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ABSTRACT 
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of the Bases of Power of Principals 

Carol Sheffey Parham, Doctor of Education, 1985 

Dissertation directed by: Dr. Harvey Goldman 
Associate Professor, 
Department of Education Policy, 
Planning and Administration 

Purpose 

The foci of this study were to: (1) identify the 

relationship between the job satisfaction/dissatisfaction of 

assistant principals and teachers and the bases of power 

they ascribe to their principals; and (2) investigate the 

degree to which the job satisfaction/dissatisfaction of 

assistant principals and teachers can be explained by the 

bases of power they ascribe to their principals. 

Procedure 

The sample used in this study was randomly selected from 

population of the Community City Public School System and was 

comprised of assistant principals and teachers in twenty-two 

secondary schools. Two instruments were used in this study. 

The first instrument was the Educational Work Components 

Study which had two discrete parts whose items were designed 



from respondents perceptions of 

motivator variables in their job 

and need for hygiene and 

situation. The second 

instrument was the Power Scale Index which was designed to 

elicit from respondents the reasons for complying with the 

request of a superior. The strength of the relationships 

between the bases of power variables and job 

satisfaction/dissatisfaction was tested by using multiple 

regression analysis. Regression analysis allowed the 

analysis of both the separate and combined effects of the 

base of power variables simultaneously on job 

satisfaction/dissatisfaction. 

Results 

It was found that there were for all practical purposes, no 

differences in the strength or degree of the multiple 

correlations of the bases of power variables, whether those 

independent variables were treated in the stepwise 

regression or the hierarchical regression. None of the 

bases of power variables emerged as a significantly related 

predictor of the four motivator or two hygiene factors. 

Problems with interpretation of the results possibly 

occurred because of differences in methodology between this 

study and those cited in Chapter 2, and some inadequacies in 

the EWCS and the Power Scale Index. 
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CHAPTER 1 

Introduction 

In school systems cooperation between the principal 

and the faculty is at once the easiest, yet, most perplexing 

of relationships. It is the easiest because the desire to 

provide service to children is a common goal among educators. 

For this reason the principal often is able to join with 

faculty in a shared purpose. Cooperation is difficult 

because it requires trust and understanding among those who 

must work together. The principal, assistant principal, and 

teacher bring to the school their own points of view, social 

positions, and skills. Differences in perception among the 

principal, assistant principal and teacher may hinder the 

development of confidence, communication, mutual agreement, 

and overall job satisfaction. While relationships between 

some principals and their faculties are favorable, relation­

ships among others are not. Fluctuations in these relation ­

ships may be related to the bases of power used by the 
1 

principal . Robert Kahn states that the existence of conflict 

1 
in Robert Kahn and E. Boulding, Power and Conflic t 

Organizations (New York: Basis Books, - I~n- c- .-,-=1~9~6~4..,....,...)-,- p- . --,-4-.---
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(disagreement or opposition) gives rise to the exercise of 

power. The more prevalent the conflict in an organization, 

the greater the need for power or tendency to use it. Since 

disagreement over goals and means is an inherent factor in 

human organization, power is essential to the life of an 

organization. Power enables an organization to exert 

influence over the behavior of its members and power provides 

the leader of the organization with the ability to prohibit 

the emergence of conflicts which could subvert organizational 

effectiveness. 

Power viewed as the ability of one person or a group of 

persons to influence the behavior of others is related to 

leadership since leadership inevitably involves the ability 

to influence other people in some way. With this approach to 

leadership the purpose of power clearly should be recognized. 

Organizations require that activities be coordinated, 

instructions be given, organizational goals be accomplished 

and positive interpersonal relationships be fostered. 

Certain individuals in an organization must have power to 

exert influence if they are to contribute to the functions of 

the organization and act in a leadership capacity. If acts 

of leadership are to be effective, they must rely on some 

basis or bases of power. 
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2 
Cartwright and Zander in examining the question of 

power bases state, "It is reasonable to assume that an 

individual's reactions to any influence attempt will depend 

basically upon his view of the motivational consequences to 

him of accepting or rejecting." The mot ivational con-

sequences affecting an individual's reactions may be grouped 
3 

under broad headings as French and aven have done in 

in identifying and defining the following five bases for the 

power which person A may exert over person B: 

1. Reward Power is defined as power 
basTs Ts the ability to reward. 
founded on B's perception tha t 
mediate rewards for him. 

whose 
It is 
A can 

2. Coercive Power is similar to reward 
power but Ts rounded on B's perception 
that A can mediate punishment for him. 

3. Legitimate Power is based on the per­
ceptTon by B that A has a legitimate 
right to prescribe behavior for him. 

4. Referent Power is based on B's identi­
catTon wTth A. 

5. Expert Power is based on B's percep­
tTon that-A has some special knowledge 
or experience. 

French and Raven ' s five bases of power provide a useful frame 

2 
Derwin Cartwright and Alvin F. Zander, Group Dynamics: 

Research_and_Theory, (New York: Harper and Row~1968)~-p~225~ 

3 
John R. P. French and Bertram Raven, "The Bases of 

Social Power," in Group Dynamics: Research and Theory, ed. 
by Dorwin Cartwright and AlvTn F. Zander (New York: Harper 
and Row, 1968), pp. 259-269. 



for studying superordinates' supervisory power 
4 

4 

over 
5 

subordinates. Motivation theorists such as Vroom, Hoppock, 
6 

and Herzberg, Mausner, and Snyderman have supported the 

general theoretical notion that job satisfaction may be a 

function of the nature of the influence dimension in an 

organization. Several studies have examined the relationship 

between the bases of power and job satisfaction. In 

considering the bases of supervisory power in business, 
7 

industry and colleges, Ba chman, Bowers and Marcus found that 

the most important reason for an employee's compliance with 

the wishes of his supervisors rested upon his recognition of 

their legitimate and expert bases of power. The referent and 

reward bases of power provide the most consistent positive 

correlation with worker satisfaction. The coercive base of 

power provides the greatest negative correlation with satis­

faction. 

4 
Victor H. Vroom, Work and Motivation (New York: John 

Wiley and Sons, 1964). 

5 
Robert Hoppock, Job Satisfaction, 

and Row, 19 3 5) . 
(New York: Harper 

6 
Frederick Herzberg, Bernard Mausner , 

Snyderman, The Motivation to Work, (New York: 

7 

and 
Wiley, 

Barbara 
1959). 

Jerald G. Bachman, David G. Bowers and Philip M. 
Marcus, "Bases of Supervisory Power: A Comparative Study in 
Five Organizational Settings," in Control in Organizations, 
ed. Arnold J. Tannenbaum (New York: Mc Graw-Hill, 1968), pp. 
229-238. 
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8 
Bachman, Smith and Slesinger studied the relationship 

between the bases of social power and satisfaction and 

performance in a professional sales office. Their research 

suggests that the referent base of power and expert base of 

power yield higher positive and significant correlations with 

satisfaction, while the reward, coercive and legitimate bases 

of power yield some significant but negative correlations 

with performance and satisfaction. Some effort has been made 

to analyze the relationship between the bases of power and 

job satisfaction as 
9 

schools. Miller and 

an organizational variable in public 
10 

Horstein in separate studies, have 

examined the relationship between influence and satisfaction 

in elementary schools. Their data suggest that the effects 

of superordinate-subordinate relations in school systems are 

very much like those of industrial and sales organizations. 

A principal is perceived as influential by teachers when he 

8 
Jerald G. Bachman, Clagett G. Smith, and Jonathan A. 

Slesinger, "Control, Performance and Satisfaction: An 
Analysis of Structural and Individual Effects," Journal of 
Personality and Social Psychology, 4 (Aug., 1966), 127-136 . 

9 
Don E. Miller, "A Study of Relationships Between Job 

Satisfaction of Teachers and Their Perceptions of Bases of 
Social Influence of Their Principals," Diss. Syracuse 
University, 1973, p.3. 

10 
Harvey A . Horstein, D. M. Callahan, E. Fisch and B. A. 

Benedict, "Influence and Satisfaction in Organizations: A 
Replication, "Sociology of Education, 41 (Fall, 1968), 
380-389 . 



is perceived to be an expert by them. 

in schools do arise from this data. 

6 

Questions about power 

Why do subordinate 

administrators comply with the requests of their principals? 

How are these reasons for compliance related to individual 

job satisfaction/dissatisfaction. 

Using the theoretical framework of the bases of power 

developed by French and Raven, this study will investigate 

the relationship between the bases of power which selected 

assistant principals and teachers ascribe to the 

administrative behavior of their principal, and how that 

behavior relates to the assistant principals'and teachers' 

job satisfaction/dissatisfaction. 

Significance of the Problem 

This study was conducted in one of the twenty-five 

largest school systems in the country. The system will 

be called the Community City Public School System (CCPS) in 

this study. In the spring of 1981 the Superintendent of CCPS 

invited local business leaders to review the structure of the 

school system and recommend ways to streamline the organiza­

tion and increase its efficiency. In response to the 

Superintendent's request the School System Organization 

Committee (SSOC) was formed. Its members included 

representatives from the metropolitan business community. 

After several meetings the SSOC decided to examine the school 

system through interviews with administrators. After these 

interviews, the SSOC discussed their observations and studied 
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organizationa l charts a nd mission st a tement s from other 

urban school systems. They concluded that although this 

school system was faced with problems, the morale of the 

school system principals was high because of the system's 

successes over the seven preceding years. 

The committee also perceived some areas of weakness in 

structure and communication which, if improved, might 

enhance effectiveness and efficiency in the school system. 

One of the weak areas they noted involved the role of the 

principal. As the member of the Community City staff most 

directly involved with students, the principal was placed 

at or near the bottom of the school system's organizational 

chart. Staff at the top of the organizational chart had no 

direct responsibility for students; yet, they had greater 

influence over the school system's decision and policy-making 

mechanisms. The committee recommended that since the 

principal had more contact with students, the principals 

should be given a key role in school system decision-making. 

This new role for the principal might place students in a 

more desirable position on priority lists when decisions were 

made. The committee also suggested that the salaries of 

principals should be increased so that attainment of a 

principalship might be considered a career goal in itself. 

Further the SSOC proposed a need for increased autonomy for 

school principals and recommended that the principal be made 

the Chief Executive Officer of the school with the authority 
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to hire and fire staff. In acknowledging his responsibility 

f or the motivation and leadership of all individuals within 

the school, 

to provide 

members to 

the committee encouraged the building principal 

leadership and coordination and encourage staff 

work together to create the best school program 

possible. Because the principal is the professional leader 

of school staff, his behavior influences the behavior of his 

staff, in particular, those at the assistant and teaching 

levels. The significance of the role of the school principal 

in providing leadership and the proposed change of that role 

by a recent study group to enhance the position makes the 

determination of base line data important. 

The work of the SSOC highlights the formal 

organizational environment within which the principal's power 

functions as well as to emphasize that change in power 

distribution demands recognition and sanction, if not 

initiation, from the formal organization. Whereas change 

requires support and initiation from the formal organization, 

it also demands the study of compliance patterns in schools 

in order to determine the impact of principal's power modes 

on the job satisfaction/dissatisfaction of subordinate staff 

members and on other variables. 

This study will provide a 

teacher and assistant principal 

basis for understanding 

compliance with the 

directives of the principal in ways which will enhance 

teacher and assistant principal satisfaction. 
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Statement of the Problem 

This study will investigate the extent of the relation­

ship between job satisfaction/dissatisfaction of assistant 

principals and teachers and the bases of power they ascribe 
11 

to their principal. 
12 

Several researchers, among them Vroom, 
13 

Hoppock, and Herzberg, Mausner and Snyderman, support the 

general theoretical concept that job satisfaction is a func­

tion of the nature of the influence dimension in an organiza-

tion. A limited number of researchers have examined the 

relationship between the French and Raven bases of power 

and job satisfaction. 
14 

Bachman, Smith, and Slesinger examined the bases of 

power and their association with performance, satisfaction, 

and total amount of control in thirty-six branch offices of a 

national marketing firm. They suggested that total control, 

performance, and satisfaction with the office manager were 

relatively high for the office manager whose leadership 

rested largely upon his perceived expertise and personal 

at t ractiveness. The less effective office manager was one 

1 1 
Vroom, loc. cit . 

12 
Hoppock, l oc. cit . 

13 
Herzberg, Mausner, and Snyderman, loc. cit . 

14 
Bachman, Smith, and Slesinger, loc. cit. 
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who appeared to rely upon the use of rewards and sanc tions. 
15 

Bachman, Bowers, and Marcus examined the bases of 

supervisory power in five organiz a tional settings. This 

study involved salesmen in branch offices, faculty in 

liberal arts colleges, agents in life insurance agencies, 

production workers in an appliance firm, and workers in a 

utility company. The most connnon reason for complying 

with the wishes of supervisors involved recognition of a 

legitimate base of power and expert base of power. The 

strongest and most consistent positive correlation with 

worker satisfaction among the variables studied was 

provided by referent and reward bases of power of the 

leader. The coercive base of power was correlated 

negatively with satisfaction. 
16 

Hornstein examined the relationship between influence 

and satisfaction among public school teachers. He suggested 

that the effects of principal-teacher relations are much 

like those in the industrial, sales and voluntary organiza-

tions studied. The teachers reported that the exercise of 

the referent base of power and expert base of power by the 

leader provided them the greatest personal job satisfaction. 

15 
Bachman, Bowers, and Marcus, loc. cit. 

16 
Horst e in , 1 o c . c i t . 
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17 
A study conducted by Cachur among public school 

subordinate administrators examined the bases of power of 

principals, department chairpersons and assistant principals. 

Expert and referent bases of power were found to be 

positively related to job satisfaction. The reward and 

coercive bases of power were found to have a negative 

correlation with job satisfaction. 

Research Questions 

1. To what extent is the job satisfaction of 
assistant principals related to their 
perceptions of principals' bases of power? 

2. To what extent is the job satisfaction 
of teachers related to their perceptions of 
principals' bases of power? 

3. To what extent is the job dissatisfaction of 
assistant principals related to their 
perceptions of principals' bases of power? 

4. To what extent is the job dissatisfaction 
of teachers related to their perceptions of 
principals' bases of power? 

17 

Research Hypotheses 

Hypothesis 1: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 
satisfaction of assistant principals. 

Hypothesis 2: 
principals' 

The perceived 
power will 

bases of 
contribute 

Thomas J. Cachur, "A Study of Relationships between 
the Job Satisfaction of Secondary School Subordinate 
Administrators and Their Perceptions of the Bases of Power of 
Their Principals," Diss. Loyola, University of Chicago, 1980. 



differentially to the perceived job 
dissatisfaction of assistant principals. 

Hypothesis 3: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 
satisfaction of teachers. 

Hypothesis 4: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 
dissatisfaction of teachers. 

Theoretical Framework 

12 

No single existing theoretical framework provides a 

basis for understanding the relationship between the bases of 

power and job satisfaction/dissatisfaction. In this study, 

two separate theoretical frameworks are used to describe the 

concept being researched. 

Bases of Power 

Interpersonal relationships are generally characterized 

by several qualitatively different power bases. Nowhere is 

this idea illustrated more clearly than in the principal's 

relationship with teachers and assistant principals. 

Periodically, the principal may find it necessary to request, 

suggest, or even demand that teachers and assistant 

principals change their work behavior or perform certain 

tasks. Why do teachers and assistant principals comply with 

the advice or demands of the principal? Compliance may be 

the result of one or a combination of the following reasons: 

(a) as a supervisor, the principal has the authority to 

advise and make demands, (b) the principal is recognized as 
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having special knowledge and skills, or (c) the principal is 

liked by teachers and assistant principals and they have a 

desire to maintain a favorable relationship with him. 
18 

French and Raven developed a taxonomy of power types 

determined by the basis of power one person has over 

another. They distinquished the following five bases as 

important and common to many types of interpersonal relation-

ships : reward, coercive, legitimate, referent, and expert. 

The f o 11 owing 
19 

elaboration is based on French and 

Raven 's c oncept of the bases of power. 

1. Reward Power is defined as power whose basis 
is the ability to reward. It is founded on 
B's perception that A can mediate rewards 
for him. The magnitude of the rewards which 
B perceives that A can mediate for him 
increases the strength of reward power. The 
strength of reward power depends on the 
probability that A can mediate the reward. 
Rewards need to be acceptable to B or to be 
desired by him and may be in the form of 
money, recognition, or special favors. The 
range of reward power is specific to those 
regions within which A can reward B for con­
forming. This power base wi ll increase in 
effectiveness by the use of actual rewards, 
repeat ed over a period of time. This power 
base will decrease in effectiveness if there 
is a use of promised rewards, illegitimate 
rewards, or reward not repeated over a span 
of time. Repeated effective use of rewards 
tends to increase the attraction of B toward 
A and leads to a referent power base. 

18 
French and Raven, loc. cit. 

19 
Ibid. , pp. 2 6 2 - 2 6 8. 



2. Coercive Power, although similar to reward 
power, is founded on B's perception that A 
can mediate punishments for him. The 
strength of coercive power is influenced by 
the situational advantage A has over B. The 
maintenance of this advantage is crucial to 
the strength of coercive power. Since ad­
vantages are tenuous at best, coercive power 
is usually effective only in the short run. 
Continued use of this power base tends to 
decrease its effectiveness and the attrac­
tion of A. 

3. Legitimate Power is based on the perception 
by B that A has a legitimate right to 
prescribe behavior for him. This power base 
is related to Weber's idea of the legitimacy 
of authority. As a concept, legitimacy 
stems from a code, standard, or values, 
accepted by B, by virtue of which A can 
assert his power. Three sources of legiti­
macy are defined by French and Raven: (a) 
cultural values, for example, age, intelli­
gence, caste; (b) acceptance of the social 
structure - a judge has a right to levy 
fines; and (c) designation by a legitimizing 
agent. The range of legitimate power is 
specific and prescribed; however, some 
sources of legitimacy carry with them a very 
wide range. The use of power which is not 
legitimate will decrease the attractiveness 
of A. 

4. Referent Power is based on B's identifica­
tion with A. Therefore, the base of this 
power may be derived from friendship, 
identification with a successful model or 
feelings of a shared identity. The greater 
the identification, the greater the attrac­
tion and consequently the greater the 
referent power. 

5. Expert Power is based on the perception that 
A has some special knowledge, skill or 
expertise. This perception of A by B may be 
based on A's experience, training, intelli­
gence, reputation for credibility, or 
special access to relevant information. The 
range of expert power is limited. Since the 
expert is viewed as having superior 
knowledge or skill in a very specific area, 
his power will be limited to that area . 

14 
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The French and Raven taxonomy as modified by Cachur is 

valuable in that it suggests how reliable the response of the 

less powerful person will be and how dependent that response 

will be on supervision by the influence agent as a function 

of the bases power being exercised. 

In this study, the Bases of Power Scale as developed by 

Cachur will be used for obtained data . Cachur, using the 

work French and Raven as a theoretical base, has modified 

existing instrumentation to make it adaptable to schools. 

Job Satisfaction 

Considerable research has been devoted to identifying 

those motivational factors which relate to job satisfaction. 

Much of the literature is based on the work of Frederick 
20 

Herzberg. 

subjects, 

Hiring engineers and accountants as research 

he developed 

Motivation-Hygiene Theory. 

characteristics contribute 

what is referred to as the 

He proposed that certain job 

to job dissatisfaction. More 

importantly, he proposed that factors which influence job 

attitudes do not operate on a continuum. The motivation 

factors which are associated with positive job attitudes are 

not necessarily associated with negative job attitudes 

categorized as the hygiene factors. Herzberg defines the 

motivator variables as being directly related to intrinsic 

20 
Herzberg, Mausner, and Snyderman, loc. cit . 
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ma tters derived from the work itself. Included among these 

factors 

persona l 

are opportunities for recognition, achievement, 

growth, status, and advancement. Motivator 

variables are the factors which are responsible for good 

feelings about the job and relate to doing the job itself. 

The hygiene component of Herzberg's theory includes 

factors which are directly related to extrinsic matters 

as sociated with working conditions. Among these factors are 

the adequacy of interpersonal relationships, 

supervision, 

securi ty. 

company policy, working conditions, 

salary, 

and job 

Herzberg proposes that, while adequacy of hygiene 

factors is necessary as a precondition to satisfaction, it is 

the mo tivator factors which are the real determinants of 

job satisfaction. 

As previously stated, Herzberg's research was conducted 

with engineers and accountants. Subsequent researchers have 

studied satisfaction and dissatisfaction among a variety of 
21 

populations. Sergiovanni conducted research among public 

school teachers and his findings are consistent with 

Herzberg 's. Satisfaction and dissatisfaction are on separate 

continua and positive attitudes are related to the work 

environment. 

21 
Thomas J. Sergiovanni and Fred D. Carver, "Factors 

which Affect Satisfaction and Dissatisfaction of Teachers, " 
Journal of Educational Administration, 5 (1966), 66 -82. 
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Miske! and Heller, 

17 

adapted Herzberg's instruments on 

motivation to schools. In 1972, they developed the 

Educational Work Components Study (EWCS). The EWCS is an 

adaptation of the Work Component Study (WCS) to an 

educational setting. The WCS was constructed as a measure 
23 

of work motivation by Borgatta, Ford, and Bohrstedt in an 

setting. In order to assess intrinsic and industrial 

extrinsic 

Herzberg's 

factors in work motivation items paralleling 

motivator and hygiene factors were written. 

Miske 1 and Heller's adaptation of the WCS consisted of 

revising industry related words to school system terms. 

Miske 1 concluded that a satisfied teacher will see a 

congruency between the motivation variables and the organiza-

tion's incentives . Converse ly, a dissatisfied teacher will 

find an incongruency between the hygiene variables and the 

organization's incentives. 

Herzberg's Motivation-Hygiene Theory, and the work of 

Sergiovanni and Miske! provide the theoretical framework 

through which this 

22 
Cecil Miskell and 

Work Components Study: 
Motivation," The Journal 
( Fa 1 1 1 9 7 3 ) , 4 5 - 5 0 . 

23 

study proposes to examine job 

Leonard Heller, "The Educational 
An Adapted Set of Measures for Work 

of Experimental Education, 42, No. 1 

Edgar F. Borgatta, Robert N. Ford, and George W. 
Bohrnstedt, "The Work Components Study: A Revised Set of 
Measures for Work Motivation," Multivariate Behavioral 
Research , 3 ( 1 9 6 8 ) , 4 0 3 - 4 1 4 . 
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satisfaction/dissatisfaction of assistant 

teachers. 

principals and 

Definition of Terms 

This section sets fort h and defines the major terms used 
24 25 

throughout the study. Cachur and French and Raven provide 

the definitions in this section concerning the bases of 
26 

power. Herzberg is the source for definitions concerning job 

satisfaction/dissatisfaction. 

24 

25 

26 

Power - The potential for inducing forces 
in other persons toward acting or changing 
in the direction intended by the influencer. 

Bases of Power - The sources of power. 

Reward Base of Power - Based 
perception that a superior 
to mediate rewards for them. 

on subordinates' 
has the ability 

Coercive Base of Power - Based on subordinates' 
perception that a superior has the ability to 
mediate punishments for them. 

Legitimate Base of Power - Based on internal­
ized values which dictate that there is a 
legitimate right to influence and an obligation 
to accept this influence. 

Referent Base of Power - Based on the desire of 
a subordinate to identify with a superior. 

Cachur, op. cit., pp. 13-14. 

French and Raven, op. cit ., pp. 263-268. 

Frederick Herzberg, 
Efficient and To Be Human, 
Irwin, 1976), p. 113 . 

The Managerial Choice: To Be 
(Homewood, Illinois: Dow Jones -



Expert Base of Power - Based on a subordinate 's 
perception that a leader has some special 
knowledge or expertise in a given range. 

Satisfaction - The state in which the 
individual perceives that motivator needs are 
being satisfied. 

Dissatisfaction - The 
1nd1v1dual perceives 
not being satisfied. 

state in 
that hygiene 

which the 
needs are 

Motivator Variables - Factors intrinsic to the 
job contributing to positive job attitudes 
because they satisfy the individual's need for 
self-actualization in work. Included among 
these factors are the opportunity for achieve­
ment, recognition, advancement, growth, 
responsibility and the opportunity to enjoy 
the work itself. 

Hygiene Variables - Factors associated with 
the Job context. The factors are extrinsic to 
the job and include supervision, interpersonal 
relationships, working conditions, administra­
tive policies, salary, status, and security. 

Administrative Implications 

19 

The building principal is the educational leader in the 

school system. Principals' overall responsibility is to 

provide leadership and coordination which will encourage 

their staffs to work together toward the best possible school 

program. As the professional leaders of their school staffs, 

the principals must be able to maximize the potential of 

their staff members and to provide the satisfaction that his 

workers want. The implication is clear then that the 

behavior of the principals is crucial to the development of 

positive job satisfaction and to the integrat ion of 

individual needs with school goals. 
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Interpersonal relationships, salary, policy, 

supervision, and working conditions contribute primarily to 

job dissatisfaction when they are perceived as being 

adequate. In exchange for adequacy of these factors, an 

f air day's work which is the employee is prepared to give a 

traditional legal work relationship. 

The opportunity for achievement, recognition, work 

itself, responsibility, and advancement are factors which 

contribute primarily to job satisfaction. Their absence 

does not lead to dissatisfaction. These are motivators 

to exceed the 

relationship. 

The practical 

motivation requires 

limits of the traditional legal work 

application of these theories of 

that principals adopt a job enrichment 

strategy in working with assistant principals and teachers. 

Job enrichment serves to increase the amount of intrinsic 

satisfaction one derives from the job. Principals should 

develop individua l s t rategies which represen t attempts to 

increase opportunities for achievement, recognition, and 

advancement for assistant principals and teachers. 

This study 

of 

Limitations 

examines 

principals 

the relationships between the bases 

and job satisfaction of assistant of power 

principals and teachers in a school organization. 

Inherent in this is recognition of the principal as an 

individual who can exert influence on subordinates, whether 
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that influence be positive or negative. Although 

confidentiality had been assured, assistant principals and 

teachers may have modified their responses to prevent any 

negative consequences from their principal as a result of 

their participation in the study. 

Since this study concerns 

power, it is limited to 

interpersonal influence and 

the superordinate-subordinate 

relationship of principal to assistant principals and 

teachers. It is assumed that subordinate administrators and 

teachers are sophisticated, well-trained, and 

individuals capable of making accurate assessments 

experienced 

of their 

principals' bases of power. The referent used by the 

individuals as a basis for response to questions is not 

known. More specifically, it is not known whether teachers 

responded to the questions concerning the principals' bases 

of power based upon their definition of power as an absolute 

or whether their response was based upon recent occurrences 

within the school or on some other school situation with 

which they were familiar. What factors influenced an 

assistant principal or teacher to choose a particular 

referent was also a variable beyond the control of this 

study. The study is also limited by the nature of the sample 

and the community in which the survey information was 

gathered. It reflects the perceptions of assistant 

principals perceptions of assistant principals and teachers 

in the Community City Public Schools only, however conditions 
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for generalizing do exist. 

Organization of the Study 

The study is organized into five chapters. Chapter 1 

contains an introduction to the topic. A review of the 

pertinent literature is presented in Chapter 2. Chapter 

3 is devoted to a description of the methods and procedures 

used in the design and development of the study. The 

findings are presented in Chapter 4, and the summary, 

conclusions and recommendations are presented in Chapter 5. 
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CHAPTER 2 

Review of Related Literature 

This chapter contains a summary and description of the 

research studies pertinent to the relationship between the 

bases of power and job satisfact i on. A limited number of 

studies have examined the relationship between the bases of 

power and job satisfaction and still fewer studies have 

investigated this relationship in an educational setting. 

Bases of Power and Satisfaction 

1 
Bachman, Smith and Slesinger investigated the bases of 

power and their association with performance, satisfaction, 

and total amount of control in thirty-six branch offices of 

a national marketing firm. These variables were examined in 

the office manager-salesman relationship. Each branch 

office was managed by a single office manager who had sole 

responsibility for the conduct of his office. The 

functions of the office manager included supervision, 

1 
Jerald G. Bachman, Clagett G. Smith and Johnathan A. 

Slesinger, "Control, Performance and Satisfaction: An 
Analysis of Structural and Individual Effects," Journal of 
Personality and Social Psychology, 4 (Aug. 1966), 127 - 136. 
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on - the-job training of employees, and enforcement of 

home - office policies. 

were a number of 

Directly 

salesmen 

under 

whose 

each office manager 

functions included 

soliciting 

accounts, 

and 

and 

opening 

serving 

new accounts, servicing 

as the client's main 

information and expertise leading to sales. 

existing 

source of 

The branch offices were divided into two groups for 

separate analyses. Group A consisted of eighteen offices all 

loc a ted in areas judged to have high business potential, who 

nevertheless varied widely in actual office performance. 

Group B consisted of eighteen offices located in areas of 

lower business potential, yet who noted high on actual 

performance in some instances. No office was included in 

either category which had been established within the five 

year period preceding the study or which had experienced a 

change of manager within the two years preceding the study. 

In this way the sample was limited to those offices with 

continuity of operations and leadership. 

The data for this study consisted of sales performance 

measures and salesmen's questionnaire responses. In each of 

the thirty six offices virtually every salesman completed 

an extensive questionnaire related to many aspects of his 

work and his adjustment to it. The administrative variables 

included control 

power. Criterion 

performance and 

and the bases of the 

variables consisted 

office 

of 

manager's 

salesmen's 

their satisfaction with their office 
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manager. Two closely related measures of control were used 

both of which were treated 

somewhat different influence 

separately since 

receivers. The 

they involved 

measures of 

control 

influence 

over the 

over 

office dealt 

the way the 

with the general amount of 

office was run while the 

dealt strictly with influence 

manager and his salesmen. A 

interpersonal control measures 

patterns between the office 

single questionnaire item was used to assess five bases of 

the office manager's power or influence over salesmen 

respondent: referent, expert, reward, coercive, and 

legitimate power. 

Correlational analyses were used to explore the effects 

of several administrative characteristics upon two criterion 

variables, performance and satisfaction. Two-tailed tests 

were used with the .05 level for the "F" test required 

significance. The assumption was made that the best avail­

able estimate of organizational structure in the data was a 

composite of perceptions within a given organizational unit; 

thus, the measure of each administrative characteristic con­

sisted of the mean rating by all salesmen in a given office. 

These mean ratings were then correlated with performance and 

satisfaction at two distinct levels of analysis: office 

mean criterion scores and individual criterion scores. 

Office and interpersonal measures of control correlated 

positively with both criterion measures. These positive 

relationships appeared no matter who exercised the control -
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the f 0 fice manager, the salesmen, or both. a 

strong positive relationship between the 

There was 

amount of 

interpersonal control exercised by the office manager and 

that e . 
Xerc1sed by the salesmen which supported the view that 

the total amount of control or influence was variable. The 

moS t important bas1· s of the 
f h 

office manager's control or t e 

average salesman was legitimate base of power; however, in 

offices 
relatively high on this dimension respondents 

indicat d . 
e significantly less satisfaction with their office 

manager 
and performance tended to be lower. Offices in 

which th e office manager was rated relatively high on expert 

and referent bases of power were also high on performance 

and 
satisfaction with the 

coercive base 
of power were 

office manager. 

rated the least 

Reward and 

important 

reasons 1 sa esmen complied with the office manager's wishes 

and both 
Were negatively related to the criterion variables. 

The 
five bases of power related to the overall amount of 

control 1- n much the same way as they related to performance 

and 
satisfaction; however, 

interpret1·ng 
correlations 

some caution 

with the bases 

was exercised in 

of power. The 

ranking method used . . . 
1n obta1n1ng the data made it impossible 

for a11 
five bases of power to be correlated in the same 

direction · 
bl Th searcher 

with any single criterion varia e. ere 

proposed that positive correlations with expert and referent 

bases of power may have been responsible for negative 

correlat· 1 ons with the other bases of power or vice versa. 
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The findings in this study illustrate the importance 

of total control as a factor in organiz a tional effectiveness. 

The overall amount of influence in the organization 

corre 1 t a es substantially with performance and satisfaction. 

The com . par1son of the bases of power further illuminates the 

processes underlying a pattern of high total control. Total 

control, performance, and satisfaction with the office 

manager were all relatively high for the office manager 

whose 1 eadership was perceived as resting largely upon his 

expert base f o power and his referent base of power. The 

less 
effective office manager relied more heavily upon a 

legitimate base of power as a formal description of his role 

might ind· 1cate. 
2 

Bachman studied the relationships between administrative 

influence , bases of influence for the dean and faculty, and 

levels 

co 11 ege s. 

ful 1-t ime 

faculty 

of faculty satisfaction in twelve liberal arts 

The respondents selected for this study were 

faculty members at each of the colleges. The 

size of the twelve colleges at the time of the 

Survey (April-May 1964) ranged from sixty-seven to 173. 

Questio . 
nna1res were sent to 1,210 faculty members of which 

685 
questionnaires were returned, a response rate of 

2 
Jerald G. Bachman, "Faculty Satisfaction and the 

~:~~'s Influence· An Organizational Study of Twelve Liberal 
Co 1 1 e g es 11 • J O urn a l O f App 1 i e d Psycho 1 o gy , 5 2 ( 1 9 6 8 ) , 

55-61. 
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approximately sixty percent in each of the twelve schools. 

All of the data used in Bachman's study consisted of faculty 

responses to questionnaire items. The analytic approach 

used assumed that the best available measure of an 

organizational characteristic was a composite of perceptions 

by a number of respondents in the organization; thus, the 

measure of a college administrative characteristic consisted 

of the mean of all faculty perceptions. Each characteristic 

was correlated with faculty satisfaction measures at two 

dist · 1 nct levels of analysis: college mean criterion scores 

and individual criterion scores. Colleges in which the 

total amount of influence was high and those in which the 

dean' • 
s influence was high showed greater mean satisfaction 

with 

also 

with 

the dean. 

related 

These administrative characteristics were 

to individual faculty members ' satisfaction 

the dean; however, the correlations with the 

dean's influence almost disappeared when the effects of 

individual perceptions were removed through partial 

correlations. 

The more general measures of faculty satisfaction showed 

little relationship to this study's influence measures at 

ei ther level. When asked to rank reasons for complying with 

the dean's suggestions, faculty members gave 

to the f · f 1 measure of expert base o in uence. 

the highest rank 

Legitimate and 

referent bases of influence were ranked next and reward and 

coercive bases of influence were ranked lowest. Correlation s 
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with the criterion variables were positive for expert and 

referent bases of influence and negative for legitimate, 

reward, and coercive bases of influence. Satisfaction was 

positively related to the total amount of influence at all 

levels. It appeared also that satisfaction with a dean was 

higher when the dean enjoyed a relatively high degree of 

influence · 
and when this influence was based upon expertise 

a nd Personal attractiveness, rather than upon legitimate 

au thority or the use of sanctions. 

Based upon the findings, the researcher made tentative 

conclu • sions concerning faculty's perception of 

dean. First, the effective dean appeared 

an effective 

to enjoy 

substa t· . n ial influence in framing the college's policies and 

practices. Second, the faculty seemed to view the dean as a 

and not a hierarchical superior. Rather than co I league 

basing his influence upon legitimate authority and the use 

of Punishments or rewards, 

through personal qualities 

the effective dean 

such as expertise and 

influenced 

respect. 

The 
effective dean was viewed as one who appreciated his 

obligations to respond to faculty suggestions. 
3 

Bachman, Bowers, and Marcus in the late 1960's conducted 

3 

Jerald G.Bachman , David G. Bowers, and. Philip ~ -
~f~~us, "Bases of Supervisory Pow:r: A Com~arative_Stu~y in 

Organizational Settings," in Control in Org~nizations, 
ed. Arnold J Tannenbaum (New York: McGraw-Hi ll, 1968), 
pp. 2 29-238 .. 
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a comparative study of the bases of supervisory power in 

business, industry, and colleges. They reported results of 

investigations in thirty-six branch offices of a national 

sales firm, twelve liberal arts colleges, forty life 

insurance agencies, forty electrical appliance manufacturing 

firms 
' and twenty-one work groups in a utility company. 

They sought to determine why subordinates 

faculty , agents, production workers, and 

(salespeople, 

semiskil l ed 

installation and repair personnel respectively) complied 

with the requests of their superiors. Questionnaires were 

sent to 2,840 respondents. The respondents were asked to 

rank the importance of the five reasons for compliance. The 

five reasons 

identified by 

paralleled the five 
4 

French and Raven: 

bases of 

legitimate 

social 

power, 

power 

reward 

power, coercive power, referent power and expert power. This 

study sough t to determine the relative importance of each of 

these bases of power in terms of subordinate perceptions. 

Wi th0ut exception, either legitimate or expert power bases 

were ranked as 

superiors' requests. 

important reasons for complying with 

Subordinates in four of the five 

organizations ranked the coercive power base 

important . 

as least 

4 
. John R. P. French and Bertram Raven, "The Bases of 

So c1a1 Power , " in Group Dynamics: Research and Theory, ed. 
by Darwin Cartwright and Al vin F. Zander (New York: Harper 
a nd Row, 1968), pp . 259-26 9 . 
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Respondents in liberal arts colleges preferred to comply 

With the requests of their superior when expert power was 

th e base utilized. The preferred power bases in the sales 

firm branch 

legitimate 

offices and the insurance agencies were 

and expert respectively. Referent and reward 

bases f o power provided the strongest and most consistent 

Positive correlation with worker satisfaction. The coercive 

base f o power drew the most negative correlation with 

satisfaction. 
5 

Horstein and his associates in 1968 investigated 

elementary school teachers' perceptions of the bases of 

Power of th . . 
. . 

e1r principals and the relat1onsh1p to the 

their 

teachers' evaluation of the school system, 

satisfaction with their principals, and student satisfaction 

With the way the teachers were performing. The data for 

this · investigation were col l ected from 325 primary school 

teachers (155 from System A and 170 from System B) who 

Worked in fourteen different schools in each of the two 

Participating school systems . In any one school the 

teachers 

median of 

numbered between twelve and forty-one with a 

twenty-two. This represented an almost complete 

sampling (ninety-seven percent) of the full-time primary 

----5 

B Harvey A. Horstein, D. M. Callahan, E. Fisch and B. A. 

aenectict, "Influence and Satisfaction in Organizations: A 

eplication," Sociology of Education, 41 (Fall, 1968), 

Pp · 3 8 0 - 3 8 9 . 
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School teachers in the two school systems. The school 

syst ems participating in the study were located near large 

metropolitian areas in communities of approximately equal 

Size. System A was somewhat wealthier and more homogeneous 

than System B. System A was located primarily in a 

res· 
Idential area with some light industry while System B was 

in a large industrial area. Al 1 data were obtained 

responses 

Bachman , 

to a questionnaire modeled after the one used 

6 

Smith and Slesinger in their study of salesmen 

Off' Ice managers. 

from 

by 

and 

The questionnaire contained three areas of interest. 

l'he first two areas which related to perceived administrative 

cha racteristics were: 1) the perceived distribution of 

influence within the organization and 2) the bases of social 

Power. 
The third area dealt with what was assumed to be the 

respo d 
n ents' subjective response to these administrative 

cha 
racteristics. This area assessed the teachers' evaluation 

of the school system, their satisfaction with their 

and their perception of student 
Principal, 

With the 
way they were performing as teachers. 

satisfaction 

The correlation analyses conducted were predicated on 

the 
assumption that the criterion variables (i.e., the 

ev-aluat· Ion of the school system, satisfaction with the 

Principal, and the perception of student satisfaction) were 

-----6 

Bachman, Smith, Slesinger, loc. cit. 
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influenced by both individual and group level effects. 

Teach ers perceptions of their principal's behaviors, which 

Were affected by their unique experiences within the 

orga • 
nization were referred to as the individual level effort. 

l'he group level effects referred to the influences arising 

from the common experiences 

teachers within 

the 

and shared perceptions 

A primary objective 

of 

of 

analyses was 

a school building. 

to determine the extent to which 

each of the two effects accounted for the criterion 

A reliance on the expert power base, as opposed 

variables. 

to the reward, 

associated with 

coercive or legitimate bases of power, was 

1) more favorable evaluations of the school 

sy
st em, 2 ) greater satisfaction with 

tendency to perceive students to 

the· 
Ir teachers. Regarding individual 

the principal, and 3) a 

be more satisfied with 

level effects, the more 

influence the individual 

or their · • 
pr1nc1pals, the 

teachers perceived for themselves 

more favorable was their evaluation 

of the system and the greater their satisfaction with the 

Principal. Student satisfaction was associated with 

Percept· Ions held in common by the personnel of a school 

bu i Id. 
ing rather than by separate perceptions of individual 

teachers From these data the researchers concluded that 

the 
effects of superior-subordinate relations in school 

was very much 1 i ke those of various industrial, 

sale 
s, and voluntary organizations. Teachers reported 

f5re ate 
st satisfaction with their principal and school system 
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When th ey perceived that they and their principals were 

mutually influential especially when their pri ncipals' power 

to influence emanated from the teachers perception of them 

as expert s . Additionally, thi s same principal-teacher 

relationship was associated with a perception of higher 

st Udent satisfaction. 
7 

Ivancevich investigated the relationship between 

control 
' bases of control, and three categories of 

satisfaction autonomy satisfaction, status satisfaction 

a
nd 

growth satisfaction. The data used in this study were 

obta· 
inect from 228 insurance agents from thirty-four agencies 

of a l 
eading life insurance company. Each agency was 

managed by a single manager who had the responsibility for 

selling and . . . . . . .f. 
serv1c1ng insurance pol1c1es 1n a spec1 1c 

geographical region. The manager also had the responsibility 

adequately motivating the insurance agents working with him. 

It 
Was assumed that in studying various control satisfaction 

relat· 10nships a distinction should be made between agency 

effects 
and individual effects. To obtain the separation of 

agency effects and individual effects, each agent's 

Percept· ion of control, bases of control, and satisfaction 

compared to perceptual measures of other agents. Two 

------
7 

Cont John M. Ivancevich, "An Analysis o~ Co1:trol, Bas~s of 

Acadrol, and Satisfaction in an Organ1zat1onal Setting," 

~of Management Journal, 13 (Dec. 1970), 427 - 436 . 
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overlapping measures of control were employed. The first 

measure of control over the agency dealt with the amount of 

influence the respondents believed they had over the 

operations of the agency office. The second control measure 

focused upon the interaction control between the agency 

office manager and the agents. Both controls were measured 

by questionnaire items. The satisfaction of the agents was 

determined by responses to fifteen satisfaction questions. 

Five specific questions were asked for each category of 

satisfaction -- status, autonomy , and growth. The measures 

of overall satisfaction with each of the three categories 

were derived by combining the responses to the five questions 

in each category. The findings of this study based on 

correlation analyses illustrated the importance of total 

control as a factor in attaining satisfaction. The overall 

utilization of the five bases of control correlated 

substantially with each of the three satisfaction categories. 

The legitimate base of power mean ranked first among the 

reasons for compliance with the agency manager ' s directives; 

however, the legitimate base of power was only related 

significantly to the autonomy satisfaction category. The 

intra-insurance agency data showed no statistically 

significant relationships between legitimate power base and 

the three satisfaction scores. The researcher felt that the 

fact that agents perceived legitimate base of power as the 

primary reason for compliance may have indicated that this 
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kind of power did not result in satisfaction even if it did 

Produce motivation. 

Positively related 

Moreover, increment a l influence was 

to each of the three satisfaction 

measures This finding indicated that if increased 

Sat· 
Isfaction is the objective it may rely more heavily upon 

the · 
Incremental factors - - referent power base and expert 

Power ba se. 

Bas ed upon the above 

relationship between control, 

and acknowledging that the 

bases of control, and status, 

autonomy, and growth satisfaction was not conclusive, the 

rese 
archer felt that this study allowed for five tentative 

conclusions. First, the development of programs to improve 

satisfaction 

the 
must give consideration to the increased use of 

referent and expert bases of power. Second, 

fact that 
only one managerial level was used in 

the 
satisfaction correlates of expert, referent, 

despite the 

this 

and 

study, 

reward 

bases of 
power were surprisingly large. Third, the exercise 

Of 
control 

11 "th 
as a two-way flow was associated genera y w1 

more 
satisfaction 

categories. 

With 
Fourth, 

in each of 

the negative 

regard to coercive base of 

When 
devising a program for 

the three satisfaction 

relationships, especially 

power, must be considered 

satisfaction 

Fina I I 
Y, since perceptual measures were used, 

improvement. 

the data in 

th· 
ls st udy must be treated with caution. 
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8 
Cope c ompleted a study in whi c h he compared existing 

and preferred bases of influence between college faculty 

members and chairmen in six social departments by using the 

French and Raven taxonomy of soci a l power. The purpose of 

this study wa s to examine relationships among several 

bases of dimensions. 

interpersonal 

These were actual and preferred 

influence 1) by faculty members and chairmen, 

2) in academic departments in two states (stress-nonstress), 

3) by f aculty members with two orientations. The data for 

this study were collected from responses to questionn aires 

sent out to 131 faculty members at a public university. A 

of eighty-four usuable questionnaires were returned total 

which represented a response rate of sixty-five percent. 

QueS t ionnaire items were used to assess five bases of 
th

e 

perceived (as is) and preferred (should be) influence 
of the 

of 
department chairmen over the respondent. 

A similar set 

i terns was 

influence 

used to measure a faculty's 
perceptions of their 

over the chairman. 
Because of the ranking 

procedure, the five bases of influence were not i nd
epe

nd
ent; 

thus any s . 1 . h . h ing e basis of influence could be given a ig er 

ranking only at the expense of another basis. 
The researcher 

considered thi·s t because it ranking procedure as advan ageous 

8 
p f Robert G. Cope, "Bases 
re erences . . Journal and Job Sat1sfact1on: 

___ ::..:...:__ of Vocational Behavior, 2 

of Power Administrative 
A Situational Approach , " 

(October, 1972), 45 7 - 65
· 

.... 
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forced the respondent to discrimina t e among all the bases 

rather than emphasizing only one or two. Personal 

orientation was identified through the use of questionnaire 

items which discriminated between faculty members whose 

orientation and loyalties were more closely associated with 

the institution (locals, homeguard) and those who had an off-

campus reference group orientation (cosmopolitans). The 

measure of stress was impressionistic. Three academic 

departments were typed by the researcher as "stress" 

departments based upon the knowledge of resignations in 

Protest 
' challenged tenure decisions, turnover of chairmen, 

and so on. Data also were collected from faculty in three 

" nonstress" departments. 

Based upon correlation analyses, the following findings 

Were made . . f 1 
concerning 1n uence relationships. Faculty in 

nonstress departments indicated 

Perceptions of the bases of influence 

chairmen and themselves. Further, 

emphasis upon the application 

legitimate bases of power than 

of 

on 

reward or coercive bases of power. 

similarities in their 

employed by their 

they placed greater 

referent, expert, and 

the use of either the 

Faculty from stress 

departments indicated a picture that was substantially 

different. They perceived that more emphasis was placed 

Upon the use of expert, reward, and coercive base of power; 

however 
' there was a marked similarity of choice of power s 

to both the practice and the preferences as found in the 
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nonstress departments. The relationships between job 

satisfaction (assessed through a series of "how do you like 

Your Work" questions) and administrative characteristics were 

Presented in zero-order correlations and partial 

correlations. The reduction of correlations with the partial 

correlations suggested that a portion of the zero-order 

relationship with satisfaction was attributable to individual 

level effects. These relationships suggested that greater 

I eve 1 s of 1· ob 
f 

satisfaction were associated with the use o 

expert base of 
h 

power by the chairmen for cosmopolitans w o 

had f 0 f-campus reference group loyalty but by legitimate and 

refer 
ent bases of power for locals who had a dominant career 

Orientation toward the employing institution. 

9 

Isherwood studied authority bases of the secondary 

Principal and related the use of different power bases to 

teachers• loyalty 

satisfact· ion, and 

to the 

teachers' 

principal, teachers' 

sense of powerlessness. 

job 

The 

data for this investigation were collected from teachers in 

f. 
1 ft een secondary schools in the State of Delaware, this 

represented about half of Delaware's public secondary 

schools Schools were selected randomly and fifteen of the 

first 
seventeen schools contacted agreed to participate. A 

researcher assigned to each sample school met with eight 

------9 

Auth _Geoffrey B. Isherwood, 

(Mar ohrity: An Empirical Study," 

C 1973) 291-303. 

"The Principal and His 

The High School Journal, 56 
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teachers who were · d unass1gne 

at the time of the visit . 

to teaching or other activities 

Each researcher gave a brief 

explanation of the study and guaranteed teacher and their 

Schools complete anonymity. The teachers either completed 

the · 
instruments or were provided with stamped envelopes to be 

ma· 1 1 
ed directly to the researcher. Ninety-one percent of the 

teachers contacted returned usuable forms. 

The six variants of authority were measured by 

hventy th 
- ree Likert type items. Teachers were asked to 

resp 0nd to the items on a five point scale. Loyalty to the 

Prine· 1Pal was measured by eight Likert type items scored from 

one to five. The behavorial dimension of loyalty was 

measured by two items, the affective dimension by two items, 

and th 
e cognitive dimension by four items. Job satisfaction 

Was 
measured by five Likert type items where, on a five point 

scale 
' teachers indicated how satisfied they were with 

Student academic performance, student behavior, 

relat· 10nships, relationships with administrators, and 

peer 

the 

School 

Teacher 

measure 

operation. 

Alienation 

Powerlessness was measured by the 

Inventory, a five item Likert type 

The Pearson product moment correlation was used to 

determ· ine the relationship between formal and informal 

authority and the selected organizational variables. 

Inf or 
ma1 authority was defined as the charismatic, expertise, 

normat· lV-e and human relation skills bases of authority . 
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Formal authority was defined a s traditional and legal 

au th0 rity which positively and sign ificantly was related to 

teacher's sense of powerlessness and negatively 

s· ignificantly was related to both the teache r 's loyalty 

and 

to 

the his sense of job satisfaction. Informa 1 
Principal and 

autho · 
rity was positively and significantly related to the 

teachers loyalty to the principal and job satisfaction and 

negatively and significantly related to the teachers sense of 

Powerlessness. At the statistical level informal and formal 

autho · 
rity appeared to be independent of one another. Based 

Upon these data, 

Principals 

teachers 

want 

they 

form 1 a authority. 
10 

the researcher concluded that if 

to increase their authority over 

should increase informal rather 

school 

their 

than 

Miller i nvestigated the relationship between the bases 

Of Power which teachers ascribe to their principals and 

teacher job satisfaction. Using the theoretical framework of 

the French and Raven taxonomy of the bases of social power, 

the stated purpose of the study was to investigate the levels 

Of · 
Importance which teachers assigned to the individual bases 

of Power used by their principals and the teachers' level of 

fob sat· 
· f 

Isfaction. The population for this study consisted o 

-----10 

Sat· Don E. Miller, "A Study of Relationships Between Job 

So ~sfaction of Teachers and Their Perceptions of Bases of 

Dn~lal Influence of Their Principals," Diss. Syracuse 

lVersity, 1973. 



42 

elementary school teachers from seventeen elementary schools 

in Central New York State who agreed to participate. The 

random sampling technique was not used for the data 

collection of this study. In an effort to maximize the 

amount of teacher 

researcher visited 

cooperation 

the individual 

and participation, 

elementary school 

the 

and 

solicited voluntary teacher support and participation in 

completing the test packet of the study. Questionnaires were 

given to 487 elementary school teachers. 293 of which 

responded providing usuable returns which formed the data 

base for this study. The useable returns represented sixty 

percent of the potential returns. 

Each teacher was given a test packet which included the 

Supervisor 

Satisfaction 

Influence Questionnaire 

Questionnaire. The 

and the 

Supervisor 

Minnesota 

Influence 

Questionnaire measures 

teachers perceive as 

the bases of power elementary school 

important for complying with requests 

of their principal. Its twelve items describe the perceived 

influence characteristics of the various organizational 

aspects of the school. These characteristics are coercive 

power base, expert power base, 

referent power base, reward 

legitimate 

power base, 

power base, 

hierarchical 

influence of the supervisor, perceived teacher influence, and 

perceived principal influence. The Minnesota Satisfaction 

Questionnaire measures job satisfaction with specific aspects 

of the work environment. The instrument consists of twenty 
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items each of which refer to a specific aspect of the work 

environment and is related to general job satisfaction. 

Pearson Product Moment correlation coefficients were computed 

and served as the primary basis of analysis for the Miller 

Miller's conclusions were similar to previous study. 

studies. He found that teachers place the highest signifi-

cant value on their principals' use of expert base of power 

as a facilitator of all aspects of teacher job satisfaction. 

Furthermore, high job satisfaction occurs when teachers 

perceive that their principals use the referent base of power 

as a base of social influence. An adverse effect on job 

satisfaction results when teachers perceive that their 

principals use the coercive base of power as a mode of 

influence. Reward base of power functions as a moderative 

or facilitative variable in terms of its effect on job 

satisfaction. 
11 

Guditus and Zirkel completed a study of public school 

teachers in 1979. The study had two purposes, one to 

determine if the pattern of influence which emerged in 

previous research indicating the effectiveness of legitimate 

and expert supervisory power bases on worker behavior and 

satisfaction would be manifested in the late 1970's among a 

sample of public school teachers and two, to determine if, 

11 
Charles W. Gudi tus and Perry A. Zirkel, "Bases of 

Supervisory Power Among Public School Principals," 
Administrator's Notebook, 4 (1979-80), 1-14. 
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within the overall pattern, discernible differences would 

emerge in relation to situational subcategories such as 

school size, level, and location. The participating sample 

for the Guditus and Zirkel study was comprised of 683 public 

school teachers employed in sixty-four schools in Pennsyl-

vania and Connecticut. Approximately ten percent of the 

responses were rejected because of respondent error, such as 

failure to follow directions. The data-producing sample 

consisted of 619 teachers distributed in subcategories. 
12 

Guditus and Zirkel used a questionnaire to collect data 

for this study which was modeled after the Bachman instrument 

and provided anonymity for the respondents. The respondents 

were presented with five items which reflected French and 

Raven's five bases of power without identifying them as such. 

Teachers were asked to rank the specific items for complying 

with the principal's requests according to their importance. 

Using a ranking procedure forced, the respondents to 

discriminate among all bases of power rather than giving 

prominence to only one or two. The questionnaire also 

included items dealing with satisfaction and control. As a 

measure of overall satisfaction, the respondents were asked 

to indicate agreement or disagreement on a five point scale. 

Control was measured in terms of the respondents' perceptions 

of their influence over the way the school is run and the 

12 
Ibid. 
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amount of influence between the principal and teachers. Each 

i tern used response one, control 

"little or no influence" to 

categories 

five, II a 

ranging from 

great deal of 

influence." A measure of total control was derived from 

s umming the 

questionnaire. 

revealed that 

responses to these last four items on the 

The results of the Guditus and Zirkel study 

public school teachers chose legitimate and 

expert bases of power as the preferred bases for supervison, 

that for teachers, expert and referent bases of power were 

the highest correlates of satisfaction with supervisor's per­

formance, and that the levels of institutional and inter­

personal control perceived by teachers for themselves and for 

principals were also significant and directly related to 

satisfaction with the principal's performance. 

The implications emerging from this study demonstrated 

that the principal's legitimate base of power had not been 

eroded since school teachers complied with the principal's 

requests primarily because of their recognition and 

acceptance of the legitimate power of office. This finding 

held up regardless of the school size, level, location or 

community type. Another implication revealed that the 

principals' influence depended largely on the teachers' 

percept ion that they possess special knowledge and skills 

which would enable principals to help teachers achieve their 

goals. This conclusion was reflected in the consistently 

high ranking of expert base of power and its significant 
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direct I .. 
re at1onsh1p to teacher satisfaction with principal's 

Performan 
ce. It also indicated that principals' expertise 

base of 
supervisory power could be enhanced by modification 

of the preparation, selection, inservice training and 

evaluation of h . 
sc ool principals. A third implication showed 

that in 
larger schools, principals were less Ii ke I y to 

ca · Pitaiize on expert base of power than those in smaller 

School . 
s since teachers in larger schools gave expert base of 

Power 

larger 

a third place ranking. Presumably principals in 

schools have less opportunity to engage in direct 

Program 
and staff development activities with teachers. A 

fourth 
aspect revealed that the use of rewards and coercion 

as 
either bases of · 

l t f 

supervisory power or corre a es o 

Sat· Isfaction with the principals performance were not viewed 

favorab1 

the 
y. A referent base of power remained effective but 

rewards or coercion had an apparently 

reliance on 

de l t 
e erious effect on staff satisfaction and responsiveness. 

lne fifth 

Sat• 
lsfaction 

implication emerged 

was positively 

indicating that teachers' 

correlated with their own 

Perce· 
lVed levels of institutional and interpersonal control 

as w l 
e 1 as their perception of the principal's level of 

inst· Itutional and interpersonal control. Principals who 

int 
eracted with teachers and solicited their opinions 

Obta· 
Ined more responsiveness and better morale. 
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13 
Fraser stud ied public s chool teachers i n Montana during 

the 1978-1979 school year. The purposes of the study were to 

determine the degree of teacher agreement betwe en of actual 

and preferred supervisory behavior and to relate differences 

between actual and preferred supervisory behavior to the 

degree of 

hundred 

teacher satisfaction with supervision. Three 

and seventy Montana public school teachers 

participated and of thi s group, 305 completed the 

questionnaires which serve as the data base of the study. 

To measure teacher perceptions of actual and preferred 

supervisory behavior Fraser used a number of supervisory 

practices that were recommended in the literature since 1970 

as items for his questionnaire . Teachers were asked how 

often they actually experienced these supervisory practices, 

and how often they would prefer to experience them. To 

measure the degree of teacher satisfaction with supervision, 

the second part of the questionnaire contained items based 

on ten satisfaction indices taken from the literature on job 

satisfaction. On each of these ten indices, teachers were 

asked to indicate how satisfied they were with their current 

supervision. The statistical procedures used to analyze the 

data were chi square tests of independence, sign tests for 

13 
Ken P. Fraser, "Supervisory Behavior and Teacher 

Satisfaction," Journal of Educational Administration, 2 
(October 1980), 225-231. 
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correlated samples, and multiple regression analyses. 

The major findings of this study revealed that 

l) responses to a few of the items were dependent either on 

sex, teaching level, or years of teaching experience; 2) many 

Montana public school teachers preferred to experience 
th· Irty-one supervisory practices recommended in the 
1 . 
Iterature since 1970 on a more regular basis; 3) satisfac-

t ion . with supervision 

absolute values of the 

is significan t ly 

difference between 

related to the 

actual score and 
Prefe rred score for the same thirty-one supervisory practices 
take n collectively; and 4) the absolute values of discrepancy 
scores for seventeen of the thirty-one recommended 

supervisory practices were found to make a significant unique 
contribution to the prediction of one or more of the 

satisfaction indices. The findings emerging from this study 
included the fol lowing: 1) satisfaction with supervision 

may be viewed as one element of (but distinct from) job 
Sat · Isfaction; 2) the nature of supervisory techniques may be 
more importan t than specific supervisory techniques. Fraser 
found that the two most consistent predictors of the 
ct· I fferent satisfaction indices, including overa ll 

sat i sfaction involved a supervisory concern for the teacher 
as 

a person and a supervisor-teacher exchange with the 
elem 

ent of equality surfacing as paramount. Fraser suggested 

that teachers . h t1·c expect a genuine emp a relationship wit h 
their f · 1 supervisor and that teachers have the pro ess1ona 
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expectation that this relationship will be collegial rather 

than authoritarian. Finally, it was concluded 

researcher that superintendents, principals, 

by the 

and other 

supervisors could use the instrument developed for this 

study, Supervisory Behavior and Teacher Satisfaction, to 

determine teacher attitudes toward supervision in their 

particular school or school district. Through this admini-

strators could improve their supervisory behavior and 

increase the degree of teacher satisfaction. 

14 
Cachur studied the relationships between job satis-

faction of secondary school subordinate administrators and 

their perceptions of the bases of power of their principals. 

A questionnaire gathered the perceptions of subordinate 

administrators regarding the bases of power of their 

Principals and its relationship to their job satisfaction. 

Of the 351 subordinate administrators surveyed 324 responded 

representing a ninety-two percent response to the survey. 

Two questionnaire instruments were used in this study: 

1) Bases of Power Scale and 2) School Survey. The Bases of 

Power Scale was used to measure what subordinate admini-

strators perceived as the most important reasons for 

complying with principals requests. The School Survey 

14 
Thomas J.Cachur, "A Study of Relationships Between 

the Job Satisfaction of Secondary School Subordinate 

Administrators and Their Perceptions of the Bases of Power of 

Their Principals" Diss. Loyola University of Chicago, 198 0 . 



50 

was used to measure subordinate administrators' job satisfac­

tion. Analyses of the questionnaire data were made through 

the use of Pearson Product Moment correlation coefficients. 

The means of the bases of power scores on the Bases of Power 

Scale were correlated with the job satisfaction scores on the 

School Survey. 

of power and 

Similar to other studies, the expert base 

referent base of power were found to be 

positively related to job satisfaction. The coercive base 

of power and reward base of power were found to be 

negatively related to job satisfaction; however, Cachur 

found that the data suggested that the use of legitimate 

base of power by principals had a positive effect on the job 

satisfaction of subordinate administrators. 

From these findings the researcher concluded that 

subordinate administrators are less likely to question 

the position of the legitimate base of power of the 

Principal if they perceive him to be performing activities in 

a competent expert manner. The legitimate base of power is 

more subject to question if competence is lacking. The 

legitimate base power's positive relationship to the 

subordinate administrators job satisfaction is significant in 

that it is the foundation upon which a principal can develop 

a leadership style which employs expert and referent bases 

of power. 



51 

15 
In 1979 Sheha investigated the relationship between 

faculty perceptions of the amount and bases of power 

exercised by academic deans and faculty members at Eqypt's 

Tanta University and the reported satisfaction and 

productivity of the faculty. A secondary aspect of the study 

focused upon the relationship between faculty perceptions of 

the total amount of power within Tanta University and the 

reported satisfaction and productivity of the faculty. Five 

bases of power were studied: expert, referent, legitimate, 

reward, and coercive bases of power. The sample consisted of 

320 full-time faculty in the nine colleges of Tanta 

University. 

The research instrument was a five section question-

naire. The first three sections contained items of 

both types described above. Section I of the questionnaire 

Prov· f 1 ded data on the perceived amount o power and perceived 

total amount of power. section II elicited data reflecting 

the perceived power bases of deans and of faculty. Section 

111 contained three independent measures of satisfaction 

concerning the dean, position on the faculty, and expressed 

desire to remain on the faculty . Section IV contained two 

separate but related indices of productivity ... the perceived 

----15 
Fa Abdelmegeed Abdeltawab 
toCUlty Perceptions of the 
Dn· Faculty Satisfaction and 

1versity," Diss. Pennsylvania 

Sheha, "The Relationship of 
Nature and Bases of Power 
Productivity in an Egyptian 
State University, 1981. 
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professional productivity of the faculty, and the perceived 

institutional effectiveness in achieving certain goals of the 

university. Section V was designed to elicit demographic 

information on the respondents. Twelve major statistical 

null hypotheses were tested to answer the major problem of 

problem of the study which considered the relationship 

between faculty perceptions of the amount and bases of power 

and the reported satisfaction 

faculty. 

and productivity of the 

The testing of the hypotheses was accomplished using 

correlations based on data from the 320 faculty 

respondents. Major findings showed the perceived amount of 

Power to be positively and significantly related to all 

measures of faculty satisfaction but to only one measure of 

faculty productivity, the perceived institutional 

Productivity. Regarding perceived power bases, the dean's 

expert and referent bases of power were positively and 

significantly related to two measures of faculty 

satisfaction, namely, satisfaction with the dean and 

satisfaction with the faculty member's position as a whole. 

All perceived the legitimate, reward, and coercive power 

bases of the dean as not important in their association 

With the reported satisfaction and productivity of the 

faculty. Based upon these findings, the researcher made a 

number ft 1 · ns F1·rst, each of the three 
o enative cone us10 • 

satisfaction measures of Tanta University faculty member s 
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was directly and positively related to the amount of power 

ascribed to the faculty and to the deans of their colleges. 

Faculty satisfaction with the faculty member's position as a 

whole and their satisfaction with the dean were significantly 

and positively related to the perceived expert and referent 

power bases of the dean. Second, the reported institutional 

productivity of Tanta University faculty members varied 

directly and positively with their perceptions of the amount 

and total amount of power. Third, the reported professional 

productivity of faculty members was independent of faculty 

perceptions of all power characteristics studied. 

Summary 

The present study investigates the pattern of teacher 

and assistant principal compliance with directives of the 

principal and how it relates to their job 

satisfaction/dissatisfaction. 

Two studies using the French and Raven framework bear 

directly on the question of why teachers and assistant 

principals comply with the requests of their principals. 
16 

Bachman, Bowers and Marcus reported the results of investiga­

tions in thirty-six branch offices of a sales firm, twelve 

liberal arts colleges, forty life insurance agencies, forty 

electrical appliance manufacturing firms and twenty-one 

16 
Bachman, Bowers, and Marcus, loc. cit. 
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groups in a utility company. The researchers sought to 

determine why subordinates complied with the requests of 

supervisors. Without exception, either legitimate or expert 

power were the two most important reasons given for complying 

With superiors' requests. Subordinates in four of the five 

organizations ranked coercive power as least important, 

respondents in the utility company being the exception. 

Respondents in liberal arts colleges preferred to comply with 

the requests of their superiors when expert power was the 

base utilized. The preferred power bases in the sales firm 

branch offices and the insurance agencies were the legitimate 

and expert bases of power respectively. 
17 

Findings from a study by Horstein and others are 

supportive of the Bachman results. Furthermore, the findings 

relate directly to this study since the research was 

conducted among public school teachers. 

18 
Ivancevich investigated interrelationships between the 

amount of control exercised by managers, power bases utilized 

and employee satisfaction in thirty-four insurance agencies. 

Two f" Indings are relevant to the present study. The first is 

expert, and referent bases of power were the that legitimate, 

Power bases of managers that agents perceived to be used 

17 
Horstein, Callahan, Fisch, and Benedict, loc. cit. 

18 
Ivancevich, loc. cit. 
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most -- mean ratings were computed for the five French and 

Raven bases of power. Second, and most important, the 

correlations between power bases used and three measures of 

satisfaction were significantly more positive for referent 

and expert bases of power than for the other bases of power. 

19 
Isherwood studied authority bases of power of secondary 

school principals and related the use of different power 

bases to teachers' loyalty to the principal, teachers' job 

satisfaction, and teachers' sense of powerlessness. He found 

significant positive relationships between teachers' job 

satisfaction and the use of informal authority. Both 

Ivancevich and Isherwood conclude that in addition to the use 

of expert base of power, referent or informal base of power 

has the most positive 

school administrators. 

19 
Isherwood, loc. cit. 

implications for organizations and 



CHAPTER 3 

Methodology 

Description of the School System 

56 

This study was conducted in the Community City Public 

School System. Community City is one of the twenty-five 

largest cities in the United States. The school system's 

pupil population is among the top twenty in the mid-Atlantic 

area and is characterized by a significant majority of 

non-white students. Currently, Community City's student 

population is 114,000. The racial population mix is 76 

percent non-white and 24 percent white. The schools, in 

Community City are grouped as follows: Elementary Schools 

(Districts A, B, and C), Junior High/Middle Schools, and 

Senior High Schools. The instructional support divisions are 

organized into Elementary, Secondary/Vocational/Adult, Pupi l 

Services, and Special Education. The school system's organ­

izational structure consists of 131 elementary schools, 

thirty-two intermediate schools, twenty-one high schools, 

three vocational centers, and six special education centers. 

The approved fiscal year 1984-85 operating budget for the 

school system is $344,611,539 with an approximate per pupil 

expenditure of $2,686. 
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The Chief Executive Officer working directly with the 

Superintendent is responsible for the overall development, 

administration, and supervision of all educational resources 

and services of the school system. The Chief Financial 

Officer working directly with the Superintendent oversees 

all financial operations 

administers expenditure of all 

of the School System and 

funding whether local, state, 

or federal. Associate Superintendents are responsible for 

the design, improvement, implementation of the instructional 

and adjustment programs, and services for the students in the 

school system. Working under the supervision and directi on 

of the Associate Superintendents are Executive Directors who 

are accountable for the improvement of instruction and a ll 

operational procedures in the schools for which they are 

responsible. The Community City Public School System 

employs 11,650 full-time equivalent employees, of which 

7 ,100 are teachers. The beginning teacher salary in t he 

1984-85 school year is $14,672 the top salary is $25,571. 

The trend in student achievement over the last fi v e 

Years has been one of continued 

Period, Students averaged 2.0 

improvement. In 

months in reading 

this time 

and 2 .3 

months in mathematics. This upward trend has resulted in t he 

Community City Public School System having a more favorab le 

Position in national norms than it previously enjoyed. 
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Description_ of_ the_~~~E!~ 

Questionnaires were used in this study to gather the 

perceptions of assistant principals and teachers regarding 

the bases of power of their principals and the relationship 

to their job satisfaction. Three hundred assistant 

principals and teachers were surveyed, one hundred 

seventy-seven responded, representing a 59.0 percent response 

to the survey. The survey participants were spread through 

twenty-two schools, all but one of which have at least one 

assistant principal on the staff. The response from each 

school ranged from a low of 23.0 percent to a high of 93.0 

percent. 

A portion of the questionnaire was designed to compile 

demographic information about the assistant principals and 

teachers responding to the survey as to their sex, age, 

educational training, experience, and teaching level. One 

hundred forty-eight teachers, 56.2 percent of those surveyed, 

responded. These teachers were spread across all twenty-two 

schools included in the survey. Twenty-nine assistant 

principals from twenty of the schools responded representing 

78.3 percent of the total sampled. 



Bldg 
No. 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

1 

1 

1 

1 

1 

1 

1 

1 

2 

3 

4 

5 

6 

7 

8 

9 

Table 3.1 

Number of Survey Participants Queried and 
Responding by Position and School 

Ass't. Principals Teachers 

Number Number Number Number 

Surveyed Returns % Surveyed Returns 

2 2 100 12 7 

2 1 50 12 6 

2 2 100 12 7 

2 
12 1 50 4 

12 
2 2 100 7 

12 8 
2 1 50 

12 8 
2 2 100 

12 8 
2 1 50 

12 3 
1 0 0 

1 100 12 3 
1 

2 100 12 9 
2 

2 100 12 10 
2 

1 1 100 12 7 

6 

1 1 100 12 

1 1 100 12 10 

2 1 50 12 7 

2 100 12 3 
2 

2 2 100 12 11 

2 1 50 12 5 
I 

59 

% 

58 

50 

58 

33 

58 

67 

67 

67 
I 

25 

25 

75 

83 

58 l 

l 
50 

I 
i 

83 

58 
I 

25 

92 

42 



Tabl e 3 .1 (continued) 

-
Ass't. Principals Teachers 

Bldg Number Number 
No. 

Number Number 

Surveyed Returns % Surveyed Returns % 

20 2 2 100 12 6 50 

21 0 0 0 11 8 73 

22 2 1 50 12 5 42 

l'OTAL 

-
37 29 78 263 148 56 

---- ' 

' -

Draw· 1ng a composite of the average respondent, it was 

found t hat the typical assistant principal was male, 35 to 39 

Years Old, while the typical classroom instructor in the 

Community C1'ty s 1 t f 1 . th 
Public choo sys em was a ema e 1n e same 

ag e group. 

Age in 
Years 

Unknown 

20-24 

Table 3.2 

Number and Percent of Respondents 

by Position and Age Grouping 

Ass't. Principals 
Teachers 

Number Percent Number Percent 

0 0. 0 
3 2.0 

0 0.0 
3 2. 0 

60 



Age in 
Years 

25-29 

30-34 

35-39 

40-44 

45-49 

50-54 

55-59 

6 

T 

O+ 

otal 
-

Table 

61 

Table 3.2 (continued) 

Ass't. Principals Teachers 

Number Percent Number Percent 

0 0 . 0 14 9. 0 

3 10.4 35 23.6 

11 38.0 37 25. 0 

5 17.2 23 15. 5 

5 17. 2 11 7. 4 

3 10.4 15 10 .1 

1 3. 4 7 4. 7 

1 3. 4 0 0. 0 

29 100.0 148 100.0 

3 2 d . lays the number of 
. 1 sp teachers by age 

groupings with the range in age being from 20 to 59 years, 

While the age of assistant principals ranged from 30 to over 

60 years of age. The ten year age difference on the 1 ow 

end represents the "experience" prequisite for the assistant 

Principal position. This "experience" factor is further sub­

stantiated when the years of experience in both the education 

field and Community City Public Schools are compiled. 



Years 
of 

Table 3.3 

Number and Percent of Respondents by Position 

and Total Years of Experience 

Ass't. Principals Teachers 

Experience Number Percent Number Percent 

-

Unknown 0 0 . 0 3 2 . 0 

1-3 0 0.0 6 4.1 

4-6 0 0. 0 13 8. 8 

7-10 2 6.9 39 26.4 

ll-15 8 27. 6 35 23.6 

16-20 10 34 . 5 27 18 . 2 

Ov-er 20 9 31. 0 25 16.9 

Total 29 100.0 148 100 . 0 

-

62 

In Tab l e 3.3 the " experience" prerequisite for assistan t 

Principal positions is further reflected in the comparison 

of average total years of experience between the two groups . 

Responding assistant principals averaged 16 to 20 years tota l 

experience in the field of education, while responding 

teachers averaged on l y 11 to 15 years of experience . The 

questionnaire feedback was also designed to look at another 

facit of the assistant principals and teachers participating. 

Specifically the question, "Total years experience in Commun­

ity City Public Schoo l s " was asked (See Table 3.4 ) . 
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Table 3.4 

Comparison by Position of Total Years of Experience 
and Years of Experience in CCPS 

Years 
of 

Experience 

---- -------

Unknown 

1-3 

4-6 

7-10 

11-15 

16-20 

Over 20 

Total 

----- --- ---

Ass't. Principals 

---------------------
Total CCPS Total 

-------------

0 0 

0 0 

0 0 

2 2 

8 8 

10 10 

9 9 

--------- -------------
29 29 

-------------

Teachers 

Total CCPS Total 

------------- -

3 3 

6 8 

13 17 

39 42 

35 35 

27 24 

25 19 
--------- --------------

14 8 148 

The average years of total experience of the responden ts 

did not differ greatly from the average years of experienc e 

in CCPS. These factors indicates that all of the assistan t 

principal and most of the teacher population have spent a ll 

of their careers in CCPS. The remaining demogrnphic variab l e 

for the population being surveyed focused on education l eve l. 

The findings are displayed in Table 3.5. 



-

Educational 
Level 

-

Unknown 

Less than BA 

BA+ 30 

IVIA /MS /MEd 

lVIA + 30 

EdD/PHD 

Total 

-

Table 3.5 

Number and Percent of Respondents by 
Position and Educational Level 

Ass't. Principals Teachers 

-------------------- ---------

Number Percent Number Percent 

0 0. 0 3 2.0 

1 3.4 0 0. 0 

1 3.4 33 2 2. 3 

8 27. 6 53 35.8 

18 6 2. 1 30 20.3 

1 3.4 29 19.6 

29 100.0 148 100.0 
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Table 3.5 shows that the average level of education for 

the twenty-nine assistant principal respondents was a 

Master 's Degree plus thirty graduate credits and that for 

teachers, a Master's Degree was the mode. 
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Instrumentation 

The Power Scale Index 

1 2 3 
Miller and Hornstein used a measure designed by Bachman. 

Each used questionnaires which listed five reasons for 

complying with the request of a superior. The five reasons 

paralleled the five bases of power as defined by 
4 

French and 

relevant to Ra ven. Neither study contained data 

reliability. The Power Scale Index to be used in this study 

is viewed as an improvement over the Bachman measure. 

1 
Don E. Miller, "A Study of Relationships Between Job 

Satisfaction of Teachers and Their Perceptions of the Bases 
of Social Influence of Their Principals," Diss. Syracuse 
University 1973. 

2 
Harvey A. Horstein, D. M. Callahan, E. Fisch and B. A. 

Benedict, "Influence and Satisfaction in Organizations: A 
Replication, "Sociology of Education, 41 (Fall, 1968), 
380-389. 

3 
Jerald G. Bachman, Clagett G. Smith, and Jonathan A. 

Slesinger, "Control, Performance and Satisfaction: An 
Analysis of Structural and Individual Effects," Journal of 
Personality and Social Psychology, 4 (Aug., 1966), 127-136. 

4 
John R. P. French and Bertram Raven, "The Bases of 

Social Power," in Group Dynamics: Research and Theory, ed. 
by Dorwin Cartwright and Alvin F. Zander (New York: Harper 
and Row, 1968), pp. 259 - 269. 



The Power 
6 

Butler. 
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5 
Scale Index was adapted by Cachur from a study by 

C 7 achur grouped the items in the Power Scale Index under 

the bases of power as follows: 

Reward Power is viewed as the ability to 
provide financial benefits (Questionnaire 
items 8 and 35), fringe benefits (item 

10), professional support or recognition 

(items 21, 25, 28, and 34), or promotion 

(i tern 18). 

Coercive Power is viewed as the ability 
to remove rewards namely, to remove 
financial rewards (items 26 and 38), 
fringe benefits (item 33), or professional 
rewards (items 2 and 5). Coercive power 
may also be viewed as the ability to apply 
special sanctions or punishments (items 
l2, 14, and 37). 

Legitimate Power 
lormal position 
(items 11, 13, 

is the ability to use 
or rules to influence 
15 , 16 , 2 0 , 2 3 , and 3 1 ) . 

Referent Power is based on B's identifica­
tion with A and may cover friendship 
(items 3, 6, 9, 29, 32, and 40), the 

-----5 

the J Thomas J. Cachur, 
Admini~b Satisfaction 
Their p!~at~rs and Their 

1nc1pals," Diss. 

"A Study of Relationships between 
of Secondary School Subordinate 

Perceptions of the Bases of Power of 
Loyola University of Chicago, 1980. 

6 
lloie CR. Butler, "Power Technology, Inter 
llelati haracteristics: A Study of User 
P. 1

87 
ons in NASA, 11 Diss. Northwestern 

Role Relation and 
Support Function 
University 1973, 

7 
Cachur, loc. cit., pp. 46-47. 



Cachur 
' 

identification with a successful 
~item 1), or a feeling of a 
identity (item 17). 

model 
shared 

Expert Power is based upon the possession 
of important information (items 24), or 
u~on identification as a special expert 
(items 7, 9, 22, 36, and 39) or the use 
0 ~ logical argument and sound judgement 
(items 4 and 30). 

in developing the Power Scale Index, recognized 
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a 

Pl'ob 1 em with the French and Raven theory. It may be possible 

than one type to V-iew the items as belonging to more 

of Power. This difficulty was also pointed out by French and 

base of power is 
Rav-en. It is rare that a given 

Cachur did not dismiss 
uncont aminated by another source. 

this problem and chose rather to implement a technique known 

as "Q -sort" which is a measure of criteria related validity 

as rated 

consisted 

un· lV-ersity 

Was typed 

question 
' 

Power. A 

hact been 

judgements. The panel of experts 
by expert 

of principals, subordinate administrators, 

professors. 
Each question from the Power 

on a 3 X 5 card. Each expert, after reading 

and 

Scale 

each 

was asked to classify it into one of the bases of 

written definition of each of the bases of power 

provided previously. 
Items were considered to be 

tneasur· ing what they purported 
to measure if the items were 

Power. 

l'ated into a 

into a 

category by 80 percent or more of 

category by 

the experts. 

It erns Which were rated 
80 

Percent of the 

Five . items which were discarded purported to measure referent 

less than 

experts were discarded as not being valid. 

These items were re-written and re-submitted to the 



68 

panel of experts through the Q-sort method. These items met 

the stated 80 percent criteria level after being re-written. 

The Educational Work Components Study 

This study utilized the Educational Work Components 
8 

S tudy (EWCS) developed by Cecil Miskel and Leonard Heller in 

1972. The EWCS actually has two discrete parts whose items 

were written to elicit from respondents information about the 

actual availability within the system of things which might 

be perceived as being important to the individual. The first 

part emphasized the "ideal" (a measure of need strength) or 

the things a person wants from a job. This part supplied 

information referred to as "need strength" in the data 

analyses. 

The second part of the EWCS focused on the "real" 

incentives of conditions of the actual job. This part 

supplied the information referred to as "perception" in the 

d ata analyses. Both parts of the Miskel and Heller question­

naire contained six independent factors, four of which 

measured motivator factors and two of which measured hygiene 

factors operating in the school organization. These factors 

were: 

8 
Cecil Miskell and Leonard Heller, 

Components Study: An Adapted Set of 
Motivation," The Journal of Experimental 
(Fall 1973), 45-50 . 

"The Education Work 
Measures for Work 

Education, 42, No. 1 
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Motivator Factors 

1. Potential for personal challenge and 

development (8 i terns). This factor 

contains items which purport to 

measure the desire in job situations 

when there is an opportunity for as 

much responsibility as one wants, 

and an emphasis on individual ability. 

2. Competitiveness desirability (and 

reward of success) (9 items). The 

factor contains items which measure 

whether an individual seeks job 

situations where the salary is 

determined by merit, the competition 

is keen, and the emphasis is on 

accomplishment. 

3 - Tolerance for work pressure (7 items). 

This factor contains items which 

measure attitudes toward situations 

where the work load might be excessive 

or where a person might have to take 

work home. 

5. Willingness to seek reward in spite of 

uncertainty versus avoidance of 

uncertainty (12 items). The factor 

contains items to measure whether the 

individual is willing to do interest­

ing work even though he might get 

fired easily or might be assigned to a 

short-run job. 

Hygiene Factors 

4. Conservative security (12 items). The 

factor contains items to measure 

whether the individual wants to play 

it safe and have security with well­

defined promotion guidelines and job 

--------routines. 

9 

l'es t Cecil Miskell, JoAnne DeFrain, and Kay Wilcox, " A 

O~ganiof _Expectancy Work motivation Theory in Educational 

( 19 80)zations, 11 Educational Administration Quarterly , 16 

• 1 6-19. 

69 



6. Surround concern ( 9 it ems). This 
factor contains items to meaoure th . d" "d l' 0 e 1n 1v1 ua s concern with the hygienic 
aspects of the job. 
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Questionnaire 

as fo 11 ows: 

items were grouped under the six factors 

Motivator Factors 

Factor 1. Potential for Personal Challenge and Development 
(Motivator) 

EWCS Item 

49 
38 
30 

27 
35 
10 
20 

INC Item 

1 
16 
17 

7 
24 

6 
4 

Description 

Emphasis on originality 
Chance to learn something new 
School district encourages further 
specialized work 
Emphasis on individual's ability 
Chance to further formal study 
Opportunity for creative work 
Opportunity to accomplish something 

Factor 2. Competitiveness Desirability (& Reward of Success) 
(Motivator) 

EWCS Item 

12 
45 

2 
43 
33 

8 

31 
17 

INC Item 

32 
43 
41 

8 
30 
46 

14 
13 

De script ion 

Salary based upon effort 
Salary based upon effort 
Salary based upon accomplishments 
Emphasis on production record 
Competition encouraged 
School district involved in 
competition 
Opportunity to earn bonuses 
Persons fired if don't produce 

Factor 3. Tolerance for Work Pressure (Motivator) 

EWCS Item 

9 
42 
18 

5 

44 

INC Item 

15 
9 

38 
37 

18 

Description 

Work is sometimes excessive 
Work is sometimes in big pushes 
Have to take work home sometimes 
Have to take care of problems after 
hours 
Might have to be on ca l l 



23 
24 
15 

33 
40 
39 

Work might build pressure on me 
Amount of work varies 
Hours would have to be flexible 
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Factor 5. Willingness to Seek Rewards in Spite of Uncertainty 
vs Avoidance (Motivator) 

EWCS It em INC I tern Description 

36 20 I could get fired easily, but 
rewards high 

21 2 I could get fired easily 
1 27 I could get fired easily, but 

interesting 
40 48 Job is insecure 
46 36 Reward is high, but difficult 

get job 
28 34 Little permanency 
16 44 Work should run out, but 

interesting 

Hygiene Factors 

Factor 4. Conservative Security (Hygiene) 

EWCS Item 

37 
22 
11 
32 
41 

INC Item 

22 
28 
21 

3 
45 
19 
29 

Description 

Work routine, but respected 
Work routine, but salary high 
Work routine, but not hard 
Promotions automatic 
Salary increases regular 
I would manage others 
Be under tenure system 

work 

to 

7 
29 
47 5 Emphasis on satisfying superiors 

Factor 6. Surround Concern (Hygiene) 

EWCS Item 

26 
19 
13 

4 
14 

6 
25 
34 
48 
39 

INC Item 

31 
23 
49 
12 
26 
11 
42 
25 
47 
35 

Description 

Ventilation modern 
Attractive physical condition 
Pleasant climate 
Good 1 i gh ting 
Community lovely place 
Good recreation in community 
Good fringe benefits 
Good social-cultural life 
Nice people for co-workers 
Supervisors nice people 
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Process 

A packet of materials was sent to each of the three 

hundred individuals who were identified by the Connnunity 

Public School System as 

The packet contained 

assistant principals and teachers. 

the following: 1.) a letter from the 

school system authorizing and encouraging participation in 

the study, 2.) a letter from the researcher stating the 

purpose of the study, 3.) a personal data sheet, 4.) the 

Educ a tional Work Components Study with two discrete parts and 

5.) the Power Scale Index. 

The packets were distributed through the inter-office 

mail system of the school system. Each assistant principal 

a nd teacher was asked to complete the surveys and return them 

in the stamped, self-addressed envelope that was provided. 

The materials were coded to assist in a fol l ow - up to the 

first mailing in November, 1983. After a second mailing, one 

hundred and seventy-seven individuals responded (59%). 

The Educational Work Component Study and the Power Scale 

Index were relatively simple. The instruments required no 

more than thirty minutes to complete. The Educational Work 

Components Study utilized a five point Likert scale to indi­

cate strength of need and perceptions regarding the extent to 

which needs were being met. The responses were weighted so 

that a value of 5 . 0 represented the highest possible rating, 

a nd 1.0 represented the lowest possible rating. 

With respec t to the Power Index Scale, each respondent 
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Was asked to indicate the degree of their cognitive 

perception to 

Likert scale. 

instructed to 

tributed to 

requests 

their answer to each statment on a five point 

Assistant principals and teachers were 

indicate on the scale the importance they at­

that particular item for complying with the 

of principals by circling the number after each 

statement The value of 5.0 represented the highest possible 

rating • and a 1.0 represented the lowest possible rating. 

Data Analyses 

Hypothesis 1: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 
satisfaction of assistant principals. 

analysis was used to test Hypothesis 1. 
The 

Regression 

dependent satisfaction of assistant 
variable was job 

Principals and the independent variables were the bases of 

Power of principals as perceived by assistant principals. 

Hypothesis 2: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 
dissatisfaction of assistant principals. 

Regression analysis was used to test Hypothesis 2. The 

dep endent variable was job satisfaction of teachers and the 

the independent variables were the bases of power of 

Principals as perceived by teachers. 

Hypothesis 3: The perceived bases of 
principals' power will contribute 
differentially to the perceived job 

satisfaction of teachers. 
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The 
Regression 

dependent 

analysis was used to test Hypothesis 3. 

variable was job dissatisfaction of assistant 

Principals and the 
independent variables were the bases of 

Power of principals as perceived by assistant principals. 

Hypothesis 4: The perceived bases of 
principals' power will contribute 
d~fferentially to the perceived job 
dissatisfaction of teachers. 

Regression analysis was used to test Hypothesis 4. The 

dep enden t v a r 1· ab 1 e was · b d · t · f t · f t h d JO 1ssa 1s ac 10n o eac ers an 

the independent variables were 
the bases of power of 

Princip 1 as as perceived by teachers. 

Regression 
analysis was chosen as the primary technique 

for analysis since it was the method which would: 

l.) indicate how much e ach base of power contributed to 

job satisfaction and, 

2 ·> indicate how much the collective bases of power 

contributed to job satisfaction. 

Summary 

This chapter contained a description of the sample 

Selected for this study. The one hundred and forty-eight 

teachers and twenty-nine assistant principals 
responding to 

percent 
the survey 

resp ectively 

represented 56. 2 percent and 

of the two populations sampled. 

78.3 

Participants 

Were selected randomly 
from twenty-two schools included in 

A composite of the typical teacher participating the survey. 

in th e study would be a female, age 35 to 39, with a Master ' s 
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Degree and 11 to 15 years of teaching experience mostly spent 

in CCPs. The composite assistant principal respondent would 

be 
a male, age 35 to 39, with a Master's Degree plus thirty 

graduate 
credits and 16 to 20 years of experience - all spent 

in CCPs 

It also contained a description of the instrumentation, 

data 
Collection procedures, statistical hypotheses and the 

me
th0 ds used in analyzing the data. 



CHAPTER 4 

Results 

This Chapter contains data resulting from the use of the 

Ectuca ti ona l rvork 
s d Q t · · (EWCS 

r Components tu y ues 1onna1re ) and 

the p 
ower Scale Index. The findings are presented after a 

rest t 
a ernent of each hypothesis. In all analyses, the 0.05 

1 ev-e I of 
significance using a two tailed test was required 

for 
rejection of the null hypothesis. 

Review of the Questionnaires 

has 

The 

two 

Educational Work Components Study (EWCS) actually 

discrete parts whose items were 

elicit 
Perceptions from respondents regarding the extent to 

designed to 

Which 
motivator-hygiene needs were being met in 

Situat· Ion The first part of the EWCS was 

their job 

designed to 

llleasure the 
strength of the needs. Each of the 49 statements 

is 
Preceded by the clause, "Ideally, 

Which " . . . . 

I prefer a job in 

Response categories in this part include: 

1 . 
2. 
3. 
4 • 
5 . 

Extremely undesirable, would never take job 

Undesirable, would avoid job 

Neither desirable nor undesirable 

Desirable would favor job greatly 

Extremely,desirable, would favor job greatly 

The second part of the EWCS (INC) focuses on the "real" 

76 
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incent· 1ves operating in the actual job. 
Each of the 49 

statements 

job 11 ... 
1. 
2. 
3 . 
4 . 
5 . 

is preceded by the clause, "In my present 

Response categories in this part include: 

Strongly agree 
Disagree 
Neutral 
Agree 

disagree Strongly 

Herzberg's Motivation-Hygiene Theory provides the model 

for the basic relationship between satisfaction/ 

dissat· Isfact1·on · 1 and motivator/hygiene var1ab es. According 

to H 1 erzberg, peoples' attitudes toward their work are a 

multiple aspects of their wor environment and 
1 on of · k · func t. 

the nature of their work. The factors associated with 

Ive job attitudes (motivators) are not necessarily those 
Posit• 

assoc· iated with negative job attitudes (hygiene). Herzberg 

the motivator factors as being directly related 
defines 

to· intrinsic matters derived from the work 
itself. Included 

among these 

ach· levement 

h,, . Jg1ene 

factors 

personal 

of 

are opportunities for recognition, 

growth, status and advancement. 
The 

Herzberg's 
theory include the adequacy 

factors 

Of · Interpersonal relationships, salary, supervision, 
company 

Herzberg security. 
Po 1 icy, working conditions and job 

Proposes that, while adequacy of hygiene factors is necessary 

the motivator 

a precondition to satisfaction, it is 

----1 
Motl Frederick Herzberg, •one More Time: How Do You 

19cs;•te Employees?" Harvard Business Beview, 46 (Jan. - Feb . 

• 53-62. 



78 

factors which are the real determinant s of job satisfaction. 

This two-factor theory developed by Herzberg is the con­

ceptual basis for Miskell's instrument, The Educational Work 

Components Study . Miskell provides the instrument for the 

measurement of incentives that actually exist within the work 

environment. 

The Power Scale Index 

2 
According to the work of French and Raven, basis of 

power is defined as " The relationship between O (A) and P (B ) 

which is the source of power." Although many power bases 

exist, French and Raven distinguished the following five as 

important and common to many types of interpersonal 

relationships: reward, coercive, legitimate, referent, and 

expert . French and Raven ' s five bases of power represent a 

framework for studying supervisory power over subordinates. 

This framework i s the conceptual basis for Cachur's instru-

ment, the Power Scale Index. Whereas French and Raven's 

work is a theory of the basis of power, Cachur provides a 

model for the measurement of power bases as they exist within 

the organization. 

The Power Scale Index has 40 questionnaire items, each 

2 
John R. P . French and Bertram Raven, "The Bases of 

So cial Power," in Group Dynamics: Research and Theory, ed. 
by Dorwin Cartwright and Alvin F. Zander ( New York: Harper 
and Row, 1968), pp. 2 59-269. 
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of which lists five reasons for complying with the request of 

a superior. The following are the definitions for the five 
3 

bases of power as defined by French and Raven: 

coercive, legitimate, referent, and expert. 

Reward Power is viewed as the ability 
to provide financial benefits, fringe 
benefits, professional support, recog­
nition or promotion. 

Coercive Power is the ability to 
remove rewards, namely to remove 
financial rewards, fringe benefits, or 
professional rewards. Coercive power 
may also be viewed as the ability to 
apply special sanctions or punishments. 

Legitimate Power is the ability to use 
formal position or rules to influence. 

Referent Power is based on B's identi­
fication with A and may cover 
friendship, the identification with a 
successful model, or a feeling of a 
shared identity. 

Expert Power is based upon the 
possession of important information or 
upon identification as a special 
expert or the use of logical 
argument and sound judgement. 

reward, 

The Power Scale Index measures the bases of power teachers 

and assistant principals perceive as important reasons for 

complying with the requests of their principals. 

Findings 

Table 4 . 1 includes the Real and Ideal means on motivator 

Factors 1, 2, 3, and 5 as well as the Real and Ideal means on 

3 
French and Raven, Ibid. 
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hygiene Factors 4 and 6 for assistant principals. Also 

presented are the Factor t values and an indication of 

whether the Real and Ideal means are significantly 

different from each other. 

An analysis of the individual factors indicates that 

Factors 2 ' 3' 4' 5' and 6 have a mean difference that is 

significant at the . 0 5 1 eve 1. Factor 1 has a mean dif-

ference that is not significant at the • 0 5 I eve 1. For 

Factors 2' 3' 4' 5 ' and 6' assistant principals' means for 

the Ideal are significantly greater than those for the 

Real, indicating dissatisfaction with those aspects of the 

job. 

When the motivator and hygiene factors are further 

analyzed, assistant principals give the highest Ideal score 

Factor 3 (mean= 3.94), Tolerance for Work Pressure. The 

lowest score (mean= 2.75) was given to Real Factor 5 which 

relates to the perception of the extent to which individuals 

are willing to do interesting work even though they might get 

fired easily. No negative discrepancy (Ideal greater than 

Real) exists for any of the Factors 1 through 6. Ideal mean 

scores of greater than 3.30 exist for Factors 1, 2, 3, 5, and 

6, indicating a need for the motivator and hygiene variables 

by assistant principals. 



Factor 

Number 

1 

2 

3 

4 

5 

6 

Table 4.1 

Real and Ideal Factor Means for Motivator 
and Hygiene Variables 
Assistant Principals 

(n = 28) 

Factor Factor 
Factor l\1ean Mean 

(Ilea 1) (Ideal) 

Potential for 
Personal Challenge 3.26 3 . 47 

Competitiveness 
Desirability ( and 
Reward of Success) 2. 8 3 3.84 

Tolerance for Work 
Pressure 3.55 3.94 

Conservative 
Security 2. 98 3. 3 0 

Willingness to Seek 
Reward in Spite of 
Uncertainty Versus 
Avoidance of 
Uncertainty 2.75 3.62 

Surround Concern 2 . 91 3. 69 

*=critical value for two tail test= 2.85 or -2.85 
**=significant at . 05 level 
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t 

Value* 

-1.95 

-7.78** 

-3.83** 

-4.08** 

-7.91** 

-8.24** 

Table 4.2 includes the Real and Ideal means on motivator 

Factors 1, 2, 3, and 5 and the Real and Ideal means on 

hygiene Factors 4 and 6 for teachers. Also presented are 

the Factor t values and an indication of whether the Real 

and Ideal means are significantly different from each other. 

An analysis of the individual factors indicates that Factors 

,, 
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2, 3, 5, and 6 have a mean difference that is 
significant at 

the 

for 

Real 

.05 level. For Factors 2, 3, 5, and 6, teachers' means 

the Ideal are significantl y greater than those for the 

, indicating dissatisfaction with those aspects of the 

iob. 

Factor 

Number 

Table 4.2 

Real and Ideal Factor Me ans for Mo tivator 
and Hygiene Variables 

Teachers 
(N = 141) 

Factor Factor 

Factor 
Mean ~/lean 

(Re a 1) (Ideal) 

t 

Value* 

--------- ---------
-------- ------------------ ---------

1 Potential for 
Personal Challenge 3.18 3. 31 -1.36 

2 Competitiveness 
Desirability (and 3. 6 3 -8 .08** 

Reward of Success) 2.85 

3 Tolerance for Work 

Pressure 
3.33 3.66 -3 .37** 

4 Conservative 
Security 

2. 9 2 3.13 -2.61 

5 Willingness to See 
Reward in Spite of 
Uncertainty Versus 
Avoidance of 
Uncertainty 

2 . 7 3 3.36 -6.46** 

6 Surround 
2. 7 4 3.46 -7.34** 

Concern 

---* **~_cr!tical value for two tail test= 2.64 or -2 .64 

- significant at .05 level 
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Further interpretation of the motivator and hygiene 

factors with regard to means indicates that teachers give the 

highest Ideal score (mean= 3.66) to Factor 3, Tolerance for 

Work Pressure. This result is the same as that for assistant 

principals. The lowest score (mean= 2 . 73) was given to Real 

Factor 5 which relates to the percept i on of the extent to 

which individuals are willing to do interesting work even 

though they might get fired easily . This result is also the 

same for assistant principals . No negative discrepancy 

(Ideal greater than Real) exists for any of the Factors 1, 

through 6. Ideal mean scores of greater than 3.30 exist for 

five of the six factors, indicating a need for the motivator 

and hygiene variables by teachers. 

Table 4.3 lists the mean rat i ngs on the Bases of Power 

Scale for assistant principals. Table 4.4 lists the mean 

ratings on the Bases of Power Scale for teachers. In both 

cases, the order of the ranking for the bases of power is 

identical. Assistant principals and teachers perceived a 

legitimate base of power as the most important reason for 

complying with their principal ' s requests . The expert base 

of power was second . The referen t and reward bases of power 

were of lesser i mportance. The c o ercive base of power was 

the least likely reason for comp l iance. 

The mean ratings on the Bases of Power Scale obtained in 

this s t udy are consistent with those reported in the 

industrial and business studies discussed in Chapter II. 



Table 4.3 

Mean Ranking and Standard Deviation of Power 

Bases Derived From Base of Power Scale 

Assistant Principals 
(N = 28) 

Base of Power Scale 
Bases of Power 

Means * Standard Deviation 

Legitimate Power 3.71 1. 219 

Expert Power 3.51 1. 22 5 

Re fer en t Power 3.14 1.032 

Reward Power 2. 63 1.108 

Coercive Power 2.22 .935 
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*=A value of 5.0 represents the highest possible rating, 

1.0 represents the lowest possible rating. 

4 
Ivancevich reported identical rankings in his study of 

5 
1 if e insurance agents. Bachman, Bowers, and Marcus reported 

similar findings in their summary of data obtained 

in five organizational settings. The legitimate base of 

4 
John M. Ivancevich, "An Analysis of Control, Bases 

of Control, and Satisfaction in an Organizational Setting," 

Academy of Management, 13 (Dec. 1970), 427-436 

5 

Jerald G.Bachman, David G. Bowers, and Philip M. 

Marcus, "Bases of Supervisory Power: A Comparative Study in 

Five Organizational Settings," in Control in Organizations, 

ed. Arnold J. Tannenbaum (New York: cGraw- Hill, 1968), 
pp. 229-238. 



Table 4.4 

Mean Ranking and Standard Deviation of Power 
Bases Derived From Base of Power Scale 

Teachers 
(N = 141) 

Base of Power Scale 
Bases of Power 

Means * Standard Deviation 

Legitimate Power 3. 4 3 .868 

Expert Power 3. 11 1. 111 

Referent Power 2.83 . 87 4 

Reward Power 2. 6 2 .905 

Coercive Power 2.56 .927 

*=A value of 5.0 represents the highest possible rating 
1.0 represents the lowest possible rating 
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power was rated as the most important reason for complying 

with the supervisor ' s request. The expert base of power was 

the second most prominent reason for compliance while, the 

referent base of power was of intermediate importance as was 

the reward base of power . The coercive base of power was 

the leas t like l y reason for compliance with a supervisor's 

wishes in each of the cited studies. 

Table 4.5 presents the results of the analysis of 

variance which was done to test the independence of the five 

bases of power variables . It can be seen that the alpha 

coefficient is .90332 and the F ratio is 72.53167 with a 

probability of . 00000. 
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Table 4.5 

Analysis of Variance of Power Indices 

Source 
of Mean 

Variance ss DF Square F Probabi 1 i ty 

Between 
People 645.78349 172 3.75456 

Within 
People 355.06250 692 .51310 

Tot al 1000.84599 864 1.15839 

Analysis of Variance of Power Indices Within People 

Between 
Measures 

Residual 

105.31673 

249.74577 

Grund Mean= 2.89899 
Relabilit y Coefficients 

4 

688 

26.32918 72.5316 

.36300 

N of cases = 173.0 
N o f it em = 5 
Al ha = .903 3 2 

.00000 

Th followi g resear ch hyp othe r e la t i ng tho b ases of 

power va- i bl os and j ob satisfaction/di s at isfa t · 

t es t e d . 

Hypothes i s 1 : The perceived base of 
principalsi powe r will cont r ibute 
differentially to the perceived job 
satisfaction of assistant principals. 

Hypothesis 2: The perc e iv e d ba s es of 
principals' powe r will contribute 
differentially to the perc e ive d job 
dissatisfaction of assistant principals. 

were 

J, 



Hypothesis 3: The perceived bases of 

P:incipals' powe r will contribute 

differentially to the perceived job 

satisfaction of teacher s . 

Hypothesis 4: The perceived bases of 

P:incipals' power will contribute 

d~fferentially to the perceived job 

dissatisfaction of teachers. 
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For th e purposes of statistically analyzing the results, 

hypotheses have been operationalized into null 
the research 

hypotheses These hypotheses were 
tested by using multiple 

reg ression 

analysis of 

analysis. 

both the 

Regression analysis 

separate and combined 

al lowed 

effects 

sever a 1 variables (bases of power) simultaneously on 

Sat· lsfact· ion/dissatisfaction. 

are 

Tables 4. 6 

the regression 

through 

analysis. 

the 

of 

job 

4.29 

In 

Summaries of the data from 

addition • supplemental data wi 11 

Tables 

be 

4.30 

reported 

through 

using 

4.37 

h' lerarch· ical regression. 

Present summaries of the data from these calculations. 

Hypothesis 1: The perceived bases of 

principals' power will not contribute 

differentially to the ~erceived job 

satisfaction of assistant principals. 

liypothe s 1· s 1 was concerned with the relationships between 

bases of power variables and assistant principals ' 
the 

llea1 and Ideal scores for motivator factors. 

In Tables 4.6 through 4.13, the results of the 

reg ression analyses conducted on the relationship between the 

for each of 
the four motivator factors are presented. 

bases of power variables and the Real and Ideal mean scores 
The 

data in the tables reflect the amount of variabi l it y i n the 
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relationship accounted for b y each o f the independent 

v a riables. One way to assess the meaning of the proportion 

of the variance being accounted for is to ask whether the 

correlation coefficient for the item i s different 

It was decided for this study that Simpler= 0.1 

Change= 0.01 indicates a relationship worth 

Simpler is the slope of the regression line and 

from 0.0. 

and RSQ 

examining . 

indicates 

the number of units one variable changes when an independent 

variable is entered into the regression equation . Whereas 

the simple correlation coefficient is an indicator of the 

degree of association between only two variables, the 

multiple R is an indicator of the strength of the 

relationship between the dependent variable and the 

independent variables taken as a group . Since the multiple R 

is an indicator of the strength of all of the predictors 

simultaneously, its square is an indicator of the strength of 

the regression line. Thus R- Square is a measure of explained 

variance about the regress i on line. The R-Square Change 

indicates the additional explained variance when more 

independent variables are added into the regression equation . 

The standardized regression coefficients and f values are 

listed in Appendix B. 

In Table 4.6 , it can 

Potential for Personal 

percent of the variance 

variab l es, as indicated by 

be seen that for Factor 1 Real, 

Challenge and Development, 9 . 3 

is explained by the bases of power 

the cumulative RSQ, leaving 90 . 7 
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percent of the variance unexplained. For this factor which 

is a measure of assistant principals' perceptions of the 

existence of opportunities for responsibility, creativity, 

and originality in job satisfaction, the referent base 

of power is 4.8 percent of the explained variance as 

indicated by the RSQ Change. Expert base of power and 

coercive base of power together account for 3.6 percent of 

the total variance as indicated by the sum of their RSQ 

CHANGE scores. Reward base of power and legitimate base of 

power fail to meet the SIMPLE r and RSQ CHANGE tests of 

sign ifi cance. For referent base of power, the relationship 

is positive, indicating that the greater the perceived 

referent base of power, the more likely assistant principals 

are to perceive the existence of opportunities for personal 

challenge. 

Table 4.6 

Mult i ple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Potential for 
Personal Challenge (Motivator) 

Assistant Principals 
(N = 28) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.220 0.048 0.048 

Expert Power 0.270 0.073 0.024 

Reward Power 0.278 0.077 0.004 

Simple 
r 

0. 2 2 

0. 10 

0.20 



Variable 

Coercive Power 

Legitimate Power 

Table 4.6 (continued) 

Multiple 
R 

0.299 

0.305 

RSQ 

0.089 

0.093 

RSQ Change 

0.012 

0.003 

Simple 
r 

0 .10 

0. 18 

90 

For Factor 1 Ideal (Table 4.7), Potential for Personal 

Challenge and Development, 28.0 percent of the variance is 

explained by the bases of power variables, leaving 72.0 

percent of the variance unexplained. Referent base of power 

and coercive base of power account for 22.4 percent of the 

variance. Coercive base of power is the single biggest 

contributor to the variance, accounting for 18.6 percent, as 

indicated by the RSQ Change. The relationship is inverse, as 

shown by the negative correlation coefficient, indicating 

that the greater the perceived coercive base of power, t he 

less likely assistant principals are to express a high need 

strength for personal challenge and development. Reward base 

of power and expert base of power together account for 5.5 

percent of the total variance, as indicated by the sum of 

their RSQ CHANGE scores. The values generated by legitimate 

base of power are too small to contribute to the regression 

equation. 



Table 4.7 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Potential for 
Personal Challenge (Motivator) 

Assistant Principals 
(N = 28) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.194 0.037 0.037 

Coercive Power 0.473 0.224 0.186 

Reward Power 0.518 0. 2 6 9 0.044 

Expert Power 0.529 0.280 0.011 

Legitimate Power * * * 
*=Values are too small to contribute to equation. 
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Simple 
r 

0.19 

-0.13 

0 .14 

0. 95 

* 

For Factor 2 Real (Table 4.8) Competitiveness Desirabil­

ity , 17.0 percent of the variance was explained by the bases 

of power variables, as indicated by the cumulative RSQ, 

leaving 83.0 percent of the variance unexplained. Reward 

base of power and coercive base of power together account for 

12.3 percent of the total variance, as indicated by the sum 

their RSQ Change scores. For this factor, which measures 

assistant principals' perceptions of the existence of the 

opportunities for competition and recognition of accomplish­

ment within the school system, most of the 17.0 percent of 

variance is explained by reward base of power. For reward 

base of power, the relationship is positive. The greater the 
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p erc e ived reward base of power, the more likely assistant 

principals are to perceive the existence within the system of 

opportunities for competitive desirability. Coercive base of 

powe r explains 4.6 percent of the variance. Legitimate base 

of power an d reward base of power together account for 4.0 

percent of the total variance, as indicated by the sum of the 

RSQ CHANGE scores. Expert base of power fails to meet the 

S IMPLE rand RSQ CHANGE tests of significance. 

Table 4.8 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Competitiveness 
Desirability ( Motivator) 

Assistant Principals 
(N = 28) 

Multiple 
Variable R RSQ RSQ Change 

Reward Power 0 .278 0.077 0.077 

Coercive Power 0. 3 5 2 0. 12 3 0.046 

Legitimate Power 0.374 0. 14 0 0.016 

Referent Power 0.405 0.164 0.024 

Expert Power 0. 412 0. 1 70 0.005 

Simple 
r 

0.27 

0. 10 

0. 12 

0.26 

0. 2 4 

For Factor 2 Ideal (Table 4.9), Competitiveness Desir-

ability, 8.1 percent of the variance is explained by the 

bases of power variables, leaving 91.9 percent of the 

variance unexplained. Referent base of power and legitimate 
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0 power together account for 2.9 percent of the total base f 

Yarian ce, as indicated by the sum of their RSQ Change scores. 

For th is factor, which measures teachers' need strengths for 

the existence of competitiveness within the school system, 

most of the 8 .1 

base of power 

O. O pe rcent). 

percent of variance is explained by referent 

(1.9 percent) and 
legitimate base of power 

For referent base of power, the relationship 

is po . s1tive. 
This relationship indicates that the greater 

the perceived 
referent base of power, the more likely 

assistant principals are to express a high need strength for 

For legitimate base of power, the relationship comp t. e 1 ti on. 

is p . os1tive. This relationship indicates 
that the greater 

the more likely 
the perceived legitimate base of power, 

principals are to express a high need strength for assistant 

compet. . 1 t1veness within the school system. Coercive base of 
r 

Power and expert base of power fail 
to meet the SIMPLE 

The values generated by 
and RSQ CHANGE test of significance. 

the 
1 e · gitimate base of power are too small to contribute to 

reg ression equation. 
For Factor 3 Real (Table 4.10), Tolerance for Work 

Pre ssure 7.5 percent 
of the variance is explained by the 

as indicated by the cumulative RSQ, dem ograph1· c variables, 
92.5 percent of the variance unexplained. Legitimate 

power and referent power together account for 2 . 8 

leay· Ing 

base of 

Percent 

their 

of 

RSQ 

the 

CHANGE scores. 

total variance, as indicated by the sum of 

For this factor, which measures 

I' 

, .. 



Table 4.9 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Competitiveness 
Desirability (Motivator) 

Assistant Principals 
(N = 28) 

Mul tip 1 e 
Variable R RSQ RSQ Change 

Referent Power 0.139 0.019 0.019 

Coercive Power 0.240 0.058 0.038 

Expert Power 0.266 0.070 0.012 

Legitimate Power 0.284 0.081 0.010 

Reward Power * * * 

* = Values are too smal 1 to contribute to equation. 
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Simple 
r 

0.13 

-0.02 

0.04 

0. 12 

* 

assistant principals' perceptions of the existence of 

excessive work and work pressure within the school system, 

most of the 7.5 percent of 

legitimate base of power. 

variance is explained by 

For legitimate base of power, 

the relationship is positive, which means that the greater 

the perceived legitimate base of power, 

assistant principals are to perceive 

excessive work and pressure in their jobs. 

power fails to meet the SIMPLE r and RS 

the more likely 

the existence of 

Coercive base of 

CHANGE test of 

significance. The values generated by reward base of power 

and expert base of power are too small to contribute to the 

regression equation. 



Table 4.10 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Tolerance for 

Variable 

Legitimate Power 

Coercive Power 

Referent Power 

Reward Power 

Expert Power 

Work Pressure (Motivator) 
Assistant Principals 

(N = 28) 

Mu ltipl e 
R RSQ RSQ Change 

0.123 0.015 0.015 

0.248 0.061 0.046 

0.274 0.075 0.013 

* * * 

* * * 
' * - Values are too small to contribute to equation. 
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Simp 1 e 
r 

0 .1 2 

-0.05 

0. 12 

* 
* 

For Factor 3 Ideal (Table 4.11), Tolerance for Work 

Pressure, 25.1 percent of the variance is explained by the 

bases of power variables, leaving 74.9 percent unexplained. 

For this factor, which measures assistant principals' 

acceptance of excessive work and work pressure, legitimate 

base of power ac counts for 19.7 percent of the total 

explained variance of 25.1 percent and has a positive 

relationship. This relationship indicates the greater 

perceived legitimate base of power, the more likely 

assistant principals are to accept excessive work and work 

pressures in their jobs. Expert, referent, and coercive 

bases of power together account for 4.4 percent of the total 
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variance as indicated by the sum of their RSQ CHANGE scores. 

Reward base of power fails to meet the SIMPLE rand RSQ 

CHANGE tests of significance. 

Table 4.11 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Tolerance for 

Variable 

Legitimate Power 

Expert Power 

Referent Power 

Coercive Power 

Reward Power 

Work Pressure (Motivator) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ RSQ Change 

0.444 0.197 0.197 

0.462 0.213 0.016 

0.476 0.226 0.012 

0.493 0.243 0.016 

0 . 501 0. 2 51 0.007 

Simple 
r 

0 . 44 

0. 2 8 

0.38 

0. 2 4 

0.36 

For Factor 5 Real (Table 4.12), which measures the 

extent of assistant principals' willingness to seek rewards 

and interesting work in exchange for job security, 31 . 5 

percent of the variance is explained by the bases of power 

variables, as indicated by the cumulative RSQ, leaving 68 . 5 

percent of the variance unexplained. Referent, coercive, 

and reward bases of power together account for 27.0 percent 

of the total variance, as indicated by the sum of their RSQ 

CHANGE scores. Referent base of power alone accounts for 

)1 
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17.3 percent 
of the variance and has a direct relationship. 

This relationship indicates that the greater the perceived 

referent b ase of power, the more likely assistant principals 

Al 1 of 

are wi11· 
in spite of uncertainty. 

ing to seek rewards 

the b ases of power variables 
meet the SIMPLE rand RSQ CHANGE 

tests .. of significance. 

Table 4.12 

Multiple Regression Summary Table : 

Contributions of Five Bases of Power to 

Real Means for Willingness to 

Variable 

e f eren t Power 

oercive Power 

ewarct p ower 

R 

C 

R 

L 

E:x: 

e . g1timate Power 

Pert Power ----

Seek Rewards in Spite of 
Uncertainty (Motivator) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ RSQ Change 

0.416 0 .17 3 0.173 

0.491 0.241 0.067 

0 . 270 0.029 
0.520 

0.540 0.291 0. 02 0 

o.561 0.315 0.023 

which 

Simple 
r 

0.41 

0. 14 

0.36 

0.39 

0.29 

measures 

For Factor 5 Ideal (Table 4 .1
3

) • 
rewards and 

assista nt principals' willingness to seek 

interest · · t 13 6 t f 
1ng work at the risk of job secur 1 y, . percen o 

explained by the bases of power variables. 
the variance is 

'l'he reward base 

tota1 variance. 

of power accounts 
for 2. 5 percent of the 

For 
reward base of power, the relationship 
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is positive. This relationship indicates that the greater 

the perceived reward base of power, the more likely 

assistant principals will have a high need strength to seek 

rewards in spite of uncertainty. Coercive, reward and 

legitimate bases of power fail to meet the SIMPLE rand RSQ 

CHANGE tests of significance. The values generated by expert 

base of power are too small to contribute to the equation. 

Table 4.13 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Willingness to 

Variable 

Reward Power 

Coercive Power 

Referent Power 

Legitimate Power 

Expert Power 

Seek Rewards in Spite of 
Uncertainty ( Motivator) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ RSQ Change 

0.160 0.025 0.025 

0.347 0. 12 0 0.095 

0.366 0.134 0.013 

0.369 0.136 0.002 

* * * 

*=Values are too small to contribute to equation 

Summary 

Simple 
r 

0.16 

- 0.04 

0.03 

0. 08 

* 

Considering the motivation variables measured in Real 

and Ideal Factors 1, 2, 3, and 5 as a group, the bases 

of power variables account for a small percent of the 
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sion variance leaving most of the variance unexplained. 
regres · 

The referent base of power accounted for the largest 

variance in Real Factors 1 and 5, 4.8 and 17.3 
Proportion of . 

Percent respectively, with a positive relationship. This 

ionship suggests that the greater the perceived referent 
relat· 

base f 0 
power, the more likely assistant principals are to 

ive these motivator needs as being met. This finding is 
Perce· 

cons· 6 
1st ent with Cachur, who also found the referent base of 

with subordinate 

Power to be positively 
associated 

Real Factors 2 and 3 

actmi · nistrators ' job satisfaction. For 
' 

and the legitimate 

the reward base of power (7 . 7 percent) 
largest the 

base of power ( 1. 5 percent) accounted for 

relationships 

Proport · ion of variance. These positive 

suggested that the greater 
the perceived reward base of 

are to perceive 

the motivation Power' the more likely assistant 
principals 

the existence in the school system of 

Variab1 es measured by Real Factors 2 and 3. 

For Ideal, Factors 1 and 3, the reward base of power 

(2.5 p ercent) and the legitimate 
base of power (19.7 percent) 

for the largest proportions of explained 
variance 

accounted relationships 
These 

in th e regression analysis. 

the greater the perceived reward base of power, 

positive 

the 

suggest 

6 
the Thomas J. Cachur, 

Admin·Job Satisfaction 
lhei istrators and Their 

r Pr incipa 1 s, 11D i ss. 

"A Study of Relationships between 

of Secondary School Subordinate 

Perceptions of the Ilases of Power of 

Loyola University of Chicago, 1980. 
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more likely assistant principals are to have a high need 

strength for the motivation variables measured by Factor 1 

and the greater the perceived legitimate base of power, the 

more likely assistant principals are to have a high need 

strength for the motivation variables measured by Factor 3. 

For Ideal Factors 2 and 5, the referent base of power 

accounts for the largest proportion of variance, 3.7 percent 

and 1.9 percent respectively, with a positive relationship . 

This positive relationship suggests that the greater the 

perceived referent base of power, the more likely assistant 

principals are to have a high need strength 

motivator variables measured by Factors 2 and 5. 

Hypothesis 2: The 
principals' power 
differentially to 
dissatisfact i on of 

perceived bases of 
will not contribute 
the perceived job 

assistant principals. 

for the 

Hypothesis 2 was concerned with the relationships between 

the bases of power variables and assistant principals' Real 

and Ideal scores for hygiene factors. The data in tables 

4 . 13 through 4.16 reflect t he amount of variability accounted 

for by each of the independent variables. 

For the Factor 4 Real (Table 4.14), Conservative 

Security, 28.6 percent of the variance is explained by the 

bases of power variables, as indicated by the cumulative RSQ, 

leaving 71.4 percent of the variance unexplained. Real 

i t ems in Conservative Security relate to assistant 

principals ' perceptions of the existence of job security, 

well-defined promotion guidelines, and job routines within 
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their job situation. The largest contributor to the 

variance is the expert base of power which accounts for 20 

percent. Expert base of power has a positive relationship. 

This relationship suggests that with perceived expert base 

of power, the more likely assistant principals are to 

perceive the existence of job security with well-defined 

promotion guidelines and job routines. The coercive base 

of power and the referent base of power together account 

for 8.1 percent of the variance as indicated by the sum of 

their total in RSQ CHANGE. The reward base of power and 

the legitimate base of power fail to meet the SIMPLE rand 

RSQ CHANGE test of significance. 

Table 4.14 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Conservative Security 
(Hygiene) Assistant Principals 

(N = 28) 

1\/lul t iple 
Variable R RSQ RSQ Change 

Expert Power 0.447 0.200 0.200 

Coercive Power 0.502 0.252 0.052 

Referent Power 0.531 0.282 0.029 

Reward Power 0.534 0.285 0.003 

Legitimate Power 0.534 0.286 0.001 

Simple 
r 

0.44 

0.15 

0.41 

0.28 

0.34 

For Factor 4 Ideal (Table 4.15), Conservative Security, 
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22.3 percent of the variance is explained by the bases of 

power variables, as indicated by the cumulative RSQ, leaving 

77.7 percent of the variance unexplained. The coercive base 

of power alone accounts for 7.9 percent of the total 

explained variance. For 

relationship is inverse. 

coercive base of power the 

This suggests that the greater 

the perceived coercive base of power, the less likely 

assistant principals' are to desire a job with security, well 

defined promotion guidelines, and job routines. The 

referent, reward, legitimate and expert bases of power fail 

to meet the SIMPLE rand RSQ CHANGE tests of significance. 

Table 4.15 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Conservative Security 
(Hygiene) Assistant Principals 

(N = 28) 

Multiple 
Variable R RSQ RSQ Change 

Coercive Power 0.281 0.079 0.079 

Referent Power 0.452 0.204 0.125 

Reward Power 0.462 0.214 0.009 

Legitimate Power 0.469 0. 2 2 0 0.006 

Expert Power 0.472 0.223 0.003 

Simple 
r 

-0.28 

0.01 

-0.14 

-0.02 

-0.04 

Real items in the Surround Concern Factor 6 (Table 4.16) 

measure the assistant principals' perceptions of the 
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existence of acceptable physical conditions, fringe benefits, 

and interpersonal relations within the job situation. For 

Factor 6 Real, Surround Concern, 38.2 percent of the variance 

is explained by the bases of power variables, as indicated by 

the cumulative RSQ, leaving 61.8 percent of the variance 

unexplained. The legitimate base of power alone accounts 

for 24.0 percent of the total variance. For legitimate base 

of power, the relationship is positive. This relationship 

suggests that the greater the perceived legitimate base of 

power, the more likely assistant principals are to perceive 

the existence of these hygiene variables in the work 

environment. The coercive base of power acc ounts for 12.8 

percent of the total variance as indicated by the RSQ CHANGE. 

The referent, expert, and legitimate bases of power fa il to 

meet the SIMPLE rand RSQ CHANGE tests of significance. 

Table 4.16 

Mu ltiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Surround 
Concern (Hygiene) 
Assistant Principals 

(N = 28) 

Multiple 
Variable R RSQ RSQ Change 

egi timate Power 0.496 0.246 0.246 

Simple 
r 

0.49 L 

C 

R 

oercive Power 0.612 0.374 0.128 0.13 

eferent Power 0.615 0.379 0.004 0.32 
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Table 4.16 (continued) 

Variable 
Multiple 

R RSQ RSQ Change 
S imp 1 e 

r 

Expert Power 

Reward Power 

0.617 

0.618 

0.381 

0.382 

0.002 

0.001 

0.34 

0.27 

For Factor 6 Ideal (Table 4.17), Surround Concern, 25.2 

percent of the variance is explained by the bases of power 

variables, as indicated by the cumulative RSQ, leaving 74.8 

percent of the variance unexplained. The referent base of 

power accounts for 11.1 percent and expert base of power, 9.4 

percent of the variance. 

assistant principals' 

For this factor, which measures 

need strengths for good fringe 

benefits, interpersonal relations, and physical surroundings, 

Referent base of power and expert base of power account for 

20.5 percent of the explained variance as indicated by their 

combined RSQ. For referent base of power the relationship is 

positive. This relationship suggests that the greater the 

perceived referent base of power the more likely assistant 

principals' are to have a high need strength for good working 

conditions and physical surroundings. 



Table 4.17 

Multiple Regression Summary Table: 

Contributions of Five Bases of Power to 

Ideal Means for Surround 

R 

E 

L 

Variable 

e f eren t Power 

Xpert Power 

eg· ltimate P ower 

Co 

Re 

ercive Power 

Ward Power ----
Fact 

Con · s1dering 

Concern (Hygiene) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ RSQ Change 

0. 3 3 3 0.111 0.111 

0. 45 3 0.205 
0.094 

0.472 0.223 
0.017 

0 . 4 8 3 
0.234 

0.011 

0.502 0.252 
0.018 

I 

summary 

the hygiene 
variables measured 

and 38.2 percent 
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' Simple 
r 

0.33 

0.11 

0. 30 

0.17 

0.30 
I 

in 

of 

Real 

the 

ors 4 and 6, 28. 6 percent 

\Tar· lance • respectively, was explained by the bases of power 

coercive base of power was the only variable 

th
e relationship is positive. However, it 

noted that 1· n h eac case, 

\Tar · lables The 

that contributed to the variance in both factors, and in both 

cases 

should be 

the coercive base of power was 
not 

the largest . contributor to the total variance. 
For Real 

bases of power, 20.0 percent, and 

Fact ors 4 and 6, expert 

1 e . g1 t ima t e 
base of power, 24,6 percent, were the largest 

contribut ors to the tota l variance. For Real Factor 4, the 

re 1 
with the expert base of power is positive. This 

ationsh1"p . . 
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positive relationship suggests that the greater the perceived 

expert base of power, the more likely assistant principals 

are to perceive the existence of job security in the work 

environment. For Real Factor 6 ' the relationship with the 

legitimate base of power is positive. This positive 

relationship suggests that the greater the perceived 

legitimate base of power, the more 1 ike ly assistant 

principals are to perceive the existence of acceptable 

physical conditions. 

Considering the hygiene variables measured i n Ideal 

Factors 4 and 6, 22 . 3 percent and 25.2 percent respectively 

was explained by the bases of power variables. For Id eal 

Factors 4 and 6, the coercive base of power, 7.9 percent, and 

the referent base of power, 11 . 1 percent were the large st 

contributors to the total variance. For Factor 4, the 

relationship with the coercive base of power is inverse. 

This suggests that the greater the perceived coercive base 

of power, the less like l y assistant principals are to desire 

a job with security and routine. For Factor 6, the 

relationship with referent base of power is positive. This 

relationship suggests that the greater the perceived referent 

base of power, the more likely assistant principals are to 

have a high need strength for good working 

physical surroundings. 

conditions and 

Hypothesis 3: The perceived bases of 
principals' power will not contribute 
differentially to the perceived job 
satisfaction of teachers. 
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concerned with the relationships Hypothesis 

bet ween the 
bases of power variables and teachers' Real and 

Ideal scores for motivator factors. The data in Tables 

t 
4 .17 

4
.24 reflect the amount of variability accounted for 

3 was 

hrough 

by each f 0 
the independent variables. 

in Potential for Personal Challenge, Factor 1 Real i terns 

(Tabl e 4.18), relate 
to teachers' perceptions 

of the 

e:x:. istence of opportunities 
for responsibility, creativity, 

For this motivator and originality in the job situation, 
variance is explained 

by the 
factor 

' 
b ase s of 

leav· 1ng 

power variables, as indicated by the cumulative RSQ, 

16 percent of the 

8 3. 7 percent 

base of power 

account for 

of the variance 
unexplained. The 

and the legitimate base of power 
12.9 percent of the variance, as 

referent 

together 

indicated by the sum 
of their RSQ CHANGE scores. The 

ref 
erent base of power is the largest contributor to the 

10.6 percent of the variance. The 
indicating that the greater the 
power, the more 1 ike ly teachers 

variance , accounting for 
relat· l onsh1' p 1· s positive, 

Perce· ived referent base of 
Perce· 

ive the job as providing the 0 pportunities for personal 

cha 11 
enge and development. Th• coercive, expert and reward 

base 8 

of power fail to meet the s1J\IIPLE rand RSQ cHANGE tests 

Of s· "igni ficance. 



Table 4.18 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Potential for 
Personal Challenge (Motivator) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.325 0. 10 6 0.106 

Coercive Power 0.374 0.140 0.033 

Legitimate Power 0.404 0.163 0.023 

Expert Power 0 . 404 0. 16 3 0.000 

Reward Power * * * 
*=Value too small to contribute to equation. 
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Simple 
r 

0. 3 2 

-0.02 

0.28 

0.25 

* 

For Factor 1 Ideal (Table 4.19), the Potential for 

Personal Challenge and Development, 4.0 percent of the 

variance is explained by the bases of power variables, 

leaving 96.0 percent of the variance unexplained. The 

referent base of power, which accounts for 3.4 percent of the 

variance, is the largest contributor to the total variance. 

For the referent base of power, the relationship is inverse, 

as shown by the negative correlation coefficient. This 

relationship suggests that the greater the perceived referent 

base of power, the less likely teachers are to have a high 

need strength for personal challenge and development. 

The legitimate, reward, coercive, and expert bases of power 



fail to meet the SIMPLE r and 

significance. 

Table 4.19 

RSQ CHANGE 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Potential for 
Personal Challenge (Motivator) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0. 18 5 0.034 0.034 

Legitimate Power 0.197 0.039 0.004 

Reward Power 0.198 0.039 0.000 

Coercive Power 0. 199 0.039 0.001 

Expert Power 0. 2 00 0.040 0.000 
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tests of 

Simple 
r 

-0.18 

-0.07 

-0.09 

-0.06 

-0.14 
/ 

For Factor 2 Real (Table 4.20), Competitiveness 

Desirability , 5.0 percent of the variance is explained by the 

bases of power variables, as indicated by the cumulative RSQ, 

leaving 95.0 percent of the variance unexplained. Expert 

base of power and leg i timate base of power together account 

for 3.3 percent of the variance as indicated by the sum of 

their RSQ CHANGE scores. For this factor, which measures 

t eachers ' perceptions of the existence of the opportunties 

for competition, and recognition of accomplishment within the 

school system, the largest contributor to the variance i s 
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e x pert base of power, explaining 1.9 percent of the varianc e. 

Fo r t h e expert base of power, the relationship is positive 

i n dicating that the greater the perceived expert base of 

power, the more likely teachers a re to perceive the 

e x istence within the system of opportunities for competition. 

The reward, coercive, and referent bases of power f a il to 

meet the S ll\/lPLE rand RSQ CHANGE tests of significance. 

Table 4.20 

Multiple Re gression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Competitivenes s 
Desirability (Motivator) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Expert Power 0.140 0.019 0.019 

Rewa rd Power 0.181 0.033 0.013 

Legiti mate Power 0. 217 0.047 0.014 

Coercive Power 0. 2 21 0.049 0.002 

Referent Power 0.224 0.050 0.001 

Simp 1 e 
r 

0.14 

- 0.01 

0. 13 

- 0.04 

0. 10 

For Factor 2 Ideal (Table 4. 2 1), Competitiveness 

Desirability, 3.5 percent of the variance is explained by t h e 

base s o f power variables, leaving 96.5 percent of the 

variance unexplained. The referent base of powe r a ccount s 

for 2.2 percent of the total vari a nce. For this factor, 
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which measures teachers' need strength for the existence of 

competitiveness within the school system, most of the 3.5 

percent of variance is explained by the referent base of 

power. For the referent base of power, the relationship is 

inverse as shown by the negative correlation coefficient. 

This relationship suggests that the greater the perceived 

referent base of power, the less likely teachers are to have 

a high need strength for opportunities for competition. 

The expert, legitimate, reward, and coercive bases of power 

fail to meet the SIMPLE r and 

significance. 

Table 4.21 

RSQ CHANGE 

Multiple Regression Surrnnary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Competitveness 
Desirability (Motivator) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.149 0.022 0.022 

Expert Power 0.169 0.028 0.006 

Legitimate Power 0.186 0.034 0.006 

Reward Power 0.187 0.035 0.000 

Coercive Power 0.187 0. 03 5 0.000 

For Factor 3 Real (Table 4.22), Tolerance 

tests of 

Sirnp 1 e 
r 

-0.14 

- 0.07 

-0.04 

-0.06 

- 0.04 

for Work 
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Pressure, 5.1 percent of the variance is explained by the 

bases of power variables, as indicated by the cumulative RSQ, 

leaving 95.9 percent of the variance unexplained. For this 

factor, which measures teachers' perceptions of the existence 

of excessive work and work pressure within the school system, 

the legitimate base of power is the largest contributor to 

the variance, explaining 3.5 percent. For legitimate base of 

power, the relationship is positive, which suggests that the 

greater the perceived legitimate base of power, the more 

likely teachers are to perceive the existence of excessive 

work and pressure in their job. The reward, referent, 

coercive, and expert bases of power fail to meet the SIMPLE 

rand RSQ CHANGE tests of significance. 

Table 4.22 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Tolerance for 

Variable 

Legitimate Power 

Reward Power 

Referent Power 

Coercive Power 

Expert Power 

Work Pressure (Motivator) 
Teachers 
(N = 141) 

Mul t iple 
R RSQ RSQ Change 

0.188 0.035 0.035 

0.224 0.050 0.014 

0.225 0.050 0.001 

0.226 0.051 0.001 

0 . 227 0.051 0.000 

Simp 1 e 
r 

0. 18 

0 . 01 

0.07 

0.02 

0.06 



113 

For Factor 3 Ideal, (Table 4.23) Tolerance for Work 

Pressure, 3.4 percent of the variance is explained by the 

b ases of power variables, leaving 96.6 percent unexplained. 

For this factor, which measures teachers' acceptance of 

e x cessive work and work pressure, the large st contributor 

to the unexplained variance is the referent base of power, 

which account for 2.1 percent. This base of power's inverse 

relationship suggests t hat t he greater the perceived referen t 

bas e of power, the less likely teachers are to accep t 

excessive work and pressures in their jobs. The expert , 

reward, legitimate, and coercive bases of power fail to mee t 

the SIMPLE rand RSQ CHANGE tests of significance. 

Table 4.23 

Mult i ple Regression Summary Table : 
Co ntributions of Five Bases of Power to 

Ideal Means for Tolerance of 
Work (Motivator) 

Teachers 
(N = 141) 

Mu l tiple 
Variable R RSQ RSQ Change 

Referent Power 0.14 5 0. 0 21 0.021 

Expert P ower 0.174 0.03 0 0. 00!) 

Reward Power 0.17 8 0. 0 3 1 0.0 0 1 

Legit i mate Power 0 .184 0.034 0.002 

Coercive Power 0.185 0. 0 34 0 . 0 00 

Simp l e 
r 

- 0.14 

- 0.0 6 

- 0 . 11 

- 0. 07 

- 0 .0 9 
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For Factor 5 Real (Table 4.24), Willingness to Seek 
Rewards In Spite of Uncertainty, 10.8 percent 

of the 
variance is explained by the bases of power variables, 

as 
indicated by the cumulative RSQ, leaving 89.2 percent of 

the variance unexplained. Expert power and referent power 

together account for 9.2 percent of the total variance , as 
indicated by the sum of their RSQ CHANGE scores. For this 

factor, which measures the extent of teachers' willingness 

to seek rewards and interesting work in exchange for job 

security, the largest contributor to the variance is the 

expert base of power, which accounts for 7.8 percent. The 

re l ationship is positive, suggesting that the greater the 

erceived expert base of power, the more likely teachers 

are will ing to seek rewards in spite of uncertainty. The 

reward, coercive, and legitimate bases of power fail to 

meet the SIMPLE rand RSQ CHANGE tests of significance. 

Tab le 4.24 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Willingness to Seek 
Rewards In Spite of Uncertainty 

(Motivator) Teachers 
(N = 141) 

Mu ltiple 
Variable R RSQ RSQ Change 

Expert Power 0.280 0.078 0.078 

Reward Power 0.303 0.092 0.013 

Simple 
r 

0.28 

0.07 
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Table 4.24 (continued) 

Multiple Simple 

Variable R RSQ RSQ Change r 

Referent Power 0.327 0. 10 7 0.014 0.26 

Coercive Power 0.327 0.107 0.000 0.01 

Legitimate Power 0.328 0.108 0.000 0.17 

For Factor 5 Ideal (Table 4.24), 2.0 percent of the 

variance is explained by the bases of power variables, 

leaving 98.0 percent of the variance unexplained. For this 

factor, which measures teachers' willingness to seek rewards 

Table 4.25 

Multiple Regression Summary Table : 

Contributions of Five Bases of Power to 
Ideal Means for Willingness to 

Seek Rewards In Spite of 
Uncertainty (Motivator) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.136 0.018 0.018 

Expert Power 0.138 0.019 0.000 

Reward Power 0.139 0. OU) 0.000 

Coercive Power 0.142 0.020 0.001 

Legitimate Power 0.143 0.200 0.000 

Simple 
r 

-0.13 

-0.12 

-0.10 

-0.05 

- 0.09 



116 

and interesting work at the risk of job security, the largest 

contributor to the variance is the referent base of power, 

accounting for 1.8 percent. This relationship is inverse, 

which suggest that the greater the perceived referent base 

of power, the less likely teachers are to have a high need 

strength to seek rewards in spite of uncertainty. The 

expert, reward, coercive, and legitimate bases of power fail 

to meet the SIMPLE rand RSQ CHANGE tests of significance. 

Summary 

When the motivator variables in Real Factors 1,2,3, 

and 5 as a group, a pattern forms which suggests a positive 

relationship between the referent and expert bases of power 

and teachers' perceptions that their motivator needs are 

being met. The largest contributor to the variance for 

Real Factor 1 was the referent base of power (10.6 percent) 

and for Real Factors 2 and 5, the expert base of power 

accounted for 1.9 percent and 7.8 percent of the respective 

variances. The legitimate base of power accounted for 3.5 

percent of the variance for Real Factor 3. These findings 

are consistent with Horstein and Miller who found that the 

referent and expert base of power correlated positively with 

the job satisfaction of teachers. 

Considering the motivator variables 

2, 3, and 5, less than 5.0 percent 

in Ideal Factors 1, 

of the variance is 

explained by the bases of power variables for any one of 

the Ideal Factors. Furthermore, for Ideal Factors 1, 2, 3, 
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4, and 5, the referent base of power is the largest contri-

butor to the variance, with an inverse relationship. This 

fi n ding of an inverse relationship is 
7 

inconsistent with the 
8 

the literature (Horstein, Bachman, Smith and Slesinger, 
9 

a nd Miller) in which referen t power was positively related 

to job satisfaction. 

Hypothesis 4: The perceived bases of 
principals' power will not contribute 
differentially to the perceived job 
satisfaction of teachers. 

Hypothesis 4 concerned the relationships between the 

bases of power variables and teachers' Real and Ideal scores 

for hygiene factors. The data in Tables 4.24 through 4.27 

reflect the amount of variability 

of the independent variables. 

accounted for by each 

For Factor 4 Real (Table 4.26), Conservative Security, 

10.3 percent of the variance is expl a ined by the bases of 

power variables, as indicated by the cumulative RSQ, leaving 

7 
Harvey A. Horstein, D. M. Callahan, E. Fi s ch and B. A. 

Benedict, "Influence and Satisfaction in Organ izations: A 
Replication, "Sociology of Education, 41 (Fall, 1968), 
380-389. 

8 
G. Bachman, Clagett G. Smith, and Jonathan A. 

"Control, Performance and Satisfaction: An 
Jerald 

Slesinger, 
Analysis of 
Personality 

Structural and Individual Effects," Journal of 
and Social Psychology, 4 (Aug., 1966), 127 - 136. 

9 
Don E. Miller, "A Study of Relationships Between Job 

Satisfaction of Teachers and Their Perceptions of Bases of 
Social Influence of Their Principal s ," Diss. Syracuse 
University, 1973, p.3. 
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90.0 percent of the variance unexplained. The expert base of 

power is the largest contributor to the variance, accounting 

for 7.8 percent. For the expert base of power, the 

relationship is positive suggesting that the greater the 

perceived expert base of power, the more likely teachers 

are to perceive the existence of job security, promotion 

guidelines and job routines. The coercive, legitimate, 

reward, and referent bases of power fail to meet the 

SIMPLER and RSQ CHANGE tests of significance. 

Table 4.26 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Conservative 
Security (Hygiene) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Expert Power 0.279 0.078 0.078 

Coercive Power 0 . 295 0. 0 87 0 . 0 0 9 

Legitimate Power 0 . 318 0 . 101 0.013 

Reward Power 0. 319 0.102 0 . 001 

Referent P ower 0 .321 0.103 0.001 

Simp l e 
R 

0. 2 7 

0. 0 0 

0.2 0 

0 . 0 9 

0 . 25 

For Factor 4 I dea l (Table 4.27), Conservative Security, 

2 . 3 percent of the variance is explained by the base s of 

power variables, as indicated by the cumul a tive RSQ , 
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leaving 97. 7 percent of the variance unexplained. The 

referent base of power is the largest contributor to the 

variance account for 2.1 percent. For the referent base of 

power, the relationship is inverse. This suggests that the 

greater the perceived referent base of power, the less 

likely teachers are to have a high need strength for job 

security, promotion guidelines, a n d job routines. The 

legitimate, reward, e x pert, and coercive bases of power 

fail to meet the SIMPLE r and 

significance. 

Table 4.27 

RSQ CHANGE 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Conservative 
Security (Hygiene) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0. 14 6 0.021 0. 021 

Legitimate Power 0.152 0.023 0.001 

Reward Power 0.153 0.023 0.000 

Expert Power 0.153 0.023 0.000 

Coercive Power * * * 
* - values are too small to contribute to equation 

tests of 

Simple 
R 

-0.14 

- 0.07 

-0.10 

- 0.11 

* 

Real items in the Surround Concern factors measure the 

teachers' perceptions of the existence of ac c eptabl e 
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phys i ca l conditions, fringe benefits and interpersonal 

re l a tions within the teaching situation. For Factor 6 

ea l , Surround Concern, 17.4 percent of the variance is 

xp l a i n ed by the bases of power variables, as indicated 

y the cumulative RSQ, leaving 83 percent of the variance 

unex plained. The referent base of power accounts for 10 . 1 

pe rcent of the total variance, and the legitimate base of 

p ow e r accounts for 1.1 percent of the variance. The 

r e f e rent base of power is the largest c ontributor to the 

total variance and has a positive relationship. This 

rel a tionship suggests that the greater the perceived 

ref e rent base of power, the more likely teachers are t o 

p erceive the existence of acceptable physical conditions 

and the other hygiene var i ab l es in the work environment . 

The coercive, rewnrd, and expert bases of power fail to 

me et the SIMPLE rand RSQ CHANGE tests of significance. 

Table 4.28 

Multip l e Regression Summary Tab l e : 
Con t ributions of Five Bases of Power t o 

Real Me ans for Surrou nd 
Concern (Hygiene) 

Teachers 
( N = 141) 

Mu l tiple 
Variable R RSQ RSQ Change 

Referen t Power 0.318 0. 101 0.1 01 

Coercive Power 0.391 0.152 0.051 

Simple 
r 

0.31 

- 0. 0 6 
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Table 4.28 (continued) 

Multiple Simple 
Variable R RSQ RSQ Change r 

Legitimate Power 0.405 0.164 0.011 0.23 

Reward Power 0.414 0.172 0.007 0.14 

Expe rt Power 0.418 0.174 0.002 0.30 

For Factor 6 Ideal (Table 4.29), Surround Concern, 3.2 

percent of the variance is explained by the bases of power 

variables, as indicated by the cumulative RSQ, leaving 96.8 

Table 4.29 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Ideal Means for Surround 
Concern (Hygiene) 

Teachers 
(N = 141) 

Multiple 
Variable R RSQ RSQ Change 

Referent Power 0.167 0.028 0.028 

Expert Power 0.176 0. 031 0.002 

Coercive Power 0.178 0.031 0.001 

Legitimate Power 0.180 0.032 0.001 

Reward Power * * * 

*=Values are too small to contribute to equation. 

Simple 
R 

-0 .16 

-0.10 

- 0.09 

- 0. 10 

* 

percent of the variance unexplained. The largest contri -
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referent base 
of power, which 

butor to the variance is the 

For accounts for 2.8 percent. 

the is inverse . 

the referent base of 

This suggests that the 

power, 

greater 

1 i ke ly 

working 

relationship 

the perceived referent base of power, the 
are to have a high need strength for 

less 

good 
teachers 

condit' ions ad n physical surroundings. 

When the hygiene 

cons· 

summary 
variables for Real Factors 4 and 

power and 

6 are 

the 
idered together, the 

referent base of power, 

cont . r1butors to 

base of power 

e:x:pert 

the variance. 

accounted for 

base 

respectively 

For 

of 

were 

Factor 

7.8 percent of 

the largest 

4' 
the expert 

the variance. 

power accounted 
While 

for 

for Factor 6, the 

variance. 

referent base of 
For both of these bases 

10.1 percent of the 

the relationship of 
is positive suggesting that the 

bases of power, 
power 

' 
greater the perceived expert and referent the e:x:istence of 
the more likely teachers are to perceive 

the mot· 
ivator factors measured bY Real factors 4 and 6. 

Considering the hygiene variables for Ideal Factors 4 

and 6 
together, the referent base of power is the largest 

1 

utor to the variance, accounting for 2.1 percent and contr'b 

2. 8 
percent respectively. The relationshiP for the referent 

each factor is inverse a s 

base regard to of power with 

indicated 
by the negative correlation 

relat· ionship would seem to suggeS
t 

ived referent base of power, 
th

e Perce· 

coefficients. 
This 

that 

less 

the greater the 

likely teachers 
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a re to have a high strength for conservative security and 

surround concern variables. 

In summary, for Hypothesis 1, the max imum amount of 

variance explained by the bases of power variables is 31.5 

percent. The minimum amount of variance explained by the 

bases of power variables is 7.5 percent. For Hypothesis 2, 

the maximum amount of variance explained by the bases of 

power variables is 38.2 percent. The minimum amount of 

v a riance explained is 22.3 percent. For Hypothesis 3, the 

maxi mum amount of variance explained by the bases of power 

variables is 20.0 percent. The minimum amount of variance 

explained is 3.4 percent. For Hypothesis 4, the maximum 

amount of variance explained by the bases of power variables 

is 17.4 percent and the minimum amount of variance explained 

is 2.3 percent. The bases of power variables included in 

Hypotheses 1, 2, 3, and 4 do explain a small percent of the 

variance with regard to perceptions of and need for motivator 

and hygiene variables by assistant principals and teachers. 

However, most of the variance remains unexplained. 

Additional Analyses 

In the original analyses, 

used as a type of catch-all 

a step -wise regression was 

statistic wherein all the 

possible regression equations were run, 

being given to what correlations 

significant. This method allowed an 

without consideration 

were statistical l y 

examination of every 

possible permutation to see whether or not patterns were 
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forming. Whereas, the step-wise regression indicated that 

the bases of power variables did explain a small percent of 

the variance with regard to perceptions of and need for 

hygiene and motivator variables, most of the variance remains 

unexplained. Therefore, a hierarchical regression has been 

used wherein only statistically significant correlations were 

introduced into the regression equations. This technique, 

because it utilizes only those coefficients which are 

significant, magnifies the importance of previously found 

significant relationships. Tables 4.30 through 4.37 are a 

presentation of the results. From Table 4.30, it can be seen 

that for Factor 5 Real, 20.0 percent of the variance is 

explained by the bases of power variables with significant 

correlations, as indicated by the cumulative RSQ, leaving 

80.0 percent of the variance unexplained. For this factor, 

which measures the extent of assistant principals' 

willingness to seek rewards and interesting work in exchange 

for job security, the referent base of power accounts for 

17.3 percent of the total variance with the expert base of 

power and the legitimate base of power accounting for 16.0 

percent and 13.0 percent respectively as indicated by their 

RSQ CHANGE scores. The referent base of power has a 

positive relationship, suggesting that the greater the 

perceived referent base of power, the more likely 

assistant principals are willing to seek rewards in spite of 

uncertainty. 



Table 4.30 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Willingness to 

Bases of Power 
with Significant 
Correlations 

Referent Power 

Expert Power 

Seek Rewards In Spite of 
Uncertainty (Motivator) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ RSQ Change 

0.416 0.173 0.173 

0.435 0.189 0.016 

Legitimate Power 0.451 0.200 0.013 
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For Factor 4 Real (Table 4.31), Conservative Security , 

2 0.7 percent of the variance is explained by the bases o f 

power variables with significant correlations, as indi c ated 

by the cumulative RSQ, leaving 79.3 percent of the varianc e 

unexp l ained. The expert base of power accounts for 20.0 

per c ent of the total v a riance and has a pos itive 

relationship. This relationship suggests that the grea t e r 

the perceived expert base of power, the more li ke l y 

ass i stant principals are to perceive the existence o f j ob 

security with well-defined promotion guide l ines , and job 

routines. The referent and legitimate bases of power f a il 

to meet the SIMPLE rand RSQ CHANGE tests of signif i cance . 



Table 4.31 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Conservative 

Bases of Power 
with Significant 
Correlations 

Expert Power 

Re fer en t Power 

Legitimate Power 

Security (Hygiene) 
Assistant Principals 

(N = 28) 

Multiple 
R RSQ 

0.447 0.200 

0.451 0.203 

0.455 0.207 

RSQ Change 

0. 2 00 

0.003 

0.003 
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For Factor 1 Ideal (Table 4.32), the Potential for 

Personal Challenge and Development, 11.2 percent of t he 

variance is explained by the bases of power variables wi th 

significant correlations leaving 88.8 percent of t he 

variance unexplained. For this factor, which measures 

teachers' need 

responsibility, 

strength 

creativity, 

for the opportunities for 

and emphasis on individual 

ability, 10.6 percent of the variance is explained by t he 

referent base of power. 

The relationship for the referent base of power i s 

positive, indicating that the greater the perceived referent 

base of power, the more likely teachers are to express a 

high need strength for personal challenge and developmen t. 

The legitimate and expert bases of power fail to meet the 



SIMPLE rand RSQ CHANGE tests of significance. 

Table 4.32 

iple Regression Summary Table : Mult· Contributions of Five Bases of Power to Ideal Means for Potential for Personal Challenge (Motivator) 
Teachers 
(N == 141) 

Base Withss?f Power 
Corr /gnficant 

Multiple RSQ RSQ Change 
e ations R 

Ref erent Power 
Leg· 

o.325 0.106 
0.106 

1 t ima te Power o.335 0 .112 
Q.006 

Expert Power o.335 0 .112 
0.000 

-
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. Factor 2 Real (Table 4.33), Competitiveness Desirability, 
es 2.4 percent of the variance is explained by the 

of power variables, as reflected in the cumulative 

lUdicat 

bases 
variance 

unexplained. 
RSQ, 

factor, which measures teachers' perceptions of 

the e . xistence of the opportunities for 

gni t ion of 
h 

accomplishment within the sc ool system, 

For 

leaving 

this 

97 . 6 percent of the 

competition, and 

reco . 

1. 9 
percent of the variance is explained by the expert 
of power. The relationship for the expert base of base 

Power is positive, 

Perce· ived expert base of 

are to perceive the 

more 

existence 
within 

the greater the 

likely teachers 

the system of 

'fhe legitimate 

Opportun·t · 1 1es for competitive 
des i r ab i 1 it y. 
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b a s e of power fails to meet the SIMPLE r and RSQ CHANGE 

tests of significance. 

Bases 
wi th 

of 

Table 4.33 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Re a l Means for Competitiveness 
Desirability (Motivator) 

Teachers 
(N = 141) 

Power 
Significant Multiple 

Correlations R RSQ RSQ Change 

Expert Power 0.140 0.019 0.019 

Legitimate Power 0.155 0.024 0.004 

For Factor 3 Real (Table 4.34), Tolerance 

Simple 
r 

0.14 

0.13 

for Work 

Pressure, 3.5 percent of the variance is explained by 

legitimate power, leaving 96.5 percent of the variance 

unexpl a ined. For this factor, which measures teachers' 

perceptions of the existence of excessive work and work 

pressure within the school system, the 3.5 percent of var -

iance is explained by legitimate power. For legitimate 

base of power, the relationship is positive, which 

suggests that the greater the perceived legitimate base of 

power, the more likely teachers are to perceive the existence 

of excessive work and pressure in their jobs. 



Table 4.34 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Tolerance for 

Bases of Power 
with Significant 
Correlations 

Legitimate Power 

Work Pressure (Motivator) 
Teachers 
(N = 141) 

Multiple 
R RSQ RSQ Change 

0.188 0.035 0.035 
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For Factor 5 Real (Table 4.35), 8.4 percent of the 

variance is explained by the bases of power variables wi t h 

significant correlations, as indicated by the cumulative RSQ, 

leaving 91.6 percent of the variance unexplained. For th i s 

factor, which measures the extent of teachers' willingne ss 

to seek rewards and interesting work in exchange for j ob 

security, 7.8 percent of the variance is explained by t he 

expert base of power which is positively related. This 

relationship suggests that the greater the perceived exper t 

base of power, the more likely teachers are willing to seek 

rewards in spite of uncertainty. The referent and legit i ma t e 

bases of power fai 1 to meet the SIMPLE r and RSQ CHANGE 

test of significance. 



Bases of 

Table 4.35 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Willingness to 
Seek Rewards In Spite of 
Uncertainty (Motivator) 

Teachers 
(N = 141) 

Power 
with Significant Multiple 
Correlations R RSQ RSQ Change 

Expert Power 0. 2 80 0.078 0.078 

Referent Power 0.289 0.083 0.005 

Legitimate Power 0. 2 90 0.084 0.001 
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For Factor 4 Real (Table 4.36), Conservative Security, 

8.2 percent of the variance is explained by the bases 

of power variables, as indicated by the cumulative RSQ. 

Real items in Conservative Security relate to teachers ' 

perceptions of the existence of job security within their 

teaching situation. For this factor, 7.8 percent of the 

variance is explained by the expert base of power which has a 

positive relationship, suggesting that the greater the 

perceived expert base of power, the more likely it is that 

teachers will perceive that there exists the opportunity 

to have job security with well-defined promotion guidelines 

and job routines. The legitimate and referent bases of 

power fail to meet the SIMPLE rand RSQ CHANGE tests of 

significance. 



Table 4.36 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Conservative 
Security (Hygiene) 

Teachers 
(N = 141) 

Bases of Power 
with Significant Multiple 
Correlations R RSQ RSQ Change 

Expert Power 0.279 0.078 0.078 

Legitimate Power 0.285 0.081 0.003 

Referent Power 0.286 0.082 0.000 
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For Factor 6 Real (Table 4.37), Surround Concern, 12.0 

percent of the variance is explained by the bases of power 

variables with significant correlations, as indicated by 

the cumulative RSQ, leaving 88.0 percent of the variance 

unexplained. For this factor, which measures teachers' 

perceptions of the existence of acceptable physical condi ­

tions, fringe benefits, and interpersonal relations within 

the teaching situation, 10.1 percent of the total variance 

is explained by the referent base of power. 

referent base of power, the relationship is 

For the 

positive, 

suggesting that the greater the perceived referent base of 

power, the more likely teachers are to perceive the 

existence of these hygiene variables in the work environ ­

ment. The reward, expert, and legitimate bases of power 



fai 1 to meet the SIMPLE r and RSQ CHANGE 

significance. 

Table 4.37 

Multiple Regression Summary Table : 
Contributions of Five Bases of Power to 

Real Means for Surround Concern 
(Hygiene) Teachers 

(N = 141) 

Base s of Power 
with Significant Multiple 
Correlations R RSQ RSQ Change 

Referent Power 0.318 0.101 0.101 

Reward Power 0.331 0.109 0.007 

Expert Power 0. 3 45 0. 119 0.009 

Legitimate Power 0.340 0 .120 0.002 

Summary 
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0.31 

0.14 

0.30 

0.23 

Co nsidering the motivator variables in Factors 1, 2, 3, 

and 5 f or teachers as a group, the expert base of powe r has 

the greatest contribution to the variance and has a 

positive re l ationship. This suggests tha t the grea ter the 

perceived expert base of power, the more like l y te achers 

are to perceive that their motivator needs are being met. 

Considering the hygiene variables in Factors 4 and 6 Real 

for teachers, 8.2 percent and 12.0 percent are respec tively 

explained by the bases of power variables . Th e expert 

base of power was the variable that con t ributed most to 
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the Va • 
riance in Factor 4, 

Was the va . 
riable that contributed most in Factor 6. 

whi 1 e the referent base of power 

In 

Illa}{ i 0)1,rn ..... u, Va • 
riance explained by the bases of power variables is 

conclusion, the additional analyses reveal that the 

20.7 
Percent. 

'.l'he bases 

The minimum variance explained is 2.4 percent. 

V-ar i ance 
With 

and 
motivator 

Une:,c 
Plained 

of power variables explain a small percent of the 

regard to perceptions of and need for hygiene 

variables, but most of the variance remains 
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CHAPTER 5 

Surmnary, Conclusions and Recommendations 

Review of the Study 

The foci of this study were to: 
1) identify the 

ionship between the job satisfaction / dissatisf a c tion of relat· 

n principals and teachers a s sista t • 
and the bases of p ower 

and 2) invest igate the 
they ascribe to their principals; 

to which the job satisfaction 1ssatisfac tion of degree · / d" 

assistant principals and teachers can be explained by the 

bases of power they ascribe to their principals. 

The sample used in this study was randoml y s elected 

from the assistant principal 
and teacher popu l a tions in 

twenty-two secondary schools. Packets containing a l e tter of 

general explanation of the study , the ins t rumen ts to be 

comp l eted, and a stamped, self-addressed enve l ope in which to 

return the completed instruments were sent to th i r ty - seven 

randomly selected assistant principals and two hu ndr e d and 

sixty-three randomly selected teachers. 
The f irst 

Two instruments were used in this st udy . 

instrument was the Educational Work Component Study and had 

two parts. Part one was a forty-nine item ques tionnaire 

designed to measure the respondents' perceptions r eg arding 
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needs were being 

the 

rnet 

extent 

With' 1n 

ich motivat or and hygiene 
to wh· 

the wor k situation. Part two 
was 

the 

a forty-nine 

respondents' 

item quest· Perce 1 onnai re designed to 

•nct r egarding the need 

measure 

strength of their motivator 

The second instrument was the Power Scale Ptions 

hy . g1ene I needs. 

naex and had 

questionnaire items, each designed to 
obtain 

rne forty 
asure 

com the b a s e s o f 

Pl 

power principals used to 

ian c e f 
the rom a ssistant principals and teacher•• Also, in 

Packet 
a brief demographic questionnaire. 

urn principals and teachers were requested to 
s wa s 

Ass· 
ret istan t . the 

st amped , s e 1 f -

the completed questionnaires in 
assured that their 

aaa ressed 

Were would be treated confidential lY• 

envelope. Respondents were Questionnaires 

res Ponses 
assistant 

principals, 

rece· 
Per ived from 

cent) 

twenty-nine 

rom 148 teachers, ( 56 . 2 percent l · 
and f 

(78.3 

out 

Step . 
to d wise multiple 

eterm· 

d

. ine t f lss he relationship between th• job satis action/ 

at· 

ba 

1 sf action h d h •es of assistant principals and teac ers an t e 

regression analyses were carried 

principals, 

they 

l-Iie rarch · 

., •cal h carried out to 

•11n · regression analyses were ten 

r 1 fy the •lat· importance of pre,riouslY found 

of power 
ascribed 

to 

significant 

Ionsh' lpS. 

summary of Findin s 

HY'.OTHESIS 1: Th• perceived bases of 
~r1ncipals ' power will contribute dif ­
s:~entia!ly to the perceived job 

isfaction of assistant principal•• 
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Multiple regression analysis was used to analyze the 

s trength of the relationships between the bases of power 

variables and assistant principals' Real and Ideal scores 

for motivator factors. For Factor 1 Real (Potential for 

Personal Challenge and Development) 4.3 percent of the 

v a riance is explained by the referent base of power. The 

g reat e r the perceived referent base of power, the more likely 

a ssistant principals are to perceive the existence of 

opportunities for personal challenge. For Factor 1 Ideal, 

the coercive base of power is the single biggest contributor 

to the variance, accounting for 18.6 percent. The relation­

ship is inverse, indicating that the greater the perceived 

coercive base of power, the less likely assistant principals 

are to express a high need strength for personal challenge 

and development. For Factor 2 Real (Competitiveness 

Desirability) 7.7 percent of the variance is explained by 

the reward base of power. The greater the perceived reward 

base of power, the more likely assistant principals are to 

perceive the existence within the system of opportunities for 

competitive desirability . 

For Factor 2 Ideal, the referent base of power is the 

single biggest contributor to the variance, accounting for 

1.9 percent. The relationship is positive, indicating that 

the greater the perceived referent base of power, the more 

likely assistant principals are to have a high need strength 

for competition. For Factor 3 Real (Tolerance for Work 
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Pres sure) 1.5 percent of the variance is explained by the 

legitimate base of power. The relationship for the 

le g itimate base of power is positive, indicating that the 

g reater the perceived legitimate base of power, the more 

li k ely assistant principals are to perceive the existence 

of excessive work and pressure in their jobs. For Factor 3 

Ideal, 19.5 percent of the variance is explained by the 

legitimate base of power. This positive relationship 

indicates that the greater the perceived legitimate base of 

p ower, the more likely assistant principals are to accept 

excessive work and pressures in their jobs . For Factor 5 

Real (Willingness to Seek Reward in Spite of Uncertainty) 

17.3 percent of the variance is explained by the referent 

base of power. This relationship indicates that the greater 

the perceived referent base of power, the more likely 

assistant principals are willing to seek rewards in spite of 

uncertainty. For Factor 5 Ideal, the reward base of power is 

the single biggest contributor to the variance, accounting 

for 2 . 5 percent. For the reward base of power, the 

relationship is positive, indicating that the greater the 

perceived reward base of power, the more likely assistant 

principals are to have a high need strength to seek rewards 

in spite of uncertainty. 

HYPOTHESIS 2: The perceived bases of 
principals' power will contribute dif­
ferentially to the perceived job dis ­
satisfaction of assistant principals. 
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Multiple regression analysis was used to analyze the 

s t r ng th of the relationships between the bases of power 

vari a bles and assistant principals' Real and Ideal Scores 

for hygiene factors . For Factor 4 Real (Conservative 

ecur ity) 20.0 percent of the variance is explained by the 

xper t base of power. This relationship suggests that the 

g reater the perceived expert base of power, the more likely 

ssistan t principals are to perceive the existence of job 

security. For Factor 4 Ideal, 7.9 percent of the variance is 

exp l a ined by the coercive base of power. The relationship is 

inve rse, suggesting that the greater the perceived coercive 

base of power, the less likely assistant principals are to 

de s ire a job with security, well defined promotion 

gu idelines, and job routines. For Factor 6 Real, (Surround 

Concern) 24.6 percent of the variance is explained by the 

l eg itimate base of power and the relationship is positive. 

This relationship suggests that the greater the perceived 

legitimate base of power, the more likely assistant 

principals are to perceive the existence of acceptable 

physical conditions, fringe benefits, and interpersonal 

relations within the job situation. For Factor 6 Ideal, 

11.l percent of the variance is explained by the referent 

base of power. The relationship, which is positive, suggests 

that the greater the perceived referent base of power, the 

more likely assistant principals are to have a high need 

strength for both good working conditions and good physi ca l 
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surroundings. 

HYPOTHESIS 3: 
principals' 
ferentially 
satisfaction 

The perceived bases of 
power will contribute dif­

to the perceived job 
of teachers. 

Multiple regression analysis was used to analyze the 

strength of the relationships between the bases of p ower 

variables and teachers' Real and Ideal scores for mot i vator 

f a ctors. For Factor 1 Real (Potential for Personal Chal l enge 

and Development) 10.6 percent of the variance is explained by 

the referent base of power. The relationship is pos i ti v e , 

suggesting that the greater the perceived referen t base of 

power, the more likely teachers are to perceive the job as 

providing the opportunities for personal challenge and 

development . For Factor 1 Ideal, the referent base of p ower 

is the single biggest contributor to the variance acc oun ting 

for 3.4 percent. The relationship is inverse, indica t ing 

that the greater the perceived referent base of power , t he 

less likely teachers are to have a high need strengt h for 

personal challenge and development. For Fact or 2 Rea l 

(Competitiveness Desirability) the referent base of p owe r 

ac counts for 2.2 percent of the tota l variance . For the 

referen t base of power, 

suggests that the 

the relationship i s inverse , whi ch 

greater the perceived referent base o f 

power, the less likely teachers are to have a high need 

strength for opportuniti es for competition . 

For Factor 3 Real (Tolerance for Work Pressure ) the 
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legitimate base of power is the largest contributor 

explaining 3.5 percent of the variance . For legitimate base 

of power, the relationship is positive, which suggests that 

the greater the perceived legitimate base of power, the 

more likely teachers are to perceive the existence of 

e x cessive work and pressure in their job. For Factor 3 

Ideal, 2.1 percent of the variance is explained by t he 

referent base of power. This base of power's inverse 

relationship with job satisfaction suggests tha t the grea t er 

t h e perceived referent base of power, the less 1 ike ly 

teachers are to accept excessive work and pressures in the i r 

jobs. For Factor 5 Real (Wil l ingness to Seek Rewards i n 

Spite of Uncertainty) 7.8 percent of the variance is 

e x plained by the expert base of power . The relationship is 

positive, suggesting that the greater the perceived expe rt 

base of power, the more likely teachers are willing to se ek 

rewards in spite of uncertainty . For Factor 5 Ideal , 1. 8 

percent of the variance is explained by the referent base of 

power. This relationship is inverse, which suggests that t he 

g reater the perceived referent base of power, the l ess 

likely teachers are to have a high need streng th to seek 

rewards in spite of uncertainty. 

Hypothesis 4: The perceived bases of 
principals ' power will contribute dif ­
ferentia l ly to the perceived job 
dissatisfaction of teachers. 

Multiple regression analysis was used to ana l yze t he 
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strength of the relationships between the bases of power 

variables and teachers' Real and Ideal scores for hygiene 

factors. For Factor 4 Real (Conservative Security) the 

expert base of power is the largest contributor to the 

variance, accounting for 7.8 percent. For the expert base of 

p ower, the relationship is positive, suggesting that t he 

g reater the perceived expert base of power, the more like l y 

teachers are to perceive the existence of job securi t y , 

promotion guidelines and job routines. For Factor 4 Idea l, 

2.1 percent of the variance is explained by the referent base 

of power. The relationship is inverse which suggests t ha t 

the greater the perceived referent base of power, the l es s 

likely teachers are to have a high need strength for j ob 

security, promotion guidelines and job routines. For Fac tor 

6 Ideal (Surround Concern) the largest contributor to t he 

variance is the referent base of power, which accounts fo r 

2 . 8 percent. For the referent base of power, the relation­

ship is inverse, suggesting that the greater the perce i ved 

referent base of power, the less likely teachers are to have 

a high need strength for good working conditions and physica l 

surroundings. 

Additional Analyses 

Test i ng of hypotheses 1 through 4 represents the initi a l 

focus of this study. However, in the course of conducti ng 

those ana l yses it became apparent that a number of 

sign i ficant questions were raised by the findings which 
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a part of this study. 

1'h i s particularly true 
with regard to 

the amount of 
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For motivator Factor 1 Ideal (Potential for Personal 

Challenge - teachers) 10.6 percent 

explained by the referent base of 

relationship suggests that the 

referent base of power, the more 

of the variance is 

power. This positive 

greater the perceived 

likely teachers are to 

express a high need strength for personal challenge and 

development. For motivator Factor 2 Real (Competitiveness 

Desirability teachers) 1.9 percent of the variance is 

explained by the expert base of power. The relationship 

for the expert base of power is positive, suggesting that 

the greater the perceived expert base of power, the more 

likely teachers are to perceive the existence within the 

system of opportunities for competitive desirability . For 

motivator Factor 3 (Tolerance for Work Pressure - teachers), 

3.5 percent of the variance is explained by the legitimate 

base of power. The relationship is positive, suggesting that 

the greater the perceived legitimate base of power, the more 

likely teachers are to perceive the existence of excessive 

work and pressure in their jobs. For motivator Factor 

5 Real (Willingness to Seek Rewards in Spite of Uncertainty -

teachers) 7.8 percent of the variance is explained by the 

expert base of power which is positively related. This 

relationship suggests that the greater the perceived expert 

base of power, the more likely teachers are willing to seek 

rewards in spite of uncertainty. 

For hygiene Factor 4 Real (Conservative Security -
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teachers) 7.8 percent is explained by the expert base of 

p owe r which has a positive relationship. This relationship 

suggests that the greater the perceived expert base of powe r, 

t h e more likely it is that teachers will perceive that there 

e x ists the opportunity to have job security with well defined 

promotion guidelines and job routines. For hygiene Factor 

6 (Surround Concern - teachers) 10.1 percent of the variance 

is explained by the referent base of power. For the referen t 

b a se of power, the relationship is positive suggesting tha t 

the greater the perceived referent base of power, the more 

likely teachers are to perceive the existence of acceptable 

physical conditions, fringe benefits and interpersona l 

relations within the teaching situation. 

Conclusions 

For all practical purposes, no differences in t he 

s trength or degree of the multiple correlations of the bases 

of power variables, whether those independent variables were 

treated in the stepwise regression or the hierarchi ca l 

regression. None of the bases of power variables emerged as 

meaningful predictors of the four motivator factors or the 

two hygiene factors. It is therefore concluded that the b ases 

of power variables are almost totall y unimportan t i n 

predicting the job satisfaction/dissatisfaction of assis t an t 

principals and teachers. 

One explanation of why none of the bases of p ower 

emerged as a meaningful predictor of satisfaction i s tha t the 
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questionnaires fail to adequately deal with the issues 

involved in bases of power. 
1 

French and Raven acknowledge that the bases of power are 

not necessarily independent. In reality, it is rare t hat a 

given case of power is limited to one source . The 

relationship between two agents, A and B, normally wi ll b e 

characterized by several different variables. 
2 

Cachur states that, in developing the Power Scale Index , 

he adjusted for the lack of independence of the power i n d i ces 

by employing a measure of criteria-related validity as ra t ed 

by expert judgement through a "Q sort" technique. An exam-

ination of the analyses of variance conducted in this study 

on the means of the bases of power revealed an a lpha 

coefficient of .90332 which indicated a high intercorre l a t ion 

between the power indices. The F ratio of 72. 5 316 7 

indicated a probability that the inter-relationship o f the 

bases of power cannot be attributed to chance fac tor s; 

therefore, the Power Scale Index was not validated by t he "Q 

sort" technique and the instrument did not distinqui s h 

1 
John R. P. 

Social Power" in 
Dorwin Cartwright 
Row, 196 8 ) , 2 6 6 . 

2 

French and Bertram Raven, "The Bases o f 
Group Dynamics: Research and The o ry, ed . 

and Alvin F. Zander (New York: Harper a nd 

Thomas J. Cachur, "A Study of Relati onships Between 
the Job Satisfaction of Secondary School Subordina t e 
Administrators and Their Perceptions of the Bases of Power of 
Their Principals", Diss. Loyola University of Ch icago, 198 0 , 
p. 5 0. 
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adequately between the five bases of power. 

Additionally, the mean rankings listed on pages 84 and 

85 are unexpected in light of the sample to which the Power 

Scale Index was administered. During the past five years, 

teachers and assistant principals in the Community City 

Public Schools have experienced traumatic changes in the form 

of massive lay-offs, reorganization and reassignment of 

staff, reduction in promotional positions, and the selection 

of a new superintendent. It would be expected that in such 

an environment the coercive and reward bases of power would 

emerge as the more prominent reasons for complying with the 

principals' requests. Yet, in each group surveyed, partici­

pants chose sequentially the legitimate, expert, and referent 

bases of power as the most important reasons for complying 

with the principal's requests. This suggests that, in 

responding to the questions of the Power Scale Index, 

teachers and assistant principals gave socially acceptable 

answers rather than their real perceptions. Possibly, 

follow-up interviews would have provided further insight into 

the responses and might also have revealed if respondents 

could actually distinguish between different types of power 

bases. 

Problems also exist with the EWCS which may have 

affected the findings of this study. The EWCS does not 

adequately test the Herzberg model. Inherent in the Herzberg 

model is the concept of zero point which is the point to 
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render motivators 

Which hygiene needs must be raised to 

it can only be assumed that when 

operative 

hy. giene 

With the EWCS 

perceptions and 

at 

needs do not differ significantly, 

The instrument does not 

the individual 

Permit 

is 
zero point. 

determination of 
the amount of discrepancy that 

interfere with 

can 

the 

exist before t he dissatisfiers begin to 

According to Herzberg, motivators tend not to be 
satisf· iers 

when hygiene needs are unfulfilled. 
The view that 

opera t 1· Ve 

the Ewes does not deal adequately with the zero point concept 

model bas even greater implications when viewed 
of B erzberg's 

the sample to whom it was administered. Teachers 
in 1 i ght of 

sistant principals in the community City Public Schools 
and as · 

have experienced dramatic changes 
in the past five years. 

and concern, i t is 

Sine e change of any kind creates fear 

determine whether, in this school system, 
the 

of 
di ff" 1 cu 1 t t 0 

hygiene needs 
of the sample bad been raised to the point 

render· ing the motivators operative. 

Also, since the EWCS only 

The EWCS does not permit 

skims va r iables 

furth er i n sight. 

such as policy and 
administration, 

supervision, 

insufficient 

and inter ­

information 

Perso naI 

about 

relations, 

these elements 

irnportance 

i t 

to 

provides 

which 
Herzberg 

attaches great 

Add' 1 ti onal 1 y, 

was done 

in 1arge 
0
rganizstions with declining growth none of 

the previous research using the 

A question is raised as to whether or 

and finan . c1al bases. 
EWCS s hould be used in 1arge organizations-

not t he 

Ther e i s 
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a l so a question of whether this instrument is capable of 

get ting at issues existing in large cities. Herzberg's 

mo de l includes information about the climate and the environ-

ment which the EWCS does not allow for. Therefore, there is 

,_ 0 way of using the EWCS to delineate the extent to which 

differen t environments affect satisfaction/dissatisfaction. 

At the core of the report of the School System 

organization Committee was a recommendation to increase the 

power of the principals. However, during the last decade, 

the power of principals has declined drastically -- largely 

because of 

principals. 

series of 

hand, they 

undertake 

forces and conditions beyond the control of the 

As a result, principals have been faced with a 

perplexing and persistent dilemmas. On the one 

have been urged to exhibit stronger leadership, 

bolder initiatives, and demonstrat e greater 

imagination in running their schools. While on the other 

hand, the central administration, responding to pressure 

from the community, has constrained principals from exer­

cising any significant leadership by organizationally under -

mining their position. Hence the recomnendations from the 

School System Organization Committee stated the obvious but 

did not addresss the issues. 

For example, as part of an accountability program, the 

scho ol board and superintendent designed and initiated goals 

and objectives which were systemwide and were passed down the 

organization to the local school level. Principals may or 
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may n ot have had 
a hand in shaping these policies, yet they 

achieving the desired 

Were expected to lead the1·r schools 1·n 
actions of this kind by the school board 

results. 

and/or 

Frequent 
have made the principals implementers 

superintendent the eyes of 

rather than initiato r s in their schools and in 

the addition, 
community control mechanisms 

community. In 
have functioned more as 

such as 

monit ors 

lay advisory groups 

TheY have 
challenged 

and sometimes 

than advisors. 

thwarted 

Bur 
eaucratic red tape has aJso reduced the power of 

the decisions made by principals, 

any principal can attest, the proliferation 
Prine· lpals. 

Of p aperwork 
, the ever-increasing number of meetings to 

and the escalation of assignments coming from the 
attend 

central office have changed the verY 
also 

nature 

been 

of 

forced 

the 

by 

Prin . c1pals' role. 

co11ect· 
•ve bargaining agreements and the growth of teacher 

o become managers of provisions in the negotiated 

Principals 
have 

mi 1 it ancy t 

tea h c ers 
contract further eroding the principals' t !me and 

bases ' 
of power. 

Economics is yet 

another factor that has some bearing 
one of the first 

the on decline of principals' power. 

casuait· 
•es of budgetary cutbacks is invariably money for 

1 

aoct supervisory personne J deve Jopment. When principals 
Staff 

ose . 
in-service activities, theY 8 Jso Jose opportunities to 

to cope with the 

ski 11 s 
dev-e1 op re new insights and 

Spon . sibilities being thrust upon 
th

em, 

Moreover, when 
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leadership demands exceed current capabilities, it is logica l 

for the superintendent to conclude that the principal is not 

up to the requirements of the job and a transfer i s 

implemented to another assignment, further diminishing t he 

principals ' bases of power. 

What can be done to enhance the principals ' r o le ? 

Every school system requires enlightened leadership starting 

at the top of the organization. The tasks of the leader 

involve influencing members of the organization to estab l ish 

individual goals and allow participation in the formu l a tion 

of organization objectives. The most effective and produ c t ­

ive leadership is a product of maximal participation o f t he 

collective membership in solving problems. In scho o l 

systems, the way the superintendent leads sets the t one f o r 

the principals' role and job fulfillment in the organi z a t i on . 

Providing positive motivation rather than coercive incen ti ves 

to expedite the attainment of goals is where the l eader ma k es 

the difference. High performance by principals may cor r e l a t e 

directly with the behavior of the superintendent who seeks to 

promote group accord, provides lucid direc t ions, and 

establishes an atmosphere for positive alterations in gr oup 

perceptions and feelings . The referent and expert bases of 

power of principals should be high under this sty l e o f 

leadership . 

Secondly, the importance of principals estab l ishing an 

environmen t of open communication canno t be over s tressed . An 
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exchange of unrestricted ideas, in a free and open environ­

ment allows one to draw upon a variety of experiences , 

different perspectives and information which may be useful 

in identifying and solving problems. Open communication also 

r educes stress and can serve to increase social support o f 

the principal as decisions are implemented. Referent, 

expert, and legitimate bases of power can be enhanced in this 

type of atmosphere. 

Thirdly, cooperatively developed programs can be a 

common denominator around which all members of an organiza-

tion can rally to contribute talent, time, and techniques . 

The overall quality of school programs will improve if 

principals are allowed to make use of the full range of 

e x perience, insight, and creative ability which exists in 

their schools. Subordinates will exercise responsible self-

irection and self-control in the accomplishment o f 

worthwhile objectives that they understand and have he l ped 

establish. Faculty satisfaction will increase as a 

by- product of improved programs a nd the opportunity to 

contribute creatively. The legitimate and expert bases o f 

power stand to be enhanced when the principal takes the l ead 

in developing such programs. 

Fourth, principals need to feel a sense of direct 

identity with the school system as a whole. The 

s uperintendent's sharing information with principa ls and 

involving them in school decision- making will help satisfy 
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belonging and 
for individual 

Prine· ipals' 

rec ogn it. 1 on 

basic need 
Satisfying these need will encourage princ i pa l s 

for 

resources of the i r 
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Sllb 0 rct· inates a 
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uncover the creative 
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the i n 

four 
gestions . 

t he cornrnunitY 
1eadershiP for sens itive 
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f· s action to 
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re inf 
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Prin . overall satisfaction and productivity of assis t an t 

c1pa1s and teachers. 
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Recommendations for Further Research 

recommended 
that further research be conducted as 

1) 

2) 

Develop a questionnaire that avoids the 
weaknesses in the Power Scale Index. 
The inter-relationship of the bases of 
power can distort the respondents 
perspective, thereby g iving misleading 
and/or inconclusive findings. The bases 
of _power inter-relationships need to be 
m1n1mized in the questionnaire or the 
respondents pre-trained to distinguish 

the various bases of power. 

Develop a questionnaire which better 
reflects the flerzberg model. The 
Educational work component study does 
not adequately test the aerzberg model. 
As stated, the hygiene zero point must 
be assumed in working with the EWCS. 
The questionnaire should allow measure ­
ment of the amount of discrepancy that 
exists before the dissatisfiers begin to 
interfere with the satisfiers- Environ s 
and climate dat a requirements should 

also be incorporated, 

J) Conduct a similar study utilizing inter ­
views as a follow-UP to determine if the 
interviews enhance the interpretation of 
the data. The intervfeW technique was 
an integral part of Berzberg's re s earch. 
Elaboration on the perspectives and 
!••lings of the respondent maY help in 

interpreting the data. 

4
> The results of this studY provide a 

general indication that the bases of 
power variables maY not be ~eanin~ful in 
predicting the job sat1 s fact1on of 
assistant principals and teachers. A 
study which attempts to investigate 
other variables as possible predictors 
of job satisfaction would be extr eme ly 
beneficial for school administrator s . 



5) 
~evelop videotape situations represent­
ing the power conditions. Present the 
~ideotaped segments to teachers to see 
!f !hey recognize the different power 
•n~1ces as they are displayed by a 
principal. This would verify the obser­
vation, drawn from the means of the 
Power Scale Index used in this study, 
that teachers and assistant principals 
are unable to identify the different 
power indices. Further, when queried 
about the power indices they will give 
••t they believe to be socially 
acceptable answers. Th• same media 
could be used to sensitize the audience 
to the differences between power indices. 
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PART I 

~I:LLOWING ITEMS CONCERN PERSONAL AND DEMOGRAPHIC 
LES. PLEASE (X) THE APPROPIATE RESPONSE FOR EACH ITEM. 

Sex: 
( 1) [ 
( 2) l f ema 1 e 

[ l ma 1 e 

5. Total Years experience 
(1) [ J 1-3 
(2) [ ] 4-6 
(3) [ J 7-10 

. Mari t 
(l) a~ ~tatus: 

(4) [ ] 11-15 
(5) [ ] 16 - 20 
( 6) [ ] over 2 0 

3 

4 

(2) [ ] single 
(3) [ 

1 
married 

(4) [ 
1 

widow(er) 
separated or 

Age: 
( 1) [ 1 
( 2) [ ] 
( 3) [ 1 
( 4) [ 1 
( 5) [ ] 
( 6) [ ] 
( 7) [ 1 
( 8) [ 1 
( 9) [ ] 

divorced 

20-24 
25-29 
30-34 
35 - 39 
40-44 
45-49 
50-54 
55-59 
60 + 

Educat· (1) ional Level: 
(2) ~ 1 less than BA 
(3) ] BA/BS 
(4) [ ] BA+ 30 

6. Total Years experience 
in community City 

(1) [ ] 1-3 
(2) [ ] 4-6 
(3) [ ] 7-10 
(4) [ ] 11-15 
(5) [ ] 16-20 
(6) [ ] over 20 

7, Teaching Level: 
(1) [ ] elementary 
(2) [ ] junior high 
(3) [] high school 

school 

s. Which best describes your 

assignment: 
(1) [ ] classroom teache r 
(2) [ ] assistant principa l 

( 5) [ ] MA/MS /MEd 
(6) [ ] MA + 30 

[ ] EdD/PhD of dissatisfaction with the Community Ci ty 

-----------===---= 
. Wo.a 

ti% t is 
l i c Your Sch greatest 

source of satisfaction with th• Community Ci t y 

001 s ystem? ~--------------------------------------= ------------------------------------------
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1. .~ .. C1te;ort"• , 
t 0111 Illy D11111, .. . 
a .. 11,.. 
. "'tut 

4. A r11 "' "'•~-~-
I, ltg,._ ,~♦,t'>l . • 

'°"Ill ' .~.11: . .. -~~11,.. \ . ~!~1-t" ' 
, - ,e,e· ~u-~ .. ·•~· .. ~N~·. ~ 
• th, · · · . 1n ob~·.. "· - . ·. ~ 

re la e ,~..._ . .11 • ..., .. l'T'lph ..- · · 1e'i-

2. I co1.1Id g aala on originality • , . , •. •• , • , • 1 2 3 4 5 

3, Pr et fired easily . . 
0 rnou

0 
• • • · • • • • , • •. , • . • •. , 1 2 3 4 5 

4 ns co 
· I h rne automatlcall 

1 

ave 
8 

Y .. .. • . • .. • .. 1 2 3 4 5 

01l'lethl n °PPortunlt 
S t ng, even If ott{ to really accomplish 
· here Is ers don't know about It 1 2 3 4 5 

tarry1n emphasis on 
8 g out scho 

I 
fatlsfylng superiors by 

. there la o o policy... • • • . • . • • • . • • • • . 1 2 3 4 5 

7 t PPortuntt f 
· her, 

1 
Y or creative work 1 2 3 ~ 5 s an . . . . . . . .. 

8 th ernphasl · , •re la s on individual ablliiy. • • 1 2 3 4 5 

ltord. ernphasls on 
a. th • · · · • , , • . • , the actual production 

10 e Work · " " · · • · .. · • • ... , . . .. . . 1 2 3 4 5 

. I IITI Cornes In bl 
1 .'li•nt ~ture I can k g pushes sometimes... 1 2 3 4 5 

1. the . . . . ... .. _eep my Job as long as ' 
la Corr, " " .. , . .. • . I 1 2 3 4 5 

CIUt1e ITIUnity h ... ... " •. "" 

It th a. · · · •. . . . as good recreational 

13 
1 fighting I , . .. . ... .. · .. "" .... ·.... 1 2 3 4 5 

. Pera a good .. ••• •••• • • qu 0na 
8 

• • .. • • • .. . .. • 1 2 3 4 5 

lllty w re termfnat 
14_ lh Ork . ..•. . • ed If they do not produce 

ere . . . . . . . . 5 

1 
Ire 

O 
· · • · · • • . . , •.•... 1 2 3 4 

S. th PPortunlti 
e Work 

I 
es to earn bonuses. . . • • 1 2 3 4 5 · 

18, I s exce . •1w ss,ve aometlm "'•w 1Ys h ea • . , . . . . . . . .1 2 3 4 5 

1 . . . • ave • chan 
7. t1.. · · · • •. . ce to learn something ,,, . '. a •ch ... . '' · • • · • · · · · · .• , .• ,.. . 1 2 3 4 5 

Pecialjl~OI dlstrl 
18. 1, d Work . . ct encourages further 

"ITlon · .. .. · · .. 3 4 5 
"01"1e. Cal( Wh ' · · .. · .. .. • .. • .. 1 2 

lQ • • en there I , I 
1 

· · • ·. . . • . 9 pressure to get jobs 
P l"l'l In .. . . · · · · · ·,, 1 2 3 4 5 

<Q •oPle ~~lted In mana I . .. .... • .•. , , . 

• I co ng routine j gb ng a small group of 
hig1.. Uld Qet f o s. · · , , .. . , . ... . . . , . 1 2 3 4 5 

" · Ired • · .. easil · · · · . .. . Y, but the rewards are .... ·· ······ ···· ······· 

21 . the work 11 routine but not herd to do. 
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22. th• work 11 routine but highly r11pect1d In th• 
community .. , . , .. .•.... . . .• . . .. . ... , . . . . . . 1 ~ 

23. the phy1lcal working condition• ere 
attractive .•. . . . .. , ... •. • . • . ... .... .. . • . . , . . 1 2 3 4 5 

24. I have a chance to further my formal 
education . . .• .• • , , • , • , , . , , . , • , . • . . . • . • • • . • 1 2 3 4 5 

25. the community hat a good social and cultural 

"''· '' ·' · · · '' ' · · · '· · · · · · ' · · · · · · · · · · · · · · · ·,, 1 2 3 4 5 

28. the community i1 a wonderful place to ralee a 
family. , ...• .• . .. , . , • .• • . • .. • ..• •• . , . . • , • • • 1 2 3 4 5 

27. I could get fired easily, but the work 11 very 
Interesting . . •••• .. • • • • , •. , , •• . , . . • • . • . • • • • . 1 2 3 4 5 

28. the work 11 routine, but the Initial salary w11 

high , . , •• , . • ,··, , , · ,,, ·· , , ,•, ,, ···· .. , •.. . 1 2 3 4 5 

29. I am under a tenure system. • , . . • • . • • • • • • • • 1 2 3 4 5 

30. competition Is open and encouraged. . • . • . . 1 2 3 4 5 

31 . the ventilation 11 modern. . . . . . . . . . • . . . . . • • . 1 2 3 4 5 

32. salary Increases are determined by the 
amount of effort exerted. • • , • • • • • • . • . . , . . . 1 2 3 4 5 

33. the work builds up "pressures" on me. . • . . • 1 2 3 4 5 

34. there Is little permanency of positions. • , . . . 1 2 3 4 5 

35. the supervisors are nice people.. . . . . . .. .. . . 1 2 3 4 5 

36. rewards are hl(;h, but If I lost this job, It would 
be very difficult to get another one. . . . . . . . . 1 2 3 4 5 

37. school related problems might come up that I 
have to take care of myself, even outside 
regular hours . .. . .. . .. , , , .. . . . .. , . . . . . • . . . . 1 2 3 4 5 

38. 1 sometimes have to take work home with me. 1 2 3 4 5 

39. the schedule la flexible In response to the 
amount of work .. .. . , , . . • , . . . . . . • . . • . . • . . • . 1 2 3 4 5 

40. the amount of work varies. . . . . . . . . . . . . . . . . . 1 2 3 4 5 

41 . 
11

Iary Increases are strictly a matter of how 
much I accomplish for the school district. . . 1 2 3 4 5 

42. the fringe benefits are very good. . . . . . . . . . . 1 2 3 4 5 

43, salary increases are a matter of how much 
effort you put In. . . • . • • • . • . • . . . . . . . • . . . • . . . 1 2 3 4 5 

44. the work might run out, but It is extremely 
Interesting while It lasts. . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

45_ the salary Increases are regularly scheduled. 1 2 3 4 5 

46. the school district Is Involved In heavy 
professional competition. , , ... . . , . . . . . . . . . . 1 2 3 4 5 

47 . I t,ave nice people for co-workers. . . . . . . . . . 1 2 3 4 5 

48. my job Is secure .. .. ...• . >............ ...... . 1 2 3 4 5 

49. the climate Is pleasant. . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 



PART Ill - THE IDEAL JOB 
People also differ greatly In IIM thing, 

they want In a Job, and Jobs differ gN1tly, 
even within th• same school. Thi• form 11 
designed to gather Information about thing• 
you eon■lder Important and dnlrabl• In an 
Ideal lob In the publlc school■• 

Give an answer to every Item on the 
queatloM■lre even If you have to gue11. 
Wort< qulckly. 

Response Categories: 

ReaponN Cet•gorln: 
1. £•tremely undHlrabl•. Would never take Job. 
2 . Unc:ealrable. Would avoid Job. 
3. Neither dnlreble or unde1lrable. 
, . DHlrable. Would favor th• Job. 
5. f•tremely dHlrabl•. 

Would favor Job greatly. 
CO! 
♦, ~ 

. ·, . ~\\ \ 
Ideally, I prefer a Job In which .. ~ · \ \ \. \ \ 

, the work would be very interesting, \ \ '\. \ \ 
although I could get fired easily . . . .. ....... 1 2 3 4 5 

2 salary increases would be strictly a matter of 
how much I accomplished for the school 
district . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

3 . 1 could be sure I could keep my job as long as I 
want it .. . ... .. ... . ..... , . . . . . . . . . . • . . . . . . . 2 3 4 5 

4. the lighting would be good . ........ . .. . .- . . . 1 2 3 4 5 

5 school related problems might come up that I 
would have to take care of myself outside 
regular hours. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 3 4 5 

6 the community would have good recreational 
facilities . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 3 4 5 

7 I would be involved in managing a small group 
of people doing routine jobs. . . • . . . . . . . . . . . 1 2 3 4 5 

8. the school district would be involved in heavy 
professional competition. . . . . . . . . . . . . . . . . . . 2 3 4 5 

9 the work might be excessive sometimes ... . . 1 2 3 4 5 

10 there would be opportunity for creative work. 2 3 4 5 

11 the work would be routine but not hard to do. 2 3 4 5 

12 salary increases would be determined by the 
amount of effort exerted. . . . . . . . . . . . . . . . . . . 2 3 4 5 

13 the climate would be pleasant. . . . . . . . . . . . . . 2 3 4 5 

14 the community would be a wonderful place to 
raise a fam ily . ........ .... . . ....... . . . . . ... 1 2 3 4 5 

1 5 the schedule of hours might have to be flexible 
,n response to the amount of work . . . . . . . . . 2 3 4 5 

6 the work might run out. but it would be 
extremely interesting while it lasted . . .. . .... · 1 2 3 4 5 

1 7 e mployees would be terminated if they do not 
produce quality work . . . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

18 1 m ,ght somet ime have to take work home with 
me ... . ... ... . .... .. . ... . . . . .. . ... . ....... 1 2 3 4 5 
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19. the physical working condition• would be 
attractive . . . ..... ~......................... 1 2 3 4 5 

20. I would have in opportunity to really 
accomplish 1omething. even ii others 
wouldn 't know about 11 . • . . . • . • • . • • • . . . • . • . . 1 2 3 4 5 

21 . I could get fired ~asily. .. .. .. . . . . .. . . . . . . . . 1 2 3 4 5 

' 22. the work would :t>e routine. but the initial 
salary would be t¥gh . . ........... . ... . .... . 

I 
23. the work might b~ild up "pressures"on me . . 

2 3 4 5 

2 3 4 5 

24. the amount of work would vary. ............ 2 3 4 5 

' 
25. the fringe benefits would be very good. .. . . . 2 3 4 5 

I 

26. the ventilation wo_uld be modern........ . . .. 2 3 4 5 

27. there would be emphasis on individual 
ability . . ... . ..... , ................ .. ..... . . 1 2 3 4 5 

28 . ther_e, would be lit\1e permanency of 
posItIons . . ...... , . . . . . . . . . . . . . . . . . . . . . . . . . 2 3 4 5 

! 
I 

29. I would be under~ tenure system. . . . . . . . . . 2 3 4 5 

30. the school distriJ would encourage further 
specialized work. :,. . . . . . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

31 . there would be opportunities to earn 
bonuses .... . ... ; . . . . . . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

32. promotions would come automatically . ..... 1 2 3 4 5 

33. competition woul~ be open and encouraged. 1 2 3 4 5 

34. the community wquld have a good social and 
cultural life. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 3 4 5 

35. I would have a chance to further my formal 
education .. .. . .. L ........................ . 1 2 3 4 5 

36. the rewards would be high although I could 
get fired easily. .... .. . . . . . . .. . . .. . . . . . . . . .. 2 3 4 5 

37. the work woul~ be routine but highly 
respected in the community. . . . . . . . . . . . . . . . 2 3 4 5 

38. I would always '. have a chance to learn 
something now.·:·· .. ··· ... · ..... .... ..... I 2 3 4 5 

39. the superiors wo~ld be nice people. . . . . . . . . 1 2 3 4 5 

40. the job would be ~ecure. . . . . • . . . . . . . . . . . . . . 1 2 3 4 5 

41 . the salary lncre'.ases would be regularly 
sche~uled . ...... : . .. .. . . .. . . . . . . .. . .. . . . . . 1 2 3 4 5 

42. the work might come in big pushes 
sometimes ...... :. . . . . . . . . . . . . . . . . . . . . . . . . . 1 2 3 4 5 

43 . there would be emphasis · on the actual 
production record. . . . . . . . . . . . . . . . . . . . . . . . . 2 3 4 5 

44 . ! might be on call rhen there is pressure to get 
Iobs done . ...... _. . . . . .. . .. . .. . . .. . . . . . . . .. 2 3 4 5 

45. salary increases ~ould be a matter of 
how much effort ~ou put in . . . . . . . . . . . . . . . 1 2 3 4 5 

46. rewards would be high. but if one loses his job, 
it would be very diff icult to get another one. 2 3 4 5 

I 

47 . there would be emphasis on sat isfying 
superiors by carrying out school policy . ... . 1 2 3 4 5 

48. I would have nice people for co-workers. . . . 2 3 4 5 

49. there would be emphasis on originality. . . . . 2 3 4 5 



that for you 
••Y very well 
th.an other•• 

4 

4 

4 

4 

5 

5 .. 

5 

5 

3 4 5 

159 

17. W• h•v• • cDftllllOl'I ••t of profe•-
•ion•l valu••••••••••••·•••••••· 

1 2 3 

18. He can op•n oth•r Job 
opportuni ti•• for ... • • • • •.. . ... 1 2 

3 

19. He t• •Y fri_,,d. • • • • • • • • .. ...... 1 2 
3 

4 s 

4 s 

20. He t• th• chi•f .,11,cutiv• of ficer 

of th• achDOl••············· · ··· 1 2 3 4 s 

21. He can ·••i•t in •Y g.aining pro-

f•s•ion•l or Job recognition or 

r.put•tiDl1••·••·•······••••••••; 
1 2 3 4 s 

22. He t• an experienced 
administrator.•.•.•••• ••••• .-.... 1 2 

3 4 

23. H• ha• th• authority to make 
final decision•••••·••·••·••• • • · 1 2 

3 4 

24. H• t• a wealth of important 
infor111ation for ............... . 1 2 

3 4 s 

25. He can promote ,ny qualities to 
th• board ••• ••.•••••••••••.•.... 1 2 3 

4 s 

26• H• ha• a large say in the re1110val 

of 
•Y contr•ct••·•··••••·••·•• • · 

l 2 3 4 s 

27. H• ,. a lin• officers I report 

directlY 
to hi•••••••••••••• • • •• 

1 2 3 4 s 

2B• He can cause especi•llY intere•t-

in9 or v•Ju.abll! work to be given 

............................ .. 1 2 3 4 :5 

to 
29• · I want to gain hi• respect •nd 

admir•tton•••·•···•·•··•·····•·• l 2 3 4 
5 

;so. He 1s · co111petent and use• sound 
Judgenient • • • • • • • • • • • • • • • • • • • • • • • l · 2 3 4 :5 

31. He l• responsibl• for supervising 
•Y work•••••··••••·•·•··••••··· • 1 2 3 4 

5 

3
2. I w•nt hi• to lik• -· • • • • • • • • • . l 2 3 

4 5 

33.' He can re1110v• 1,nport•nt •fringe• 
benefit• for-··•·••··•·••••·· · 1 2 3 4 

5 

34. He can enhance •Y image in th• 
communitY•••••••••••••~••••••• •• 

1 2 3 4 ~ 

36. 

37. 

38. 

39. 

40• 

Heh•• a 1ar9~ say in the granti ng . 
revi .wino of •Y con tr act •••• •·• • • 1 . 2 3 

1 2 3 4 5 

1 2 3 . 4 S 

a direct •aY in th• 
of financi•l ben•f~ t • 

to ,ne. • • • • • • • • • • • • • • • • • • • • • • • • • • 1 2 3 4 5 

He 1• ..or• knowledge•bl• •nd 
experienced th•" 1 ••• ••••• •• •••• 1 2 3 4 5 

I admir• hi•••••• ••• •••••··•• • •• 1 2 3 4 5 
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SlA F 

Beta 2.748 

P4 -.27988 .607 

P3 .09661 .086 

Pl .04625 .061 

P2 -.03339 .010 

P5 .01527 

S2A 
F 

Beta 4.067 

P4 -.34132 
.749 

P5 .12926 
.745 

P3 .10731 
.045 

Pl .03341 
.020 

P2 -.01897 

S3A 
F 

Beta 
2.600 

P4 .23217 
.932 

P5 -.12633 
1. 316 

Pl .13743 
.229 

P3 -.07284 
.195 

P2 .07203 

S4A 
F 

Beta 
1. 207 

P4 -.18625 
.266 

P3 .06210 
.055 

Pl -.02751 
.016 

P5 .01833 

S5A 
F 

Beta 
.290 

P4 -.09187 
. 018 

P5 -.02047 
. 15 7 

Pl -.06304 
.138 

P2 .05084 
.012 

P3 .01364 
F 

S6A 
Beta 

2.317 

P4 -.25306 
.396 

P5 .09037 
.173 

P2 -.04176 
.128 

P3 -.04440 
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Standardized Regression Coefficients 
and F Values 

(Assistant Principals) 

Sl 
Beta F 

P4 .36014 .479 
P5 - .35037 . 712 
Pl .25564 . 2 7 0 
P2 -.22222 .357 
P3 .12526 .090 

S2 
Beta F 

Pl .51162 1. 18 0 
P2 -.33048 .862 
P3 -.41037 1. 052 
P4 .29169 .343 
P5 .14749 .138 

S3 
Beta F 

P3 .21851 .314 
P2 -.39037 1. 530 
P4 .23285 .348 

S4 
Beta F 

P5 .44381 1.450 
P2 -.39001 1.395 
P4 .40905 .785 
Pl -.14537 .111 
P3 .05443 .022 

S5 
Beta F 

P4 .48265 1. 13 9 
P2 -.61272 3.590 
Pl .41312 .933 
P3 .36300 .998 
P5 -.31527 .763 

S6 
Beta F 

P3 .96043 7. 7 44 
P2 -.53360 3.018 
P4 -.22455 . 2 7 3 
P5 .08603 .063 
Pl .07053 .030 
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SlA F 
Beta 1. 614 

P4 .54270 7.134 
P2 -.84870 1. 630 
Pl .54501 .357 
P5 -.21041 

S2A F 
Beta . 871 

P4 .43723 .971 

P2 -.31771 .452 

P5 -.27233 .256 

P3 .20743 

S3A F 
Beta 2. 15 7 

P3 .55800 .843 

P5 -.34664 .264 

P4 .24295 .718 

P2 -.28662 .230 

Pl .21464 

S4A F 

Beta 3.318 

P4 -.62735 1. 801 

P3 .64633 .276 

Pl -.23910 .223 

P5 .18261 . 091 

P5 -.11626 

S5A F 

Beta 2. 789 

Pl .71731 2,366 

P2 -.54627 
. 421 

P5 -.23454 
.074 

P3 .10209 

S6A 
F 

Beta 
1. 672 

P4 .61096 
3,371 

P5 -.69237 
.590 

P3 .29151 
.735 

P2 -.28962 
.547 

Pl .33039 
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Appendix C 

Cover Letter 
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November 21, 1983 

4511 Forest Park Avenue 
Baltimore, Maryland 21207 

Dear Co I league: 

In cooperation with the Conrnunity City Public School System, 
I an conducting a research study which will be published as 
a doctoral dissertation. This study has been designed to 
facilitate an investigation of the reasons that school-based 
personnel respond the way they do to innovative proposals. 

Although your participation is voluntary, I am hopeful 
that you will take the time to participate. Your complete 
anonymity is guaranteed. All materials have been coded to 
facilitate follow-up procedures in the event that some 
questionnairs are not returned. Once the questionnaires 
have been received, all identification with individuals 
will be destroyed. 

Two instruments are enclosed. There are no "right" or 
"wrong" answers. The only "right" answer is what you 
believe to be true. Please answer all of the questions. 
You should be able to complete both questionnaires in less 
than thirty (30) minutes. 

Please complete the enclosed instruments 
all materials within the next two weeks. A 
addressed envelope is enclosed for return of 
instruments. I will appreciate the time you 
me in completing this study. 

Sincerely, 

Carol S. Parham 

Enclosures: 

CSP:bp 

and mail back 
stamped self 
the completed 

take to assist 
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