 74% . 80% 77% 65% 65% 63% 55%  58%,
Like fairly well 23 24 19 20,, 28 27 31 38 36
\ , ' Dislike soméwhat =~ . . 5 1 1 "5 6 4 5 5.
o0+ pistike very much 11 o 2 2 2° 2 1 |
S ¢ LT '
‘Like Most About Job - R B SN
Mentions jntrinsic ' ’ ;
.aspects of work 64 70 66 65 68 67 48 S50 46
Mentions extrinsic 36 30 34 35 32 "33 7 52 50 54.°
Dislike Most About Work )
Mentions intrinsic )
aspects of work 36 4 -39 24 27 34 20 24 28
Mentions extrinsic _
‘ . aspect of work 64- 59 61 76 73 66 . 80 76 72
Percent ménfioning thét
what they Tiked most
and disliked most about
their job is an intrinsic
aspect of work. 14 16 13 7 10 8 6 6 7
/ Percent mentioning that
< what they liked most and &
disliked mostabout their
job is an extrinsic
aspect of work 7 11 -9 10 12 7
. Commitment to Work
Yes 74 72 66 79 1Al 66
No 4 24 3 4 26 3
N\
‘ Undecided 22 4 3 17 3 3 34 5 5
N 209 196 184 203 192 184 ‘5083 4761 4429
B N
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study, the percentage reporting that they liked their job "very much"

increased steadily and the percentage\reporting that they disliked their

job “somewhat" or "very.much"®decreased steadily. Contrariwise, among the

CENTs and workers in the total sample, job‘satisfaction appears to have

declined slightly as the adult women aged.

When, asked what they 1iked most about their job, a clear majority of

adu]t‘women teachers and CENT;, but on1y about half of the workers in the

total sample, mentioned an intrins1c aspect of work, Nhen asked what they

disliked most about their job, about 40 percent of the teachers but only

about 25 percent of the CENTs or workers in the total sample-mentioned an

intrinsic aéﬁect of work. As with the mature male teachers, more teachers
than members of the other two occupational groups mentioned that what they
liked most about their~jbb and disliked most about their job was an intrin-
sic aspect of work. This suggest: that teachers harbor feelings of ambiva-
lence toward the tntrinsic aspects of work to a greater extent than do
CENTs or workers in the total sambie. In contrast, workers in the total
sample are far more likely than either teachers or CENTs to express amb iva-

lence toward the extrinsic aspects of work.

Finally, more female teachecf and CENTs than workers in the total
sample reported being committed to .work. Moreover, for ali three occupa-
tional groups commitment to work declined over age. Over the ten year
peridd of the longitudinal study, the proportion of teachers, CENTs", and
workers in the total sampie who reported that they were committed to work
declined from 74 percent to 66 percent, from 79 percent to 66 percent, and

from 62 percent tp 58 percent, respectively. Also during this period, the

R
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percentage of workers in all three occupational groups who indicated that
they were not committed to work increaséd sharply and th: proportion

reporting that they were undecided dec]iﬁed sharply. These data indicate
that'among women in mid-career, commitment to work appears to decline with

age.

DISCUSSION

[y 1

v \

*

Analysis of the National longitudinal Surveys of Labor Market Experi- .
ence of 45-59 year old men and 30-44 year old woﬁen yields results that
are in complete accord with findings based on the analysis éf cross-sec-
tional data. Though the number of cases ana]y;eﬁ is 9na1i, both longitudi-

nal and cross-secfiona] analysis suggest that for men as well as womeh, the

1ikelihood of divorce or separation is higher among teachers than among

CENTs or workers generally. Further teachers appear to earn lower bersona]

incomes than CENTs, but about the same incomes from their main jobs as

.workers in the total sample. In terms of total family income, CENTs still

earn more on the average than teachers, but teachers' income from a1’

sources is greater than the family income of workers in the total sample.

Furfher, both cross-sectional and 1ongitudina1 analysis reveal that

teachers report being slightly more sati§F?e; with their work than CENTs

and much more satisfied with their jobs than workers in the total sample.

In addit{on, both workers of analysis suggest that the rewards teachers get T
from work are mainly intrinsic, in that they are less dependent‘uﬁon N

extrinsic rewards phan,otherfworkérs; Finally, there is some evidence to

-—suggééf”ihéf teachers harbor greater feelings of ambivalence toward their

work than workers.in other fields.




CHAPTER V
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¥

SUMMARY AND CONCLUSION

The present study has investigated teachers' attitudes toward work and

the relationship between their work experience and their lives outside the
An important aspect of this ‘work was our focus on age as a key

Discussed below are the fi hc;ings of this research, recommenda-

.school.
tions for further research, impligations for educational policy,, and our

»

' variab'le._;
assessment of the value and 'I'Imitations of us:fng existing mul tipurpose

survey data in educational research

FINDINGS

The Quality of Teachers' workh fe

=

Chapter One:

One of the primary objectives of our work was to measure the worklife
quaH y\of teachers as they perceive it and to compare their views of their
work situation with those of other workers. Analysis of the 1969 Survey of
’Norking Cohditions and the 1973 and 1977 Quality of Employment Surveys

revea'ls that (n each of these studies nearly equa'l and rather small percen-

non-teachers (fENTs) ( three- survey average is 16.7 percent) “eported that
v . A somewhat

their monthly 1ncome does not allow them to live corifortably

larger proportion of workers in the total sample (three-survey average is
22.7) 1noicated that they had insufficient income tc live comfortably. Not

tages of teachers (three- survey average s 16 percent) and college educated

surprisingly, teachers earn substantially lower incomes than CENTs, and

108
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apont the same 1ncones%from their main jobs as workers jn the total sample.
. When total family income is considered, CENTs still earn on the average \

more than teachers, but teachers' income from ail sources is greater than

the family income of workers in the .total sample. In all probability, the

latter is the case because a much larger percentage of teachers' spouses

work compared to workers in the tota1 sample.

Analysis also indicates that, in general, the fringe benefits package
avai1ab1e to teachers is on a par with the benefits available to CENTs. - - -

Both of. these two, occupationa1 groups receive better fringe benefits than

. workers "in the total sample. A c1oser 1ook.reveals that health insurance,
- oskil 1mprovement training, maternity leave with re-emp1oynent rights, and
K a retirenent program weﬁe more likely to be avai1abfe to teachers than to
workers in the total sample. However, 1ife insurance was more likely to be
‘ , " available to workers /in the total sample than to teachers, while dental

benefits and maternity leave with pay were available to both‘grohps about

edhal]{:_fgmparing teachers-with CENTs, we note that matérnity leave with
pay, life insurance, and a training program were more likely to be availa-
ble to the jatter than the former, while teachers were more 1ikely to have
a retirement program thap CEhTs. In each of the surveys, a greater percen-
tage of teachers than either CENTs or workers in the total sample reported
wanting the coverage of their medical insurance increased, as well as
wanting to add maternity leave with full-employment rights and a training

'program to their existing benefits package.
t

Further, analysis revealed that the major work schedule problem of
teachers was excessive hours of work. In each survey twice the percentage

1
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of teacherc compared to CENTs reported this® problem. Interestin§1y; work -
ers in the total sample reported this problem far more often than either
teachers or CENTs. Data from the National Longitudinal Surveys of Labér

3

Market Experience allow for a comparison of self-reports of excessive hours

. - Fa
worked with reports of the actual number of hours worked per week. This , .

comparison reveals how well perceptions of being overworked square with

actual behavior. Table 5.1 displays the mean number of‘hourslworked per

'”week based on data collected in the*1966 1971 and 1976 survey waves. It °

. shows that for both males and fema1es differences in the number of hours

worked per week' for teachers, CENTs, and workers in the total sample are
small. Al though our admitted1y 11m1ted data do not permit us to dra: -1rm
conclusions, . they do” suggest that the perception of working excessive h s

may have 11tt1e to do with the actua1 number of hours worked.

Y
T "Table 5.1
) Mean Hours Worked Per Week -
) Teachers  CENTs Total Sample
Males (N = 37) 45.8 47.1 45.6
Females (N = 209) '38.5 3 3.5

Note: Figures in Table 5.1 are the average of the number of hours worked
per week reported by respondents for a:typ1ca1 week in 1966, 1971,
and 1976. ,




._”workers 1nlthe\tota1 sample. Approximately twice the per:entage of

3

COncern1ng work environment and health problems, teachers were consis-
tently ‘more 1ikely than either CENTs or workers in the total sample-to
report that the physical conditions at work were uncomfortable. In each
survey nearly half of the teachers indicated that their work env%ronment
was unpleasant. More specifically, teachers were slightly but consistently ~
more likely than workers in the total sample, .and far more likely than

CENTs, to report unclean working conditions. They were also much more

likely. than QENTs and workers in the total sample to mention that they had

inadequate equipment for.doing their JOb.‘ Teachers in aln three surveys "

also reported higher rate of work-related health problems than CENTs or

teachers compared to the other two occupational grcups indicated that a
physical or neAvous condition was caused or made more severe by theirﬁﬁob.
Teaehers also were consistently much more'like1y than CENTs and about as
likely as workers‘in,the total sample to report a job related illness in

the three years preceding a survey..

i )
Teachérs" pépdeption of job mobility and security also differed from

those of CENTs ahq workers in the total sample. Across every age group
teachers were more likely than both CENTs and workers ln the total sample
to perceive a shortage of jobs for people with their skills, experience,
and training. Teachers were only slightly more likely than members of the
other two occupational groups to believe that they would have difficulty
finding another job with the-same pay and fringe benefits. (n. light of the

°

employment market for teachers, more teachers than CENTs o; workers in the

total sample below the age 34 believed they were likely to be laid off ‘in
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the near future. Amoné workers over 50 years of age, teachers were far
less fearful of being laid off than eithér‘CENTs or workers in the total
sample. Thus, among teachers, perceived job ‘insecurity is'directly propor-
'tiona1 to age. ‘Teachers across all age groups‘were more likely than mem-
bers of the other two occupational groups to report being afraid to}quit
“tneir present 9ob wiihout having another one lined up. Presumably, fhis

reflects the tight labor market for teachers, .

Another aspect\of work we explored using the employment quality data
.éoncerned work-related motivation. Across all age groups, teachers were
-more ]ikely to report that~the1r main satisfgction in 1ife comes from their
work, that what they do at work is more important than the money they earn,
ana that théy-but in effort beyond what is required. Tgachers in all age
groups were also more likely than members of the other two occupational

groups to disagree with the statement that their main interest in their

“work is to get enough money to do the other things they want to do. fhis

evidence suggests that teachers motivation to work is rooted in the intrin-
sic nature of work, rather than extrinsic factors. For them more so ‘than
for CENTs or workers in the total sample, work is less a means toward an

a,

end than an end in itself. ~

This»genera1ization is buttressed by the finding that a larger percen-

tage of teachers than members of the other two occupational groups believed

-~y

- that the content. of their work had a strong intrinsic component. They were

also more likely to disagree with the statement that most of the things.
they.do on their jobs are meaningless, and more likely to agree that "a lot

of people can be affected by how well they do their work.". These findings
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appear to hold for teachers in-all age categories; there is no evidence of

reduced work related motivation during mid-career.

Based on these findings the following profile of teaches emerges. The
{

total family income of teachers is above average, in part_because the

. )’ .
majority have vbrking spouses. The vast majority of teachers report that

their income a11ows them to live comfortably and that they are satisfied

with their fringe benefit package. Though they be]ieve that they work

excessive hours, fragmentary evidence 1nd1cates that their hours of work

TN

are on a par with other workers Teachers report that their work condi-

't1ons are uncomfortable and that they also have a relatively high rate of

work-related heal th problems. Further, they are more 1ikely than other
workers to believe they are being locked-in to_their jobs. -Finally,
teachers report that their main satisfaction in 1ife comes from their work

and, that the work they do is more important than the money they earn.

N \
\ t )

Chapter Two: Job Satisfaction Among Teachers

X Second primary obJect1ve of the present study was to assess the job
satlsfaét1on of teachers and to compare their perceptions it to those of
other workers Analysis revealed that in the 1973 and 1977 enploynent
qua11ty&§urveys, teachers rated higher in terms of job satisfactioo\than
all of tﬁe other occupational groups, and in the 1969 survey teachers\were

a close second to non-farm managers and administrators. When the results

of the three surveys are averaged, teachers report being more satisfied

with tdeir work than any other occupational group. Moreovar, job satisfac-

tion aﬁong teachers is directly correlated with age. In all three surveys, .

s !
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qéaChers over 50 years of‘agg were the most satisfied, and teachers under
1 )
35 years of age were the least satisfied with their work. Work rewards and
age are also directly associated, but we found no ‘evidénce that work values

are age dependgnt.-

To explore the relationships between job satisfaction and work reward
and work values we used multiple regrgssion anal-ysis. We found that among
teachers.undér 35 years of age job satisfaction depended upon matters
directly related to education, while among teachers 35 years of age and
older-job satisfaction seemed to be related to factors extrinsic to the

educational process.

Chapter Three: The,Quality of Teachers' Lives

A-third primary objective of our work was to measure the quality of
‘teachers' non-work lives and to exggore the interaction between the indivi-
dual and his work ‘environment. Analysis of the 1971 énd 1978 Quality of
Nneﬁjcan Life Surveys revealed that teachers in both 1971 and 1978 reported
being slightly more satisfied with 1ife as\a whole and s1}ght1y happier
than both college educated non-teachers and t g\tota] sample. Moreover,
teazhers rated higher in terms of satisfaction ;?th\life than all other
occupational groups in 1978, and in the 1971 survey tEBQESTS were a very

close second to non-farm managers and administrators. Nheﬁ\tgg results of

the two surveys are averaged, teachers report being more satisf{Ed\with

~
~

their lives than any other occupational group. When we explored teachers'
satisfaction with specific 1ife domains we found that the vast majority of

teachers were very satisfied with their dwellings, neighborhood, and com-
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munities as places to live. Also a clear majority of teachers reported

that they were satisfied with 1ife in the United States.

~ Turning to the domain of work, we found that the vast majority of
teachers indicated that they were very satisfied with their jobs, primarily
because of the intrinsic rewards their work provided. They were, however,
somewhat dissatisfied with their pay. Also, the high level of job security
reported by teachers in 1971 declined sharply by 1978. Knaiysis of job
' security ratings by age group revealed that between 1971 and 1978 job
security declined mg\t sharp1y among teachers be]ow 34 years of age. This
is to be expected, since it is these teachers who have the least seniority -
and whose jobs are least secure in the face of the steady decline” in
enroliment in this period that has caused many school districts to layoff

teachers each year. The data also reveal that betweer 1971 and 1978

teachers perceived that their chances for promotion dropped precipitously.

The vast majority of teachers also reported being very satisfied with
how they spend their spare time and witr their standard of living. A nar-
row majority were satisfied with the level of their savings-and invest-
ments. The vast majority of teachers also reported being satisfied with
their family life and their marriage. However, divorce and separation were
far more common among teachers than among either CENTsS or workers in the
total sample. Similar results obtained from our analysis of the employment
qual ity data and the national longitudinal 1apor surveys. In the three
empl oyment quality surveys and the three wdves of the longitudinal labor
survey that we analyzed, teachers were more likely to divorce or separate

than either CENTs or workers in the total sample. Thus, while the vast
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majority of married teachers reported being satisfied with this aspect of
life, a substantia) minority of teachers were so dissatisfied with married

life that they either divorced or separated from their spouses.

Finally, we sought to determine which of the spécific domains sf
experience are the important determinants of overall satisfaction vn‘t:'=
life. Mu1tip1e regression analysis revea1éd that satisfaction with family
life is the best predictor of life satisfaction. For the 1971 survey data
and for the 1978 sub-sample of teachers over 43 years of age, satisfaction
with spare time is the domain'secohd most strongly related to life s;ti§-
faction. However, for the 1978 sub-smnp1e'of teachers below age 35, saeﬁs-
faction with work is second only to satisfaction with family life in terms
of. strength of prediction to satisfaction with 1ife. While for younger
teachers satisfaction with work is an important determinant of 1ife satis-
faction, for older teachers it is not. Quite unlike yyounger. teachers, the
life satisfaction of older teachers seems to depend upon the perceived
quality of their lives outside of work. For them, satisfaction with family
life, spare time, and savings and investments are the important determin-
ants of 1ife satisfaction, not job satisfaction. These findings suggest
that among younger teachers job satisf ction and 1ife §atisfact19n are more
c1ose1} related to their asééssment onXheir role in the rducational pro-

cess than it is for older teachers.

These results suggest the following picture of teachers' non-work
lives and the interaction betwéen the .individual .and his work environment.
Teachers appear to be quite satisfied with life as a whole, and with most

of the important domains of life experience: housing, neighborhood, com-



nrz.

. \
munity, work, spare time, standard of living, and_fami]y life. Though most

teachers report that they are satisfied with their marriages, divorce and |
separation are not uncommon. Further, only a bare majority of teachers ar?

satisfied with their savings and investments. Finally, amohg teachers, / .

satisfaction with family 1ife is the most important determinant of life
. /

éatisf@ction and fragmentary evidence suggests that for younger teacher§;

but not older teachers, satisfaction with.work is also an important source

. ) /
of satisfaction with life. , .
2 M - - , ’//o
Chapter Four: A Longitudinal Analysis of Teachers' Attitudes Toward
7
Work ° , f

1
;

A fourth goa{ of our research was to examine the work experience of.
g}ohps of teachers over an extended period of time. To do this w¥ anal yzed -
a series of surveys conducted over a ten-year beriod on the same group of _,
individuals. This approach, which &ie]ds a "motion picture® of feachers'
. experience over time, giveg us a chance to determine whether our findings

based on cross- sectional data hold up under longitudinal analysis. °

Nithgut exception our analysis of the National Longitudinal Surveys of

'Labo} Market Experience confirmed the results that were obtained from our
cross-sectional analysis. Dynamic ana]xsis revealed that teachers divorce -,
or separate slightly more frequeht]y than CENTs or workers in the total

sample. Also, longitudinal analysis confirmed that teachers earned lower ?
incomes than CENTs and about the same incomes from their main jobs as

workers iﬁrthe totai sample; when family income is considergh, CENTs still

earned more on the average than teachers, but teachers' }ncome from all

sources is greater than the family income of workers in the total scaple. .

S
.
(Wi
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Consistent with the results of cross-séctiona1 analysis, teachers con-
sistently reported being slightly more satisfied with their work than CENTs
and much more satisfied with their work than workers in the total samp1e..
A1so'consistent qitﬁ cross-sectional analysis, wher asked what they liked
most about their work, teachers mentioned intrinsic aspeits of work
slightly more often than CENTs and much more often than Qorkers in the
total sample. Conversely, teachers were least 1ikely and workers in the
total sample most likely to mention that what they liked most about their
jobs were the extrinsic aspects of‘work. Finally, there is some evidence

to suggest that teachers harbor greater feelings of ambivalence toward

“their work than workers in other fields.

As stated inthe—introduction, a major goal of our research was to use
current adult development theory to provide an anal ytic framework for our
studx of teachers' attitudes toward work. Based on a 1i£erature review and
our own observations, we'hypothesized that some teachers experience a loss
of vitality, interest, and satisfaction with. their work as well as a
decline in morale and life satisfaction at some point during mid§1e adul t-

hood, which is often defined as extending from about age 35 to about age

. 50. Could this hypothesized phenomenon be related to the psychosocial

changes that some adult developmental psychologists believe characterize
middle adulthood? To shed Tight on this question we adbpted age as a key’

explanatory Variable. \

We were unable to uncover more than fragmentary evidence to confirm
our hypothesis that some teachers experience a decline in job satisfaction,

work related motivation, and/or 1ife satisfaction during middle age. Of

~

:
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all the aspects of work and of life that we é&amined, only in the cases of
family life and marriage did satisfaction dec]ﬁne in hid-life. We did
find, however, that attitudes toward work and yife appear fo‘be related to
age in a systematic way. Among teachers job sa%isfaction and satisfaction
with 1ife as a whole and with most domains of 1{fe experiences increased
slightly but consistently with age.' It appears,\then, that these data pro-
vide'little support for the hypothesis that middl% adulthood is a time of
transition or crisis during.which basic values an&xlife patterns are called

into question and morale and satisfaction decline.

_ Though we were able to find 1ittle empirical evidence in support of
the much d%scussed phenomenon of mid-life or mid-careef crisis, we do not
think that bur data allowed us to give this hypothesis a rigorous test. We,
simply did not have enodéh‘cases“at hand to analyze tbis issue in the
detail necessary to come”tg firm conclusions. As out{jned in the Introduc-
tion, plots of job sgtiéfactjon and life satisfaction By age using data
from tﬁe 1971 and ;978 Quality of Life Surveys revea]e& that for the total
sample (1971 h = 2164; 1978 N = 3691) job satisfaction énd life satisfac-
tion declined sharply among 45-59 year olds.” This trend is discernible
when eleven age categories are used (18-24, 25-29, 30-34ﬁ « « o+, 65-69,

70+) but it is not discerniblle if only three age categories are used.

Since we only had enough teachers:in our samples to use tﬁree age cate-

gories, our analytic tools may not have been sensitive enokgh to pick up
age relationships that may exist'in the population. :

: \
\

This analytic issue points up an important problem thaﬁ is all-but-

unavoidable in the analysis of specific popu]atiéns using muitipurpose sur-

i

n [50
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, vey data: small sgnp1e sizes. A statistical rule of thumb is that 200
. cases are requi retho get good population estimates from sﬁp1e cases, yot
‘ only bne of the data sets we analyzed had this many cases (National Longi-
tudinal Surveysfof Labor Market Experience, Mature Women); the other six
had between 37'and 94 respondents who were teachers. One data set, the
1973-1977 qu]ity of Enp]dyment Panel Survey, had so few complete cases of
teéchers, 3é, that analysis was not deemed worthwhile. Clearly, making
inferences about a population based on single samples of less than 100 is
risky.,/For this reason, we have pursued our research questions through the
ana1y§is of several small samples under the rationale that the chances of
fipéing the same pattern of results in a number of different, though small,
'sémp1es would be remote. Fortunately, the data from several different sur-
. ,f‘veys did reveal clearly identifiable patterns. Nevertheless, because of

the small sample sizes we héve analyzed here, we offer our findings as

' ) hypotheses to be tested. ' -

A second limitation of using mul tipurpose surveys is that the invésti-
gator has no control over the choice of questions put to respondents. For
this reason users of multipurpose survey data must tailor their research to
fit the survey instrument, and not the other way around. In the present
case, we would have 1ike& to have known more about perccived job stress and
perceived work related motivation than the surveys we used could tell us.
But because ours was a secondary analysis, we were unable to overcome this ?
problem. Still another problem associated with the secoﬁdary analysis &%é '
survey dqta concerns interviewer bias. Since we played no role in the col- .

“lection of the data we explored, we had no control over interview proce-

(A
o
n
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dures and are unaware of the nature of the bias that these procedures

produced. A final limitation of using data others have collected is that
generally theiraw data are not readily available. As a result, one has no
cnoice but to use the published coding cheme, which is often diffecrent in

subtle but importanﬁiways from the interview coding scheme.

*

Though the secondary analysis of survey data has its limitations, it
is neVerthe]ess a very worthwhile research strategy because it provides an
opportunity to con&ﬁct extensive exploratory analysis at re]ative]y{?d}
cost. Shoula exb]oratory éna]ysis yield results that warrant further
stud}, then a research broject based on the collection of primary data can
be planned. Quite often “exploratory éna]ysis leads to the discovery, by
chance or sagacity, of interesting and important results which were not

originally sought. These serendipitous discoveries are often the basis of

new lines of inquiry.

" policy Speculations and Needed Research

As the preceeding summary shows, our study has‘identified’severa1 di f-
ferences between perceived job satisfaction of teachers and other teachers'
attitudes towérd work and those of Other workers. We have also shown that
there are some differences in the situation{‘attitudes, and perceived job
sat;sfaction of teachers of different ages. Even though many of our fin-
dings were confirmed by independent, albeit small samples, we recognize
that our conclusions can only be tenfative. Neverthe1éss, we are tempted

to draw policy implications from these findings; We recognize, however,

the limitations imposed by the small samples we have analyzed and offer

P
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policy specu]atidhs rather than policy suggestions. In this section, we
also offer several suggestipns for future research tﬁat seem warranted

based on this exploratory study.

Thesdbservations that follow are based upon an analysis of the three
data sets described above and other activities related to this groje;t.
Some have come from our review of the growing literature in this field (see
bibliography in Appendices). We were also fortunate in having the assis-
fahce of a panel of teachers (list of participants included in Appendices)
who helped interpret our findings and speculate on their meiningiénd impli-

cations for policy and research. ’ ’ ‘\]

Policy Speculations

Factors extrinsic to the educational process seem to make
a difference in the satisfaction of older teachers. It may be
desirable to find ways to change this so they, hike younger
teachers, find satisfaction in aspects of their work closely
related to instruction. We also found that teachers more than
other-college educated persons feel locked-in to their jobs. In
both cases greater attention may have to be paid to (a) the '
quality of the workplace {the school), and (b) creating environ-
ments that are more responsive to the needs of older teachers
including job enrichment, higher income, sabbaticals, greater
challenge, and more effective in-service training. The ability to

create periodic change in one's work may be an important fQFtor in

°

/J/
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Job satisfaction. This may be facilitated by de;e10p1n§‘ways of
&-
encouraging mobility within school systems. Programs that facili-
tate the change -of- roles“and functions with1n schools, such as

¢
1nter-school exchanges, visiting teachers temporary changes of

role (T.e., teacher to administrator), or the creat1on of differ-
ent levels of teaching (mentoring) could prove usefulz Programs
that fecilitate the change of roles and functions between schools
or betﬁeeﬁ a school and non-school setting could prove beneficial

to eveﬁyone involved.

&

ﬁeachers'of different ages seem to derive satisfaction from
differe#t aspects of their jggs Des1gn1ng jobs and making
assigunents which capitalize on the different expectations of
. . ) teachers at different ages may(be, a desirable procedure. Young
;> teachergx(up to 35 years of age) seem to expect opportunities to °
express their creetivity; to be involved in new programs and have
’ * close association with students, and to invest a considerable
amount of time on the job. 0lder, teachers (35+) expect opportuni-
ties to exert le;eership'and spend less time on the job, while
expressing more need for security, and more coecenn about their

collegial relationships.

Beginning teachers havz2 high expectations that may be
unreasonable; they also express the greatest dissatisfaction with
their job. Because of the apparent lack of fit between the pre-

conceived notions of many incoming teachers and the realities of .,
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life in the classroom, there may be a need for pre-service train-
ing to ensure that new teachers have a realistic understanding of

the tasks that they will be expected to perfom.

Specially developed career development activities for dif-
ferent groups of teapﬁers may have to be established to assist
them in making the transition to other jobs that ére more

satisfying or.evep'to a=new career. Outplacement seryices for

school districts may benefit teachers as well as sqyool systems.

Our daia seem to suggest that teaching as an occupation can
be qgggeived of developmentally, as having a series of stages that
function in relationship to time and rank as well &s age. These
stages need to be identified (novice to master expert) and
studied. This suggests tha% teachers would receive different in-
service training and'bounse]ing as a functiQn of their particular
stage of development. Thesevin-serv?ce activities would .be
matched to the particular d%ree? stage of each teacher. As it s

now, in-service activity does not typically take into account

stage of career development.

1f current work conditions for teachers are such that they
foster a1ien;tion and job dissatisfaction, professional develop-.
ment programs should be designed to reduce such outcomes, partisg-
larly among young teachers. What may be needed are major strué-
tural modifications in the teaching occupation. :Perhaﬁs it is »

time to reward teachers differentially on the b%sis of agreed-upon

v




. perfonzlance measures. Anothejr possibility’is a retu;'n .to differ-
entiateh sé%ffing patte?ns, an-idea that has a1i but been forgot- .
‘ ten with the rise of teacher unfonism, but one that could provide
teachers with the possibi]ity of hierarchical mobility, including

- an increase in supervisory' responsibilityas master teachers.

We are currently seeiné a sort‘;f inforced mobility across
subject areas as a function of contract. Teachers are 3aid off by
seniority so that those wh? remain are sometimes teaching in suB-

" Jjects or at levels for wh%tﬁ‘they are unprepared. This, of
- course, has po1§cy implications %or retralying tﬁese,disn]aced

teachers.

~

Our study identified a fairly substantial dip.in job satis-
. \ | ) .faction in the middle years. This suggests that special attention -
, may be required in assessing the special nzeds of teachers at mjdt
career. Also, special counseling and training, programs may be
beneficia} for thié age group of te;chers.

The® fact that we. did not find as many group diffgréﬁces as
we thought mighg exist just emphasizes something.that seems '
obvious but is often forgotten: people aregquife different. This
means that in-§ervice Eraining programs, job assignments, and per-

sonnel practices require considerable sensitivity to individual

differences. . ’

~

We found that job satisfaction was extremely high among .

teachers. This finding seems to conflict wit™ much of the litera-

. 4 -
»
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ture on teaching in the U.S. We can only speculate as to the
reason for this disparity. Maybe it can be attributed to a dif-
ference between teachers' public and private assessment of their

jobs -or maybe they expect more from their roles than other college

" educated peréons.

- Needed Research o

i

A study based on a large N is needed to follow up on the
hypotheses that emerged from our research. If so, sampling proce-
dures should be st;;tifiéd to pemit compar%sons between m;les
and females, different age groups and teachers in urban, rural and

suburban settings.

We found that job satisfaction among fgachqrs is -very high
but. we learneg ljttle about the’specifigfchtoFE fhat contribute
to job satisfactibn? What are the more specific age-related needs
of teachers? What impact do teachers of different ages and sex

\have on the work enviromment? On student performance?

We found thatxsome teachers do have low job satisfaction
and in fact there is a significant deciine in job satisfaction for
all workers in the middle years. We need to know more about what
causes this dip in job satisfaction and whether or not it is due
to age or other factors. 1In particular, we need to know more

about the mid-life experience of teachers.

160
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Does teacher dissatisfaction with their wobility
inside and outside the.system affect other components of their
/ .
work life? Do the effects of age, sex, ané experience on the

-~

general satisfacLion of teachers, as compared to other kindred

- occupations, relate to other variables usially considered impor-

X e—

tant in work 1ife such as working conditions and pay?
o -

Are work-rel 2ated problems reported by some teachers causing'
a high degreq of stress among teachers? Needed is a study (com-
parative in that other occupations are studied) of occupational

|

stress and .iits relationship to performance and satisfaction.

Are the work incentives of younger teachers different from
those of older té;chers? What are’ the major work incentives of
teachers by age, sex, and stage in their career? What are the
major work ingentiVes for yoLnger teachers if they can not antici-

pate promotion, mobility or significant financial rewards? .

Job sati faction measureé may have limited utility as an
index to the perégptions of work conditions or the perceiyed
quality of a part%cu1ér work sétting. The measures we used:
(global measures) may be tapping idealized notions about teaching
as a career. for téachers to- say they were not satisfied may mean
in effect a denial oﬂ the original occupational choice -~ the
decision to teach. Pé{haps Qhat is needed is some kind of success
index (effectiveness) which looks at ultimate concerns of teachers
#s well as primary or axily concerns, and possibly non-work fac-

tors (i.e., family, friends, avocations).



. are content or who believe they are making progress in their
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Our data suggest the need to attend more carefully to the
reasons why teachers are entering the teaching profession. What
kinds of peopie become teachers and why? What are their motiva-
tioﬁs, views of 1ife, education, society, or themselves? This
could be followed-over time to ascertain the extent to which
teaching_meets their needs or their needs change to fit the
situation. .

’ o .

We need to study the movement of teachers through different
stages of development, examine this movement or 1ack:o%'it and
better understand the factérs that facilitate and hinder thjs .

movement. ) i \

ve

We have not looked at the relationship between job satis-

faction measures and teacher performance or student behavior. Are
' o -

locked in, dissatisfied teachers poorer teachers than peachers yho

Al

careers?

-~

* -

There is a need for studies across occupations to arrive at

some kind of baseline way of examining teaching as an occupation. |

The work of Lipsky, M. Street Level Bureaucracy, Sage, New York:

1980, represents one step in this direction. Our data suggest in
part that teaching may not in every respect, be a profession, ts
be contrasted with law, medicine, dentistry, etc. Characteristics

of teaching are quite different than the above mentioned profes-

sions. What is the imp]ication of this? Is it true?




Our study raised many questions about tie relationship of tegchers of

different ages and circumstances to their occupation. We wished at many
points that our sample size had been large enough to permit conclusions to
!

be drawn and detailed analysis to be bfrformed. Instead, we offer the

|

tentavive conclusions presented above F"d a few specul ations on policy and

f
needed research. It is our hope that our retrospective excursion into
these data sources have prdvided insight into the career experience of

teachers as well as encouragement tb others contemplating similar studies.

.

oo
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Contemporary literature describing the quality of tearhers' worklife
is frequently characterized by“terms such as "burnout', "stressful",

"frustrating', and the like (Adams, 1975; Bardo, 1979; Kyriacou and

. .

Sutcliffe, 1979% Lee and Pruitt, 1979; Walsh, 1979). Discussions about

<9
the quality of teacher worklife are imbedded in a social context where the

-~

mean age of teachers is increasing, fewer young teachers are hired, a
general oversupply of teachers continues, dnd preparation programs are

under close scrutiny. These conditions raisé important questions about

.

the future of the teacher profession (Howsam, 1980; Lortie, 1975; McDaniel,

1979). VUnfortunately, useful data, particularly regarding teacher per-

» [y

ceptions of working conditions,.are in short supply.

‘Congruence between teachers' needs and aspirations and the quality of

- »

' 0
employment is a subset of the quality of worklife of the population at

large. Are the worklife concerns of teachers unique or are they repre-

- -

sentative of all workers? Existing national surveys provide some clues.

One such, The 1977 Quality of Employment Survey (Quinn and Staines, 1979)

was conducted by the Survey Research Center of the Institute for Social |
! B

Research, The University of Michigan. Although funded by the U.S. Depart-

ment of Labor fér purposes other than educational research, this large

v

collection of many psychalogical and demographic variables yielded data,

through retrospective analysis, about teachers' perceptions of their

2a

<

occupation. Data about earnings and {ringe bénefits, heélth and safetv,
job seéurity and Sobility, job satisfaction, motivation to work, job con-
tent, and geaeral life satisfaction were collected. Findings on'quality
of employment ingluding worker well-being are reported in this paper.
Teacher respdﬁses a%e compared to workers in other occupations whefe
i ] N

appropriate, and data are presented for three different ceacher age groups.

-

1 et
S




. For the job satisfaction variables, data aré compared from similar studies

<

conducted by thel!Survey Research Center in 1969 and 1973, thus providing

-

eight-year trend_ evidence. :

_—t . Method

The 1977 Quality of Emplovment Survev utilized a multistage-area
probability design which yielded a net sample of 1515 workers "...repre-

. sentative of all occupations in the United States" (p. 5). Weighting

-
Y

procedures were used to insure the precise representation of the popula-
tion thus increasing the effective sample to 2291. 1In this sample were
100 teachers at the elementary and sifgndary levels. They were compared
on certain variables ;o other "professionai and technical workers'" (268
respondents) such as ;awyers, physicians, Lngineers and the like using the
1970 census code to define the category, and to all remajning workers

‘ : (1923 respondents) in the study. . 4 »

Results and Discussion

.

‘Specific Indicators cf Job Satisfaction

Respondents were asked questions about specific job dimensions. The

s

o answers clustered into the following six factorially determined categories:

1) comfort - an index of the solid creature comfort provided by the job Py
(seven questions); 2) challenpe - reflecting a worker's desire to be sti-

. mulaéed bv éhe job and to be able to use acquired skills at work (six
questions); 3) financial rewards - formed from questions about pay and
fringe benefits (three questfons);' 4) relations with coworkers - reflects
attitudes toward other workers (three&questions); 5) resource adequacy -

‘ * b 3 > ol - p—
- taps the workgr's wishas for adequate resources such as equipment, infor- Yo

‘ mation, and good supervision to do the job well (eleven questions); and

Q 1 -y
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6) promotions - an index of whether or not chances for promotion avre good

and are processed fairly (three questions). In responding, workers were
asked to indicate how true (very, sowewha!, not too, not at all) the ques-
tion was about their job. The "very true" response was scored Your and .
"hot at all true'" was scored one. Mean scores of questions in éaep cate—
gory were obtained for each of the three data years. Also, the specific
responses were coded by each category and averéged to form a "speéific
satisfaction" index for each of the three years. ’
The data presented in Table 1 show that there are significant dif- w

ferences among the three groups in all catégories except relations with

coworkers and in the overall Specific satisfaction index.

Ingzrt Table 1 About Here " /

The Scheffe” method for multiple comparidons revealed significant

N
changes (increases) between 1969 and'1973 data on comfort (p <.05) and re- h
source: adequacy (p <.03), with no signi%icant changes in any of the other
categories or on the specific satisfaction index. Comparing 1973 with 1977
data revealed significant changes (all decreases) on the following cate- ‘ !

gories: comfort (p <.05), challenge (p <.05), financial rewards (p <.05),

¥
promotions and on the specific satisfaction index (p <.05). Scheffe” com-

parisons showeé no significant changes between 1969 and 1977. These data

indicate a decline in the specific indicators of job satisfaction for

teachers between 1973 and 1977 with movement in the direction of the lower

1969 values. ) . | T

A specific satisfaction index ﬁas calculated for teachers by ‘three
y
age categories:; wunder 34, 35-to 55, and 56 and over. In 1969 no gignifi- -

cant age differences were “ound for the speciiic ss isfaction index, but in

LY




1973 and 1977 the 34 and under greup had a significantly dower mean value
than the other two age groups: 1973 F(2,93)=8.4i47, p <.001; and 1977
F(2,94)=4.7726, p <.02.

In comparing specific satis}action indices of teéchers with other pro-
fessionals and other workers (see Table 2), no significant differences were
found in 1969, but teacheys»had a significantly higher mean than both sets
of wérkers iﬁ 1973, F(1,307)=4.7324, £.<.05; F(1’1846lf13‘151’ p <.001; and N

other workers in 1977, F(1,1978)=7.4570, p <.0l.

Insert Table 2 About Here

Examining the 1977 data by specific categories revealed,ohly one signi-
ficant difference between teachers and other professionals. Teachers were
higher F(1,362)=4.3379, p <.0% tha; other professionals on the comfort in-
dicator. However teachers were significantly higher than all other workers
in three categories: comfort F(1,1981)=7.6532, p <.01; challenge F(1,1981)=
30.111, p <.001’; and relations with cB®orkers F(1, 1981)=7.8358, p <.0l. .

The data reported in this‘section suggest that in 1977, teachers fe]t'
less satisfied with their jobé than teachers fn 1973.7 Téachers in 1973, who
were probably experiencing a peak in educational funding and employment op-
portunitiés, reported greater satisfaction than teachers in either of ;he
other iears of the study. Young teachers, in particular, seem to be the
most disappointed with their jobs. However, 1977 teachers are more com-—

fortable with their environment than all other workers. They seem to find

more challenge in their work and better relations with their coworkers.

Job Investment, Security and Yobility

-

- - ~

Analysis of questions asked in 1977 about job investment, securitv and

| ' ' | ~
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‘ mobility reveals that teachers report higher job investment, and feel more
secure, but perceive themselves as leés mobile than other professional work-
ers. To illustrate, teachers differed sign.ficantly from other professionals
on the following dimensions: more investmeng in the job, x2(3)=9.43, p <.02;
greater difficulty in finding another job, x2(2)=21.19, p <.001; and less
likelihood of looking for another job, x2(2)=7.57, p <.02.

These responses suggest that teachers see themselves as constrained in
seeking alternative employment, a phenomenon defined as "lock-in" (Quinn,
1972). The data provided belowrprovide further evidence that teachers may
be experiencing lock~in. Teachers differed significantly from other pro-
fessionals on the following items designed to measure lock-in: agreed there
is no shortage of workers in their geographical area with the same exper-
ience, trainigg and skills, x2(1)=15.88, p <.001; agreed there is a shortage
. ~ of jobs in their geographical area for people with similar experience,
training and skills, x2(1)=14.§7, p <.001; and indic;ted the job they now
hold is the same job as when they came to work for their present employer,
x2€1y=11.75, p <.001. The comparison betweén teachers and the non~profes=-
sional worker categsry is even more pronouhced. These responses suggest

that teachers believe they have less opportunity for occupational mobility

2~

" than other workers. It may be that job change is no longer a practical way
3
for teachers to express discontent, as it once was. Individuals who entered
)

teaching expecting employment mobility, as many did in thg past, may now

feel constrained or trapped by.their career decision. How teachers view

' \

their votential mobility may influénce their satisfaction with teaching and
their relationships with administrators and pupils, although we have no

evidence on' this matter. .

v ‘,; 18;3




' Work—reiated Problems
The percentage of teachers reborting work-related problems is shown in

* Table 3.

o " Insert Table 3 About Here
P \

The picture emerging here is one where teachers do not have eﬁough time to’
complete a job at which they work very hard in an unpleasant environment
with a high risk of catching a disease; th:y cannot choose their coworkers,
cannot get their duties or assignment changed and are faced with multiple
demands;_ they receive insufficient feedback from’sdperiqrs and have limited
opportunities for promotion. This finding suggests that te;chers have
” little sense of power or e?ntrol over their worklife.
Klinger (1977) has suggested that power and control are central incen-
.V tives in work situations, ;md their absence can contribute tor feelir;gs of -
fucility and alienation. According to Klinger, alienated workers have a
s
, . range of options open to them from changing the job to performing it in a
very routine fashion. ;Peopie whq cﬂoose this latter course seek incentives
in other sectors of their lives. 1In this study, 86 percent of the teachers
state they/do not have much energy left atv the end of the work da}, yet only
24 percept claim interference bqgween job and family life. Oﬁe interpreta-

tion of this finding is that teachers, having routinized their job, do not

let it intrude into other.sectors of life containing more valued incentives.

L3

Life Satisfactivn

~

v

» ‘\ Another inf@icator of wurker well-being is general life satisfaction.

‘Two questions measured this variable: (1) "Taking all things together, how
.= . -

would vou say things are these days? Would vou say you're very happy,

.

. ’~ prettv happy, or not too happv these days?" And (2) "In general, how

\ - . “
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satisfying do you find the ways you've spending your life these days?
,! -7 7W6;11d you call it completely satisfying,.pretty satisfying, or not very

satisfying?" Teachers differed significantly from other professionals on
Ladd

both items with 48 percent responding "very happy" as compared to both

.29 percent for other professionals, x2(2)=11.32, p <.005; and 29 percent
of teachers indicating "completely sétisfying" as compared to 12 Eercent
for the others x?(2)=15.44, p <.001. These findings suggest that, despige
concerns about their occupation, teachers are more sat{§fied with their'
lives than other professionals. Evenso, combining the ;Eacher responses
on the two questions reveals that the mean response increased from 3.40

in 1969 to 3.93 in 1973yand declined to 3.65 in l977,'paralleling the de-

-
cline in specific job satisfaction reported earlier. Also, most teachers

reported that they were less than very happy and less than completely

satisfied with their lives.

. , o Canclusions
¢ ~
¢ The national.sample used in.this study, although rigorous in its

S s . . . . A
representation of all te3chers, is too small ‘to permit generalization.

The analysis reported should be used as a basis for further investigation.

Does teachers' dissatisfaction with their mobility inside and outside the
- . . .

system affect other components of their worklife? Do the effects of age,

sex, and experience on the general satisfaction of teachers, as compared

-
to other kindred occupations, relate to other variables usually considered

o +

important in worklife? Are work-related problems reported by teachers

1]

- .

<
causing a high degree of stress among teachers? 1Is job routinization re- .
p ’ ) L 4
I lated to teaching performance? What are the,major work incentives for '

*  vounger teachers if they cannot anticipate promoti9é, mobility or signi-

' ficant financial rewards? Does the concept of lock-in provide a way of

' ’ 18 '
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classifying teQShers for a more fruitful explanation of the effects of the

working environment?
The rindings reported in this paper also suggest areas for professional
development. If current work conditions for teachers are such that they
- foster alienation and job rodtinization, then professional development pro-
grams §hould be designed to reduce such outcomes, particularly among yourg
teachers. What may be nes are major structural modification§ in the
teaching occupation. Perhaps\it is time to rewar&ifeachers diffeEentially
on the basis of agreed upon performance measurés. Another possibility is
return to differentiated staffing patferns, an idea lost with the rise of

teacher unionism, but one providing teachers with the possibility of hier~

archial mobility including inéreased supervisory responsibilities as master

T
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Table 1

.~

13
Ve

.
s

Job Satisfaction Indicators for Teachers, 1969, 1973, 1977

ANOVA

‘ MEAN
® . , { .
. : a b c
Indicators \ 1969 1973 1977 .« F P
<~
{rﬁpecific satisfaction values
( COMEOTE «nvnmrnnnnn. vev.. 2,98 3.23  3.02 5.9919. .0029%
%
. A i
* (. challenge .......... eee. 3.46  3.66  3.44  4.5880 .o111¢
Financial rewards ....... 3.16 3.31 2.84 10.769 .0000d
N Relations with coworkers. 3.49  3.67  3.49 ®2.4830  .0856
Resource adequacy ... ... 340  3.66 3,50 36314 .0279% -
!
. :
Promotions ....... SN % 2,59 218 11.213  .0010% |
Specific_satisfaction index -3.28 3,42  3.31 3,5394 .0305°
®n =57 e
Eg = 96 ' .
e — . _—
‘n = 98
, dg <.05 , ~;

X
F
.
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Table 2

Specifie Satisfaction Index Comparing Teachers with Other Workers

Other Other
Teacheré' Professienals . A&OVA Workers ANOVA
Years Mean N Mean N F P Mean N F P
1969 3.28 57 3.34 168 .48784 .4856 '3.27 1284 .10027 .9203
1973 3.@2 96 '@?39 213 4.7324  .0304 3.26 1752 13.151  .0003
1977 3.21 98 3.16 266 61174 .4346 3.05 1881 7.4570 .0064
3
18«3 s




“Table 3

Work-related Problems Reported by Teachers, 1977

Percent
Reporting
Problem Problem

hed

Not much energy left when get off work ..........

- Can't decide who to work with cececeeeeeeecennees

Not 1likely to be offered another job for

te

800d WOTK .vcvveevrogovsnrscococccncvsnosnsnns
Can't decide break time ..eeeeecocoorsvscronasces

Difficult to-get duties changed .......cc0vveeecs

3

Can't satisfy eVeryone ....ceceececesccitocenscces
Not enough time to get job dome .......cvcvcecne.

Poor chance for promotion ..ceeeeccececrcrcssocans
L4

Not enough feedback from Superiors ....c.eeeeece.

Risk of catching disease ...evececesccecnctincenns

>

Physical conditions of work place ...veecececcons
LY

-

Doing same things over and over ....;.cceccecce.s
To satisfy some .must upset others ......cccccenee
Hard to tell impact of work ..ccceeeccorvcnccnnss

Skills underutilized in present job ..cceceecceen

Jeb and family life interfere .coeeveeneevecencns

L

2

T 1y

ERIC | N -

PR 70 rovided oy e

Effort pﬁt into job beyond what required ........-99:

86

86

77

77

73

71

60

56

52

50

47

38

37

24
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A Critical Analysis of Mid-Life Career Development Theory:

Implications for Education and Work

PURPOSE -——

The purpose of this analysis of mid-life theory is twofold. First, this paper discusses
the limitations in developmental theory and argues that a multidimensional theory is

needed to understand more fully the relationship between age and mid-life career develop-

~ment. Second, this paper discusses the implications of the multidimensional apprcach

* for policy and practice related to postsecondary education and work.

N “t

STUDYING MID-LIFE CAREERS

The most widely accepted definition of the term career is "a sequence ot positions
occupied by a person during the course of a lifetime"’(Supe:r, 1980, p. 2\8‘3). If miidle
a‘ge~ is defined as approximately the years between 35 and 55, then mid-career is a se-
quence of posifions which a person cccupies duriné this age period. Immediately one
is struck by the difficulty of studying a span of 20 or more years as a single period in '
an individual’s life. Contrastingly, other fields such as childhood and adolescent psy-
chology study humarﬁ:gl;;\;;c;t:;ver rcreiliatively short perfiods. |

In present practice, the mid-life period of workers has been treated me\rely as the
time between the end of career exploration and the beginning of retirement. This period
has been generally considered a tir;me when workers continue doing the same job and adapt-
ing to any ch\é\n{ge in the work environment. Although many adults gisend most of their

adult lives working, employers have only Eegun to recognize that the needs of workers
A\ . . .

'may change as they age (Root, 1981). Walz and Behjamin (1280) have described the popu-
\
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"“ “lar bellefs “that p‘re\v/ent us from understandmg the dynamlc aspects of this period moré

-2-

fully:

The prevalling view has been that "being an adult™ means that one

has come to terms with life; copes successfully with crisis and change,
and is generally in command of his/her",world.[ Indeed, in examinipg
developmental phases in career behavior, some theorists have called ’
this period of life the time ‘of "cry&tallization“-(Ginzberg, et al, 1951),

"establishmeft and maintenance" (Super, 1953), and "stability" (Miller

“

and Form, 1951). (p. 2) . . -
The difficulty in developing a cpmprehensive theory about a period of life that represents

o
almost a third of normal lifespan is one of several issues which this paper discusses in

+- relation to mid-career develcpment theory, an area of emerging importance.

Human resource policies and programs have been based primarily on the needs,

‘ intereéts', }':md skills of the younger members of the work force (Hall, 1976), and’are less

. sensitive to the middle aged eniployees who constitute a majority of workers. Because _ .

ca

R of this age bias, the potential contritution of this portion of the work force is not fully
utlhzed and the problems which hinder the performance of many workers are neither
fully recogmzed nor often addressed (Root, 1981).

Finding ways to better utilize the resources of middle-—aged workers is important

for many reasons. As the American population ages. the work force will also age. Declining
‘birth rates and inereased longevity means that employers in the future will depend increas-
mgly on older employees. As people live longer and try to cope \\'lth the effects of infla-

tlon, more workersre likely to decide to stay in the labor force longer. New age dis-

criminaticn laws and the raising and, in some cases, elimination of mandatory retirement

have placed the middle years further from retirement for many workers, giving these

years new meamng within one's life span. Moreover, the growing number of women who

. " have entered the work force in recent years has resulted in large numbers of middle-

Q ‘ ’ . . ’ i(l N
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aged people employed for the first time or after many years absence. Like men, women
need help adjus;tirig to the entry or re-entry process. In addition, technollog«ical changes
are rapidly making the training of many wo-r.kers obsolete, creating new jobs unknown

- just a few years ago, and eliminating others — all of which have a 'disproportionate effect
on the middle-aged worker. |

Another career dimension that would benefit from a better understanding of mid-

" life is education. Educational systems typically concentrate on preparing the young

to enter caréers and give sh;Drt shrift to adult education, w;ﬂch is frequently a marginal

: activiti’ that lacks the seriousness of career preparation programs. Weathersby and Tarule
(1980) have identified two major reasons for considering seriovsly the educational needs
of people throughout adulthood. Fir\st with the decreasing pool of traditional college
students (18-22 years of age), it is in an institution's "enlightened self-interest" to attract
and educate adult students. Secondly, educational programs offer adults an opbortunity

w

for career advancement, career renewdl, or career change. A fulfy.articulated adult

»
€

" education system can do much to help create a "learning society" where people of all
ages are continually enhancing their careers through continuing education. Since educa-
. . .

tional programs gre most effective when they are responsive.tosthe needs, goals, and

learning st);les of their student, only a clear understanding of adulthood, and middle age

o
s

in particular, will provide reliable guidelines for the development of adult education

poiicy. 2
THEORY AND RESEARCH

‘What is known about the mid-life years? Altﬁough much has been written about
the stages of lifée-span development (Giﬂnzberg, et al.. 1951; Holland, 1973; Knefelkamp
;md Slepitza, 1976: Lofquist and Davis, 1969; Roe, 1956; Schein, 1978; and Super, et al.,

1957), and about middle age (Gould. 1978; Grant, 1969; Levinson, et al., 1974; Lovxeniha],

et al., 1974; Sheehy, 1976; and Vaillant, 1977), we have little understanding of the dynamics

193

o




- -4 -

of these phenomena. To date, theory and research have neither adequately described

thlS period of life in terms of its impact on individuals nor p:ovnded the knowledge needed
to create programs to facnhtate individual development (Super and Hall, 1978).

\Adult development research has characterized middle age as a period of iransitions ‘
and conflict (Grant, 1969;~I:e‘.vlinson,’1976; Lowenthal, et al., 1975; Vaillant, 1977). Research
of ‘this type is advancing the idea that many of the experiences of middle-aged people

<

are linked to predictable hife events (Weathensby and Tarule, 1980). -Additionally, related
literature on such topics as the "mid-life cri;is" (Sheehy; 1976) and career change (Thorhas,
1979) are calling'attention to the special role that one's occupation plays in personal
development during the middle years. It seems clear from this body of developmental
hterature that many 1mportant c“anges take place in the middle years and that the implica-
tions for one's career are likely to be significant. |

Representativé of‘ this develoomental research is the work of Levinson. He proposes
one of the more elaborate theones of adult psychosocial development. His theory is
based on research over a nine year period using a sample of 40 men age 35- 45, Through
an analysis of life histories and other literary material; Levinson developed a set of con-
cepts with specific emphasis on what he calls the"'mid-life transitjon." He foun‘d that
around age 22, men move into a period of early adulthood, follewed by a m’id-life tran- .
sition between ageé 40 and 45, and then another period of middle adulthood, and finally
a late adult transition between ages 60 and 65. According to Levinson, all transition
periods involve crieis, but the rnid-life transition (similar to the concept of "rnid-life
crisis") 1s a period evoking "tumultuous struggles within the self and the external world,"
and it may te a "time of severe crisis." He hae observed that transitions are a normal

part of life, which some people move through easily while others experience many dif-

ficulties.

7 N

Research by Levinson and others has provided the basis for a development perspec-




-5-.
tive that argues that age related changes in the emotional, social, and physical aspects

of one's life are predictable. Their findings suggest that there are regular stages. of adult

development, that life is a "continuous process of change, sequential development and
continuity from birth to death" (Kimmel, 1974,-p. 2).

While Levinson and others have examined adult development from an individual-

centered perspective, some investigators have considered the interaction of the individual

with their environment. Schein (1978) and Hall (1976) have postulated some beliefs about

a

mid-life, career development within organizations. Schein believes that an understanding
[ .

of how one changes throughout work and non-work life will help organizations match

individual needs to organizational needs, This match, he believes, is the essence of human
4 -

resource planning and development. Schein has identified what he considers to be m:gjor

career and life problemé that people face during mid-life:

»

problems of career

e
the decision to specialize or to generalize '

-

3§ .
establishing an identity that gains recognition within the organization

internal conflict caused by a clash between career expectations and

-

reality .- o P

becoming an effective mentor to younger and less experienced employees

balancing one's involvement among work, family, and self-oriented
. ?.  activities
-~

creating an awareness that leads to a positive reexamination of self

. . . problems of life

realization,ot one's mortality

restimulat’on of feelings and conflicts that were experienced as an

adolescent
" changing roles and relationships within a changing family

realization that aging may limit opportunities
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In his view, developmental tasks during mid-life involve the resolution of these problems.

Hall, influenced by Levinson et al. (1974), Erickson (1963), and Super (1957), has
propased his cwn model of career development (Hall, 1976). This "composite mode! of

aduit career stages" is presented in Figure 1. - E :

9 <
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1951,,A.\V; = thting Into the Adult World, S.D. = Settling Down, and B.0.0.M. = Becoming
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. Hall's model represents selective integration of Erikson's life cycle stages, Levinson's

Y

eriods of transition, and Super's vocational life stages. However, the model deviates
P P ges. o

significantly from Super's theory with regard to the "maint#ance" (mid-life) stage of

?

i ‘) deveioprnent. Whereas Super defines this period as a tirie when ". . . little new ground
% - . . .
is broken" (Super, Table 1, March, 1978), Hall includes the alternate possibilities of either

"stagnation" with a decrease in performance or' "growth" with an increase in performance.

.
- .

N N

a

A Hall has concluded\that the concerns of employees when they reach mid-career
are the following: \

. .

an awareness of advancing age and awareness of death B /
! .

e . \ . . . ’ .

’ . an awareness of physical aging < . -
. the knowledge that.not all career goais will be attained ‘ ~]
o . the search for. new life goals o ;
B “" . ochanges in famiiy relationships
. chénges in work relatiopships
- . a growing sense of obsolescence .

a growing sense of.decreased job mobility ' ; \ L, =
an increasad concern for job security (pp. 81-83) -

N . [
: C . : . . . b -
These concerns, in addition to other problems, appear in Schein's description of mid-life.

s

' Thomas (1979) tested three explanations of mid-life careér change, a behavior

N

) . considered characteristic of mid=life: l) the countet culture explanation —- change is

spurred by a dissatisfaqtion with "mainstream society"; 2) the macrosocial explanation

s -
o W3 .

. —change'is an adaptation to social and economic conditions; and 3) the develcpmental .
. .
' explanation — change is a natural response to the particular life stage. Més study of .

'+ s+ + 73 men who had changed from high-status careers Letween 34 and 54 years of age

(p. 203)" partially supports the developmental hypothesis. A third of the sample made

‘ their career changes tetween age 40 and 45. When asked'why theyadec_'ided to start a
" i . - [ 4
$ o S LI
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new career, 76 percent said that they wanted "to find more meaningful work" and 69

. - : MR
percent said that they wanted "to bring about-a better fit between values and work"
(Thomas, 1979, p. 206). Also, Thomas reported that "many" of his respondents chose

careers that are "less traditionally masculine." Each of these findings lends credence

to notions about mid-life proposed by L‘évinson (1977).

T T 3

However, Thomas argues that the developmental position does not adequately explain
career change. Not many men, he cl%ims, either currently or historically, have sought

a career change when they reached mid-life, and no single theory seems to explain why _,

~ ”

~ ¢ : -

>
“some people do and some people do not change careers during mid-life. Thomas posits

.a macrodevelopmental explanation which takes into consideration the interaction of

';;: . ) the\'l'ife:'c'yclé with the social environment. ' .
j T - ‘ " Theory and research [ela'ted to adult career deyelopment ha've made important . 4
. X qpf\tributions to knowledge iAn two major ways. First of all, they have ;ogtt;ibuted to
L. - 'a new awareness that certain problems and concerns are related to certain life stages.

2

That these problems and concerns appear to be age related gives a more complete pet:-
spective dn development across the total lifé-spari of an individual. Secondly, there
is a new awareness of the needs that are cbaraéteristic of many middle aged workers

‘ and how ‘these needs relate to adult education and work organizations.  There is much

" evidence to suggest that both adult education and work organizations could become more

productive by b'eing more responsive to the changing needs of izdults (}Eat_hg_gbﬂy.and
Tarule, ,193.0; Hall, ‘1976; Schein, 1978). ~

l.-lowever, while the life-stage perspectiveﬁprovides conceptual order to the factor;s,
.that appear to influence the work experience, drawing conclusions about r_nid—life from
.what is known is premature. An empirical base for adult career development intervention

o

does not vet exist (Super and Hall, 1978). As stated by Brim (1976), the life-stage theories

-

‘ have been primarily wishful thinking: -

.
N
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. . . there is as yet no evidence either for de\(el‘opmental periods or ’
stages in the mid-life period, in which one event must con:ne after
another, or one personality change brings arniother ir; its wake,' The
existence of "stages," if proved true, would be a powerful concept
in studying mid-life; meanwhile there is a danger of using this facile
schellne as a cover for loose thinking about human development, with-
out carrying forward the necessary hard-headed analyseé of the evi- .

dence. (p. )
+ LIMITATIONS OF LIFE-STAGE RESEARCH

Research on mid-life career development is limited in three major ways:
[

non-representative samples; unfounded conclusions about cause and effect relation-

v

ships; and monolithic explanations of multifaceted processes. Each of these limitations

is discussed below. -

[
Non-representative Samples
L4

" With minor exceptions, much of adult development research has been based on

3

nori-repreSentative samples. For example, Vaillant's work is based on a longitudinal study

of Harvard men (Vaillant, et al., 1977). Levinson and his associates (1974) interviewed

40 men, between the ages of 35 and 45, who were living between Boston and New York

and working in one of four occupations during the year 1969. Lowenthal and her associ-

ates (1974) studied four groups of male and female "transition-facers," including high-

school ‘seniors, newlyweds, middle-aged parents, and preretirees. Although some of Neugarten's

findings come from a large data base representing all social classes, some of her major

cong:lusions‘, such as the shift in time perspective during middle age, are drawn from
interviews of "100 highly placed men and women" (Newgarten, p. 17, 1976). Sheehy (1976)

interviewed people she calls the "pacesetter group" — healthy, mo/tivated, and middle-
peop P group

e
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class. Gould (l97é) studied psychiatric outpatients and white middle-class men and women.

Two of the most influential thec;rists on life-stage development, Erikson (1963)
and Sixper (1977) have based their beliefs about mid-life on observations of non-representative
groups. Erilfson, who probably has had the most infiuence on the consEruction of a life-
stage f\rametwork within the field of developmental psychology, based his theoretical
formulations on longitudinal stu‘dies'of children, observations from his psychotherapy*
practif:e, and the biographies of highly creative individuals (Erikson, 1968). Although
each of these data s;m:ces is without doubt rich in theoretical imp;icétions, one should
not vie;v Erikson's model as anything more t‘han a highly tentative theory. His propo-
sition that the primary task of mid-life is generativity has not been demonstrated ;:or{-
clusively for a representative sample of the adult population. In fact, his entire theory
h‘as yet to be tested empirically (Hall, 1976).

Super, who has probably had the most influence on a life-span approach to career
development, has found support for many of his ideas from a longitudinal study of males"
(Super, 1957). The study, begun in 1951 with ninth-grade boys from Middletown, New

~ York, has enabled him to observe his subje;:tswin early aduithood but not yet middle-age.
" His belief that middle-age is a time of establishment and maintenance, although com-
pelling in its iogic, cannot be tgsted until his subjects are older, and then, only with his
male population.

Schein's (1978) and Hall's (1976) studies of adult behavior in organizations have
focused on elite groups for the most part. Schein's beliefs abcut career development
are based primarily on a 12 year panel study of 44 graduates from the Sloan Scr‘xool of
Management at MIT. To an important degree he has also been influenced by his 20 years
of consulting with large corporations. Nor surprisingly, the people he has studied are

primarily white, male, upwardly mobile, and business management oriented.

Hall studied new management recruits at AT&T (Berlew & Hall, 1966; Hall & Nougaim,

g
=
p -
o0
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1968), Roman Catholic priests (Hall & Schnieder, 1973), business students (Hall & Foster,

1977), female college graduates in relation to their families (Hall, 1975), and research

and development professionals (Hall & Mansfield, 1975). Although Hall's work is more

diverse thar} possibly any other investigator of adult career development, the basis for
his conclusions are_findings from studies of highly educated, upwardly mobile, primarily
male sub-groups of the general populations-————— -

Thomas' (1979) research on mid-life career change has a similar limitation. His
sample is male and exclusively middle or upper =middle-—class, and college educated. Also,
reépoﬁdents were selected frofn, managerial, brofessionlal, and technical professional
occup;tions' by means of a refet:ral systgm'. |

In the interest of scientific inquiry it is certainly appropriate to posit theoreti.cal
descriptions of the life coufse and the characteristics of the mid-life years. However,

as is evidenced from research cited here, most of what is currently postulated about

mid-life is based on sub-groupé which are not representative of all American workers.

. Weathersby's and Tarule's (1980) review of adult development research leads them to

the conclusic-an that most ". . . generalizations about all of human devélopmer{t have been
médé"from research samples of middle-class, white males" (p. 19). The research has
concentrated on male managers and administrators. These groups make up less than
le% .of the labor force (Issacson, 1977). Since about 45% of all women 16 years

cld and older are in the labor force (Issacson, 1977), an important segment of the working

. population has been overlooked. Women are concentrated in a small number of occupations

(elementary teaching, secondary teaching, nursing, service work, clerical work, and blue
collar machine operation) which have not been investigated in terms of career development.
In addition, research has concentrated on workers who are projected to have continuous,

~

ascending career paths within one occupaticnal field. Inreality, there are many exceptions

to this "traditional" picture of work: factory workers in unstable industries (i.e., automotive),

?

o __ONH.
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. non-career military persorinel, homemakers who plan a career change to coincide with
‘family changes, and all ¥&rkers whose occupations do not play a central role in their career

identity.

Unfounded Conclusions

The accumulated evigdence does not support a causal relationship between age and

the crises of life. Brim (1976) argues this point in his discussion of adult devek;bment

as a field of study:

- c

... itis in real danger from pop culture renderings of "life stagoes"
from .the public seizing on the idea of age-linked stages of aevelopment,
suc}i as trvxe "male mid-life crisis," just as it seizes E}n astrology and
tea—leaf reading. Cértainl~y, the evidence does not justify linkage
of crises either to stages, or to specific ages, dl;ring the mid-life period.
(p. 7) , .

Brim does not deny that some men do undergo important personality changes during
|:nid-life, but he argues that the causes are complex and varied and that there is no evidence
that fherg are predictable, sequeﬁtial stages of development (Brim, 1976). Other explana-
tions,'such as social en.vironment, historical time, and the life history of the individual,
may, offer better predictors of crisis and change than one's age (Lowenthal, 1281). Zimbardo
(1978) concludes from his review of the research that what is known about mid-life is
ambiguous; it is not yei clear whether this period is "the best of times" or "the wérst
of times.".

The causes of crisis and change during mid-life, and the degree of satisfaction
with change, may have more to do with one's response to environment than with response
ta age. Fozard and Popkin (1978) have argued that the work and home environments
of an individual can have a profound effect on that person's adjustment to aging. Hall

.
.

(1976) has suggested that the degree of challenge provided by the work environment
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in a job is related to the quality of performance during later years. In addition, values —

which may stimulate important life decisions at various times during one's career vary
greatly within any single age cohort (Perry, 1968). Lawrence's (1980) recent study of
mid-life career changers did not find a common experience of crisis. She attributes

thlS fmdmg in part to the historical time in wh1ch her SUbJECtS live. It is the interaction

of the 1nd1v1dual with a rapldly changing society wh1ch prov1des the opportunity for e1ther

positive or negatlve consequences. Some people are able to adapt and develop intellec-

tually and emotionally while others experience such great contlict that growth is blocked.
Weathersby and Tarule (1980) conclude from their review of developrnental stage theory,
“Environment is a powerful factor in facilitating develepm‘en.;\aoverty, hostility, or

A

serious dephivation can place ceilings on growth (p. 37)."
. A,

N LAY

Monolithic Explanations
Shaped by their desire to formulate simple (and possibly original) descriptions for -
an emerging areaof study, investigators have seized on monolithic explanations for mid-

- - N

life career developmént. They have created one-dlmensmnal theories to explain highly

cor:nplex behavior. One of these behaviors, considered unique to mid-life, is "midcareer

change." This behav1or has been studied from the perspective of those who change careers

and those who do not change. Hall (1979) challenges this way of looking at the phenomenon l ‘
by bre;enting midcareer change on a continuum of intensit‘;' depending on the specific

nature of the shift. One must examine the kind of change in order to fully understand

the event. Taking a new jdb in the same organizati'on may be a quite different experience

from taking a new job in a different organization or a new job in a new organization -’

which is also a diffe'rent type of institution (such as change from government agency

to business). Hail adds that any occupational career change is atfected by other, concurrent

changes in the persdn's life, such as changes involving family, location, or spouse's career.
ang ’ 4 )4 !

" Not only is the event itself highly complex but the factors which cause "midcareer

awe

—

o
P
G




) change"_a[s_o appear to be highly complex. Thomas' (1979) conclusion that career change

complexity of the_change. ‘Deve!opm\en\tal (life stage) explanations alone, without consideration

-15 =

AN

during mid-life is best explained by a "macrodevelopmental hypothesis" emphasizes a‘re\

of the interaction of intrapersonal and environmental factors, do not adequately account

T~ 2 -

for what is happening.

T~ B}

& [

When a career change does occur it may not necessarily have crisis proportions -
» . - _ -

‘than a radlcal departure from one's life course (Hall, 1979). The person may be seeklng

that was neverfulfilled during earlier career exploration processes. This suggests that

in a person's life. In fact, the change may be a move toward greater stability rather ‘ T

a better match of career interests, personahty characteristics, skills, and realities of

that person's life situation with the qualities of a particular job. This may be a match

any career ‘change is part of a process which occurs over time. The specific action taken -
by the 1nd1v1dual to find a new job or to modify an old job plays a relatively mlnor part
ln a process of preparatlon and decision-making which has occurred throughout the person 's
life and is affected by ,the person 's environment. .
Theréfore, to consider "midcareer change" as a one-dimensional event of a parti-_
cular life-stage is an oversnmphflcatlon of adult development. To attempt to explaln

the causes of this change in monollthlc terms is to ignore many 1mportant d1mensnons

o -

of a theoretically complex process. |

CONCLUSIONS
" This analysis disputes the belief that mid-life is a predictable time of crises, conflicts,
transitions, or even stability and maintenance. The theory and research that is reviewed

in this paper does not support a cause and effect relatiohship between age and certain

personality and career changes. There seems to be no doubt that middle age is a time

of some trauma and change for some people, but depicting mid-life as a sequence of
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developmental stages characterized as a problematic period of adulthood is not reasonable

based on the evidence. Just as there are great differences among children and adolescents,
adults can choose growth, maintenance, stagnation, or decline. o )
Career development is.a complex process influenced by many factors. Individual

characteristics interact with social-environmental characteristics to shape the decisions

of the person; "Career change," a behavior thought to be highly characteristic of people's _;_4_,_

needs during mid-life, must be considered in all of its various facets if its relationship

to mid-life is to be fully understood. In addition, career change should not be considered

\\ - .

unique 'to‘mid-life. The process seems to be characteristic of most age periods of the

lifE—‘span{ Career change during youth is labelied "‘eiploration"; if it occurs for new pro-

- %

.

fessionals, it is often considered a coping mechanism for "burn-out"; career change among
\\

. . e : . - ’ ¢ . .
older workers is considered pre-retirement or retirement planning. Shifts in one's work

—

o - c e o . I N
’ ‘ " ateach of these stages is significant, and potentially as traumatic or growth-enhancing
, ~as during any other stage. S R . T
N ~

‘fhe career developmént of adults has not l;een studied to th;e extent that other A
"periods c;f life havt; i:een investigated. As a young field of‘stl-de, the research lacks
_ the rigor and comprehensiveness necessary to build illuminating theory. Mid-life.needs
to be studied within thg context of the years which pre§cede and the years which follow

that period of the life span. Longitudinal studies of samples stratified by sex, job character-

h:lgtics, work environment, career opportuni‘ties, gepgraﬁﬁi/c region, and the socio-economic
situation of the'in;ii‘vidual are needed. In addition, the field would benefit from intensive
case-studies which describe the career experiences of people from a wide ranéé of socio- ‘
economic and employment backgrounds.

"Mid-life crisis," and the other changes that have béen proposed as part of middle

age, may be part of a self-fulfilling prophecy. Ages 35, 40, 45, and 50 are considered

. times of transition by society.

A ~
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The individual ,passes t‘hhrough a socia]ly regulated cycle from birth
to death as inexorably as he pa.sses ihrough the biological cycle: a
.succession of socially delineated age-statuses, each with its recognized

Fights, duties, and obligatjons. . '

(Neugarten, 1976, p. 16)

e ———

| Special birthdays and age-related humor serve to reinforce the social traditicns. Literature, ,
. ,

such as Passages (Sheehy, 1976) and The Seasons of a Man's Life (Levinson, et al., 1978)
which have had popular appeal, lend scientific support to the folk wisdom about mid-
. life. Expectations are created and maintained for the conflict and trauma that are attri-

buted to middle age.

IMPLICATIONS FOR EDUCATION AND WORK )

) I ' Indnvnduahzatlon of Educatlonal Progams

Educatnon has an nmponant role to play in the career development of middle aged

- o . s

adults. First, educators must accept that learmng is a developmental process whxch
~ can be facilitated by targeting programs at fhe needs of adults in various life stages
(Weethersby and Tarule, 1980). Once there is acceptance of this value there are steps‘
\\:/hich higher education institutions can take to facilitate development (Weathersby and
\ ‘ Tarule, 1980):

~ (1) jdentffy the groups and variety of students to be served; (2) becnme

\ sensitive to their goals and learning needs viewed from the broad and

specnflc perspectlves of human development; (3) define educatlonal

and support servic
. . ' Lowther (1977) has argued t ﬂ\hilgher education institutions should be more re-

sponsive to the needs of middle aged adults seeking a career change. He suggests that
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adult students could be better assisted through changes in admtssrons, counseling, curric-
ulum development, instructional delivery, placement, and research activi*ies which take

into consideration the special needs of this group.

It is important to note ‘that although the life-stage approach to understanding adult

o

behavior is _helpful, adults must be treated as individuals. A A program targeted at the

stability and securlty needs of some middle aged adults will miss the mark for adults
who are in need of challenge and risk-taking. A program targeted at matching middle
aged adults with extrinsicalfly re\varding careers will miss the mark-for adults seeking

instrinsically rewarding careers. Higher.education must recognize the diversity among

* adults of all ages, including traditional and non-tradittonal sfudents'.

Life-Span Career Development

°

Adult development is really a life-span problem. The values and beliefs formed

during childhood shape the attitudes that one has toward middle age. Also, the skills

" that are learned early in life will have application throughout one's Career. The perscn

who learns career exploration skills (self-assessment, job search, interviewing, etc.) during

_ adolescence will have relatively little trouble applying these skills as they are needed

during adulthood. It is the absence of these skills, rather ‘than age itself, which may
bring on conflict and trauma during middle age. If a child is taught, either overtly or
covertlv, that being 40 is "over the hill"* and that youth is valued more highly than age, .
that child will likely have a difficult time Amaking the transition into mid-life. Therefore,

the career development of adults begins with the career education of children. Ways

‘must be found to prepare youth for the aging process. Both curriculum and counseling

could help us realize this goal.

- Elimination of Age Bias

The response is heard again and again when middle aged people are presented with

new challenges: "I'm too old!" People are biased against learning new skills or making

5

209 .
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risky life changes at a time in their life when they fe€i they should be preparing for decline

and retirement. Quite often the children are grown and out of the house; there is some
financial stability in the family; a social support system has been formed; and the individual
has developed the ablllty and maturlty to adapt to new sntuatlons. The opportumty for

change has never been greater. Middle age.may be the best time to finish an undergraduate

college degree or to attend a graduate or professional school. Unfortunately, misconceptions
and fear often prevent this process from occurring.

d On the other side, there is age bias among educators, teo, and this can keep motivated
adults from attending college. There are graduate and professional programs which continue
to FEJECt applications from older adults, partlcuLa"ly those who achieved a below standard

GPA while in school 101020 years prev1ously. There is reason to believe that many ,

of these adults have the experiences and motivation whlch }vould give them a higher

' probability of success than the much younger, career student (WeathAersby and Tarule,

1980)s Students and faculty need to be informed about the nature of the myths that
are geeerally believed regarding age.

i émployers must also be confronted regarding their age bias. The 50 year old worker
may have 20 produc;ive years left in his or her occupation (Rosow and Zager, i980) while
the tradi'tionally more attractive, mobile, 22 year. old will prol;ably leave his or her
job after just a few years. It may be more beneficial to an employer to keep the older
worker than to hire the younger one. RUSO\V and Zager (1980) recommend "age neutrality"
in the work place. This does not mean bemg ‘nscnsitive to the age related needs of workers,
but it does mean not attributing qualities to a partlcular individual solely because of *

\
\
age.

Changing the Work Environment . -
Finally, the conclusions of this paper, have implications for the work environment

itselZ. Hall (1976) and Schein (1978) recommend that organizations be involved in on-

210 . .
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’ <
going career development with their employees. They argue that the organization will

.

. o . .
benefit from being responsive to the kinds of needs that may emerge during mid-life.

.

A worker who has an increasing need for job security and a growing fear of obsolescence

might be helped by the updating of old skills and the learning of new ones, or by giving
that persorrzi role in "mentoring" of younéér employees. However, any organizational
response to the needs of mid-life should occur with an awareness of the great diversity

among individuals, some who need change and some who need stability.

Do
e
| )
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